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Abstract
1.Purpose; 

This paper gives an overview over the empirical and theoretical scientific literature on women’s career paths and factors supporting or inhibiting female advancement into top management positions, such as educational and career decisions and transitions over the lifespan period. Research gaps are identified as well as the design and research questions of our empirical study is presented that aims at closing those gaps.

2. Design/methodology/approach; 

The study presented in this paper will utilize data from the National Educational Panel Study (NEPS) utilizing a longitudinal research design. The data will be analyzed using statistical regression methods. Additional qualitative research will produce further insights.
3. Findings;
Important research gaps identified and addressed in our study include the relationship between level/specialization of education and career advancement; the influence of the family of origin’s social standing and parents’ educational level on men and women’s career choices; the effects of migration background, stereotypical characteristics ascribed to women, and influences of religion, as well as effects of varying lengths of parental leave on professional success for men and women; the influences of social support on men’s and women’s career paths.

Preliminary findings from our research will be presented at the EDI Conference.
4. Research limitations/implications;
The research gaps identified in the review of the relevant empirical and theoretical scientific literature will be addressed in our longitudinal study utilizing data from the National Educational Panel Study (NEPS) as well as qualitative interviews and focus groups.

5. Originality/value of the paper.
Our research project, informed by and grounded in existing research, will integrate and expand those empirical and theoretical findings on biographical factors inhibiting and advancing women’s careers. It is our goal to make a significant contribution to developing viable actions and political recommendations that will change women’s working conditions for the better.
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Introduction

While politicians are still dealing with the impact of the financial and economical crisis, the German economy is getting increasingly concerned about the availability of needed talent and the growing skills shortage. This is not a new topic. Before the Subprime crisis, the issue of demographic change was all pervasive and discussed throughout the Western hemisphere under the label “War for Talents”. One of the still untapped talent resources are women. Women account for 49.6% of the world’s population (United Nations, 2010), and more than 40% of the workforce. Nevertheless, men still occupy the majority of management and especially executive positions (Holst & Wiemer, 2010) and receive higher wages for the same work (Gartner & Hinz, 2009; Institut der deutschen Wirtschaft, 2009). This discrepancy between political initiatives and work reality is somewhat surprising. Neither the gender-equality law (Gleichstellungsgesetz) nor the growing research initiatives in regard to gender and minorities have changed the situation. This is why recent initiatives from the business sector have asked for the introduction of a mandatory women’s quota for Board positions as it was introduced, for example, in Norway in 2003 and is going to be introduced in France in 2014. This initiative may also have been driven by a recent study that shows that companies with a critical number of women in top executive positions produce better business results (Desvaux, Devillard, & Sancier-Sultan, 2010). The existing body of recent research clearly shows that the topic is also relevant in the scientific community. Some research on this prevalent topic was reflected, for example, in a recent conference on women’s careers in organizations (BMBF, 2010: Frauenkarrieren in Unternehmen – Forschungsergebnisse und Handlungsoptionen).
The purpose of this paper is providing a structured overview as well as adding to this body of research. First, a comprehensive overview is given of the existing literature on female careers and reasons for the still existing discrimination against women in the workplace. Subsequently, factors contributing to career success of men and women are examined. A number of research gaps are identified before we present and discuss preliminary results of of our longitudinal research project that was designed to close the identified gaps.
Women in the workplace
In spite of their qualifications that often equal or even surpass those of their male colleagues, a number of statistics reveal a sobering image of women’s career prospects in Europe: The highest ranks of the biggest publicly-held companies in Germany include a total of 2.4% of female executives. This picture has only slightly changed with two women being added to the top executive level at Deutsche Telecom in 2011 (ManagerGate, 2011). Young companies are generally more open to women in leadership positions with 20% women in top management jobs. This ratio is still small even though it has more than doubled within the past fifteen years. Considering the overall ratio of men and women in any given Central and Eastern European Country, there are less than 40% women in power positions. These data clearly indicate that equality is still not reached.
These statistics are especially surprising since there seems to be a consensus about the predominantly positive influence women have on their work environment, especially in leadership positions. This positive reputation in the workplace may be partially due to the fact that women, according to a meta-analysis by Su, Rounds, and Armstrong (2009) prefer working with people, while men prefer working with things. Women also have stronger social interests than men, who prefer science and mathematics (Su et al., 2009). These findings notwithstanding, there are still major obstacles for women to overcome before they may enter into the higher ranks of corporations (Bischoff, 2001; Holst, 2009). These obstacles can be structural, social, or traditional just as much as they are barriers within the minds of men and women. For example, Ford and Harding’s reflexive ethnographic study (2010) revealed that women at management conferences are often infantilized and face the implicit (or explicit) message that they are out of place and should rather, as the article’s title says, “get back into that kitchen”. Similarly, Servon and Visser (2011) found organizational cultures in SET (science, engineering, and technology) sectors to be actively excluding and generally unsupportive to women.

