




Imprints at Work
How the pasts of organizations and leaders shape 

workplace precarity and inequality



 This study is part of the research program Sustainable 
Cooperation – Roadmaps to Resilient Societies (SCOOP). The authors are grateful to 

context of its 2017 Gravitation Program (grant number 024.003.025). 

ISBN:  978-94-6522-075-8

Lay-out design:  Parntawan | www.ridderprint.nl
Print:   Ridderprint | www.ridderprint.nl

All rights reserved. No part of this publication may be reproduced, stored in a retrieval 
system, or transmitted in any form or by any means, electronic, mechanical, by 
photocopying, recording, or otherwise, without the prior written permission of the author. 



Imprints at Work

How the pasts of organizations and leaders shape workplace 
precarity and inequality

PhD thesis

to obtain the degree of PhD at the
University of Groningen
on the authority of the

Rector Magnificus Prof. J.M.A. Scherpen
and in accordance with

the decision by the College of Deans.

This thesis will be defended in public on 

Monday 2 June 2025 at 16.15 hours

by

Sofie Wiersma

born on 6 July 1996



Supervisors

Prof. dr. R.P.M. Wittek
Prof. dr. M.H.D. van Leeuwen

Co-supervisor

Dr. Z. Lippényi

Assessment Committee

Prof. dr. ir. A.G. van der Lippe
Prof. dr. P. Boselie
Prof. dr. J.I. Stoker



Dla Babci



Introduction 9

1.1 Introduction 10

1.2 17

1.3 18

1.4 Overview of the dissertation and terminology 19

2.1 Introduction 25

2.2 Theory 26

2.3 Theoretical comparison 33

2.4 
in organizations

36

2.5 Conclusion and suggestions for future research 37

3.1 Introduction 43

3.2 Theory 45

3.3 51

3.4 Results 58

3.5 Conclusion and discussion 61

3.6 Appendix 65

4.1 Introduction 73

4.2 Theory 75

4.3 80

4.4 Results 87

4.5 Conclusions and discussion 96

4.6 Appendix 99



5.1 Introduction 105

5.2 Theory 107

5.3 112

5.4 Results 128

5.5 Conclusion and discussion 136

Conclusion

6.1 142

6.2 142

6.3 Limitations and future research 143

6.4 Policy implications 146

150

References 158

178

About the author 185

186



Chapter 1



Introduction



10

Chapter 1

to social protections (Bosch, 2004). This employment relationship offered employees 

organizations that differ from this traditional standard full-time and life-long employment 

arrangements is the ability of employers to terminate the employment relationship more 
easily than in the case of permanent employment (Atkinson, 1984).

One of the most widespread forms of precarious employment is temporary employment 

interruptions, lower wages, and less training opportunities. It is therefore not surprising 

is especially undesirable in sectors that used to offer stable organizational careers and 
long-term employment, such as the public sector. Societal expectations of public sector 

societal stakeholders concerned about the treatment of employees by public organizations 

Temporary employment contributes to existing labor market inequalities as workers with a 
weaker labor market position (e.g., non-native born, lower educated, and female workers) 

advances in education and labor market participation of women over the last century 
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change towards gender equality has slowed or even stalled in the last decades (England, 
2010; England et al., 2020). There is not only gender disparity in temporary contracting, 
research has shown that temporary employment often serves as a stepping-stone (Booth 

al., 1999). Gender disparities in access to permanent work contracts strongly resemble 
gender wage inequalities: much research has shown that women earn less than men, 

et al., 2022). As explanations, scholars most frequently pointed to the gendered division 

et al., 2018).

how labor law and employment regulations protecting workers affect the prevalence of 

2006). 

However, in addition to serving as a contractual vehicle, temporary employment represents 
a key organizational practice. Its adoption and institutionalization in economies is driven 

Furthermore, permanent employment is also a valuable resource in organizations as it 
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promotion opportunities) and outside work (e.g., access to mortgage). Importantly, it is 

claims-making in which social categorization (e.g., gender, skills, occupations, disability 
status) and value attributions about worthiness legitimates claims of groups of workers. 

An organization-centric approach is needed to study permanent employment as a practice 
adopted by organizations and as a resource that is distributed via an organizational claims-
making process. Up to now, however, such approaches are relatively scarce in research 
on precarity and inequality. In empirical work, until relatively recently, only few large-scale 

2018).

In this dissertation, I aim to further our understanding on how workplaces shape precarity 
and inequality through focusing on the role of organizational leaders. Organizational 
leaders are key actors in both the adoption of organizational practices and the relational 
process of distributing resources at the workplace. Organizational leaders hold positions 
which authorize them to adopt practices and policies that govern employment contracts, 

primary gatekeepers to access to organizational resources. The status and visibility of 
organizational leaders at the highest levels, such as executive positions, also makes 

supervisory positions, leaders decide on whom to hire, promote, and who to personally 
mentor in the organization (Bills, 2003; Rivera, 2020). 

authority to adopt practices. They are individuals that have identity attached to social 
groups they belong to (e.g., by sex), beliefs and value attributions, and cognitive limitations, 
such as limited knowledge and information (Hambrick, 2007; Simon, 1990) that affect 
their decision-making. Importantly, such cognitions, beliefs, and values largely derive from 

Battilana, 2013; Phillips, 2005; Tilcsik, 2012). There is, however, very limited research on 
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Organizational leaders are also human agents constrained by the organizational 

here as well: organizations show a great degree of rigidity and resistance to change 

from the past limits individuals who want to change existing practices. Similar to personal 

inequality and precarity is limited.

The aim of my dissertation is to advance our knowledge on workplace inequality and precarity 

which they operate. The overarching research question of this dissertation is: 

How do the pasts of leaders and their organizations shape workplace precarity and 
inequality?

and also feature in relational inequality theory (RIT) that focuses on explaining workplace 

in the workplace arise through claims-making, such as when employees individually or 
collectively request a raise, and claims made by some categorical groups are seen more 
worthy than others. Generally, in contemporary organizations, women, racial-ethnic and 
sexual minorities are still often seen less worthy. Their claims - either implicitly or explicitly 

at the workplace in which it matters for local power dynamics who (which categorical group) is 
holding leadership positions at the workplace: leaders ratify the claims and decide to whom to 

men and women are seen equally worthy and capable of leadership position, is undoubtably 
a result of the claims making process.

Focusing on gender, the role of workplace leaders in shaping workplace inequality is 

women increasingly occupy high organizational positions, researchers addressed whether 
they challenge gender inequality in the organizations they manage. Findings of the agents 
of change literature are, however, mixed regarding the impact of female leaders on gender 
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empirical support is that female leaders are exposed to norms of masculinity on male-

make them identify less with female employees. However, this potential explanation has not 
been investigated in earlier research on workplace gender inequality.

For precarity, the role of leaders in the adoption of temporary employment practices in 
organizations remains, so far, unexplored. Leaders may play a role as change agents 
in organizational environments where the practice is incongruent with traditional 
employment models, such as public organizations that thrive on stable organizational 

directors socialized in private sector managerial roles become more common in public 

background impacted employment practices in the public sector remains unclear. 

The foregoing suggests that past experiences in socialization and corporate settings could 

 

Imprinting, as a process, describes that when individuals progress through their 

but as individuals acquire new roles (i.e., receiving a promotion, or starting in a new 

imprinted experiences has not been addressed in literature on temporary employment, or 
organizational gender inequality literature. 
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In addition to individuals, organizations are also imprinted by their past. These imprints 
create inertial forces that drive organizational persistence, and constrain the agency 

– thus affecting the degree to which leaders can act as change agents. The most 
impactful imprint is acquired at time of founding as organizations are highly susceptible 

1965). How these organizational imprints then affect the change agency of leaders in the 
present has not yet been investigated in the literature.

The chapters of my dissertation thus build on imprinting theory to understand how the 
pasts of organizations and leaders shape precarity and inequality in the workplace. I follow 
a stream of organization literature that emphasizes the importance of studying the past 

2011; Scott, 2013). In I outline and analytically compare three key theories 
in the literature on how the past persists in the present: path dependency, escalation of 
commitment, and imprinting. This chapter also serves as motivation for the further use of 
imprinting theory to study how personal and organizational pasts affect workplace precarity 

multiple levels and allows for theorizing on the cross-level impact: how personal imprints 
shape outcomes at the organizational level. Compared to the other theories, imprinting 
theory also adopts the broadest view of the external environment of organizations and 

central role, but a broad set of personal and organizational imprints can be investigated to 
explore a variety of factors that drive organizational persistence. An altered version of this 

revisions of the chapter. The empirical 
past experiences on precarity in the workplace with a case study on how the growing 

that public leaders with a private-sector background affects organizational performance 
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strong imprinting environments that leave a long-lasting mark on the organizational values 

increase of temporary employment practices in public organizations. Chapter 3 is based on 

the analyses, and drafted the article. The co-authors helped with conceptualization and 

posits that female leaders might be key actors in challenging workplace gender inequality 

literature could be related to diverse personal past experiences of female leaders. Career 

of masculinity and misogyny while climbing the male-dominated managerial career 

workplace gender inequality. In  I empirically examine this proposition, focusing 
on how two types of early managerial career experiences -exposure to female peers and 

female leaders improve gender equality (in access to permanent employment and wage 

took initiative in the conceptualization of the article, the analyses, and drafted the article. 

also helped and advised with the analysis of the data.

Finally, I also consider the potential constraining impact of the organizational past on 
investigates 

how characteristics of the foundation context – level of urbanization of the municipality 

organizational imprints affect whether female leaders become agents of change who 
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and helped with conceptualization and revision of the article.

The empirical chapters in this dissertation focus on the context of the Netherlands. The 

in the Netherlands (27.70%) is considerably higher than the EU average (11.30%). For 

2013). Of employees with a permanent contract, 97% indicate that a permanent contract 

a coveted organizational resource. At time of writing, organizations in the Netherlands are 
allowed to offer employees a maximum of three consecutive temporary contracts within a 
three-year period before being legally obliged to hire the worker on a permanent contract 
or discontinue the work relationship for at least six months. 



18

Chapter 1

1. In general, female labor participation 

persistent societal norms emphasize women as married mothers who devote their time 

until 1957, where women were dismissed from work once they got married (Pott-Buter 

on organization-level antecedents of workplace gender inequality. However, these norms 

of 2021, men still hold 74% of management positions in the Netherlands (Eurostat, 2023). 

The empirical analyses require longitudinal information on individuals, organizations, and 

and organizational imprints over time (Simsek et al., 2015). This dissertation uses linked 

Central Bureau of Statistics (CBS), which uniquely contains longitudinal information 

alongside demographic and wage information on employees, and demographic 

chapters focus on imprinted career experiences of individuals. Register data provides 
the ability to reconstruct careers based on administrative data, reducing bias that occurs 

1 Percentages based on own calculations using non-public microdata from Statistics Netherlands
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of past experiences (Lapuente et al., 2020). Second, data from company registers does 
not suffer from small sample sizes and low response which often hampers studies on 
organizational leaders (Card et al., 2010). Third, registration of companies and their 
functionaries to the Netherlands Chamber of Commerce is mandatory, which likely to 
limit systematic biases compared with surveys based on voluntary participation. Fourth, 
as register microdata contains all 
me to better study organizational variation and compare groups within organizations 
than when using survey data. This allows me to also include small organizations in my 

employees. Last, the information pertaining to the outcomes I study (type of contract, 
wages) has a high measurement precision, as its registration has to follow established 
rules (Belastingdienst, 2024). 

In this dissertation I examine how the pasts of organizations and leaders shape workplace 
precarity and inequality. Figure 1.2 shows a schematic overview of the three empirical 
chapters of the dissertation, as well as the imprints and outcomes. The personal past of 
leaders is present in two of the three empirical chapters. In chapter 3, personal past is 

past is conceptualized as female representation and empowerment experienced by female 
leaders during managerial role socialization and I address how it moderates the impact of 

the chance of obtaining a permanent contract and wage progression. Organizational past 

and progressive feminist period) and the gender of the founder moderates the impact of 
female leaders on gender differences in outcomes at employee level. 

There are some reoccurring terms in this dissertation. First, I address precarity in the 

employment contracts I focus on refer to employees who are employed by the organization 

contracts can range from several months to one- or two- year contracts. Typically, labor 
law prescribes the amount of times a temporary contract can be renewed within a given 
time period, before organizations are obligated to hire the worker permanently, or let them 
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go. Temporary employment can thus either transition into permanent employment or into 

differentiate between the ones that transition into permanent contracts, or those that end 

employees. Externalized forms of temporary work arrangements, such as freelancing, 
temporary agency work, or outsourced labor, are excluded as they are not part of my 
empirical data: these contracted workers cannot be linked to the client organizations they 
work for in the available registers. 

Second, I focus on actors at the highest organizational levels: depending on which 
theories the chapters build on, I refer to them as leaders, directors, or executives2. I 

below executive level, who are in more direct contact with their employees. The data I use 
in my empirical chapters does not provide information to identify (middle) management 
or employees in supervisory positions. Therefore, I am unable to explicitly address the 
role of managers below the executive level. To overcome this limitation, I follow earlier 

with small- and medium organizations where executive and managerial or supervisory 
roles typically coincide. 

between males and females, a dichotomous view of gender which is still dominant in most 
cultures (Acker, 1990, 2009). These categorizations in themselves are not meaningful, but 
they do impact how individuals behave and treat one another (Ellemers, 2018). In turn, 
these social relationships and interaction between organizational actors further produce 
and legitimize this categorization of people, which determines processes of claims-making 

this dissertation refers to the categories of men and women as cultural and symbolic 
concepts. Practical limitations do not allow me to address gender in different ways, such 
as existing gender identities beyond the traditional binary view, and expression of gender.

personal past of leaders on workplace precarity and inequality, I contribute to organizational 

2 In the Netherlands, most organizations have a one-tier board, where there is one corporate management 
body. For larger organizations, two-tier board structures are more common where there is a board of 
executive directors, and a supervisory board consisting of non-executive supervisory directors. I only 

uitvoerende bestuurders
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literatures that address role of organizational leaders in organizational change. I further 
how imprints from managerial 

socialization contexts (e.g., sector environment and female representation) and 
organizational foundational contexts (e.g. social urbanization and social movements) 
matter for precarity and inequality. I apply the imprinting framework of personal and 

novel in the literature aiming to understand change agency of female leaders.

 Schematic overview of the three empirical chapters in this dissertation (chapter 3, 4, 
and 5)



Chapter 2



History and Persistence in Organizations

An altered version of this chapter (co-authored with Zoltán Lippényi) will 
be published in the Research Handbook of Historical Sociology (edited by 

Marco van Leeuwen, published by Edward Elgar Publishing Ltd). 
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In this chapter I discuss (historical) sociological and organizational literature on how 
historical events and conditions persist in organizations. I outline three prominent but distinct 
theories in the literature -path dependency, escalation of commitment, and imprinting- and 
provide highlights from the historical, sociological, and organizational empirical literature to 
illustrate how these theories explain persistence of the past in organizations. I analytically 
compare these theories to explicate their differing assumptions about historical periods, 

chapter by offering avenues for future research.
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“Life can only be understood backwards; but it must be lived forwards” - 
Søren Kierkegaard

only preserved in formal documents that organizations produced and kept from the past, 
but also present in the logic of organizing, informal practices, and taken-for-granted 
assumptions, which organizations reproduce day by day. In this chapter I discuss 
organizational and sociological literature on how historical events and conditions persist 
in organizations. The theoretical mechanisms of how the past persists in the present 

on outlining and comparing prominent theories in the literature – path dependency, 
escalation of commitment, and imprinting – that set out to explain how the past persists 
in organizations and provide illustrative examples of the historical, sociological, and 
organizational empirical literature built upon these theories. I then analytically compares 

empirical research on the persistence of history in organizations are discussed, and the 
chapter closes by offering avenues for future research. 

a common goal and have an established and formalized stable structure and division 

observable conditions that affects present-day organizations. Researchers adopting 
a history-as-fact approach understand history as an accumulation of events that 
constrain choice over time, with organizations acquiring inertial properties as a result. 
There are alternative perspectives on how history persists in organizations. Critical and 

focus on how history is (re)constructed in discourse and narratives, and is shaped by 

this chapter, which solely focusses on a positivist perspective of the past. 
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Path-dependent processes are models of change where early events determine later 
ones and eliminate alternative possibilities. Path dependency unfolds through three 

preformation, is a choice by actors 
or an event that takes place and initiates the self-reinforcing processes that characterize 
path dependency. In the second phase, formation, the initial event acts as a constraint 
and narrows the range of options of organizational actors and consumers, and the course 

become dependent on this path. Alternative options decrease, eventually forcing those 
who followed different courses of action to switch as well (Aghion et al., 2019; Sydow et 

lock-in, where alternatives that replace 
the locked-in scenario are complicated to adopt. 

by only using the top row of keys. This decision is the preformation phase. The qwerty-

typewriters. Thanks to this innovation, qwerty-typewriters became desirable and quickly 
dominated the market – even though the layout itself proved no advantage to users. 

