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3.	 Are Authority Jobs Better Jobs?1

Introduction

Men’s disproportionate representation in positions of workplace authority 
is considered to be an important source of gender inequality, given the 
view on authority as a “highly coveted workplace resource” (Smith 2002, 
511) associated with substantial economic and psychological job rewards 
(Dahrendorf 1959). The increasing representation of women in positions 
of workplace authority has therefore held a promise of mending gender 
inequality. Some have even argued that equal representation of women and 
men in authority “constitutes the single most important change required to 
produce a system of gender equality” (Chafetz 1990, 220).

However, while women’s presence in authority has generally increased 
over time (Blommaert et al. 2019; Shams and Tomaskovic-Devey 2019; 
Malkaoui et al. 2020), changes in the broader gender order have been 
limited. Paralleling the persistent cultural and institutional devaluation of 
work associated with women and uneven changes in support for gender 
equality in the public and private spheres (Scarborough, Sin, and Risman 
2019; England 2010), women have moved into jobs traditionally associated 
with men like authority jobs to a much greater extent than men have left 
such jobs or employment altogether (England, Levine, and Mishel 2020; 
Shams and Tomaskovic-Devey 2019). Women also continue to be seen as 
incompatible with authority and are evaluated negatively when “taking 
charge” (Ridgeway 2011, 2014; Correll et al. 2020), on the whole casting 
doubt on the assumption of equal job outcomes among women and men 
in authority.

This chapter provides an empirical test of the argument that having 
women represented in workplace authority reduces gender inequality. 
Specifically, I study the extent to which authority jobs are better jobs than 
jobs that do not entail authority for both women and men, and whether 

1	 A slightly different version of this chapter is currently under review at an international peer-re-
viewed journal as: Stojmenovska, Dragana. Are Authority Jobs Better Jobs? Gender-Contin-
gent Associations of Authority with Job Resources, Strains, and Burnout.



50

Chapter 3

the jobs of women and men in authority are of comparable quality, or, at 
the minimum, more similar to each other than the jobs of women and 
men without authority.2 I expand on prior work in various ways. First, I 
contribute a comprehensive view on the relationship between women’s 
underrepresentation in authority and gender equality by studying gender 
contingencies in the association between authority and a broad set of job 
resources (earnings, job autonomy, and nonroutine work), strains (negative 
interpersonal experiences and work-nonwork interference), and job burnout, 
in contrast to existing work that has largely approached this question only 
through authority’s association with higher earnings.

Second, I use tailor-made linked survey and administrative data from 
a large and representative sample of about 100,000 employees in the 
Netherlands, improving on the scant evidence of gender contingencies in 
authority’s association with job strains (McLaughlin, Uggen, and Blackstone 
2012; Pudrovska and Karraker 2014) that relies on narrowly focused samples. 
These data also allow me to replicate evidence on authority’s association with 
earnings using high quality administrative earnings data that are much less 
prone to underestimating inequality than survey-based earnings estimates 
commonly used in prior work (Kim and Tamborini 2014; Valet, Adriaans, 
and Liebig 2019). I additionally run analyses with both a dichotomous and 
the more detailed measure of workplace authority employed in chapter 2, 
allowing me to discern whether gender differences observed are due to 
gender differences in the type of authority position held. Finally, by looking 
at both job resources and strains in the same study, I am able to link gender 
contingencies in the association between authority and job resources and 
strains to possible gender differences in the relationship between having 
authority and job burnout, an increasingly important occupational health 
issue.

2	 These questions are distinct from the question of whether having women represented in 
positions of power, such as positions of workplace authority, has consequences for work 
outcomes among employees in the general ranks, studied increasingly in a growing body of 
literature (see, for example, Stojmenovska 2019; Devicienti et al. 2019; van Hek and van der 
Lippe 2019).
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Gender and the Resources and Strains of Authority

Gender inequality stemming from women’s underrepresentation in 
positions of workplace authority, involving supervising others and making 
decisions about policies and organizational and human resources in the 
workplace (Wolf and Fligstein 1979b), has largely been discussed in relation 
to authority’s association with higher earnings. The benefits of having 
authority, however, likely extend to having control over one’s work, seen 
as the quintessential non-alienated labor and worker empowerment (Marx 
2007; Kohn 1976; Ross and Mirowsky 1992), that alongside earnings is 
independently related to better physical and mental health (Lennon 1994; 
Schieman 2002; Schieman et al. 2020). Job autonomy and nonroutine work 
encompass the time-related and conceptual element of control over one’s 
work (Ross and Wright 1998). The former involves individuals’ freedom 
to decide how and when to do their own work tasks (as opposed to these 
being determined by their supervisor or employer), and the latter entails the 
ability to engage in varied and creative work that involves cognitive input 
and learning new things (in contrast to repeatedly performing the same 
tasks). Authority is likely associated with greater autonomy and nonroutine 
work because individuals in authority positions are responsible for making 
decisions and directing others, and at the same time are less likely to be 
under the supervision of others.