Re-entering the professional world after parental leave, women are usually beyond 30 years old, which presents an additional inhibiting factor. As a result of a latent „age grading“ (Lawrence, 1984), general expectations exist when it comes to the chronology of professional careers. In addition, leaders in general are assigned predominantly male attributes. Appelbaum, Audet, and Miller (2003) argue that women’s leadership styles can be more effective than men’s, especially in team situations. However, there is a socially driven and widely accepted perception of women as being less effective leaders. This seems to be a worldwide phenomenon (Schein, 2001). Most recently, Koenig, Mitchell, Eagly, and Ristikari (2011) have found leader stereotypes to be distinctly male, especially in higher status leader roles, and especially by male participants of their study (see also Berthoin Antal & Izraeli, 1993). According to Appelbaum et al. (2003), these (mis-) perceptions could simply be due to the fact that women are still rather absent from the higher ranks of leadership in – not only – North American corporations, which might add to people’s suspicions about women’s leadership abilities.

On the other hand, it can also be argued, in accordance with Wetterer (1992), that ascription of male attributes to representatives of a certain profession is less due to this profession’s specific contents than to the status ascribed to the job. Throughout history, professions have lost standing whenever there was a shift from male to female predominance in the field (e.g. secretary, barber/hairdresser), while programming, for example, gained status when it shifted from being a predominantly female job to a male profession (Hall, 2011). Therefore, the aforementioned “think manager – think male” phenomenon (Schein, 2001) is hardly surprising: Becker-Schmidt (2010) argues that discrimination against women is strongly associated with stereotyping where men are usually judged as superior to women. 

All in all, men simply seem to be more suited to an upper management job than women, due to the internalization of stereotypes and traditional beliefs. Van Vianen and Fischer (2002) have found masculine culture preferences to be significant predictors for career ambitions. In their study, they found women in non-leadership positions to show less masculine culture preferences than their male colleagues. Interestingly, these differences were not prevalent in male or female managerial professionals. These findings indicate that differences between men and women do exist in the workplace, but that additional factors contribute to whether women “make it to the top” or not. They may have a different mindset with more masculine culture preferences or less internalized gender stereotypes. Another reason could be a greater awareness of the inner workings of masculine companies and lines of work. Kumra and Vinnicombe (2010) show that successful female consultants are well aware of the informal processes involved in promotions and the resulting need to build up social capital, especially relationships to influential sponsors, in order to advance to upper management positions. An important strategy for accumulating social capital is impression management aimed at counteracting the stereotypes attached to women: women in the study felt they had to be seen as ambitious, likable, and available (Kumra & Vinnicombe, 2010). This finding supports results from earlier studies showing that women have to walk a thin line between being perceived as a woman not sufficiently driven for leadership and being seen as “too masculine” when assertive and authoritarian (Carli, 2001; Eagly, 2003).

As mentioned in the introduction, “equal pay for equal work” does not automatically apply for men and women. Women are still paid up to a third less than equally educated men in exactly the same job positions (Gartner & Hinz, 2009; Institut der deutschen Wirtschaft, 2009). These numbers demonstrate that the initiatives and promises made by politicians and trade representatives are neither sustainable nor do they have consequences. The question remains whether these differences in salary are due to discrimination or due to differences in productivity. Whether the described differences in higher management career opportunities and pay between men and women are justifiable needs further research. Also, studies are needed to determine the reasons that lead to the differing biographies of men and women as well as the stated differences in professional success. This is a vital prerequisite for the goal-oriented development of activities targeting the causes for the marginal number of women in leadership positions with sustainable results.