As qwerty-keyboards dominated the market, users learned, mastered, and became 
accustomed to this layout, setting an unexpected self-reinforcing mechanism in motion. Users 

This dependency on the qwerty layout depicts the phase of formation. Even when new 

with ergonomic advantages, users were reluctant to switch. The learning and investment costs 
of switching to a different type of keyboard were already too high. Thus, qwerty-keyboards 
became locked-in

universal standard until today (Buzing, 2003; Ciobanu et al., 2015) – which was not foreseen 
when the qwerty-layout as a more gimmicky marketing trick entered the market. 



27

History and Persistence in Organizations

2

Overview of the literature

literature within economics focuses on technological lock-in scenarios (Sydow et al., 

videotapes (Arthur, 1989, 1994), nuclear power technologies (Cowan, 1990), pest control 

dependent processes could eventually lead to unfavorable user outcomes (Lieberman 

the exploitation of novel technological innovations that are superior to the current locked-

3 distinct 
theoretical perspectives on which processes drive path dependency in organizations 

power. This 
explanation applies to situations where actors in organizations reproduce arrangements 

the arrangement do not orchestrate the early event; however, the arrangements confer 
power to reproduce and reinforce the existing arrangements. Roy (1999) applies this 
explanation to the rise of private organizations after the 1830s in the U.S. Coincidental 
events forced government organizations to cut back, paving the way for the development 
of private organizations. A new working class of entrepreneurs emerged and used their 
newly gained power to promote the continuation of private organizations – eventually 
locking in private businesses as they gained many advantages compared to government-
owned organizations.

The second reinforcing mechanism is legitimacy. Reproduction occurs through moral 

option. Actors will voluntarily reproduce it because they believe it is the right thing to 
do. Legitimacy features as a critical explanation in the work of Orren (1991) to explain 
how labor law from England adopted during the formation of the United States persisted 

3 functional reproduction, where the 

functionalist explanations, this perspective uses system-level reasoning that focuses limitedly on 
underlying mechanisms and processes, the role of (organizational) actors, and their agency.
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for over 150 years, even though the master-servant relationship incorporated in the law 

American courts saw the law as the most legitimate and legally effective method, which 
explains why it became locked in until the 1930s. 

The third reinforcing mechanism is cognitive. This view assumes that actors are boundedly 

habitual behaviors and rigidity, eventually producing organizational inertia. Pierson 
notes that path dependency occurs most frequently in political systems, compared to 
economic systems, due to the more considerable complexity of power structures and 

al. (2008) demonstrates in an experimental setting how the degree of complexity affects 
path-dependent processes as actors are unable to handle the large information load 
characterizing complex situations. 

sociologists incorporated a broader role of institutional forces that drive path dependency 
– namely power, legitimacy, and cognition, to complement transaction costs and market 

Parallel to sociological and economic works, a share of literature centers on complex 

this strand of literature focuses on instances where actors escalate their commitment to 
failing courses of action. 

Escalation of commitment describes the phenomenon where organizations, or actors 
within them, choose to increase their commitment to a failing course of action, even when 
faced with negative feedback and increasing uncertainty of the outcome (Brockner, 1992; 

failing because of an economic crisis). However, escalation of commitment occurs when 
actors still opt to continue with the course of action, even when made aware that the 
likelihood of failing is high. 

The origins of the escalation of commitment theory can be traced back to the work of 
psychologist Staw in 1976. Staw (1976) conducted a role-playing exercise where 
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into two options. Some students saw successful results in their business decisions, while 

of their decision decided to invest more resources in their course of action – contrary to 
the common-sense belief that individuals are rational decision-makers who will alter their 
course of action when faced with negative consequences. 

Overview of the literature
Research focusing on micro-level explanations of escalation of commitment looks at 
cognitive distortions, such as optimism traps, a phenomenon where groups tend to be 
overly optimistic, leading to wrong choices (Cronin et al., 2009), and late realization that 

publicity and payoffs when the expedition succeeds (e.g., the expedition leaders invited 

to ignore, or disregard, the warning signs that their summit attempt did not adhere to the 

wide labor politics shows the role of interdependency between actors when identifying 
escalating commitment behavior by steel industry executives. In the postwar period, steel 

explanations within laboratory settings on individuals (Brockner et al., 1986; Staw, 

1992; Staw, 1997, 2016) and greater focus on collective decisions by groups (rather 
than individual decisions) to continue with failing courses of action (for an overview, see 
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to public society (Alvarez et al. 2011). 

escalating behavior (Cornelio et al., 2021) or highlight the role of culture that drives 

Schumacher, 2020; Rice, 2010).In their study on the Iraq war, Boettcher III and Cobb 

President Bush to try redeeming his prior decisions by further continuing the war, despite 

withdrawal in 2006. 

Nevertheless, the escalation of commitment literature is still in a relatively early phase of 
incorporating the broader role of historical-institutional context in explaining persistence 
in organizations. The most explicit role of historical context in understanding persistence 
and present-day organizations is found in imprinting literature. 

Imprinting

“a process whereby, during a brief period 

environmental changes in subsequent periods” 

periods in which a focal entity (which can be an organization, a collective of organizations, 

persistence of imprints despite environmental changes. 

th century. 
Studying animal behavior, several biologists noticed behavioral patterns of animals that 
could be explained by experiences in early life (Heinroth, 1911; Spalding, 1873). Lorenz 
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(1935, 1937) referred to this process as imprinting (in German: prägung). Imprinting only 
occurred during a brief sensitive period when the animal was young, but the effects persist 
– despite the animal experiencing environmental changes. These two characteristics 
of imprinting - the existence of a period of heightened susceptibility and how the 
effects on behavior remain stable over time- distinguish imprinting from other learning 
processes (Immelmann, 1975). From biology, imprinting found its way into organizational 
research through Stinchcombe (1965) seminal contribution to organizational structures. 

periods were similar, from which he inferred that environmental forces such as culture, 
technology, wealth, power, and legitimacy at the time of founding organizations determine 
aspects of the present structure of organizations. 

imprints.

Overview of the literature

environment at the time of founding (for an extensive overview of imprinting literature, 

a combination of cultural, political, and institutional features of a historical context. In 

U.S., and Britain, the divergence between countries was a result of differences in cultural 
traditions and political situations of the respective countries present at the time of the 
founding. Railroad systems remained intact, even when environmental shocks like the 

workshops, an organization type that provides rehabilitation for people with disabilities, 

II, the public emphasized social responsibility for people with disabilities. At the time of the 
founding, these sheltered workshops adopted the dominant philosophy of the time and 
incorporated this into their organizational structure. 
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The imprinting literature convincingly shows that changing macroeconomic conditions and 
political systems do not transform organizations as they remain imprinted with the past. 

changing economic environments: many Eastern European organizations failed to adapt 
to the new market-oriented economic system that emerged in the late 1980s. The authors 

reducing their ability to successfully change their operations to survive in this new, 
marked-oriented economic environment that did not align with their imprinted knowledge. 

internationalize and expand globally, as they could not successfully adapt to the needs of 
their foreign investors. 

17th century is worth mentioning as one of the few studies that addresses the interests 
and agency of founders. Pierre Perrin, the founder of the French Opera, pushed for a 
new royal academy to ensure sponsorship by the French king. However, the French king 

example of Italian opera – French royal academies were generally closed assemblies. 
The French opera became a unique hybrid organization for its time, as it both received 
royal subsidies and charged admissions from the public – a combination that did not exist 

persisted through a widely changing environment, including the French Revolution in 

Eventually, this imprint impacted the French arts and sciences for centuries to come. 

The following section discusses two common concepts associated with persistence: 
structural inertia and cohorts. They differ from the three theories as they are concerned 
with the outcome rather than the process 

Structural inertia
to describe how internal forces to the organizations (e.g., internal politics, sunk costs, 
bureaucracy), as well as external forces (e.g., public legitimation of organizational 
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activities, competitive pressures), generate pressures for inertia. As a result of these 
forces, organizations tend to reproduce established routines and structures from the past, 

in organizations through the reproduction of allocation of resources and rewards within 

2021, 2023) and gender composition of higher organizational positions (Skaggs et al., 
2012).

Cohorts. Cohorts are groups of actors that share similarities and keep them over time 

the same year as a cohort due to their highly similar experiences, creating intra-cohort 
homogeneity in work-related outcomes. At the organizational level, cohorts can be groups 

both concepts to explain differences in outcomes between organizations founded during 

are distinct because imprinting implies resistance to environmental pressures outside 
sensitive periods of focal entities, while cohorts change as their environment changes. 

In this section I provide a comparative analytical overview of the theories discussed based 

environment of the organization. 

Historical periods
historical past to describe how history matters in organizations. Junctures refer to brief 
periods during which organizations establish routines, practices, and traditions that 
persist over time. Processual period

strengthen, weaken, or become preserved (stay 

the imprinting occurs. In path dependence and escalation of commitment, the processual 
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period strengthens 
In both theoretical frameworks, alternative options or courses of action become more 
limited over time for organizational actions due to reinforcing mechanisms as described 

organizational actors to heighten the commitment to a chosen decision. Path dependence 
and escalation of commitment can lead to lock-in scenarios, where breaking the path 
or de-escalating commitment is complex. In imprinting, a processual period preserves 

the imprint, only that they persist when focal actors are not sensitive to environmental 
changes. 

Agency. The discussed theories differ in how they depict the decision-making capacity 
of actors within organizations. Path dependence and escalation of commitment theories 

set the path-dependent processes in motion. Even in processual periods, both theories 

are out of reach. The agency plays a minor role in the imprinting theory. Imprinting occurs 
regardless of whether organizational actors are aware that it does, e.g., through role 

Microfoundations. Theoretical micro foundations describe the motivations that drive 

on the microfoundational framework of rational choice theory. Path dependence is thus 

expend economic calculus with concerns for the legitimacy of actors. The escalation 
of commitment literature replaces the strict rationality assumption with that of bounded 
rationality (Simon, 1955), where decision-makers and actors are rational within certain 
limits and are susceptible to biases. Biases of decision-makers in the escalation of 

the most optimal decisions—the most board assumptions on individual micro-foundations 
in imprinting studies that discuss processes at the individual level. Individual decisions 
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these practices, the emphasis is on cognitive schemes and normative assumptions that 
tell them what organizations should look like and how to perform work. 

The environment of the organization. The external environment of organizations constrains, 
sustains, or motivates organizational behavior, but theories differ through which elements 

economic institutionalism, emphasizes the role of market dynamics and transaction costs 
that constrain individuals in their decision-making and drive path-dependent processes 
(as described in the high switching costs as one of the reinforcing mechanisms). Historical 
sociologists adopt a broader concept of the environment beyond economic conditions and 

as drivers of path dependency. 

The discussion on external environments needs to be more extensive in the escalation 

behavior experiments. Some studies that do engage with external conditions follow 

et al., 2008). A growing stream of studies adopts a broader view by including cultural 

2019) in explaining the escalation of commitment. 

Imprinting theory adopted a broad view of the external environment from its very beginning. 

become imprinted in organizations at the time of their founding, including economic or 
technological conditions at the time of the founding, as well as power relations, societal 

It is important to note that while the theories have their differences in their mechanisms and 
ways they manifest, they can overlap - one example being that escalation of commitment 
is a path dependent process. Another example, albeit not yet addressed in literature, is 
that the founding conditions of an organizations that produce long-lasting imprints can set 
a path-dependent process in motion. 
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Capturing the complex processes described in the theories is a formidable empirical 

argue that the main challenge is to identify lock-in scenarios as they only become visible 

show the whole process can only be ex post case studies and detailed analyses of the 

causal modeling, can allow producing evidence of path-dependent processes outside of 

Long-term longitudinal datasets combining information on several units of analysis, such 
as individuals, organizations, and industries, are among the best options for studying 

microdata linking companies, functionaries, and employees to reconstruct past careers of 
public directors and document the impact of their imprints and by Ashworth et al. (2023) 
who used governmental register data to study the effect of organizational conditions at the 
time of appointment on the career development of women in public service organizations. 

of imprinting dynamics at the micro level. Longitudinal survey datasets containing 

on the context (industry, market dynamics) may provide researchers insights into the 

(2020) of a social venture used several data collection techniques, including ethnographic 
observations, which allowed them to closely observe the organization and its actors and 

organizations and enables the study of organizational populations and phenomena 
from the 19th century onwards. Examples of recent historical sociological work using the 
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studying environmental imprinting processes on individual organizations and collectives.

This chapter offered an overview and analytical comparison of prominent theories that 
explain the persistence of the past in organizations. There is ample room for future 

mechanisms of legitimacy, power, and cognition are still largely understudied compared 
to economic reinforcing mechanisms. There is also a call for more knowledge on the 

explain how organizations escape lock-in scenarios. 

The escalation of commitment literature mainly focuses on unsuccessful (in some cases, 

a successful outcome, despite negative feedback and loss of resources. It is an open 
question if decision-makers can push through because they possess crucial knowledge 
or expertise, enabling them to foresee a positive outcome. Nite et al. (2019) highlight 
clashes between actors and their stances toward escalating behavior as an essential new 
research avenue. Such clashes may occur because certain actors might view committing 
to a particular course of action as detrimental. However, others may still be optimistic or 
perceive it as legitimate. Studying these processes, however, requires a theoretical focus 
shift from individual to group-based, relational processes. 

founding phase, as that is an event that will always form an imprint that lasts. Only 

Cuyper et al., 2020) through imprint reinforcement, reforming, coupling, and sedimented 

the initial imprint persists, but its function can change over time. Understanding longer 
timespans of how imprints can stick but manifest themselves differently over time is worthy 
of further exploration. Research on imprint formation after the founding phase is also 

et al., 2023) that open them up for learning and reinventing themselves, which can lead 
to the formation of new imprints. How these new imprints interact with existing imprints 
is still unclear. Finally, we need to learn more about how imprints may transfer from one 
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or mergers and takeovers. In a study on the adoption of temporary employment in 

to other organizational environments with opposing traditions and practices, where 
leadership change or takeovers might transfer practices from one environment to another. 

(Hallett, 2010), which argues that external environments impact organizations through 
interactional/relational processes between organizational participants. It is an interesting 
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impact adoption of a contested organizational practice, temporary employment, in public 

temporary employment in organizations they lead. Fixed-effect regression analyses of 
29,031 organization/year observations between 2006 and 2019 show greater use of 
temporary employment in public organizations when directors have early private-sector 

in contested practice adoption in the public sector. 
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until it is secured for all of us and incorporated into our common life.” – Jane Addams 
(1860-1935), written in The Subjective Necessity for Social Settlements (1892).

and long-term employment. They align with societal expectations of public organizations 

that are incongruent with public employment also took root in public organizations 

of public employees, such as trade unions, citizens, and politicians on the political left 

Opposition to the use of temporary employment has manifested itself in several ways, 
such as in strikes (NOS, 2018), public labor unions writing appeals in which they urge 
politicians to revalue the principles of public-sector employment (SCO, 2021), and 
politicians developing plans to increase the attractiveness of permanent employment in 

Earlier studies on the adoption of private-sector organizational practices in public 
organizations refer to institutional pressure from government austerity (e.g., due to 

Farazmand, 2002; Filipovic, 2005) as important antecedents. These institutional processes 
suggest isomorphism between private and public organizations, and to a certain extent, 

cannot explain the adoption and use of contested practices in and of themselves. The 
incongruence of these practices with the traditional employment model and the strong 



44

Chapter 3

opposition from stakeholders both constitute strong countervailing institutional pressures 

organizational actors (e.g., executives, CEOs) are key to understand how contested 

the local adoption of contested practices from the broader business environment, and 
Acemoglu et al. (2022) found that the business school background of CEOs affects wage-
setting policies in the companies they lead. 