Although authority has largely been seen as an attractive workplace 
resource, it can also be a source of strain; notably, individuals in authority 
may be more likely than individuals without authority to experience work-
nonwork interference and have negative interpersonal experiences at the 
workplace, both chronic stressors related to exhaustion and psychological 
distress (Frone 2000; Glomb 2002; Thoits 1995; Diestel and Schmidt 2009; 
Hakanen, Schaufeli, and Ahola 2008; Bellavia and Frone 2005). Occupants 
of authority positions may be more likely to experience their work interfere 
with their lives outside work because authority positions are more demanding 
and involve working long hours and strong emotional attachment to the 
workplace (Maume and Bellas 2001; Kohn et al. 1990; Blair-Loy 2005). 
They may also experience conflict with subordinates as their work involves 
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supervising the work of others and imposing sanctions (Smith 2002; Elliott 
and Smith 2004).

The association between having authority and job resources is possibly 
different for women and men. Women in authority have been found to 
occupy positions that involve overall lower amounts of authority, compared 
to authority positions of men (Stojmenovska, Steinmetz, and Volker 
2021). Relatedly, scholars have proposed the resegregation or glorified secretary 
hypotheses ( Jacobs 1992), stipulating that women’s inroads into authority 
are (partly) a function of them occupying positions that are managerial only 
in name. Congruent with these ideas, empirical evidence has consistently 
shown that women in authority earn less than men in authority (Maume, 
Heymann, and Ruppanner 2019 [28 European countries]; Cannings 2016 
[Canada]; Cohen, Huffman, and Knauer 2009 [United States]; Mitra 2003 
[United States]; Schieman, Schafer, and McIvor 2013 [Canada]), a gender 
difference in resources that likely extends to autonomy and nonroutine work 
as two non-economic job resources associated with authority.

The association between authority and job strains may also be gender-
contingent. Women may be more likely than men to experience work-
nonwork interference associated with having authority positions, where ideal 
worker narratives and total work devotion schemas are particularly present 
(Blair-Loy 2005; Cha and Weeden 2014; Kanter 1977a), because they are 
culturally seen as bearing the primary responsibility for homemaking and 
childcare (Hays 1998; Begall and Grunow 2015). Negative interpersonal 
experiences at the workplace, ranging from minor disagreements to 
experiences of bullying and harassment, might also be more prevalent among 
women in authority because unlike men, women are seen as incompatible 
with authority positions (Ridgeway 2011, 2014). Women managers are 
evaluated less positively than men managers (Eagly, Makhijani, and Klonsky 
1992), despite being as effective at managing as men (Eagly, Karau, and 
Makhijani 1995). The view on women as an illegitimate source of authority 
may result in greater resistance and noncompliance among colleagues and 
clients, and conflict and harassment might serve as a tool for penalizing 
this “inappropriate way of doing gender” among women with authority 
in the workplace (West and Zimmerman 1987; Berdahl 2007). In a study 
of client (non)compliance in a microfinance bank, Doering and Thébaud 
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(2017) provide some evidence for these ideas, finding that clients are less 
likely to comply with women loan managers compared to men managers, 
and managers in positions that were previously occupied by women.

The resources associated with higher-status job positions such as those 
involving authority are the reason these positions have traditionally been 
associated with better health and well-being (Tausig 1999; Karasek and 
Theorell 1990). Specifically, higher earnings and more autonomous and 
nonroutine work have been linked to better health outcomes (Lennon 
1994; Schieman 2002). More recently, finding no association between 
authority and health, Mirowsky and Ross (2003) have hypothesized that 
this null relationship is a result of the health costs of the strains of authority 
cancelling out the health benefits of the resources associated with authority. 
Among a cross-section of working adults in the United States, Schieman 
and Reid (2009) provide some empirical support for this thesis, finding 
that the positive health effects of higher earnings and levels of nonroutine 
work cancel out the negative effects of work-nonwork interference and 
interpersonal conflict in the workplace. Given possible gender contingencies 
in the relationship between authority and job resources and strains, however, 
this overall picture may obscure important gender differences. Potential 
lower levels of job resources and higher levels of job strains may result in 
less favorable health outcomes among women in authority.

In this chapter, I study gender contingencies in the association between 
authority and a comprehensive set of job resources (earnings, job autonomy, 
and nonroutine work) and strains (negative interpersonal experiences and 
work-nonwork interference). I adopt a strategy of triangulation to capture 
different dimensions of negative interpersonal experiences and look at 
incidences of sexual harassment, bullying, and intimidation in the workplace. 
One contribution of my study, therefore, is to provide a more comprehensive 
view on the relationship between women’s underrepresentation in authority 
and gender equality. The latter extends beyond equal pay and individuals 
report finding intrinsic rewards more important than earnings in their jobs 
(Kalleberg and Marsden 2013; Kaasa 2011; Kalleberg 2011). The social 
sciences have additionally recently seen a reemergence of the interest in 
studying workplace bullying and other forms of harassment at the workplace, 
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due to the negative consequences of harassment on various individual 
outcomes, such as health and career progression (Rainey and Melzer 2021).