The existence of several obstacles, less authority, and fewer resources as well as greater discontent among women than men suggest that a glass ceiling still exists for women’s careers (Lyness & Thompson, 1997). Professional success seems to depend on different factors for women than it does for men. While male success depends on job specific attributes, women’s careers are influenced by career planning decisions, leader stereotypes as well as work and organizational structures (Melamed, 1996). In order to realize equal opportunities in organizations, general programs don’t seem to be the best answer. Rather, specific steps may need to be taken that are sensitive to the local national culture and climate (Sutherland & Davidson, 1996) as well as organizational structures and cultures. Especially the latter influence the creation of career networks from which women are often excluded (Servon & Visser, 2011) – there are ways, however, to actively make them accessible (Ibarra, 1993).

Biographical factors of career success

While a lot of research has investigated and theorized about reasons for women’s unequal treatment in the workplace and their coping mechanisms, the path that leads women to successful careers over their life span has not been examined in its entirety. This field of research pertaining to women’s academic and professional biographies has been addressed from a number of different directions and will be discussed in the following. Subsequently, our study aims at closing a number of important research gaps by using a structural equation model (SEM) for testing several of these identified gaps. The study’s main goal is the identification of the most relevant factors leading to educational and career choices as well as decisions made over the life span that influence women’s advancement prospects.
The general conditions of the professional world, such as long and inflexible working hours or unequal opportunities, have an influence on women’s educational and professional choices (Solga, 2000). Women often choose to have children and take a “baby break” from their career. Female workers who have children were found to be distinctly more ambitious than their male colleagues (Hewlett & Sherbin, 2010). However, human capital theory (e.g. Schultz, 1963) argues that women, anticipating changes in their family life that will lead to career interruptions, are less motivated to further invest into their own human capital than men. If this were the case, women would have a true career disadvantage since education levels are used by most HR departments as an indicator of skill and performance (Benson, Finegold, & Mohrman, 2004). 

Thurow’s (1976) job-competition-model, in combination with signaling theory (Spence, 1973) offers an explanation for this decision making process. Due to the lack of complete information about a candidate’s actual performance potential, employers use easily accessible indicators when making hiring decisions. They hope for lower cost when employing candidates with higher degrees of education, or even over-qualified individuals, because they will probably incur less cost for vocational adjustment and training. This train of thought seems to be accurate: Several studies ahve confirmed that more qualified employees incur lower cost of further training (Büchel, 1998; Büchel & Pollmann-Schult, 2001). However, with regard to ascriptive attributes such as gender, employers refer to the group mean when estimating future productivity (Thurow, 1976). In general, average female professional careers are characterized by intermittent periods of parental leave and possibly reductions in work time, which makes it more risky to employ a female candidate than a male one. Accordingly, in a meta-analysis by Ng and Feldman (2009), the relationship between education level and job performance was more positive for men than women. Ketzmerick (2001), on the other hand, found that education level differentiated the chance of employment for women but not men. 