Finkelstein, 1987), investigates the transformation of executive identities in the public 

the past two decades, the background of public leaders changed, with previous executive 

leadership experience in private organizations affects contested practice adoption in 

sector imprinting (Boardman et al., 2010), we propose several mechanisms. 

a stronger imprinting effect than experiences in later career phases. Early careers are 
highly formative periods that also have a lasting impact on decision-making behavior 
later in the career (Higgins 2005). They also make directors with such early imprints more 

to leaders who spent their formative leadership periods in public organizations. This 
experience makes them more aware and supportive of temporary employment practices 
that are common and legitimate in private organizations. It also tempers their concerns for 
reputational damage from adopting contested practices.

Second, we argue that the number of board members with previous experience in the 
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boards will pay greater attention to private sector practices, which fosters adoption of 

access to information about private sector practices, and the attentional patterns of 

(buffer mechanism) or boost (reinforcement mechanism) the impact that newcomers from 
the private sector will have on the adoption of temporary employment practices.

organizational leaders and their prior careers. It allows reconstruction of the career 
histories of the complete population of public directors, measuring early-career exposure 
to the private sector and investigating its impact on the use of temporary employment in 
public organizations in the period of 2006–2019. 

Our study enriches current knowledge in three ways. First, previous public management 
research on career background found differences between public and private directors 
(Boyne, 2002) and detected effects on the performance of public organizations (e.g., Boyne 

introduced despite wide and heavy contestation. Finally, we contribute to the literature 

imprinting has focused on individual-level outcomes (Boardman et al., 2010; Lapuente et 
al., 2020), our study shifts attention to the agency of these powerful organizational actors 
and the impact of their actions on organizational level outcomes.
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Blom, 2021), emphasizing employee wellbeing, commitment, and long-term career 

2002). 

budget cuts) but break with the traditional bureaucratic principle that rewards civil servants 

The Netherlands is one of the leading European countries when it comes to temporary 

with data from Statistics Netherlands, employment statistics show that in 2019 one in 

temporary employment practices has generated opposition, public debates, and open 
contestation from internal and external key stakeholders of public-sector organizations in 

(SCO, 2021). Opposition from internal and external stakeholders fuels an ongoing social 

2016).
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Finally, temporary employment is contested in academic and professional circles, as 

sector managers and decision makers). It is unclear why organizations adopt contested 

opposition from shareholders and policy makers. Sanders and Tuschke (2007) examined 
the diffusion of stock option pay in Germany. This practice runs counter to core values of 

There is growing consensus in the literature that contested practices originate in 
environments where they are less or not contested and diffuse through organizational 

opposition, as it contradicts widely shared norms of lifetime employment. Hardly any 
important stakeholder considered downsizing practices as legitimate, even once they 
were widely used. Similarly, despite becoming widely used, temporary employment is 
unlikely to become legitimate within 
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directors are key in adopting contested practices. Powerful actors have the capacity to 

be an obstacle for them to become initiators of practice change. Tight entanglement 

skepticism and opposition to them, and come with feelings of obligations to stakeholders 

implementation of contested practices is therefore likely to originate from actors who are 

inspirations from outside 
have less vested interest in maintaining current practices. 

the broader business environment and translate and transfer contested practices to local 

impacting their future managing style and decisions (e.g., Higgins, 2005; Phillips, 2005; 

mentors and peers). The socialization effect of these early formative experiences is strong 

et al., 2009; Higgins, 2005). They are likely to rely on these experiences when they must 

experiences may thus persist even after leaders switch from one environment (e.g., 
private sector) to another (e.g., public sector). 

Second, sectors are strong imprinting environments. Studies on sector-switching 

mark on the core organizational values and norms that directors identify with. This mark 

2009). For example, directors switching from the private to the public sector retain core 

et al., 2020). 
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Third, as cognitive schemes acquired during early private sector exposure also tend to 
persist later in their career, managers who switch from the private to the public sector 

Fourth, the choices and behaviors of co-workers and mentors (Azoulay et al., 2017) leave 

worked with during their formative private sector executive periods. 

Finally, early directorial career experiences in the private sector leave imprints on their 
personal networks. Social ties to former colleagues in the private sector may not only be 

contested practice adoption through vicarious learning and encouragement. In contrast, 
directors whose professional networks mainly consist of public-sector actors opposing 
the practice may experience reputational threat when they advocate practices contested 

In sum, compared to organizational leaders who started their careers in the public 
sector, public-sector directors who started their career in the private sector are weakly 

with temporary employment, identify more strongly with core private-sector values based 

experience in the private sector to increase the likelihood that private-sector imprinted 

early executive experience in the private sector leads to a higher proportion of 
temporary employment contracts.

decisions and behavior at later career stages. Of course, current organizational context 
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publicness represents another important dimension of organizational embeddedness that 

are entirely owned and funded by the government and if their main stakeholders are 

the Netherlands are hybrid, as part of their funding must be acquired in competition 

public and hybrid organizations may result in temporary employment practices facing 

imprinting on contested practice adoption is less straightforward in hybrid than in fully 
public organizations because in hybrid organizations, it may trigger two competing 
microfoundational mechanisms. 

First, for hybrid organizations, independently of the presence of board members with 
private-sector experiences, temporary employment practices are likely to be more 
salient to boards, and leaders may already be familiar with their adoption. As a result, 

as organizational hybridity weakens the effect of private sector imprinting on contested 
practice adoption. 

Second, private-sector career imprints may have a stronger impact on contested practice 
adoption in hybrid than in fully public organizations, as temporary employment may be 
considered more legitimate. Leaders may thus expect less opposition to its adoption. 

reinforcement mechanism.

Both mechanisms predict that organizational hybridity affects the impact of private-sector 
imprinting, but they lead to competing predictions, with the buffer mechanism leading to a 
negative moderation and the reinforcement mechanism resulting in a positive moderation. 

H2: Organizational hybridity moderates the relationship between the proportion of 

the private sector and the proportion of temporary employment contracts.
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The results of this study are based on calculations by the authors using non-public 
microdata from Statistics Netherlands on the complete population of individuals and 
companies1. The micro datasets we used were composed of i) tax records, to obtain 
information on employment contracts of individual employees and the company they work 

information on organizations (e.g., sector, size) and their directors (start and end dates of 
appointments); and iii) population administration, to obtain demographic information on 
individuals (e.g., age, gender). 

bestuurders), which is the level at which we expect decisions on employment 

of police, who is supported by four other directors (Politie.nl, n.d.), leads all these units. 

These directors are responsible for policy development and implementation and chair 

After linking information on the sector of the organizations that they had managed in the 
past, we were able to determine whether their earliest observed executive experience was 

to obtain the percentage of directors on the board with imprinted career experiences 
in private organizations. Finally, we linked aggregate data on employment contracts of 
employees (available from 2006 onwards) per year and organization to board composition 
of private career experience, which enabled assessment of how the presence of imprinted 

 In 2019, the average number of directors per organization was 3.05. All variables 
pertaining to information on directors (age, work experience, gender, etc.) represent the 
mean across directors per public organization, per year. 

were 2,854 public organizations with an observation period of at least one year, with an 
average of 2,113 organizations per year. The total number of observations was 29,031. 
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Research on sector-switching managers thus far has relied on survey data (Boardman 
et al., 2010; Chen, 2012; Lapuente et al., 2020). For our purpose, to study imprinted 
experiences and focus on top managers (i.e., directors) as a research population, register 

(Lapuente et al., 2020). Second, compared to surveys, company registers do not suffer 
from bias from low response, which hampers studies on top managers (Card et al., 

of organizational leaders to the Netherlands Chamber of Commerce is mandatory; 

not free from error, e.g., miscategorizations due to administrative error could still induce 
bias. Nevertheless, Statistics Netherlands has a legal obligation to publish high-quality 
and reliable microdata; it continuously checks the quality and consistency of its data and 
corrects errors. One distinct problem with register data is that administrative concepts 
(e.g., categorization of organizations) may not correspond to the theoretical concepts 
that scholars want to measure. However, CBS publishes a highly detailed, 53-category 

hybrid, and private organizations. 

Fully government owned, fully government funded, and the government has full authority 

governments, ministries, statutory social insurance funds, the police, and institutions 

organizations such as pension funds, over which the government has authority but are 
not fully government owned and funded (e.g., debts of these public organizations are 
not included in government shortages). Other examples are schools, universities, and 

the Chamber of Commerce (carry out government tasks, but the government does not 
have full authority). Organizations that do not meet any of the three criteria for publicness 

does not fund, and does not own these organizations (Chi, 2016). 
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Dependent Variables
Proportion of Employees with Temporary Contracts  The monthly tax registers document 

calculated the relative size of the temporary workforce per public organization at the 

Hybrid Organization. To test the second hypothesis, we created a dummy (0 = fully public, 

through a detailed, 53-category sector code that combines organizational activity (e.g., 

Independent Variable
3. For 

had was in a private organization (0 = no, 1 = yes). Aggregating this information to the 
organizational level, we created a variable measuring the proportion of directors in the 

Control Variables

temporary employment, which we controlled for in the analyses. 

to our proposed mechanism is that directors may be recruited for their private-sector 

recent private experience likely correlate, selection could have biased our estimates of 
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senior leadership positions typically focuses on recent experience and it is uncommon to 

models therefore remedied selection bias. However, if selection effects did not exist or 
were small, including later private-sector experiences as a control could have downward 

of early imprinting. As it is highly plausible to expect selection effects when studying 
change in executive positions, we expected upward and downward biases to cancel 

therefore opted for a conservative estimate by including later experiences as controls.

For every public director, we reconstructed their past executive career (e.g., starting and 

had before

information to the organizational level, we obtained a variable indicating the proportion of 

. 
public organization, as older management teams may be less open to organizational 

 
of differences in the decision making of male and female organizational leaders (e.g., 

proportion of female directors per year per public organization. 

 

board member with the longest organizational tenure on the board. Controlling for tenure 

of a contested practice and may also be less likely to hire directors with a different 
background. 
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Organization Size.

between organizational size, complexity, and the adoption of innovations (for an overview, 

excluded organizations with fewer than 10 employees, as we believe personal relations 

combination birth and death of an organization, meaning that the observed year is the 
last time this organization appeared in the records (0 = no, 1 = yes); 3) the organization 
splits, merges with another organization, or is taken over by another organization; 4) the 
organization restructures. 

of our analyses presented in this article. For the sake of model parsimony, we decided to 

highly skewed. Organization size shows a severe left-skewed distribution due to several 
organizations with many employees. In the analyses, we therefore used the log of 
organization size. 
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descriptive statistics of the variables in our dataset*

Kurtosis
Proportion of temporary workers 29,031 .206 .171 2.382 10.226

experience (proportion) 29,031 .497 .396 .093 1.442

(proportion) 18,498 .846 .310 -1.896 5.179

Average age of management team 
members 29,031 52.741 6.785 -.258 2.412

Female directors (proportion) 29,031 .230 .304 1.279 3.719
29,031 7.778 5.699 1.833 8.284

Organization size 29,031 245.220 545.554 6.841 71.356
Organization size (log) 29,031 2.507 1.350 .371 2.615
Board size 29,031 3.560 2.95 1.182 4.042
Type of organization (0 = no, 1 = yes)
Fully public 8,941 (30.8%)
Hybrid 20,090 (69.2%)
Organizational events 
(0 = did not happen, 1 = did happen)
Birth 469 (1.6%)
Death/collapse/combination birth and 
death 170 (0.5%)

Split/merge/takeover 695 (2.3%)
Varia/restructuring 226 (0.7%)
Observations 29,031
Average number of public organizations 
per year 2113

Figure 3.1 shows the proportion of temporary employment in all public organizations 

with a temporary contract was already relatively high at 17.83%. This increased to 21.59% 

rates between fully public and hybrid organizations. 
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possible time-invariant heterogeneity among organizations (e.g., period of organizational 
establishment, industry in which organizations operate) that may impact hiring of directors 

changes, changing economic conditions, changing labor laws). Our analyses utilized 

organization and not explained by common trends that may affect all organizations. Not 
all organizations had measurements for each year, resulting in an unbalanced dataset, 

xtreg) make the necessary 

strategy does come with limitations, such as a lower statistical power (Hill et al., 2020). 

confounders. As a (quasi)-experimental design was not possible, we took substantial effort 
to control for plausible time-varying characteristics. Nevertheless, we cannot entirely rule 
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Board compositional changes (e.g., new directors bringing in private-sector executive 

decisions on employment practices may involve planning and negotiations, and their 

control variables pertaining to board composition (age, gender, maximal tenure, board 

such selection effects, we lagged these control variables by three years (T-3). As a check, 
we ran our analyses with a one-year lag for our explanatory variables, and two-year lag 
for the control variables (results not shown). As expected. these models show a weaker 

employees. To test our second hypothesis, we included an interaction term between 

experience (proportion). Including an interaction effect requires the main effect of both 

however, possible to interact a time-constant variable with a variable that changes over 
time.

statistics by clustering to reduce bias due to heteroscedasticity and autocorrelation in our 

exception of previous private-sector executive experience, the most likely confounder). 

positively associated with an increased use of temporary employment in the organization 
(p<
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experience was not included in the model (p>0.05; b=
early private-sector experience, total private-sector executive experience, and all other 

sector executive experience persisted (p<0.05; b=0.017). To interpret the effect size, we 

early-career private sector experience in management teams impacts contested practice 
adoption in public organizations. These results were robust to controlling for selection 
effects (e.g., recruitment of directors with recent private-sector experience and other 
compositional features of the board that impact hiring decisions). Of the control variables, 

in public organizations (death/collapse/combination birth death of an organization) 
(p<0.01; b=-.042). 

(b p>
conclude that hybrid organizations moderate the relationship between private imprints 

in the appendix) to see whether private imprints are distinct from hybrid organizational 

we employed the fractional regression method suitable for modelling proportions as 

The results strongly resemble the linear models (table A1.2 in the appendix of this 

more straightforward interpretations. 
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employment contracts*

.015*
(.006)

.017*
(.009)

.015
(.026)

.001
(.007)

-.003
(.008)

-.004
(.008)

(proportion) * Hybrid organization (0 = no, 1 = yes)
.003

(.024)
Average age of board members <-.001

(<.001)
<-.001
(<.001)

<-.001
(<.001)

<-.001
(<.001)

Female directors (proportion) -.003
(<.001)

-.002
(.008)

-.001
(.009)

-.002
(.009)

<-.001
(<.001)

<-.001
(<.001)

<-.001
(<.001)

<-.001
(<.001)

Organization size (log) .031**
(<.001)

.019
(.012)

.020
(.012)

.020
(.012)

Board size .001
(<.001)

<.001
(<.001)

<.001
(<.001)

<.001
(<.001)

Event – death/collapse/combination birth death .031
(.029)

-.041**
(.010)

-.042**
(.010)

-.042**
(.011)

Event – split/merge/takeover .002
(.005)

<-.001
(<.001)

<-.001
(<.001)

<-.001
(<.001)

Event – varia/restructure -.008
(.008)

-.013
(.010)

-.013
(.010)

-.013
(.010)

2 .699 .726 .727 .727
Observations 20,418 12,815 12,815 12,815
Number of organizations 2469 1881 1881 1881

parentheses.
*p < 0,05; **p < 0,01

*The main effect for type of organization: hybrid (0 = no, 1 = yes) is omitted due to the variable having 
no variance over time

Second, to investigate the possibility of autocorrelation bias, we included our dependent 
variable (t-3) as a control variable (table A1.3 in the appendix). The results do not alter our 
conclusions from our main analyses. 

Finally, there may be a discontinuity of the effect of directorate imprint on temporary 

employment and to imprinting having an impact. Table A1.4 in the appendix shows models 

proportion of temporary employment was under 20% at the beginning of the observation 
period, and (2) after the organization exceeded the 20% threshold (lagged with two years as 
directorate imprints). There is no evidence of a threshold effect in these models.
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of these practices with traditional notions and practices of public employment, such 

from external and internal stakeholders. In line with recent efforts in organizational 
scholarship to understand organization-level and agentic processes constituting the 

2019), we provided an actor-focused account of contested practice adoption in the public 

unique, linked employer–employee administrative data from the Netherlands to capture 
directorate careers, and our longitudinal analyses show that a higher prevalence of early-
career private sector imprinting in boards of directors increases the extent of temporary 
employment use within public-sector organizations. 

public organizations, which have traditionally only been attributed to the private sector 

A related literature in sociology on the nature and origins of the changing employment 

on macro-economic processes and institutions (e.g., Bidwell, 2013; Cobb, 2015). It has 
paid less attention to organizational processes and agency that explain the spread of 
contested employment practices.
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to contested organizational practices and that have the potential to overcome limitations 
of scope and data in our current study: Individual-level cognitive and motivational 
processes of imprinting and contested practice adoption, the interplay of imprints with 
relational processes of organizational practice adoption, and variation by organizational 
and institutional characteristics. 