To study these associations, I use tailor-made linked survey and 
administrative data from a very large and representative sample of about 
100,000 employees in the Netherlands. These data allow me to study both 
economic and non-economic job resources and strains and help improve on 
the handful of existing studies that have studied the association of authority 
with resources and strains beyond earnings using non-representative 
samples (Schieman, Whitestone, and Van Gundy 2006; McLaughlin, 
Uggen, and Blackstone 2012; Pudrovska and Karraker 2014). In a study 
of gender differences in the association between having authority and 
sexual harassment in the workplace, for example, McLaughlin, Uggen, and 
Blackstone (2012) find that while men supervisors report lower incidence 
of sexual harassment than men in nonsupervisory jobs, among women, 
supervisors report higher incidence of sexual harassment than non-
supervisors. These findings, however, are based on non-representative 
data from a single cohort of respondents from Minnesota aged 29 or 30 
years old. Given the age of these respondents, this study may have captured 
experiences only of individuals lower on the organizational hierarchy.

Finally, by looking at both job resources and strains in the same 
study––to my knowledge not done in prior work––I am able to link gender 
contingencies in the association between authority and job resources and 
strains to possible gender differences in the relationship between having 
authority and job burnout, an increasingly important occupational health 
issue (World Health Organization 2019; Maslach, Schaufeli, and Leiter 
2001). Pudrovska and Karraker (2014) find that having authority is positively 
associated with depression for women, and negatively for men. While women 
in authority report the highest depressive symptoms, men in authority have 
the lowest levels of depressive symptoms of all women and men. This study, 
however, is based on data from a single cohort of Wisconsin high school 
graduates born in 1939, the first cohort of women to enter the United States 
labor market and in large numbers. The authors argue that their findings 
might be specific to this cohort of women because they are likely to have 
experienced greater resistance and discrimination at work than younger 
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cohorts, that, the authors speculate, are the cause of higher depressive 
symptoms among women in authority.

My data allow me to study how the association between authority and job 
burnout potentially relates to gender contingencies in authority’s association 
with resources and strains in a representative sample of employees. Other 
advantages of these data include a high quality measure of earnings based 
on administrative data, that is much less prone to underestimating inequality 
than survey-based estimates commonly used in prior work (Kim and 
Tamborini 2014; Valet, Adriaans, and Liebig 2019), and a more detailed 
measure of authority that allows me to discern whether gender differences 
observed are due to gender differences in the type of authority position held.

Method

Data and Sample
I analyze data from three rounds (2014, 2015, and 2016) of the Dutch National 
Survey of Working Conditions (Nationale Enquête Arbeidsomstandigheden 
[NEA]), linked with administrative data from the Dutch population 
registers. The NEA is a large-scale annually repeated cross-sectional survey 
representative of employees in the Netherlands, excluding the self-employed.3 
From the initial sample of 107,418 respondents whose main activity at the 
time of the survey was working, I select individuals aged 16-65 (leading to 
an exclusion of less than 1 percent of the respondents), and listwise drop 
respondents with missing information on the relevant variables. Given the 
varying number of valid responses per outcome, the analytic sample ranges 
between 64,598 (nonroutine work; not asked in 2015) and 101,317 individuals 
(workplace intimidation). After listwise deletion of missing data, I retain 
between 90 and 94 percent of the original sample. Table A.2 in the appendix 
lists all sample restrictions made due to missing values on the variables for 
each of the outcomes.

3	 The data collection approach and survey questions are comparable across the three rounds 
of the survey. Pooling the three years ensures larger statistical power, particularly useful for 
the analyses using a more detailed measure of authority (see Measures).
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Measures
The measure of workplace authority is a binary measure indicating whether 
the respondent supervises others (19 percent of women, 37 percent of men). 
Since this is a rather crude measure of authority, and the size of the gender 
gap in authority is different in positions with different tasks and amounts 
of authority (see chapter 2), possibly relevant for job resources and strains, 
in additional analyses I use a more detailed measure of workplace authority, 
combining information on the proportion of supervisory tasks (amount 
of authority) and the type of control over resources the position entails. 
This variable (also used in chapter 2) distinguishes between five types of 
job positions, positions with: (i) no supervisory tasks, (ii) some supervisory 
tasks and mostly nonsupervisory tasks, (iii) largely supervisory tasks with no 
control over resources, (iv) largely supervisory tasks with control over human 
resources, and (v) largely supervisory tasks with control over organizational 
resources.

Respondents’ individual earnings are obtained from the Dutch population 
register by linking survey data to the registers using unique respondent 
identifiers. I use a measure of hourly nominal earnings, calculated by 
dividing the total gross earnings (including basic earnings, vacation 
payments and bonuses) in the year of the survey by the total number of 
hours paid in income in that year. If someone holds more than one job I 
limit the analysis to the highest paying job. I log-transform the variable to 
address skew and adjust 2014 and 2015 earnings to 2016 earnings according 
to the Consumer Price Index. The administrative earnings data are much 
less prone to error than survey-based earnings estimates, used in prior study 
of authority’s association with earnings (Cannings 2016; Maume, Heymann, 
and Ruppanner 2019; Mitra 2003), that underestimate inequality through 
high levels of underestimates by high earners and overestimates by low 
earners (Kim and Tamborini 2014; Valet, Adriaans, and Liebig 2019). 
Additionally, earnings in the Dutch registers are not top-coded; this is 
particularly important for correctly estimating authority’s association with 
earnings, given exceptionally high compensation among some individuals 
in authority, like top managers (Kalleberg 2011). Women in my sample on 
average earn only about 80 percent of men’s earnings.
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Job autonomy and nonroutine work are index variables each based on averaged 
responses to six survey items, with higher scores indicating higher levels 
of autonomy and nonroutine work. The survey items measuring autonomy 
(Cronbach’s alpha = 0.79) inquire into whether the respondent has the 
freedom to decide how and when to do their own tasks at work (e.g., “Do 
you decide the order of your tasks?”). Nonroutine work is based on items 
(Cronbach’s alpha = 0.83) measuring respondents’ ability to engage in varied 
and creative work (e.g., “In my work I get time to develop new ideas.”). Table 
3.1 provides descriptive statistics for all variables as well as a more detailed 
description of coding decisions and questionnaire wording.

To capture different dimensions of negative interpersonal experiences, 
I look at incidences of sexual harassment, bullying, and intimidation in the 
workplace. The three measures of negative interpersonal experiences 
are binary variables indicating whether the respondent has experienced 
unwanted sexual attention, bullying, or intimidation by colleagues or clients 
in the previous 12 months. The measure of work-nonwork interference is also a 
binary variable indicating whether the respondent has reported missing or 
neglecting family activities because of work.4 The share of women reporting 
experiences of sexual harassment and intimidation is higher than that of men 
(11 as opposed to 2 percent for sexual harassment, and 31 as opposed to 24 
percent for intimidation).

Finally, my measure of job burnout is an adaptation of the emotional 
exhaustion component of Maslach and colleagues’ (2001) Job Burnout 
Inventory. Respondents were asked to indicate how often the following 
statements apply to them: “I feel emotionally drained from my work,” “I 
feel used up at the end of the workday,” “I feel fatigued when I get up in the 
morning and have to face another day on the job,” “It requires a lot from 
me to work with people the whole day,” and “I feel completely drained from 
my work.” The response categories for these items are: never, a few times 
in a year, monthly, several times per month, every week, a few times per 

4	 The original response categories “yes, a few times,” “yes, often,” and “yes, very often” are all 
coded as “yes.” While “very often” responses are too few to form a separate category, “often” 
and “very often” responses can be combined to create a variable with three categories: no, a 
few times, and (very) often. A sensitivity check shows that the results are not meaningfully 
different if I use this variable instead. For this reason, I present results from the more parsi-
monious binary measure.
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week, and every day. I first make an index averaging responses to these items 
(Cronbach’s alpha=0.88) and subsequently create a binary measure which 
takes the value 1 for respondents who on average have these symptoms 
more often than once a month, and 0 otherwise. As well as allowing me 
to substantively distinguish a more meaningful high frequency of burnout 
symptoms, the binary measure is preferred over the scale measure because 
the latter has highly non-normal residuals (due to its skewed distribution), 
violating the assumptions of linear regression (Allison 1999; Berry 1993). 
The main conclusions are robust to different cut-off values. The share of 
women and men reporting job burnout symptoms is comparable (18 percent 
of women and 17 percent of men).

Analytic Strateg y
I estimate Ordinary Least Squares (OLS) models to analyze the association 
of authority with earnings, autonomy, and nonroutine work, and Linear 
Probability Models (LPM) to analyze authority’s association with negative 
interpersonal experiences (sexual harassment, bullying, and intimidation), 
work-nonwork interference, and burnout symptoms. I start with a model 
regressing each outcome variable on authority status, gender, and the 
interaction between authority status and gender. Based on this model, I 
calculate and plot predictions for each outcome for four groups of interest: 
women without and with authority, and men without and with authority. 
Using these predictions, I make two types of comparisons. First, I make 
within-gender comparisons, comparing the predicted levels of the outcomes 
for individuals with authority to those of individuals without authority. This 
comparison enables me to study whether authority jobs are better jobs than 
those that do not entail authority for both women and men. Second, I make 
between-gender comparisons, discussing gender differences in resources 
and strains of individuals in positions of authority and individuals without 
authority. Between-gender comparisons focus on studying the extent to 
which the jobs of women in authority are of comparable quality to those of 
men in authority, and whether potential gender differences in the outcomes 
are smaller or larger among individuals in authority, relative to individuals 
without authority.
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The results from the models without any adjustment variables are 
informative in and of themselves because they describe the jobs of women 
and men with individual and job characteristics (e.g., work experience, 
educational attainment, and industry) as observed in the population. 
Nonetheless, it is still instructive to observe the outcomes for women 
and men with and without authority with similar authority-associated 
characteristics. In a second model building on the baseline model described 
earlier, I adjust for a number of covariates that are possibly related to both 
one’s chance of having workplace authority and the outcomes of interest: 
industry (13 categories), workplace size (operationalized as the number of 
employees), educational attainment (coded as lower secondary education, 
higher secondary education, Bachelor, and Master), potential work experience 
(calculated as age minus the average age of finishing the highest completed 
education the respondent has indicated), tenure with the current employer 
(number of years), and household constellation (distinguishing between single 
without child(ren), single with child(ren), couple without child(ren), couple 
with child(ren), and other). In the analyses of job burnout, I adjust for age 
instead of work experience; age is a relevant covariate of burnout symptoms 
and too highly collinear with work experience to be included in the same 
model. Like with the baseline model, I calculate and plot the predictions for 
each outcome for women and men with and without authority. Predictions 
based on the model including controls assume the sample distribution of 
the adjustment variables.