Our study built upon, but could not directly 
observe, cognitive and motivational processes of how directors with private sector 
imprints interpret and evaluate contested practices. Similarly, we only theoretically 
established how experiences and knowledge acquired during imprinting motivate leaders 
to keep these practices in their leadership repertoire. A fruitful avenue could be to study 

contested in the public sector. This approach would illuminate how managers draw on 

Borg, 2018). In addition, managerial narratives could shed light on the cognitive process 
of how managers reconcile tensions involved in using these practices.

executive experience) impact future organizational outcomes, it is important to note that 

For directors, studies note that imprints do not only develop during their professional career 

contextual and internal processes explicit that underlie learned behavior and see how early 

Relational Processes. Beyond the individual decision maker, imprints may intersect with 
relational processes and shape the implementation of contested practices in public-sector 

studies document how relational equality and degree of information sharing between 
main actors (e.g., directors) also play a large role (Cowen et al., 2022). Earlier research 

following relational and interactional processes between organizational participants at 

2010). It could be fruitful to compare the leadership of organizations with public and 

enter the negotiation process of adopting employment practices (or other contested 
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when implemented. An important and theoretically relevant consequence could be that 
contested practices transform during the negotiation process of implementation, forming 

destination environments. 

fully public and hybrid organizations, which may be related to countervailing buffering 

processes within boards of directorates to disentangle these mechanisms. A potentially 

adopters, which we could not undertake due to our data being limited to an observation 

scope of our single-country study to capture institutional variation in the processes we 
studied across administrative traditions (i.e., the distinction between sovereign and model 

mechanisms, as they potentially shape the contestedness of private-sector practices in 
public organizations, in addition to the recruitment process and values of public-sector 
executives and their executive decision-making latitude. For example, countries following 
the sovereign model tradition, such as France, emphasize an active role of the state 

the public sector in France, where it violates both the image of public employers and 
the status and lifelong employment tradition associated with civil servants. In addition, 
administrative traditions impact recruitment channels of leaders (e.g., institutions and 
typical career ladders) and their value orientations, which may intersect with early-career 
imprints in the process of decision making. 
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The processes we studied are also embedded in institutionalized participatory decision 
making (e.g., employee representation and workers council) and systems that vary in 
their degree of centralized decision making. These institutions will likely shape how 

The Netherlands leans toward more decentralized decision making, characterized by 
involvement of lower-level organizational actors and less autonomy of individual leaders 

not directly translate to individualized lower-level decision making; rather, lower levels 

decision making—and, as we theorized, imprints—to be consequential for the overall 

to investigate the role of institutionalized forms of stakeholder involvement in decision 
making, we see it as a fruitful avenue for research on private-sector imprinting and 
contested practice adoption.

It is important to note that our study only focused on temporary employment, but there 

and management teams, our research calls for further, preferably comparative, research 

In sum, our article contributes to endeavors to understand adoption of institutionally 
contested practices in public organizations. Our results support and further encourage the 

furthered the understanding of the adoption of contested practices by incorporating the 
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employment contracts – exploratory analyses for hybrid-sector imprint.*

-.017
(.020)

.015
(.032)

.018
(.035)

004
(.007)

.008
(.007)

.009
(.007)

.001
(.019)

.018*
(.009)

.033
(.034)

.032
(.034)

Hybrid organization (0 = no, 1 = yes)
-.004
(.017)

Average age of board members <-.001
(<.001)

<-.001
(<.001)

<-.001
(<.001)

<-.001
(<.001)

Female directors (proportion) -.003
(.006)

-.002
(.008)

-.001
(.009)

-.002
(.009)

<-.001
(<.001)

<-.001
(<.001)

<-.001
(<.001)

<-.001
(<.001)

Organization size (log) .032**
(.009)

.020
(.012)

.021
(.012)

.020
(.012)

Board size .001
(<.001)

.001
(<.001)

.001
(<.001)

.001
(<.001)

Event – death/collapse/combination birth death .030
(.029)

-.041**
(.010)

-.041**
(.010)

-.041**
(.011)

Event – split/merge/takeover .002
(.005)

-.001
(.005)

-.001
(.005)

-.001
(.005)

Event – varia/restructure -.008
(.008)

-.013
(.010)

-.013
(.010)

-.013
(.010)

2 .699 .726 .727 .727
Observations 20,418 12,815 12,815 12,815
Number of organizations 2469 1881 1881 1881

parentheses.
*p < 0,05; **p < 0,01

*The main effect for type of organization: hybrid (0 = no, 1 = yes) is omitted due to the variable having 
no variance over time
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contracts *.

.101*
(.042)

.115*†

(.060)
.098

(.182)
.001

(.048)
-.027
(.052)

-.029
(.052)

* Hybrid organization (0 = no, 1 = yes)
.024

(.167)
Average age of board members -.003

(.003)
-.003
(.004)

-.003
(.003)

-.003
(.004)

Female directors (proportion) -.023
(.045)

-.014
(.060)

-.008
(.059)

-.010
(.058)

-.004
(.003)

-.003
(.004)

-.002
(.004)

-.002
(.004)

Organization size (log) .197**
(.061)

.116
(.083)

.122
(.083)

.122
(.083)

Board size .010
(.005)

.002
(.006)

.004
(.006)

.003
(.006)

Event – death/collapse/combination birth death .230
(.229)

-.241**
(.025)

-.247**
(.024)

-.258**
(.033)

Event – split/merge/takeover .015
(.037)

.001
(.037)

-.002
(.037)

-.002
(.037)

Event – varia/restructure -.074
(.068)

-.112
(.089)

-.120
(.089)

-.121
(.088)

2 .107 .111 .111 .111
Observations 20,574 13,022 13,022 13,022
Number of organizations 2777 2776 2776 2776

standard errors in parentheses.
**p < 0,05; *p < 0,01
† p = .054)

*The main effect for type of organization: hybrid (0 = no, 1 = yes) is omitted due to the variable having 
no variance over time
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employment contracts – robustness analysis of controlling for lagged dependent variable*

.015*
 (.006)

.017*
 (.008)

.014
 (.026)

.001
 (.007)

-.003
 (.008)

-.003
 (.007)

(proportion) * Hybrid organization (0 = no, 1 = yes)
.004

 (.024)
Proportion temporary employees in organizations (T-3) .030

 (.020)
.023

 (.026)
.023

 (.026)
.023

 (.027)
Average age of board members <-.001

 (<.001)
<-.001
 (.001)

<-.001
 (<.001)

-.001
 (.001)

Female directors (proportion) -.003
 (.007)

-.002
 (.009)

-.001
 (.009)

-.001
 (.008)

-.001
 (<.001)

<-.001
 (.001)

<.001
 (<.001)

<-.001
 (.001)

Organization size (log) .030**
 (.008)

.018
 (.012)

.019
 (.012)

.019
 (.012)

Board size .001
 (<.001)

<.001
 (<.001)

.001
 (.001)

.001
 (.001)

Event – death/collapse/combination birth death .031
 (.030)

-.040**
 (.010)

-.041**
 (.009)

-.042**
 (.011)

Event – split/merge/takeover .002
 (.005)

<-.001
 (.005)

-.001
 (.008)

-.001
 (.005)

Event – varia/restructure -.008
 (.008)

-.013
 (.010)

-.013
 (.010)

-.015
 (.010)

2 .699 .727 .726 .726
Observations 20,418 12,815 12,815 12,815
Number of organizations 2469 1881 1881 1881

parentheses.
**p < 0,05; *p < 0,01

*The main effect for type of organization: hybrid (0 = no, 1 = yes) is omitted due to the variable having 
no variance over time
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.037*
 (.016)

.018*
 (.009)

-.004
 (.008)

-.012
 (.014)

observation temporary employment under 20% (0 = no, 1 = yes)
-.027

 (.018)
 

observation temporary employment under 20% (0 = no, 1 = yes)
 .011

 (.016)
Average age of board members <-.001

 (<.001)
<-.001
 (.001)

Female directors (proportion) -.001
 (.009)

-.001
 (.009)

<-.001
 (<.001)

<-.001
 (<.001)

Organization size (log) .021
 (.012)

.020
 (.012)

Board size .001
 (<.001)

.001
 (<.001)

Event – death/collapse/combination birth death -.042**
 (.009)

-.041**
 (.010)

Event – split/merge/takeover <-.001
 (.005)

-.001
 (.005)

Event – varia/restructure -.013
 (.010)

-.013
 (.010)

2 .726 .727
Observations 12,815 12,815
Number of organizations 1881 1881

parentheses.
**p < 0,05; *p < 0,01

due to the variable having no variance over time
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.002
 (.013)

.017†

 (.009)
-.003

 (.008)
-.006

 (.010)
-.001

 (.007)
.007

 (.010)

temporary employment exceeds 20% (0 = no, 1 = yes)
-.023

 (.014)

temporary employment exceeds 20% (0 = no, 1 = yes)
.004

 (.010)
Average age of board members <-.001

 (.001)
<-.001
 (.001)

Female directors (proportion) -.001
 (.009)

-.001
 (.009)

<-.001
 (.001)

<-.001
 (.001)

Organization size (log) .020
 (.012)

.020
 (.012)

Board size .001
 (.001)

.001
 (.001)

Event – death/collapse/combination birth death -.042**
 (.009)

-.042**
 (.009)

Event – split/merge/takeover -.001
 (.005)

-.001
 (.005)

Event – varia/restructure -.014
 (.010)

-.013
 (.010)

2 .727 .727
Observations 12,815 12,815
Number of organizations 1881 1881

parentheses.
**p < 0,05; *p < 0,01
† p = .053)
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Change Agents with a Past: Female 

This chapter is based on a paper that is currently under review at an 
international journal: Wiersma, S., Lippényi, Z., & Abendroth, A. K. (2024). 

Gender Equality at Workplaces. 
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impact on workplace gender equality. Connecting literature on change agency with career 
imprinting, we present novel theorizing on how representation and power of women in 

panel data on employee wages and linked it to the executive careers of the directors of 

demonstrate that female organizational leaders exposed to female peers in directorate 

a permanent contract. Our study enriches the agents of change literature by drawing 

equality in workplaces.
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Sánchez-Teba et al., 2020); however, it remains debated whether gender diversity in the 
corporate top fosters equality between men and women in wages and career opportunities 

engage in decision-making processes affecting the entire organization and its employees 

however, mixed: studies either report no, negligible, or even negative effects on gender 

competitive organizational ranks (Abendroth et al., 2017). Surprisingly, most evidence 

who personally mentor, hire, and promote employees (Abendroth et al., 2017; P. N. 

compared to high-level executives.

The present study breaks new ground in the agents of change literature by addressing 
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gender equality—for example, a study on how imprinted gender hierarchies are transmitted 

career imprints has not been featured in organizational gender inequality literature. 

socialization contexts impact gender equality in the organizations they lead. Our main 

top management assignment—leaves imprints on managers that shape their managerial 
decisions and personal agency, subsequently impacting organizational outcomes 

becoming an agent of change. First, we expect female directors exposed to female peers 
in the boardroom to develop cognitive schemas and internalized norms that make them 

representation 
imprint as encountering women in leadership normalizes female representation in higher 

expect that experiencing a female leader in the highest corporate position (CEO) early 
in their managerial careers constitutes an empowering role model that makes female 

empowerment 
imprint

of the Statistics Netherlands (CBS)4, between 2010 and 2019 on wages, employment, 
and demographic information for the entire population of workers. A unique feature of 
the register microdata of the Netherlands is that it contains longitudinal information on 
directorate appointments for the population of companies, alongside demographic and 

4

information, contact: microdata@cbs.nl
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wage information on company directors. This allowed us to reconstruct the gender 
composition of organizational leadership and the career histories of the complete 

outcomes of employees. One limitation of our data is that we observed high-level 

leveraging the possibilities of large-scale population data by comparing results from 

typically coincide.

impacted such differentials. Second, we examined the differential likelihood of female 
employees obtaining a permanent employment contract relative to men. Employment 
contracts are less often studied than wages as a source of gender inequality, although 
several studies indicate that compared to their male colleagues, female employees are 
likelier to be employed on a temporary, precarious work contract and have lower prospects 

representation and empowerment encountered in early career contexts have an enabling 
effect on women in powerful organizational positions to promote gender equality. An 
important implication of our research for future theorizing about gender inequality in 
organizations is that hegemonic masculine cultures and norms in professions (Blair-Loy 

socialization.

Relational inequality theory argues that social relationships produce the categorization 
of people and value attributions, which are activated in the process of claims-making for 
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most cultures, gender is a socially constructed (dichotomous) difference between males 
and females, and these images of gender are reinforced and perpetuated in organizations 

and roles to women and men, especially in the workplace (Glick et al., 2004; Heilman, 2012). 

Historically, management positions in organizations are male-dominated, and women 

in gendered assumptions that shape organizational practices such as wage setting (Acker, 
2009). Gendered stereotypes on who belongs in what position present themselves in 

do reach higher 
positions, they often have to work harder than men at the same occupational level to 
be perceived as competent (Trzebiatowski et al., 2023); they are reviewed negatively 
for demonstrating leadership qualities that male leaders value (Correll et al., 2020), and 
are under larger scrutiny from shareholders compared to their male counterparts (Gupta 

(see also Schieman et al., 2020).

The literature is divided on whether the relatively few women who reach the highest 
echelons are advocates of gender equality. One thread of the literature argues that despite 

environment comes with performance pressures and stereotyping. Being a minority, 
women may be deterred from challenging the gender status quo due to anticipation of 

hierarchies. Thus, male-dominated environments reduce the likelihood of solidarity and 

themselves from women with lower positions in the organization. Importantly, this is a self-

et al., 2016). Existing evidence for such processes mainly concerns experimental studies 

of actual socialization contexts of leaders on organizational gender equality outcomes. 
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At its core, imprinting theory states that (1) individuals encounter transition periods 

p. 199). The early career phase is a particularly sensitive period when individuals are 

career environment and persist, causing future actions and behaviors to bear the stamp 
of the environment they experienced during this sensitive period (Azoulay et al., 2017; 

In this study, we applied the notion of imprinting and developed new hypotheses on 

2013). 

Organizational conditions have the power to leave strong imprints since they affect the 

norms and practices during socialization into a new organization. These experiences 
get stamped onto the individual and are developed into persistent cognitive schemas 

entering a new organizational role, such as becoming a member of the directorate for the 

similar roles later in the career. 

Based on this theory, we expect that experiencing environments with a greater 

that women can achieve successful careers. Additionally, it will normalize the expectation 

with early-career exposure to a higher number of similar-status female peers (i.e., female 
directors) are less likely to experience gender discrimination and internalize negative 
stereotypes about women in the workplace. Therefore, they are more likely to advocate 
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for gender inequality, challenge existing wage and contract inequalities, and encourage 

2022).

However, representation may fail to transmit the role expectations of the change agency 

powerful and 
 women as potential role models as a second imprinting mechanism. 

Individuals are inclined to seek behavioral cues from others in their environment in the 
initial phase of their careers (Higgins, 2005). Senior, experienced workers, as role models, 

(2017) establish how early-career experienced mentors affect the future work choices of 

different corporate settings present evidence of similar imprinting processes in operation: 

gender differences also replicate among top executives, with women having lower 
earnings and less likely to be in strategic leadership positions (e.g., CEO) with power 

imprinted experiences of being less powerful and perceive fewer resources to become 

2002). Studies support that women in high organizational positions frequently display 

Exposure to a female role model in a powerful position during early role socialization 
could empower female managers about their abilities and capacity to create change (Eble 
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to start a new enterprise. 

Corporate boards of directors (or top-management teams) have multiple members, all 
of whom carry imprints from their past role socialization5. This is true for male directors 
as well, whose exposure to female peers and senior women during sensitive periods is 

6. Based 
on the attention-based theory of the behavior of demographically and experientially 

whose members carry imprints of female representation and empowerment from their 

based explanation of gender differences in executive compensation). Such supportive 
contexts, in turn, will lower the perceived barriers for female directors to advocate for 

Thus, we expect:

H1.1: A higher proportion of women in directorates of organizations will be more 

more directors have early-career exposure to female peers.