Results

Lower Levels of Job Resources among Women Especially in Authority
The bar plots presented in figure 3.1 (job resources), figure 3.2 (negative 
interpersonal experiences), figure 3.3 (work-nonwork interference), and 
figure 3.4 (job burnout) illustrate predicted levels of the outcomes for the 
four groups of interest: women without authority, women in positions of 
authority, men without authority, and men in positions of authority. For 
each group, the first set of bars shows the predictions based on the models 
excluding any adjustment variables. The second set of bars is based on the 
models adjusting for industry, workplace size, education, potential work 
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experience (age in the model for job burnout), tenure with the current 
employer, and household constellation. All graphs include error bars.5 The 
respective coefficients and standard errors can be found in the appendix 
(tables A.3 through A.6).

Figure 3.1 shows that individuals in positions of authority have on 
average higher earnings and higher levels of autonomy and nonroutine work 
than individuals who do not have authority. Between-gender comparisons, 
however, reveal that women do not have the same levels of resources as men. 
For a year of full-time employment (38 hours per week), women in authority 
earn about 10,000 euros less than men in authority (22.6 as opposed to 27.7 
euros per hour). Women without authority also earn less than men without 
authority (18.9 as opposed to 21.4 euros per hour) but the gender difference 
in earnings is greater among individuals with authority than those without 
authority. While women without authority earn about 88 percent of the 
earnings of men without authority, women in authority earn less than 82 
percent of the earnings of men in authority. Women in authority earn on 
average only about 1 euro more per hour than men without authority.

Average autonomy and nonroutine work levels of men in authority (2.60 
autonomy, 2.74 nonroutine work) are also higher than those of women in 
authority (2.48 autonomy, 2.69 nonroutine work). These differences are 
comparable to the gender differences in autonomy (2.27 women, 2.41 men) 
and nonroutine work (2.37 women, 2.43 men) among individuals without 
authority. While the gender difference in nonroutine work is substantively 
small (0.05 standard deviations), the gender difference in autonomy (0.14 
standard deviations) is substantive, slightly larger than the average difference 
in autonomy levels between individuals with higher secondary education 
and individuals with a Bachelor’s degree. The second set of bars in figure 
3.1 shows that authority is positively associated with higher earnings and 
higher levels of autonomy and nonroutine work net of industry, workplace 
size, education, work experience, tenure, and household constellation. 

5	 The figures show 83% confidence intervals for the mean for each group to correspond to a 
95% significant difference between group means (Goldstein and Healy 1995). In a few cases 
the 95% confidence intervals for the group means visually overlap when the difference be-
tween groups is statistically significant.
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For similar values on covariates, men in authority still earn substantively 
more than women in authority, 8400 euros more for a year of full-time 
employment, a difference larger than the gender difference in earnings for 
individuals without authority. Net of covariates, the gender difference in 
autonomy for both individuals with and without authority is 0.08 standard 
deviations, and that in levels of nonroutine work, 0.11 standard deviations 
(same for individuals with and without authority).

Overall, therefore, men in authority have the best jobs with respect to 
earnings, autonomy, and nonroutine work (all associations are statistically 
significant). Although both women with and without authority have lower 
levels of resources than men with and without authority, respectively, taking 
everything together, the gender difference in levels of job resources is larger 
for individuals in authority than individuals without authority.

Higher Levels of Job Strains among Women Especially in Authority
Unlike figure 3.1, which shows positive associations of authority with 
resources for both women and men, figure 3.2 reveals more complex gender 
contingencies when it comes to the association of authority with negative 
interpersonal experiences. Authority is positively associated with sexual 
harassment only for women (no association for men). Women in authority 
(12.3 percent) are 2 percentage points more likely than women without 
authority (10.4 percent) to report experiences of sexual harassment. They 
are also 2 percentage points more likely than women without authority to 
report experiences of bullying (13.4 percent as opposed to 11.5 percent). In 
contrast to this positive association among women, for men the relationship 
between authority and bullying is negative: men in authority (10.4 percent) 
are 2 percentage points less likely than men without authority (12.4 percent) 
to report having experienced bullying by clients or colleagues in the previous 
12 months. Finally, both women (35.6 as opposed to 30.3 percent) and 
men in authority (24.6 as opposed to 23 percent) have higher probabilities 
of reporting experiences of intimidation than women and men without 
authority, respectively.