H1.2: A higher proportion of women in directorates of organizations will be more 

relative to men when more directors have early-career exposure to female peers. 

H2.1: A higher proportion of women in directorates of organizations will be more 

when more directors have early-career exposure to a female CEO.

H2.2: A higher proportion of women in directorates of organizations will be more 

relative to men when more directors have early-career exposure to a female CEO.

5

the impact of gender and imprinted experiences at the individual level. The theoretical mechanisms 
pertaining to top management teams do not apply for these cases.
6 In addition, supportive men can become allies which reduces feelings of isolation and workplace 

legitimacy of advocating for gender equity (Hussain et al., 2023).
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The results of this study are based on estimations by the authors using non-public 
microdata from Statistics Netherlands on the complete population of companies, their 

administrative sources. First, we obtained microdata on company functionaries (personal 

mandatory (self-)registration of company functionaries. Second, we obtained microdata 

we used municipal registers to obtain demographic information on individuals registered 

employer-employee-functionary dataset. Our analyses included all organizations in the 
public and private sectors and employees on regular employment contracts (excluding 
internships and sheltered employment). 

(bestuurder 
overseeing the work of executives (toezichthouder
work part-time, are not involved in company operations and strategic decisions, and have 

 executive experience. 
current directorate (e.g., size, age, and tenure). 

individual data on wages and employment contracts of all employees (available from 

enabled us to assess how the changing gender composition of directors and the presence 

wage and contract changes. 

2010–2019, with an average of 1,526,925 employees per year. 
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Research on the career history of top managers often relies on survey data (Boardman et 

and hampering studies on organizational leaders (Card et al., 2010). It is mandatory to 
register the companies and share information about their leaders with the Netherlands 
Chamber of Commerce; therefore, we do not expect large bias due to omissions. Second, 
register data allowed us to obtain administrative information to reconstruct the careers of 

of past experiences from survey data (Lapuente et al., 2020). 

The monthly tax register documents information on wages and working 

opted for the hourly contractual wage to account for gender differences in working hours 
(Penner et al., 2023). The Netherlands has a large share of women working part-time 

analyses. 

Permanent contract7 The monthly tax register documents the type of employment 

date. Temporary employment contracts range from several months to a one- or two-year 
contract. At the time of writing, temporary contracts can be renewed two times within a 

contracts employees have (0 = temporary, 1 = permanent). 

For each observation in our dataset, we aggregated information on 

7 CBS microdata only provides information employed by their organizations; we do not have 
information on non-standard work arrangements such as agency workers.
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in high management positions has been found to impact wage inequality of employees 

= male, 1 = female) and aggregated this information to obtain the proportion of female 

Representation imprint. To test Hypotheses 1.1 and 1.2, we created a variable for 

directorate with a minimum of two female directors present, which are unlikely to capture 
situations of tokenized minority in the typically small-sized boards (the average board size 

this variable as a dummy (0 = no directors with a representation imprint, 1 = at least one 

of the variable representing the proportion of directors with a representation imprint was 
heavily skewed, and log transformation was not possible due to the many values of 0. 

Empowerment imprint. To test Hypotheses 2.1 and 2.2, we created a variable for 

a directorate with a female CEO. Since the Chamber of Commerce does not contain 
information on executive function (other than broad differentiation between executive and 

as it is the best proxy for the most experienced director. Aggregating this information to 
the organizational level, this variable was constructed as a dummy (0 = no director with an 
empowerment imprint, 1 = at least one director with an empowerment imprint). 

Controls

could confound the impact of directorate gender composition and imprints by conducting 

from another one, a new employment spell starts. As employment spells are perfectly 
nested within individual workers, this strategy also controls for all time-invariant individual 
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studies on gender wage gaps, we did not include occupation in our longitudinal analyses 
of gender differences in wage promotions; within an employment spell, wage changes 
and occupation/task promotions capture the same process of career advancement 
(e.g., getting a managerial position and a pay raise). Controlling for occupation would 
unnecessarily explain away wage change. 

Controls at the employee level
Gender (female). 

whether they were female (0 = no, 1 = yes). Note that this variable does not change 
within employment spells and will enter into interaction with time-changing variables in 
our models.

Age. 

confound gender wage differences, with younger employees being more likely to be 

Controls at the organizational level

Organization size. 

to smaller organizations, large organizations are more likely to have formal human 
resource management functions with best practices that promote equal opportunities 

indicated the size of the organization each individual in our dataset worked at per year. 

due to the presence of several large organizations. 

Proportion of female employees. 

since studies document that employees receive lower wages in organizations with a higher 
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this information to the organizational level. The variable shows the proportion of female 

death/collapse/combination birth and death of the organization, meaning that the current 

organization, or is taken over by another organization; 4) restructuring of the organization. 

For each observation in our dataset, we aggregated 

Aime, 2014). This variable represented the average age of the directorate present in the 
organization of each individual in our dataset per year. 

for at their current organization. The control variable represents the years of experience 
of the director with the longest organizational tenure. This allowed us to control for the 
effects of embedded directors, who are less likely to adopt new strategies (Greenwood 

organization for each individual in our dataset per year. 

Directorate size. 

2014). The variable showed the number of directors in the organization for each individual 
in our dataset per year. 

gap in our dataset, with the average (unlogged) hourly wage for female employees being 

23.55% of all females are employed on a temporary contract, higher than the 16.95% of 
all male employees with a temporary contract. 
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 descriptive statistics of the variables in our dataset

Hourly wage 15,129,286 22.565 19.641
Hourly wage (female employees) 5,350,988 18.454 .870
Hourly wage (male employees) 9,778,298 24.815 1.153
Hourly wage (log) 15,129,286 2.967 .532
Type of contract male employees
Temporary 1,656,972 (16.95%)
Permanent 8,121,326 (83.05%)
Type of contract female employees
Temporary 1,260,230 (23.55%)
Permanent 4,090,758 (76.45%)

Representation imprint 
No directors present with a representation imprint 13,210,771 

(87.32%)
Directors present with a representation imprint 1,918,515 (12.68%)
Empowerment imprint
No directors present with an empowerment imprint 13,657,453 

(90.27%)
Directors present with an empowerment imprint 1,471,833 (9.73%)
Average age of directors 15,129,286 51.258 6.247
Proportion female directors 15,129,286 .096 .218

15,129,286 10.595 7.809
15,129,286 2.619 2.225

Age 15,129,286 41.624 12.496
Age2 15,129,286
Gender of employee 
Male employee 9,778,298 (64.63%)
Female employee 5,350,988 (35.37%)

Organization size 15,129,286 2340.301 5644.832
Organization size (log) 15,129,286 6.109 1.877
Proportion of female employees 15,129,286 .354 .254
Organizational events 
(0 = did not happen, 1 = did happen)
Birth 37,679 (.25%)
Death/collapse/combination birth and death 61,016 (.40%)
Split/merge/takeover 2,022,967 (13.37%)
Varia/restructuring 1,005,079 (6.64%)
Observations 15,129,286
Average number of observations per year 1,526,925
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utilize variation within an employment spell in directorate composition and outcomes (wage 

biases due to heteroscedasticity and autocorrelation.

the outcome. Hypotheses 1.2 and 2.2 had permanent employment (0 = no, 1 = yes) 
as the outcome. A binary outcome typically requires nonlinear models. A fundamental 

et al., 2021). However, this seldom occurs in panel models. Nonlinear models produce 

therefore, we opted for linear probability methods, which were demonstrated to be an 

(Fitza, 2014). Hence, we lagged the variables containing information on director career 
experience by one year (T
containing information on director composition (age, maximal tenure, and size) could 

composition variables by two years (T 2) to consider such selection effects. 

As the employee gender is time-constant, the main effect of this variable has been omitted 
from the analyses. However, it remains possible to interact a time-constant variable with 

effects analyses do not capture the magnitude of the gender wage and permanency gap 

obtaining a permanent contract.
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Female leaders and gender differentials in wage progression and permanency

effects, with log hourly wage as the dependent variable. Table 4.3 records results for 

female employees to assess whether female leaders reduce gender differences in wage 

that female directors are associated with a reduction in hourly wage (b = 0.021, p 
< 0.01) and an increase in the likelihood of a permanent contract among men. The 

b = 0.017, p < 0.01); moreover, they increase 
b = 

0.010; p <
impact on gender equality concentrates on less competitive, entry-level corporate ranks 
(Abendroth et al., 2017), where most employees start on temporary contracts. However, 
in terms of wage progression, female executives seem to lead to a reduction in wages 

to appoint women and other underrepresented minority groups to leadership positions 
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The so-called glass cliff, however, does not explain why female executives disadvantage 

leader (around 38% of organizations, see results in Tables 4.4 and 4.5)8 and on a subsample 
of small and medium-sized organizations9 (on average less than 250 employees following 

10. In the single-
director sample, we also observed that female leaders are associated with a reduction in 
hourly wage rates (b = 0.014, p < 0.01), but the wage reduction is less acute for female 
employees (b = 0.07, p <

probability of female employees obtaining a permanent contract, although the effect is 
b= 0.016, p >

female directors are associated with an increase in hourly wages (b = 0.007, p < 0.01); 

employees. Nonetheless, this subsample corroborates that female directors lead to a higher 
probability of receiving a permanent contract for female employees (b = 0.002, p > 0.05).11

The moderating effect of imprints 
To test our hypotheses regarding imprints, we estimated a three-way interaction between 
the representation and empowerment imprints12, the proportion of female directors, and 

b = 0.031, p < 0.01). This supports 
our hypothesis: in directorates where directors were exposed to female representation on 

8 The rationale behind re-estimating our models on a single-director subsample is that we can 
isolate imprint and gender effects without boardroom compositional processes that are in play in 
multi-director boards. The control variable measuring the number of directors is omitted in models 
estimated on this subsample since it is constant over time (always a value of 1). The variable 
proportion female director is renamed to female leader here, as it now only contains values of 0 (the 
single leader is male) or 1 (the single leader is female).
9

employees). These results were highly similar to our analyses of the full sample. Results can be 
found in table the appendix of this chapter.
10

serve as direct supervisors in smaller organizations, interacting with and possibly directly mentoring 

11

representation and empowerment imprint) and female gender of the employee to assess whether 
the effects of gender composition of directors remain if we control for the presence of imprints. Our 

12

within-employment spell estimations.
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4

the probability of obtaining a permanent contract (b = 0.067, p <

our hypotheses on the empowerment imprint. Aligning with our hypothesis, the three-way 
b = 0.021, p < 0.01). In directorates where 

members were exposed to a female CEO early in their managerial careers, female directors 

b = 0.034, p < 0.01) shows that in directorates 
where an empowerment imprint is present, female directors have a more positive effect on 

women during the sensitive period of role socialization (b = 0.057, p <
support for the hypothesis regarding the empowerment imprint as the three-way interaction is 

b = 0.025, p > 0.05). The results for permanency in this subsample 
b = 

0.039, p <
multiple directors: a female leader imprinted with experience of higher female representation 
during role socialization decreases the chance of female employees receiving a permanent 

b = 0.070, p > 0.05). 

In the subsample of small and medium-sized organizations (see Tables 4.6 and 4.7), 
the results align with the full sample: in boards where directors have been exposed to 
female board representation early in their managerial careers, female directors have a 

(b = 0.053, p <

whole sample (b = 0.031, p < 0.01). For contract permanency, we did not encounter 
evidence that directorates with members carrying representation imprint enhance the 

b = 
0.019, p > 0.05). Regarding the empowerment imprint, we once again obtained evidence 
for imprinting processes: imprinted experiences of female CEOs within the board of small 

chances of a permanent employment contract (b = 0.025, p < 0.01).
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produced mixed results regarding their impact on gender equality in the organizations they 

how critical, early-career experiences of female representation and power experienced 
by women in the highest organizational positions shape their impact on gender equality 

assignments and linked it to wage and employment permanency outcomes for men and 

patterns in separate analyses for organizations with a single leader (CEO) and in small 
and medium-sized as well as large organizations. Experiencing women on boards and in 
powerful positions early in their managerial careers is generally associated with female 

implications for understanding the consequences of changing societal and professional 

and norms that produce inequality are perpetuated and internalized through professional 
socialization and are durable even when challenged by mainstream society. The 
managerial profession is very similar to the devotional and excellence-oriented cultural 
schemes in its hegemonic masculine conceptions of the ideal worker, which resist outside 

such broad professional cultures, but they do remind us that local organizational contexts, 
such as management teams and boardrooms, are important avenues of socialization 
where individual experiences can deviate from, overwrite, and challenge dominant 

provide clues to understanding how incremental changes in inequality might emerge. 

showing that these efforts could, in the long run, break the cycle of inequality generation. 
To further investigate the role of imprints in gender equality and address some of the 
limitations of our study we suggest three avenues for future research.
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4

individuals encounter many other transition periods throughout their professional lives 

whether experiences of male-dominated environments and devalued positions later in 
careers weaken early empowering imprinted experiences. Additionally, do empowering 

A limitation of our data is that we did not observe (middle) management or supervisory 
positions. Some of the female supervisors and mid-level managers are in the earlier stages 
of their careers and are on track to later become executives. One concern of not observing 
them could be selection effects: it is possible that female directors in our dataset are the 
ones who successfully assimilated themselves into the male-dominated environment. 

higher levels of authority due to negative experiences such as harassment and bullying. 
Such selective drop-out on executive career tracks might help explain why we discovered 
mixed evidence for female leaders to lower inequality in their organizations in some of 
our baseline models. Another group of mid-level managers may have been pushed out 
of executive career tracks (Neely, 2022) and encounter different professional norms, 

on imprinted experiences to all managerial layers. Even though our additional analyses 

for future analyses that include all levels of management and their personal histories.
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absorb elements from their environment during their founding and later sensitive periods 

1965). Organizational imprints might play a role in the degree to which an organization 

times of higher levels of gender inequality or consisted only of male leaders during their 

could investigate the interplay between individual agency and organizational imprints to 
add to current theorizing on organization conditions under which female leaders can exert 

Our study also illustrates that change towards gender equality in organizations is not 

as corporate boardroom quota, are often accompanied by gender essentialism, the idea 

2005). To overcome this, we need to take a more rich and contextualized understanding 
of change agency of women in powerful positions in organizations (Torchia et al., 2011) 
and we hope our study on the importance of personal career experiences contributes to 
this efforts.



99

Change Agents with a Past

4

Fe
m

al
e 

di
re

ct
or

s
-.0

36
**

 (.
00

1)
-.0

33
**

 (.
00

1)
-.0

29
**

 (.
00

2)
-.0

35
**

 (.
00

1)
-.0

34
**

 (.
00

1)
Fe

m
al

e 
di

re
ct

or
s 

* f
em

al
e 

em
pl

oy
ee

-.0
18

**
 (.

00
2)

-.0
14

**
 (.

00
3)

-.0
36

**
 (.

00
3)

-.0
16

**
 (.

00
2)

-.0
18

**
 (.

00
2)

Im
pr

in
t

-.0
11

**
 (.

00
1)

-.0
09

**
 (.

00
1)

-.0
17

**
 (.

00
1)

-.0
16

**
 (.

00
1)

Im
pr

in
t *

 fe
m

al
e 

em
pl

oy
ee

-.0
04

* (
.0

02
)

-.0
13

**
 (.

00
2)

-.0
01

 (.
00

1)
-.0

07
**

 (.
00

2)
Im

pr
in

t *
 fe

m
al

e 
di

re
ct

or
s 

-.0
10

**
 (.

00
3)

-.0
04

 (.
00

3)
Im

pr
in

t *
 fe

m
al

e 
di

re
ct

or
s 

* f
em

al
e 

em
pl

oy
ee

.0
46

**
 (.

00
5)

.0
18

**
 (.

00
4)

Av
er

ag
e 

ag
e 

of
 d

ire
ct

or
s

<.
00

1*
* (

<.
00

1)
<.

00
1*

* (
<.

00
1)

<.
00

1*
* (

<.
00

1)
<.

00
1*

* (
<.

00
1)

<.
00

1*
* (

<.
00

1)
<-

.0
01

**
 (<

.0
01

)
<-

.0
01

**
 (<

.0
01

)
<-

.0
01

**
 (<

.0
01

)
<-

.0
01

**
 (<

.0
01

)
<-

.0
01

**
 (<

.0
01

)
<.