Between-gender comparisons show that women in authority have much 
higher probabilities of reporting negative interpersonal experiences than men 
in authority (10 percentage points or 5 times as high for sexual harassment, 3 
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percentage points or 1.29 times higher for bullying, and 11 percentage points 
or 1.45 times as high for intimidation). Although women without authority 
are also more likely than men without authority to report experiences of 
intimidation, the gender difference in probability of reporting intimidation 
is larger for individuals in authority compared to those without authority. 
Women in authority are 1.45 times more likely to report intimidation than 
men in authority, whereas women without authority are 1.32 times more 
likely to report intimidation than men without authority.

Greater overall gender differences in negative interpersonal experiences 
for individuals in authority compared to those without authority exist 
also net of industry, workplace size, education, work experience, tenure, 
and household constellation (second set of bars in figure 3.2).6 Women in 
authority are 1.21 times as likely as men in authority to report experiences 
of intimidation; for individuals without authority, women are 1.07 times as 
likely as men to report intimidation. While men without authority are more 
likely than women without authority to report experience of bullying (1.13 
as likely), women in authority are 1.18 as likely as men with authority to 
experience bullying. Women with and without authority are equally likely as 
men with and without authority, respectively, to report experiences of sexual 
harassment (3 times as likely). All differences are statistically significant.

More generally, figure 3.2 shows that women in authority have the 
worst jobs of all women and men when it comes to negative interpersonal 
experiences. These analyses build on existing evidence of highest sexual 
harassment among women in authority in a non-representative sample from 
a single cohort (McLaughlin, Uggen, and Blackstone 2012) and suggest 
that the findings regarding sexual harassment also extend to other forms of 
workplace harassment.

Individuals in authority have a 16 percentage points higher probability of 
experiencing work-nonwork interference than individuals without authority. 
As shown in figure 3.3 (left panel), this difference is the same for women (66 
as opposed to 50 percent) and men (63 as opposed to 47 percent). 

6	 The differences in predictions based on the baseline model and those from the model adjusting 
for covariates are largely due to the adjustment for industry.
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Between-gender comparisons show that women’s average probabilities 
of reporting the experience of work-nonwork interference are 3 percentage 
points higher than those of men (same for individuals with and without 
authority). Adjusted for covariates (second set of bars), women and men 
in authority are 14 percentage points more likely than women and men 
without authority to report experiencing work-nonwork interference, a 
substantively and statistically significant difference. The controls-adjusted 
gender difference in probability of experiencing work-nonwork interference 
is negligible. Authority’s association with work-nonwork interference is 
not entirely driven by individuals in authority working longer hours than 
individuals without authority (the difference in work hours is shown in 
the right panel of figure 3.3). As evident in the third set of bars in the left 
panel of figure 3.3, which takes the information about work hours into 
account, for similar hours worked (in addition to the other covariates), 
women (63.8 percent) and men in authority (56.9 percent) are more likely 
than women (54.6) and men without authority (46.3) to experience work-
nonwork interference.

Highest Probability of Job Burnout among Women in Authority, Lowest 
among Men in Authority
Finally, figure 3.4 shows the predictions concerning the association between 
authority and probability of experiencing job burnout symptoms more often 
than once per month. Authority is positively associated with job burnout for 
women, and negatively associated with burnout symptoms for men. Focusing 
on the controls-unadjusted predictions (first set of bars in figure 3.4), women 
in authority (18.8 percent) are 1.6 percentage points more likely than women 
without authority (17.2 percent) to experience burnout symptoms; men in 
authority (15.7 percent) are 1.6 percentage points less likely than men without 
authority (17.3 percent) to experience burnout symptoms. 
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Between-gender comparisons show that while there is no average gender 
difference in probability of experiencing burnout symptoms between women 
and men without authority, women in authority are 3 percentage points more 
likely than men in authority to experience burnout symptoms, a substantive 
difference of 20 percent.7

These patterns remain net of industry, workplace size, education, age, and 
household constellation (second set of bars: women in authority 18.5 percent, 
women without authority 16.9 percent, men in authority 16.4 percent, and 
men without authority 17.4 percent). For similar values on the covariates, 
women in authority are 2 percentage points more likely than men in authority 
to experience burnout symptoms.8 This is a larger gender difference than 
the gender difference among individuals without authority of 0.5 percentage 
points. Overall, therefore, while women in authority on average have the 
highest average probability of having job burnout, men in authority have the 
lowest probability of reporting burnout symptoms. These findings align with 
Pudrovska and Karraker’s (2014) findings of highest depressive symptoms 
among women in authority and lowest depression among men in authority 
in an older cohort of women and men, suggesting that gendered patterns 
of health outcomes of authority are not merely exclusive to older cohorts.

The last three sets of bars in figure 3.4 serve as an exercise to show 
how the resources and strains associated with authority discussed earlier 
possibly combine to produce different health outcomes among women 
and men. Predictions visualized with these bars are based on models that 
in addition to industry, workplace size, education, age, and household 

7	 Using logistic regression instead of linear probability models to analyze the association be-
tween authority and negative interpersonal experiences, work-nonwork interference, and 
burnout, respectively, yields similar results. I choose to present results from LPM models 
because the coefficients from these models are not subject to the interpretation problems 
associated with coefficients derived from nonlinear probability models (Breen, Karlson, and 
Holm 2013).