00
1 

(<
.0

01
)

<.
00

1 
(<

.0
01

)
<.

00
1 

(<
.0

01
)

<.
00

1 
(<

.0
01

)
<.

00
1 

(<
.0

01
)

Ag
e2

-.0
01

**
 (<

.0
01

)
-.0

01
**

 (<
.0

01
)

-.0
01

**
 (<

.0
01

)
-.0

01
**

 (<
.0

01
)

-.0
01

**
 (<

.0
01

)

O
rg

an
iz

at
io

n 
si

ze
 (l

og
)

.0
23

**
 (.

00
2)

.0
23

**
 (.

00
1)

.0
23

**
 (.

00
1)

.0
21

**
 (.

00
1)

.0
21

**
 (.

00
1)

Pr
op

or
tio

n 
of

 fe
m

al
e 

em
pl

oy
ee

s
.0

78
**

 (.
00

7)
.0

76
**

 (.
00

7)
.0

74
**

 (.
00

7)
.0

76
**

 (.
00

7)
.0

76
**

 (.
00

7)
Pr

op
or

tio
n 

of
 fe

m
al

e 
em

pl
oy

ee
s 

* f
em

al
e

-.0
31

**
 (.

01
1)

-.0
27

* (
.0

11
)

-.0
22

 (.
01

1)
-.0

28
* (

.0
11

)
-.0

28
* (

.0
11

)
Ev

en
t -

 b
irt

h
.0

13
**

 (.
00

2)
.0

13
**

 (.
00

2)
.0

13
**

 (.
00

2)
.0

14
**

 (.
00

2)
.0

14
**

 (.
00

2)
Ev

en
t –

 d
ea

th
/c

ol
la

ps
e/

co
m

bi
na

tio
n 

bi
rth

 d
ea

th
.0

30
**

 (.
00

3)
.0

29
**

 (.
00

3)
.0

30
**

 (.
00

3)
.0

30
**

 (.
00

3)
.0

30
**

 (.
00

3)
Ev

en
t –

 s
pl

it/
m

er
ge

/ta
ke

ov
er

-.0
04

**
 (<

.0
01

)
-.0

04
**

 (<
.0

01
)

-.0
04

**
 (<

.0
01

)
-.0

04
**

 (<
.0

01
)

-.0
04

**
 (<

.0
01

)
Ev

en
t –

 v
ar

ia
/re

st
ru

ct
ur

e
-.0

09
**

 (<
.0

01
)

-.0
09

**
 (<

.0
01

)
-.0

09
**

 (<
.0

01
)

-.0
09

**
 (<

.0
01

)
-.0

09
**

 (<
.0

01
)

2
.9

00
.9

00
.9

00
.9

00
.9

00
O

bs
er

va
tio

ns
4,

35
2,

04
1

4,
35

2,
04

1
4,

35
2,

04
1

4,
35

2,
04

1
4,

35
2,

04
1

94
9,

02
4

94
9,

02
4

94
9,

02
4

94
9,

02
4

94
9,

02
4

*p
 <

 0
,0

5;
 **

p 
< 

0,
01

*T
he

 m
ai

n 
ef

fe
ct

 fo
r f

em
al

e 
em

pl
oy

ee
 (0

 =
 n

o,
 1

 =
 y

es
) i

s 
om

itt
ed

 a
s 

it 
is

 ti
m

e 
co

ns
ta

nt
. T

he
 v

ar
ia

bl
e 

em
pl

oy
ee

 a
ge

 is
 o

m
itt

ed
 d

ue
 to

 th
e 

va
ria

bl
e 

ch
an

gi
ng

 a
t 

a 
co

ns
ta

nt
 ra

te
 o

ve
r t

im
e.

 



100

Chapter 4

em
pl

oy
ee

s 
or

 m
or

e)
 *

Fe
m

al
e 

di
re

ct
or

s
.0

11
**

 (.
00

1)
.0

11
**

 (.
00

1)
.0

15
**

 (.
00

2)
.0

11
**

 (.
00

1)
.0

11
**

 (.
00

1)
Fe

m
al

e 
di

re
ct

or
s 

* f
em

al
e 

em
pl

oy
ee

.0
12

**
 (.

00
2)

.0
27

**
 (.

00
3)

-.0
15

**
 (.

00
3)

.0
09

**
 (.

00
2)

.0
04

 (.
00

2)
Im

pr
in

t
-.0

02
* (

.0
01

)
<.

00
1 

(.0
01

)
-.0

04
**

 (.
00

1)
-.0

05
**

 (.
00

1)
Im

pr
in

t *
 fe

m
al

e 
em

pl
oy

ee
.0

27
**

 (.
00

3)
-.0

41
**

 (.
00

2)
.0

17
**

 (.
00

1)
.0

02
 (.

00
2)

Im
pr

in
t *

 fe
m

al
e 

di
re

ct
or

s 
-.0

11
**

 (.
00

2)
<-

.0
01

 (.
00

2)
Im

pr
in

t *
 fe

m
al

e 
di

re
ct

or
s 

* f
em

al
e 

em
pl

oy
ee

.0
81

**
 (.

00
5)

.0
41

**
 (.

00
3)

Av
er

ag
e 

ag
e 

of
 d

ire
ct

or
s

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

.0
01

**
 (<

.0
01

)
.0

01
**

 (<
.0

01
)

.0
01

**
 (<

.0
01

)
.0

01
**

 (<
.0

01
)

.0
01

**
 (<

.0
01

)

Ag
e2

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

<-
.0

01
**

 (<
.0

01
)

O
rg

an
iz

at
io

n 
si

ze
 (l

og
)

.0
11

**
 (.

00
1)

.0
12

**
 (.

00
1)

.0
11

**
 (.

00
1)

.0
11

**
 (.

00
1)

.0
11

**
 (.

00
1)

Pr
op

or
tio

n 
of

 fe
m

al
e 

em
pl

oy
ee

s
.0

31
**

 (.
00

7)
.0

29
**

 (.
00

7)
.0

28
**

 (.
00

7)
.0

33
**

 (.
00

7)
.0

33
**

 (.
00

7)
Pr

op
or

tio
n 

of
 fe

m
al

e 
em

pl
oy

ee
s 

* f
em

al
e

.0
62

**
 (.

01
1)

.0
68

**
 (.

01
2)

.0
75

**
 (.

01
1)

.0
57

**
 (.

01
2)

.0
57

**
 (.

01
2)

Ev
en

t -
 b

irt
h

<-
.0

01
 (.

00
2)

<-
.0

01
 (.

00
2)

<-
.0

01
 (.

00
2)

<-
.0

01
 (.

00
2)

<-
.0

01
 (.

00
2)

Ev
en

t –
 d

ea
th

/c
ol

la
ps

e/
co

m
bi

na
tio

n 
bi

rth
 d

ea
th

<-
.0

01
 (.

00
1)

<-
.0

01
 (.

00
1)

<-
.0

01
 (.

00
1)

<-
.0

01
 (.

00
1)

<.
00

1 
(.0

03
)

Ev
en

t –
 s

pl
it/

m
er

ge
/ta

ke
ov

er
-.0

08
**

 (<
.0

01
)

-.0
08

**
 (<

.0
01

)
-.0

08
**

 (<
.0

01
)

-.0
08

**
 (<

.0
01

)
-.0

08
**

 (<
.0

01
)

Ev
en

t –
 v

ar
ia

/re
st

ru
ct

ur
e

-.0
07

**
 (<

.0
01

)
-.0

07
**

 (<
.0

01
)

-.0
07

**
 (<

.0
01

)
-.0

07
**

 (<
.0

01
)

-.0
07

**
 (<

.0
01

)
2

.6
81

.6
81

.6
81

.6
81

.6
81

O
bs

er
va

tio
ns

4,
35

2,
04

1
4,

35
2,

04
1

4,
35

2,
04

1
4,

35
2,

04
1

4,
35

2,
04

1
94

9,
02

4
94

9,
02

4
94

9,
02

4
94

9,
02

4
94

9,
02

4

*p
 <

 0
,0

5;
 **

p 
< 

0,
01

*T
he

 m
ai

n 
ef

fe
ct

 fo
r f

em
al

e 
em

pl
oy

ee
 (0

 =
 n

o,
 1

 =
 y

es
) i

s 
om

itt
ed

 a
s 

it 
is

 ti
m

e 
co

ns
ta

nt
. T

he
 v

ar
ia

bl
e 

em
pl

oy
ee

 a
ge

 is
 o

m
itt

ed
 d

ue
 to

 th
e 

va
ria

bl
e 

ch
an

gi
ng

 a
t 

a 
co

ns
ta

nt
 ra

te
 o

ve
r t

im
e.

 



101

Change Agents with a Past

4



Chapter 5



Setting the Stage: How Organizational 
Founding Context Impacts Female 

Employment Equality

This chapter is currently in preparation for submission at an international 
journal. This study is co-written with Zoltán Lippényi. 
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This chapter studies how organizational founding contexts – in particular the presence 
of female founders, the degree of urbanization of the organizational environment at time 
of founding, and presence of a feminist movement during founding – affect the degree 

female employees and used unique employee/year-level register panel data to analyse 

and employees. Findings are mixed: female leaders in female-founded organizations 
are more likely to advance gender equality, in other founding conditions female leaders 
either have no or negative impact on workplace equality. Our study enriches the agents 
of change literature by underscoring the important role of founders, who are able to have 
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“Old-fashioned ways which no longer apply to changed conditions are a snare in 
which the feet of women have always become readily entangled.” – Jane Addams 

(1860-1935), written in Newer Ideas of Peace (1906).

Representation of women in high-ranking corporate positions is increasing over the last 

research provides mixed evidence regarding whether these female executives act as 

agency. Only recently scholars started to explicitly test organization-level mechanisms 

over time, organizations accumulate certain events and experiences that cause rigidity 

2017). The founding phase of an organization is particularly impactful (Stinchcombe, 

organizational persistence and affect the degree to which organizational leaders can 

has been shown to be a persistent phenomenon that tends to be replicated through 

result in persistent gender inequality in work organizations. 

Although research by Phillips (2005) demonstrated the role founders play in embedding 
gender hierarchies within their organizations, it remains unclear whether these 
founding conditions continue to affect the agency of current leaders to become change 

Stinchcombe, 1965), and bridge this framework with change agents literature to examine 
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founder imprint
male founders, female founders are more likely to create an organization that legitimizes 
and supports future female leadership, and thus sets the stage for future female leaders to 
become change agents. Second, we propose a founding context imprint
organizations founded in progressive settings, such as more urbanized environments or 
during social feminist movements, to become imprinted with cultural values that support 
and legitimize female leadership.

less than 25% of high-ranking management positions are held by women (Eurostat, 
2023). The primary focus in this chapter is on female executives, leaders at the highest 

their decision-making affects whole organizations (Neely et al., 2020). In this chapter, 
we thus do not focus on female mid-managers or supervisors (many studies on female 

Statistics Netherlands (CBS)13. This database consists of linked microdata from several 
administrative sources, such as the Chamber of Commerce, population administration, 

female leaders on organizational gender equality, and the role of organizational founding 

differences in wage growth within employment spells of male and female employees, and 

Second, we look at the likelihood of female employees receiving a permanent contract 

13 CBS microdata is non-public. Under certain conditions, this microdata is accessible for statistical 
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work contract and have less prospect of a permanent contract compared to their male 

permanency gap. 

This chapter contributes to growing literature on how historical imprints shape 
organizational outcomes, by specifying and testing theoretical mechanisms through 
which past impacts the likelihood of change agency of leaders in the present (Suddaby 

current 
past 
executives face in their decision-making. 

Hannan, 2000), however, the early founding phase of an organization is perhaps the most 

this study, we focus on two sources of the imprint. First, we look at individuals. Studies 
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social relations produce categorizations of people and their value. Claims-making (e.g., 
asking for a raise or promotion, advocating for change, challenging existing structures) 

more likely to make claims, and more likely to be perceived as legitimate in making those 

that divide resources among employees (such as wage setting) (Acker, 2009, p. 200). 
These gendered beliefs and associated practices within organizations are referred to as 

and normative frames that are part of the inequality regime to determine whether a claim 

which leaders can legitimately support claims of disadvantaged groups.

explaining how founders determine the adoption of structures and guide decision-making 

(2007) highlights the important role of founders: they act as entrepreneurs who select and 
incorporate environmental elements, thus determining which imprints are formed. 

Organizations with female founders are more likely to promote other women into 
management positions – reproducing a gender equal leadership structure in the 
organization (Phillips, 2005). Through the appointment of women to leadership positions, 

women are historically part of the powerful actors in the organizations, the organization 

legitimate leaders. In turn, their claims-making will be met with more support (Tomaskovic-

leaders to advocate for gender equality within their organization (Ashford et al., 1998). 

Thus, we hypothesize: 

H1.1: In organizations with a female founder imprint, a higher proportion of women 
in directorates of organizations will be more likely to positively impact female 
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H1.2: In organizations with a female founder imprint, a higher proportion of women 

chances of obtaining a permanent contract relative to men 

time periods were similar up until the present day. Conditions at time of founding such 

on organizations, where structures and patterns become institutionalized and remain 
constant over time despite environmental changes. In this chapter, we focus on two 
founding context imprints.

organization at time of founding. Lounsbury (2007) found differences between strategies 
of mutual funds to be explained by the prevailing institutional logic of the city in which 

organizations in arts, culture, and private education. Prevailing norms, logics, and values 
from the geographical location can thus imprint on organizations.

The geographical imprint we look at is the level of urbanization at time of founding. 

values (Bell, 1976). An important value that gets embraced as communities urbanize and 

Inhabitants of rural areas emphasize the importance of traditional family values, and 

societies, gender attitudes shifted as people became more liberal in their views on gender 
relations, and embraced gender equality as an important value (Bergh, 2007). Urbanized 
environments are accompanied by progressive gender views, leading to more women 
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the Netherlands, as in many European countries, both highly urban areas and rural areas 
can be found14

living in rural areas participate less in the labor force than women living in urban areas 
(Steenbekkers et al., 2006). 

Freeman, 1977), and multiple studies document that especially at time of founding the 
societal values of that time thus become imprinted in organizations (Haveman et al., 

areas with higher levels of urbanization, to be imprinted with the modern values and 
progressive views on gender equality. These organizations will lower the perceived 

Holt, 2019). 

H2.1: In organizations with a high urbanization imprint, a higher proportion of 
women in directorates of organizations will be more likely to positively impact female 

H2.2: In organizations with a high urbanization imprint, a higher proportion of women 

chances of obtaining a permanent contract relative to men

In addition to the geographical imprint, we also investigate an founding context imprints 

forms. An example of is how microbreweries emerged as a new organizational form in 
response to the mass production movement in large-scale industrial breweries (Carroll 

rehabilitation centers to incorporate the shifting societal values in their organizational 
structure. 