8	 I do not control for number of hours worked––apart from in the model showing the rela-
tionship between hours worked and work-nonwork interference in figure 3.3––because work 
hours are endogenous to the job position held. I also do not control for occupation to avoid 
over-controlling. Given that executives, the occupational group comprised exclusively of 
individuals with authority, for example, have the highest levels of autonomy and nonroutine 
work of all occupations, controlling for occupation takes away some of the effect of authority. 
In tables A.3 through A.6 I also show the results from models including work hours and occu-
pation (coded as executives, professionals, technical, administrative, service, and production). 
The main conclusions remain largely unchanged, even when these variables are controlled 
for.
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constellation, sequentially include controls for sexual harassment, bullying, 
and intimidation (third set of bars), work-nonwork interference and hours 
worked (fourth set of bars), and earnings and autonomy (fifth set of bars).9 
The addition of controls for negative workplace experiences changes the 
predictions meaningfully only for women in authority (compare second 
to third bar for each group). For similar probabilities of having negative 
interpersonal experiences at the workplace, women in authority do not have 
a higher change of experiencing burnout symptoms than men or women 
without authority.

Adding controls for work-nonwork interference and hours worked 
(compare third and fourth bar for each group), the previously positive 
association between authority and burnout symptoms for women becomes 
negative. Altogether, bearing in mind that these are cross-sectional 
data, these results point to negative interpersonal experiences and work-
nonwork interference as potential explanations of the higher probability of 
experiencing burnout symptoms among women in authority. Finally, the 
addition of job resources (predictions visualized with the last bar for each 
group), suggests potential positive health effects of job resources. This is 
most evidently the case for men in authority, the group with the highest 
average levels of job resources. For the sample distribution of resources, men 
in authority have a higher probability of experiencing burnout symptoms, 
relative to the predictions based on their own levels of job resources.

Analyses with a more Detailed Measure of Authority
To account for the finding that women and men tend to have authority 
positions with different tasks and amount of authority, I replicated the 
analyses using a more detailed measure of authority. Differentiating authority 
positions by the amount of authority and the type of tasks they involve, this 
measure likely captures a hierarchical element of authority, with positions 
with largely supervisory tasks with control over organizational resources on 
top of the authority hierarchy. The results from these analyses are included 
in the appendix (figure A.1 through figure A.4); here I summarize the key 

9	 I do not control for nonroutine work in the analyses here because questions about nonroutine 
work were not part of the 2015 survey. Rerunning the analyses with a control for nonroutine 
work on the smaller sample of individuals surveyed in 2014 and 2016 yields similar results.
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findings. A general word of caution regarding these results is that due to 
smaller sample sizes per authority type––the authority measure initially 
comprised of two categories now contains five categories––confidence 
intervals are in some cases rather large, rendering the results less reliable.

Gender differences in the type of authority position held do not explain 
the higher earnings and nonroutine work among men in authority. Men 
earn more and have higher levels of nonroutine work than women in all 
authority positions. Moreover, the gender gap in earnings grows along the 
authority hierarchy, with the largest gender earnings gap found in positions 
with largely supervisory tasks with control over organizational resources. 
Gender differences in the amount of authority and tasks possibly explain 
part of the average difference in levels of autonomy between women and 
men in authority, as men have substantially higher levels of autonomy than 
women only in authority positions that involve few supervisory tasks, types 
of positions with relatively higher concentrations of women (see chapter 2).

Women in authority are more likely to report experiences of sexual 
harassment than women without authority only when their positions are 
lower on the authority hierarchy, i.e., when they have only some supervisory 
tasks. In contrast to this group, women with control over organizational 
resources (at the top of the hierarchy) are less likely than women without 
authority to report experiences of sexual harassment. While being higher 
on the authority hierarchy may safeguard women from sexual harassment, 
women in authority are more likely than women without authority to report 
experiences of bullying and intimidation for all types of authority positions. 
Moreover, while the gender difference in reporting negative interpersonal 
experiences in authority is largest for positions with only some supervisory 
tasks when it comes to sexual harassment, for bullying and intimidation, the 
difference is largest in positions of control over organizational resources.

My findings of higher average probabilities of experiencing sexual 
harassment among women in authority, relative to women without authority, 
in line with those of McLaughlin, Uggen, and Blackstone’s (2012), appear 
to be due to the relatively higher concentration of women in positions with 
some supervisory tasks. Studying workplace sexual harassment among 
individuals in the early stages of their careers (aged 29-30), McLaughlin, 
Uggen, and Blackstone (2012) may have captured exactly the experiences of 
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individuals with lower amounts of authority. Finally, looking at authority’s 
association with job burnout by type of authority, I find that women in 
authority have a higher chance of experiencing job burnout than women 
without authority only in positions lower on the authority hierarchy, with 
only some supervisory tasks, or positions with mostly supervisory tasks 
but no control over resources. Women with control over organizational 
resources have a smaller probability of reporting job burnout than women 
without authority.