14 For an overview of urban and rural areas in the Netherlands, see Steenbekkers et al. (2006, p.20)
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the prime recipients of public services like maternity insurance (Allen, 2005), the right to 
vote, to participate in the paid labor market, and to enroll in higher education (Buikema, 

The second feminist wave lasted approximately from 1960 to 1980. A seminal contribution 
Het onbehagen bij de vrouw

society only values a woman by her contributions to the household and her children. 

economic position involved equal wages, but also better education opportunities 

still ongoing, some argue the third feminist is the weakest wave thus far, doubting whether 

itself by focusing on intersectionality where oppression manifests itself at the intersection 

second-wave feminism where the position of women in society stood central. 

the second feminist wave to be most important for gender equality in the workplace. 
Second-wave feminism in the Netherlands managed to institutionalize their progressive 

Man Vrouw Maatschappij”, in English: 

on young, married women, as they traditionally had the worst, or absent, labor market 
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to the installment of State Secretary for Emancipation and an Emancipation Committee 

less likely to become as strongly imprinted in organizations as during the second feminist 
wave.

leaders in an organization with a second feminist wave imprint to be more likely to act as 
agents of change. These organizations will lower the perceived barriers for female directors 

H3.1: In organizations with a second feminist wave imprint, a higher proportion of 
women in directorates of organizations will be more likely to positively impact female 

H3.2: In organizations with a second feminist wave imprint, a higher proportion 
of women in directorates of organizations will be more likely to positively impact 

Results of this study are based on calculations by the authors using non-public microdata 
from Statistics Netherlands. The raw data cover the complete population of employing 

information on directors (start and end date of their appointments), and their organizations. 

bestuurders
and employment strategies to be made. For this study, we selected economically active 
organizations in the public or private sector. Second, we used information from Company 

provided us with the founding dates of all organizations in our dataset. Third, we used 
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“Gebieden in Nederland (GIN)”) 
to obtain information yearly information on municipality codes and corresponding levels 
of urbanization in that municipality in that year. Fourth, tax records were used to obtain 

is the population administration to obtain demographic information on all individuals 
(employees and directors) in our dataset (e.g., age, sex). 

the founders of the organization. Registration of companies and information on their 

dataset. 

imprint we used the level of urbanization at time of founding. Combining the information 

municipality codes and corresponding level of urbanization of the organization at time 
of founding. For the second contextual imprint, we used the year of founding to identify 

For both datasets, we also observed the current directorate composition of all 
organizations in the dataset (e.g., gender, size, age, tenure), with the gender composition 
of the directorate as an important predictor in our study. Aggregating this information per 
year and organizations, we obtained a dataset containing one observation of directorate 

on wages and employment contract off all the employees per year per organization. The 

investigate 1) the gender composition of organizational founders, 2) the urbanization level 
at time of founding, or 3) whether the organization was founded during a feminist wave, 
and how this affects whether the presence of female directors affects individual (female) 
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As we follow workers over time, when an employee switches to a new employer, this 

organizational level thus represent an observation of that characteristic, of the organization 
founder imprint includes 

1,896,027 yearly observations of employment spells for the period 2010-2019, with an 
average of 191,962 employees per year and 2,452 distinct organizations. The average 

founding context imprints contains 
15,049,627 yearly employment spell observations for the period 2010-2019, with an 
average of 1,518,612 employees per year and 19,818 distinct organizations. The average 
employment spell in this dataset is 6.8 years.

The monthly tax register contains information on wages and working hours 

to calculate hourly wage (Penner et al., 2022) as opposed to monthly or yearly salary, 
as historically and presently large share of women in the Netherlands works part-time 

Permanent contract15 The monthly tax register documents the type of employment 

several months to one- or two- year contracts. At the time of writing, temporary contracts 

a dummy variable indicating the type of contracts employees have (0 = temporary, 1 = 
permanent). 

our dataset, and obtained the proportion of female directors present in the organization of 
each individual in our dataset per year. 
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whether they were female (0 = no, 1 = yes). 

female founders were present (0 = all founders male, 1 = female founder(s) present). 

the number of organizations with all-female founders is too low to be used for analytical 
purposes. 

The founding location of organizations is 

per municipality per year to obtain the urbanization at time of founding for each 

omgevingsadressendichtheid (OAD)) to determine the degree of urbanization in a 

created by counting the number of other addresses within a radius of one kilometer, 

of addresses per km2

organization and created a variable with the following values: 

• 2

• 2

• 2

• 2

• 2

whether the organization was founded during the second feminist wave between 1965-
1985 (0 = no, 1 = yes). To investigate whether the second feminist wave was the most 
impactful, we also created a dummy variable indicating whether the organization was 

created a dummy variable indicating whether the organizations was founded during the 
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third feminist wave between 1990-2019 to investigate how many organizations were 
founded during this wave. As we use the third feminist wave as a reference category, this 
dummy variable is not included in analyses. 

decided to control for the following in the analysis:

Each observation in our dataset contains aggregated 

age of directors, as older directorates are more likely to resist organizational change 

directors in the organization of each individual in our dataset per year. 

the number of years each director worked at the current organization. The resulting control 
variable represented the number of years of the directorate member with the longest 
organizational tenure. The variable showed the maximum tenure within the directorate in 
the organization of each individual in our dataset per year.

Directorate size. This variable showed the number of directors in the organization of 
each individual in our dataset per year, as larger directorates are more likely to resist 

spell characteristics, we only included the time-varying control variable 
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Organization size. Larger organizations tend to have more formalized human resource 

al., 2006). Studies indeed documented lower gender segregation in large organizations 

the number of employees. This control variable showed the size of the organization each 

there are several very large organizations. 

Proportion of female employees. Employees tend to receive lower wages in organizations 

toe the organizational level, and obtained a variable showing the proportion of female 
employees of the organization of each individual in our dataset per year. 

To disentangle the effects between our organizational imprints and the 

through 6 which indicated a founding cohort starting from organizations with a founding 
date before 1968 (1), between 1968 and 1977 (2), between 1978 and 1987 (3), between 
1988 and 1997 (4), 1998 and 2007 (5) and organizations with a founding date after 2007. 

phase of an organization always leads to the development of imprints, organizational 

year; 2) death/collapse/combination birth and death of the organization, meaning that the 

with other organization, or is taken over by another organization; 4) restructuring of the 
organization.
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Table 5.1 shows the descriptive statistics for all variables in our datasets. Table 5.2 
additionally displays organization-level descriptive statistics of the characteristics of 

size variable in our analyses due to their skewed distribution. For the founder imprint 
dataset, table 5.1 shows that the average hourly wage for female employees is 20.84 
euros, lower than the average male employee hourly wage which is 28.08 euros. 
Additionally, 23.34% of women are employed on a temporary contract, higher than 

a wage and permanency gap in this dataset. Table 5.2 shows that of all organizations 

average hourly wage for male and female employees for organizations with and without 

have a higher average hourly wage in organizations with a female founder imprint than in 
organizations without a female founder imprint. The gap between male and female hourly 

than men in organizations without a female founder imprint, and 25.89% less than men in 
organizations with a female founder imprint. Figure 5.2 shows the distribution of permanent 
employment contracts in organizations with and without a female founder imprint. Here, 
the gap between the proportion of male and female employees with a permanent contract 
is practically the same in the two types of organizations. In organizations without a female 
founder imprint, the proportion of women with a permanent contract is 7.54% lower than 
the proportion of men with a permanent contract. In organizations with a female founder 
imprint, the proportion of women with a permanent contract is 6.67% lower than the 
proportion of men with a permanent contract. 

For the founding context imprint dataset, table 5.1 shows the average wage of female 
employees in this dataset to be 18.53 euros, lower than the average male employee 
wage of 24.95 euros. Of all female employees in this dataset, 23.49% hold a temporary 
contract. Of the male employees, a lower proportion of 16.88% hold a temporary contract. 
Table 5.2 shows that 36.85% of the organizations in this dataset were founded during the 

feminist wave, and 9,212 (46.48%) organizations were founded during the third feminist 

average wage and contract distribution per type of organizational imprint. Figure 5.3 
shows the average hourly wage of male and female employees per urbanization imprint. 

have the highest hourly wage (20.09 euros), and female employees in organizations 



119

Setting the Stage 

5

with a very low urbanization imprint have the lowest hourly wage (14.61 euros). The gap 

of female employees on a permanent contract is the highest (78.86%), and the lowest in 
organizations with a very low urban imprint (67.29%). The gap between the proportion of 
men and women on a permanent contract is lowest in organizations with a medium urban 
imprint (5.41% difference) and highest in organizations with a very low urban imprint 
(13.07% difference). 

than men here), and smallest in organizations founded during the second feminist wave 

founded during the second feminist wave, the proportion of female employees on a 
permanent contract is highest (77.59%), and lowest in organizations founded during the 

permanent contract is lowest in organizations founded during the second feminist wave 

(8.88% difference).
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 average hourly wage for male and female employee per founder imprint

 proportion of male and female employees with a permanent contract per founder imprint
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 average hourly wage for male and female employee per urbanization imprint

 proportion of male and female employees with a permanent contract per urbanization 
imprint
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 average hourly wage for male and female employee per feminist wave imprint

 proportion of male and female employees with a permanent contract per feminist wave 
imprint

organizations from which employees received their salary. Employees tend to stay with an 

variables such as the ones pertaining to directorate composition can change (e.g., directorate 
changes), while others remain constant over time (e.g., the founding year and founding 
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that could impact wages or type of employment contract received (e.g., education level, 

available for a small sample of the CBS microdata. Year dummies are used to remove 

economic conditions). This way, we are unable to model the gender wage or permanency 
during 

are able to compare these changes between male and female employees. Since not all 
individuals have observations for each year, our dataset was unbalanced. Fixed-effects 

in our analyses are clustered to include robust standard errors and test statistics, which 
reduces bias to heteroscedasticity and autocorrelation. 

as the outcome. Hypotheses 1.2, 2.2 and 3.2 had permanent employment (0 = no, 1 = 
yes) as the outcome. For binary outcomes, normally nonlinear models are required. For 
nonlinear models such as logit models, a key assumption is that binary responses are 

2018; Freedman, 2008; Gomila, 2021), and therefore we opted for linear probability 

However, when a new directors enters an organization, they do not instantly change 

implemented and enact change (Fitza, 2014). The variables containing information on 

account that our control variables containing information on directorate composition (age, 

effects into account. 

Our hypotheses all pertain to the relationship between a type of organizational imprint, 
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female to see whether female leaders reduce the gender wage gap or increase the 
chance on a permanent contract for female employees. Then, we include the three-way 
interaction between the presence of female directors, the imprint, and the employee being 

the organizational imprint and gender of the employee is a time-constant variable, the 

possible to interact a time-constant variable with a variable that changes over time, which 

wages. 

Female leaders and gender differentials in wage progression and 
permanency

with log hourly wage as the dependent variable. Table 5.4 presents the results of panel 

the presence of female directors and female employees to assess whether female 
leaders reduce gender differences in wage promotions or in the chance of switching to a 

an increase in hourly wage for all employees (b=0.053, p<
differences between the effect of female directors on male and female employees. Looking 
at permanency, table 5.4 shows that a higher share of female directors is associated with 
a lower probability of receiving a permanent contract for employees (b=-0.072, p<0.01). 
The interaction between female directors and female employee is negative, indicating 
that the reduction in probability of receiving a permanent contract is even lower for female 

b=-0.052, p>0.05). 
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founder imprint as the predictor*

Female directors .053* (.021) .097** (.026)
Female directors * female employee .059 (.040) .043 (.040)
Imprint * female directors .076** (.010)
Imprint * female directors * female employee .008 (.015)

Average age of directorate -.001** (<.001) -.001** (<.001)
<.001** (<.001) .001** (<.001)
-.001** (<.001) -.001** (<.001)

Age2 -.001** (<.001) -.001** (<.001)

Organization size (log) .026** (.002) .025** (.002)
Proportion of female employees .032** (.010) .030** (.010)
Proportion of female employees * female -.091** (.016) -.091** (.016)
Founding cohort * female directors -.014** (.005) -.021** (.005)
Founding cohort * female directors * female employee -.004 (.009) -.001 (.009)
Event - birth .010** (.002) .010** (.002)
Event – death/collapse/combination birth death .011** (.002) .010** (.002)
Event – split/merge/takeover -.003** (.001) -.003** (.001)
Event – varia/restructure -.012** (.001) -.011** (.001)

2 .923 .922
Observations 885,493 885,493

202,117 202,117

in parentheses. *p < 0,05; **p < 0,01

*The main effects for female employee (0 = no, 1 = yes), imprint, and founding cohort, and effects 
from two-way interactions between these variables are omitted as they are time constant. The 
variable employee age is omitted due to the variable changing at a constant rate over time. 

The moderating effect of imprints 

employee and the proportion of female directors in the second models of table 5.3 and 5.4. 

three-way interaction (b=0.008, p>
where we expected that in organizations with a female founder imprint, a higher proportion 

the two-way interaction effects present in model 2 without the three-way interaction. These 
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female employees. For permanency, the three-way interaction is positive and statistically 
b=0.068, p<0.01). This aligns with our hypothesis: organizations with female 

founders and female directors enable female leaders to be agents of change, and increase 

female founded organizations, which is positive with a value of 0.043. 

variable and female founder imprint as the predictor *

Female directors -.072** (.017) -.068** (.018)
Female directors * female employee -.052 (.037) -.053 (.037)
Imprint * female directors .028* (.012)
Imprint * female directors * female employee .068** (.019)

Average age of directorate <-.001** (<.001) <-.001** (<.001)
<-.001** (<.001) <-.001** (<.001)
<.001 (<.001) <.001 (<.001)

Age2 <-.001** (<.001) <-.001** (<.001)

Organization size (log) .025** (.001) .025** (.001)
Proportion of female employees -.031* (.014) -.031* (.014)
Proportion of female employees * female .044 (.023) .044 (.023)
Founding cohort * female directors .015** (.004) .015** (.004)
Founding cohort * female directors * female employee .013 (.008) .013 (.008)
Event - birth -.006* (.002) -.006* (.002)
Event – death/collapse/combination birth death .009** (.002) .009** (.002)
Event – split/merge/takeover -.002** (.001) -.002** (.001)
Event – varia/restructure -.003** (.001) -.003** (.001)

2 .738 .738
Observations 885,493 885,493

202,117 202,117

in parentheses. *p < 0,05; **p < 0,01

*The main effects for female employee (0 = no, 1 = yes), imprint, and founding cohort, and effects 
from two-way interactions between these variables are omitted as they are time constant. The 
variable employee age is omitted due to the variable changing at a constant rate over time. 
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Female leaders and gender differentials in wage progression and 
permanency

and year effects, with log hourly wage as the dependent variable. Table 5.6 and table 

present the interaction between the presence of female directors and female employees 
to assess whether female leaders reduce gender differences in wage promotions or in the 

are associated with a reduction in hourly wage for employees (b=-0.015, p<0.01). This 
reduction is stronger for female employees (b=-0.054, p<0.01). Contrary to the agents 

baseline model in table 5.6 shows that a higher share of female directors is associated 
with a higher probability that male employees receive a permanent contract (b=0.010, 
p<0.01), but a lower probability that female employees do (b=-0.028, p<0.01). Again, in 

The moderating effect of the urbanization imprint
The second models included a three-way interaction effect between the urbanization 

female directors, and female employee. For wage progression, table 5.5 showed us that 
in organizations founded in a higher level of urbanization imprint, a higher proportion of 
female directors is associated with a reduction in hourly wage for female employees (b=-
0.004, p<
founded in more urbanized contexts to set the stage for female leaders to become agents 

in higher urbanized contexts, female leaders lead to a wage reduction for all employees, 
and this reduction is stronger for female employees. In regards to permanency, the three-

b=-0.010, p<0.01), 

support for our hypothesis that organizations founded in higher urbanized contexts set 
the stage for female leaders to become agents of change when looking at employment 
contract outcomes. 
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urbanization imprint as predictor*

Female directors -.015** (.002) -.021** (.003)
Female directors * female employee -.054** (.003) -.037** (.005)
Imprint * female directors -.013** (.001)
Imprint * female directors * female employee -.004* (.002)

Average age of directorate <.001 (<.001) <.001 (<.001)
<-.001** (<.001) <-.001** (<.001)
<.001* (<.001) <.001* (<.001)

Age2 <-.001** (<.001) -.001** (<.001)

Organization size (log) .022** (.001) .022** (.001)
Proportion of female employees .040** (.004) .039** (.004)
Proportion of female employees * female -.025** (.006) -.024** (.006)
Founding cohort * female directors -.003** (.001) -.002** (.001)
Founding cohort * female directors * female employee .017** (.001) .015** (.001)
Event - birth .004** (.001) .004** (.001)
Event – death/collapse/combination birth death .014** (.002) .014** (.002)
Event – split/merge/takeover -.002** (<.001) -.002** (<.001)
Event – varia/restructure -.008** (<.001) -.008** (<.001)

2 .906 .906
Observations 7,544,587 7,544,587

1,623,238 1,623,238

in parentheses. *p < 0,05; **p < 0,01

*The main effects for female employee (0 = no, 1 = yes), imprint, and founding cohort, and effects 
from two-way interactions between these variables are omitted as they are time constant. The 
variable employee age is omitted due to the variable changing at a constant rate over time. 

The moderating effect of the feminist wave imprint

b=-0.018, p>0.05). For 
organizations founded during the second feminist wave, female directors are associated 
with an increase in hourly wage for female employees. Again, this result is not statistically 

b=0.007, p>
we included the two-way interaction effects present in model 2 without the three-way 
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feminist imprint reduce employee wages, with no difference in wage reduction for male 
and female employees. 

variable and the urbanization imprint as predictor*

Female directors .010** (.002) -.013** (.004)
Female directors * female employee -.028** (.003) -.001 (.003)
Imprint * female directors .008** (.001)
Imprint * female directors * female employee -.010** (.002)

Average age of directorate <-.001** (<.001) <-.001** (<.001)
<-.001** (<.001) <-.001** (<.001)
.001** (<.001) .001** (<.001)

Age2 <-.001** (<.001) <-.001** (<.001)

Organization size (log) .015** (.001) .015** (.001)
Proportion of female employees .004 (.005) .004 (.005)
Proportion of female employees * female .030** (.008) .030** (.008)
Founding cohort * female directors -.002** (.001) -.002** (.001)
Founding cohort * female directors * female employee .017** (.001) .017** (.001)
Event - birth -.004** (.001) -.004** (.001)
Event – death/collapse/combination birth death -.004** (.001) -.004** (.001)
Event – split/merge/takeover -.007** (<.001) -.007** (<.001)
Event – varia/restructure -.005** (<.001) -.005** (<.001)

2 .732 .732
Observations 7,544,587 7,544,587

1,623,238 1,623,238

in parentheses. *p < 0,05; **p < 0,01

*The main effects for female employee (0 = no, 1 = yes), imprint, and founding cohort, and effects 
from two-way interactions between these variables are omitted as they are time constant. The 
variable employee age is omitted due to the variable changing at a constant rate over time. 

of receiving a permanent contract for female employees (b=-0.037, p<
same effect for female employees under female leaders in organizations founded during 
the second feminist wave (b=-0.027, p<0.01). However, we observed that the main effect 
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of female directors is positive in our baseline model, and negative in the second model. 

for more variance, but the results remain the same. 

wave imprint as the predictor*

Female directors -.015** (.002) -.030** (.004)
Female directors * female employee -.054** (.003) -.050** (.005)
First feminist wave * female directors -.017 (.011)
First feminist wave * female directors * female employee -.018 (.013)
Second feminist wave * female directors .019** (.004)
Second feminist wave * female directors * female employee .007 (.005)

Average age of directorate <.001 (<.001) <.001 (<.001)
<-.001** (<.001) <-.001** (<.001)
<.001* (<.001) <.001** (<.001)

Age2 <-.001** (<.001) -.001** (<.001)

Organization size (log) .022** (.001) .022** (.001)
Proportion of female employees .040** (.004) .039** (.004)
Proportion of female employees * female -.025** (.006) -.025** (.006)
Founding cohort * female directors -.003** (.001) .001 (.001)
Founding cohort * female directors * female employee .017** (.001) .015** (.001)
Event - birth .004** (.001) .004** (.001)
Event – death/collapse/combination birth death .014** (.002) .014** (.002)
Event – split/merge/takeover -.002** (<.001) -.002** (<.001)
Event – varia/restructure -.008** (<.001) -.008** (<.001)

2 .906 .906
Observations 7,544,587 7,544,587

1,623,238 1,623,238

in parentheses. *p < 0,05; **p < 0,01

*The main effects for female employee (0 = no, 1 = yes), imprint, and founding cohort, and effects 
from two-way interactions between these variables are omitted as they are time constant. The 
variable employee age is omitted due to the variable changing at a constant rate over time. 
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variable and feminist wave imprint as the predictor*

Female directors .010** (.002) -.008* (.003)
Female directors * female employee -.028** (.003) -.003 (.005)
First feminist wave * female directors -.037** (.008)
First feminist wave * female directors * female employee -.019 (.010)
Second feminist wave * female directors .023** (.003)
Second feminist wave * female directors * female employee -.027** (.005)

Average age of directorate <-.001** (<.001) <-.001** (<.001)
<-.001** (<.001) <-.001** (<.001)
.001** (<.001) .001** (<.001)

Age2 <-.001** (<.001) <-.001** (<.001)

Organization size (log) .015** (.001) .015** (.001)
Proportion of female employees .004 (.005) .002 (.005)
Proportion of female employees * female .030** (.008) .031** (.008)
Founding cohort * female directors -.002** (.001) .002* (.001)
Founding cohort * female directors * female employee .017** (.001) .011** (.001)
Event - birth -.004** (.001) -.004** (.001)
Event – death/collapse/combination birth death -.004** (.001) -.004** (.001)
Event – split/merge/takeover -.007** (<.001) -.007** (<.001)
Event – varia/restructure -.005** (<.001) -.005** (<.001)

2 .732 .732
Observations 7,544,587 7,544,587

1,623,238 1,623,238

in parentheses. *p < 0,05; **p < 0,01

*The main effects for female employee (0 = no, 1 = yes), imprint, and founding cohort, and effects 
from two-way interactions between these variables are omitted as they are time constant. The 
variable employee age is omitted due to the variable changing at a constant rate over time. 
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The presence of women in organizational leadership positions has mixed effects on 
gender equality in the organizations they manage (e.g., Abendroth et al., 2017; Srivastava 

micro data from the Netherlands, allowing us to link organization founding history with 

level corporate ranks (Abendroth et al., 2017), where most employees start on temporary 
contracts.

with cultural values that set the stage for future female leaders to act as change agents. 

of receiving a permanent contract for female employees, and they reduce wages of both 

inhibit the agency of and opportunity for female leaders to reduce gender inequality in 

the second feminist wave to set the stage female leaders to become agents of change. 
Our results, however, show no indication of female leaders acting as agents of change 
when looking at wage and employment outcomes, thus not supporting our hypotheses. 

By doing so, the feminist movement was perhaps not able to challenge stereotypical 
societal expectations in regards to leadership (Acker, 1990) – this could be the case as 
we still see to this day that high corporate positions are dominated by men (Eurostat, 
2023). 

organizational history on workplace equality, that have the potential to address limitations 
in our study. 
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of an organization, organizations encounter more sensitive periods throughout their 

to new imprints, but argue that a fruitful avenue for future research is to delve deeper 
in the distinct transition periods that an organization encounters. The question is how 

In particular interest to our expectations of the role of founding context imprints, an 
interesting transition period that might make an organization susceptible for contextual 

transition period open the organization up for being imprinted with new, current contextual 

Our study may not have captured other processes at play through which the environmental 
founding context impact female leaders becoming agents of change. For the contradicting 
results of the urbanization imprint, we theorized that urbanized environments adopt more 
gender-equal values, and thus imprints organizations with gender-equal values that set 

do not enable female leaders to become agents of change. A reason might be that higher 

outside of the scope of our data to observe degrees of competition on the labor market. 
Perhaps this competitive context also becomes imprinted in the internal structure of the 
organization, which could lead to less favorable outcomes for women as studies suggest that 

2007). Female leaders that still opt for an executive position in a competitive environment 
might lead them to adopt to the masculine traits prevalent in competitive environments that 
prevent their willingness to help other women in the organization, as experiences in masculine 
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stage for female change agency. Imprinting theory indicates that the values of social 

leadership during this period, experienced threat from the progressive second wave 
feminist movement that challenged their power and privileges, and resistance to gender 
equality has been built into organization founded during these phase. Future work could 
more closely investigate the interplay of the foundation environment and founders who 

In sum, our article contributed to efforts to understand how organizational founding history 

emphasize that organizational founding history indeed shapes present-day wage and 

founder imprints matter more for setting the stage for future female leaders to act as 

and outcomes of the organizations for years to come. 
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In this dissertation I aimed to understand how the pasts of organizations and leaders 
impact workplace precarity and inequality. To achieve this goal I built on imprinting theory, 

- the imprints – of individual leaders and organizations relate to organizational outcomes 
in the present. 

the broader organizational environment (e.g., early-career private sector experience) 
or the close relationships (e.g., exposure to peers in a directorate) have shown to be 

socialization of leaders during formative career experiences forms long-lasting imprints 

are less equivocal regarding how organizational imprints matter for how leaders impact 

future research and policy implications.

Throughout the empirical chapters I used linked employer-employee register microdata 

empirical chapter, , I examined how early private-sector career experiences of 

directors with early-career private experience leads to more use of temporary contracts 

shows that presence of directors with early private-sector experience leads to breaking 
with longstanding public sector employment traditions. 

In 
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leaders with exposure to female peers in directorate boards - representation imprint - 
and exposure to a female CEO - empowerment imprint

mechanisms why individual imprints matter: through representation and empowerment 
during formative career experiences. 

Building on chapter 4, in I examined how the organizational founding context 

in organizations founded by women, organizations founded in urbanized environments, 

leaders to act as agents of change that improve gender equality. The results of this chapter 
do not lend strong support to the idea that organizational founding context matters for 

expectations, however, in organizations founded in higher urbanized environments, 

receiving a permanent contract, while it improves for male employees. For organizations 
founded during the second feminist wave, results show no indication of female leaders 

the results of chapter 4 and chapter 5 provides more consistent support for the notion that 

equality than organizational history. 

complex patterns of imprinting exist than I was able to empirically investigate within the 

managerial role for personal imprints, and the founding period for organizational imprints. 

or the life cycle of an organization, multiple sensitive periods occur (Higgins, 2005; Ibarra, 
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but carry with them a layer of imprints 

past matters. Research in the perspective of layered imprints emphasizes that imprints 
acquired at several stages are not fully replaced or overwritten, but layered atop older ones 

in my dissertation, one promising avenue for future research would be to investigate the 
ways in which old and new career imprints interact with one another. Female leaders 
may, for example, encounter a highly masculine and male-dominated organizational 
environment prior to assuming managerial roles, which may render them less receptive 

imprints prior to professional careers, such as educational or social class backgrounds 

whether certain imprints acquired during education simply add to or alter (reinforce or 

the private sector are stronger among public managers who studied in business schools, 
as cognitive schemes, values, and knowledge in business schools and the private sector 
are congruent. For the organization imprints I studied, the founding context remains 
important to consider as the birth of an organization is a phase where an imprint always 
forms. However, some organizations face transitions that could open them up for the 
formation of new imprints: for example, mergers and acquisitions, change in ownership, 
or going public. The role these transitions play in shaping the original founding imprints 
is understudied. Some of the contradictory results of my dissertation on organizational 

these layered imprints remains a promising research direction. 

Second, this dissertation adopts a positivist view of the past, which understands personal 

seen as observable. There are, however, other ways to approach history. Of particular 

narrative discourse is used strategically by actors to persuade others and enact change 
(Suddaby et al., 2010). In relationship to imprinting, such discursive processes may 

2015) and lead to men creating an anti-feminist movement to oppose the threat to male 
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dissertation, but also by investigating how these imprints are interpreted, reconstructed 
and utilized by leaders. Still, this framework of rhetoric history does not contest the point 
of departure of my dissertation that leaders matter when studying outcomes pertaining to 
inequality; yet it will not be their personal past that is the underlying mechanism, but how 
leaders interpret and utilize the organizational past. 

workplace precarity and inequality, it was beyond the scope of my data to provide insight in 
the decision-making processes in the directorates and boardrooms of work organizations. 
Additionally, actors at the highest level interact with participants at several levels of the 
organization, and decision-making or negotiation processes involves multiple actors 

of my dissertation, supplementing and linking it with survey- or ethnographic data can 
provide more insight on how relationships between (levels of) actors shape workplace 
precarity and inequality. Obtaining this type of data, however, requires substantial effort 

Fourth, in regards to workplace precarity, the scope of our data only extended to studying 

employment is an important phenomenon to study in the context of growing workplace 
precarity. However, other forms of precarious work emerged over the past decades that 
are deserving of theoretical and empirical attention. A particularly interesting research 
avenue is studying organizational leadership decisions on temporary agency workers. 
Agency work is characterized by a triadic employment relation: the employee, the client 

employment relationship also causes a shift in power balances (Handy et al., 2020); not 
only the employer exerts power over the employee, the agency does as well. Personal 
imprints of leaders may be more complex in the case of triadic employment relationships 
where the authority over working conditions and wages is shared between the client and 
the agency organizations. 
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in recent national quotas aimed at reducing the gender imbalance in corporate top 

2020; Skewes et al., 2018). It does so by reinforcing beliefs that men and women are 
essentially different. Often, such policies are legitimized by narratives that men and 

demonstrating that the effectiveness of female leaders as change agents is contingent 
upon their early career experiences of female peer support and empowerment while 
advancing through the ranks of management. This suggests that, rather than simply 

environments that are conducive to and empowering for women (and other currently 
marginalized groups). Establishing such corporate socialization contexts may prove more 
effective in the long term than merely meeting diversity targets.

role in shaping this impact. 
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Summary in Dutch

(Bosch, 2004; Tomlinson et al., 2018). Tegenwoordig zien we echter een sterke toename 

2008). 

en vrouwen weerspiegelt de aanhoudende loonverschillen tussen mannen en vrouwen 

organisaties, waarmee ze de macht hebben om beleid vast te stellen dat invloed heeft 
op de verdeling van arbeidscontracten, toegang tot banen, functies, en lonen (Bills et 
al., 2017). Organisatieleiders opereren als een soort poortwachter voor de toegang 
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organisatieleiders veel status en zichtbaarheid waarmee ze invloed kunnen uitoefenen op 

echter ook individuen, met een identiteit die verbonden is aan de sociale groepen waartoe 

waardes. Net als andere mensen hebben leiders te maken met cognitieve beperkingen. 

verandering willen aanbrengen in de organisatie. Er is echter beperkt onderzoek naar de 

onderzoeksvraag luidt dus: 

Hoe speelt het verleden van organisatieleiders en hun organisaties een rol in het 
vormen van precariteit en ongelijkheid op de werkvloer?

Om de rol van het verleden (van zowel het individu als van de organisatie) mee te nemen 

een carrière is een voorbeeld van een gevoelige periode, maar ook wanneer individuen 

ze een periode van onzekerheid en verhoogde gevoeligheid voor omgevingsinvloeden 

imprints beïnvloeden hun latere gedragingen en keuzes.
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beïnvloedbaar door de omgeving, die wederom als een stempel op de organisatie drukt. 

heen, ook wanneer de omgeving verandert. 

path dependencey), theorie over escalatie van commitment (in Engels: Escalation of 
Commitment), en imprinting theorie. Hoofdstuk 2 legt de motivatie voor het verdere 

biedt imprinting theorie ook het breedste perspectief op de rol van de externe omgeving 

naar het toenemende aantal leiders in de publieke sector met eerdere ervaring in de 
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In hoofdstuk 4 onderzoek ik de genderverschillen in de toegang tot vaste contracten en 

Tot slot houd ik ook rekening met de eerdergenoemde beperkende invloed van het 

een feministische golf, en naar het geslacht van de oprichter(s) van de organisatie. 
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mannen (16,95%) (gebaseerd op eigen berekeningen met gebruik van CBS microdata). 

de managementposities in 2021 worden nog door mannen bekleedt (Eurostat, 2023).

deze gegevens beschik ik over unieke informatie over alle bestuurders van Nederlandse 

Nederlandse werknemers. 

in Nederlandse publieke organisaties. In hoofdstuk 4 onderzocht ik of de impact van 

In hoofdstuk 5 onderzocht ik tot slot hoe de oprichtingscontext van de organisatie invloed 

verwachtte ik dat organisaties die waren opgericht door vrouwen, organisaties opgericht 
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vast contract voor vrouwen vergroten. 

periodes in een carrière leidt tot aanhoudende imprints, die de aannames, overtuigingen, 

wordt minder ondersteuning gevonden dat het een rol speelt. Alleen de oprichters van een 

ondersteunen en versterken (en andere momenteel gemarginaliseerde groepen). Het 

enkel diversiteitsdoelen halen zoals een genderquota. 

imprinting literatuur stelt dat individuen en organisaties meerdere gevoelige periodes 
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wel dat imprints nooit volledig worden vervangen of overschreven; ze worden op elkaar 

Toekomstig onderzoek zou dit concept van gelaagde imprints verder kunnen uitwerken. 

Ten tweede hanteer ik een positivistisch beeld van het verleden: het verleden behandel 

strategie door actoren gebruikt wordt om anderen te overtuigen en verandering teweeg te 

ook door te onderzoeken hoe deze imprints worden geïnterpreteerd en benut door leiders. 

plaatsvond in de bestuurskamers van de organisaties die ik onderzocht. Leiders opereren 
niet alleen, ze onderhandelen met andere bestuursleden en met leden op andere 

die ik gebruikte voor dit proefschrift biedt vele voordelen, maar het koppelen ervan aan 

verschuiven de machtsverhoudingen, en beperkt dit de organisatieleider in de invloed die 
de leider kan uitoefenen. 
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