Discussion

Are authority jobs better jobs for men and women? While women and men in 
authority have higher levels of job resources than women and men without 
authority, respectively, authority jobs are not necessarily better when it comes 
to job strains, especially not for women. Women in authority are more likely 
than women without authority to report experiences of sexual harassment, 
intimidation, and bullying at the workplace, and have higher probabilities of 
experiencing job burnout symptoms. For men, having authority is associated 
with lower average probabilities of experiencing workplace bullying and 
burnout symptoms. The analyses point to negative interpersonal experiences 
and work-nonwork interference as potential explanations of the higher 
probability of experiencing burnout symptoms among women in authority. 
While in this chapter I have discussed the potential relationship between 
negative interpersonal experiences and job burnout, workplace harassment 
also has effects on other outcomes; in a study of the career consequences of 
sexual harassment, McLaughlin, Uggen, and Blackstone (2017), for example, 
find significant negative consequences on career attainment among women 
who have experienced sexual harassment at some point in their careers.

The jobs of women and men in authority are not of comparable quality. 
Women in authority have lower levels of job resources, not explained by them 
being concentrated in different types of authority positions than men, and 
overall higher levels of job strains than men in authority. They also have the 
highest average probability of reporting negative interpersonal experiences 
at the workplace and job burnout symptoms of all women and men. Men in 
authority, on the other hand, have the lowest probability of experiencing job 



75

Are Authority Jobs Better Jobs?

burnout and workplace bullying. I do not find average gender differences 
in reporting work-nonwork interference in the controlled models, possibly 
because the average estimate obscures age group differences in the 
relationship between gender and work-nonwork interference (Schieman, 
Glavin, and Milkie 2009). Altogether, these findings support calls for better 
integration of feminist perspectives on gender and work (Feree and Hall 
1996; Lengermann and Niebrugge-Brantley 1990; Acker 1990) into research 
on gender stratification that often assumes a (white) man worker norm. 
The “add women and stir” approach, adopted in a large portion of this 
literature, can lead to erroneous assumptions about work outcomes among 
those “deviating” from this norm.

My findings also present insights for theories of gender and power. 
An alternative to the “power threat” perspective, discussed earlier, is the 
perspective that women without authority are subject to greater harassment 
than women in positions of authority because they have less power in 
the organizational context and experience more control by supervisors, 
who are often men (McLaughlin, Uggen, and Blackstone 2012; Roscigno 
2019). Replicating the analyses with a more detailed measure of workplace 
authority, I found that the higher chance of experiencing sexual harassment 
among women in authority, relative to women without authority, is limited 
to women in authority positions lower on the organizational hierarchy. At 
the same time, I found that women in high authority positions are the 
most likely of all women and men to report experiences of bullying and 
intimidation. These findings underline the importance of considering 
several dimensions of negative interpersonal experiences in the workplace, 
suggesting that depending on their amount of authority and type of tasks, 
women in authority may experience different forms of harassment. Given the 
preliminary state of my results, however, these ideas merit further research. 
While it is possible that women in authority are more likely to report 
experiences of workplace harassment than women without authority because 
of higher awareness of harassment given that their jobs entail fostering a 
safe work environment, not finding a uniform reporting pattern across all 
women in authority gives me confidence that this possibility does not fully 
explain the difference.
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In chapter 2 I speculated that the relative concentration of women in 
certain types of authority positions may have consequences for their job 
quality. Chapter 3 provides some support for this thesis. The higher average 
probability of reporting sexual harassment and job burnout symptoms I 
find in the model using a dichotomous measure of authority seems to be 
explained by the relatively higher concentration of women in positions lower 
on the authority hierarchy, with only some supervisory tasks, or positions 
with mostly supervisory tasks but no control over resources; in the analyses 
using a more detailed measure of authority, I find that having authority is 
associated with higher probabilities of reporting sexual harassment and job 
burnout symptoms only for this group of women. These findings might 
mean that the lower levels of job resources among women in authority 
lower on the authority hierarchy are insufficiently large to counteract the 
negative effects of interpersonal negative experiences. Women with positions 
higher on the authority hierarchy, such as those involving control over 
organizational resources, may additionally have better access to effective 
grievance procedures that ameliorate the negative effects of workplace 
harassment.

While gender differences in the outcomes studied also exist among 
individuals without authority, these differences are at least as large in 
authority, and often larger for individuals in positions of authority. Moreover, 
gender inequality in outcomes grows along the authority hierarchy. I find 
that the gender earnings gap is the largest in positions with control over 
organizational resources, and that women are more likely than men to 
report experiences of workplace bullying and intimidation especially in 
these positions. Having women better represented in positions of authority, 
therefore, is not sufficient for achieving equality, or even reducing gender 
inequality. Of course, these findings are based on the context of women 
and men not being even nearly equally represented in workplace authority. 
However, numerical representation proportionate to women’s representation 
in total employment is not a guarantee of equal outcomes among women 
and men, even though, as tokenism theory suggests (Kanter 1977b), gender 
may become a less salient status distinction with growing representation of 
women in authority.
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To sum up, the purpose of this chapter was not to look for faults in 
the progress made or provide a cost-benefit analysis of having workplace 
authority for women; rather, this chapter aimed to provide insights into how 
cultural meanings about gender and work may differentially shape women’s 
and men’s work experiences. More profound changes in the gender system 
are necessary for meeting the reality of an increasingly diverse workforce.