The current state of research suggests a higher probability for women to be employed “below value”, i.e. in jobs that are not representative of their educational level. Flexibility research findings show that the risk of employment below value decreases with broader education because acquired skills can be applied to more than one field of work (Hall, 2011). In many cases, this implies a university degree instead of an apprenticeship, or time spent at different places of training, different universities, and even in different countries, for purposes of further education. It can be argued that women who are educated in a field that allows for greater flexibility in job search (i.e. less specialized) will have a higher probability of being adequately employed and rising to higher management levels. Therefore, it can be assumed that women will increase their chances of adequate employment and rise to higher management levels with higher and less specialized education; this increase in opportunity will, however, not be as high as it is for men. While the effects of educational success on professional career development have been studied (e.g. Abele-Brehm & Stief, 2004), the relationship between level/specialization of education and career advancement has not been addressed in previous research and will be one of the core questions to be addressed in our study. 
While the relationship between education and professional success is a crucial question when it comes to examining women’s career paths, it is also important to look at the factors that influence educational choices in the first place. The current state of research reveals that the family background has considerable influence on the choice of school, decisions about secondary school and the aspired degree (Deutsches PISA-Konsortium, 2001; Schneider, 2004). Influencing factors of the family background include social standing (Baumert & Schümer, 2001; Schwippert, Bos, & Lankes, 2003), parents’ education (Boudon, 1974; Schneider, 2004; Schwippert et al., 2003), parents’ occupations (Baumert & Schümer, 2001), financial situation (Schneider, 2004), and migration background (OECD, 2001). For example, only 8% of children of parents from the lowest social level attend upper secondary school in contrast to 61% of children from the highest social position (Ehmke, Siegel, & Hohensee, 2005). This could be a result of children’s unequal treatment at school depending on their families’ social standing, or a matter of self-selection. It is more likely for academics’ children to pursue an academic education career since the family environment is more open to and acquainted with the relevant educational institutions. Parents are more likely to invest in their children’s higher education if they have found their educational level conducive to their career while parents who have fared well on a high school degree alone are more likely to deem this educational level appropriate for their children as well (Baumert & Schümer, 2001; Boudon, 1974; Lehmann, Peek, Gänsfuß, & Husfeldt, 2002; Schneider, 2004). To what extent and how their family’s social standing and parents’ educational level influence women’s educational and professional career choices and professional success in comparison to men will also be investigated in our study. 
The financial status is believed to play an important role in children’s educational career path for various reasons; the most prominent one may be that higher levels of education are more expensive because children depend on their parents for a longer period of time. Also, families’ opportunities to adjust to their children’s educational needs increase with the family income (Esser, 1999). Additionally, stress theory states that low income has a detrimental effect on children’s learning development, mediated by a charged family climate (Conger, Conger, & Elder, 1997). Schneider (2004) found that, while financial status does positively influence transition to upper secondary school to a certain extent, this effect is much more pronounced for parents’ education level. The effect of financial status during early childhood is stronger than that of financial status at the point of decision making about secondary school. Research in the USA has shown that financial status measured over time has a stronger relationship to school career than the current income (see Mayer, 2002). This effect is diminished when further factors of the family background are taken into account. Again, no scholarly attention has been paid to the question of how the financial status in women’s  family of origin during the different stages of childhood influences professional success later in life. This question is also be addressed in our study. 

The negative effect that migration background has on children’s educational careers cannot be fully explained by, on average, lower social standing among immigrant families (Schwippert, Hornberg, Freiberg, & Stubbe, 2007). Up to now, it is not understood exactly why migration background inhibits school success. Diefenbach (2010) offers a variety of explanations. Discrimination against children from immigrant families by the German education system and its representatives as well as insufficient understanding or acceptance of the school system and its goals on the part of the immigrant families themselves may be reasons for the negative effect. Another possible explanation is a conscious decision made by immigrant families not to invest too much in an extensive educational career due to their individual life plans. Moreover, women from different cultural backgrounds are ascribed differing stereotypical characteristics (Niemann, Jennings, Rozelle, Baxter, & Sullivan, 1994). These may add to unequal treatment spanning the educational and professional career. Whatever the reasons, it can be concluded that a migration background negatively affects school success which is likely to extend to career advancement as well (see above for effects of educational level on career opportunities). However, while immigrant children receive lower grades in primary school, they have been found to receive more favorable transition recommendations and make better transition choices (Arnold, Bos, Richert, & Stubbe, 2007; Stubbe & Bos, 2008). In addition, religion may play a role in women’s advancement to higher management positions since girls’ and women’s roles vary across different religious denominations, thus strongly influencing educational and professional decisions (Essers, Benschop, & Doorewaard, 2008). The combination of migration background, stereotypical characteristics ascribed to women, and influences of religion opens up a new field of research into women’s educational and professional career paths. A comparison of men and women regarding these facets of their family backgrounds will be especially interesting. 
Personality factors as well as experiences over the lifespan and social support have an impact on educational as well as professional success. There is a considerable body of research linking personality factors to entrepreneurial and other professional success (e.g. Rauch and Frese, 2007; Spurk and Abele, 2011; Zhao, Seibert, and Lumpkin, 2010). Due to the gender stereotyping processes discussed earlier (especially stereotypically male behaviour in the workplace), we can assume that personality factors influence professional success differently for men and women. Obschonka, Silbereisen, and Schmitt-Rodermund (2010) found a positive influence of leadership experiences (e.g. leading sports teams) and engagement in creative and commercial activities (e.g. selling or trading items) at school on entrepreneurship intentions during adulthood. This was also associated with entrepreneurial personality factors. Obschonka et al. (2010) argue that personality traits alone cannot explain professional success. Experience gained during infancy and teenage years also plays an important role thus promoting the importance of a life-span developmental approach to research on success in the workplace. Along a similar course of thought, Silles (2010) found childhood social maladjustment to be associated with educational as well as professional success, independent of socio-economic background and cognitive abilities. The question about what role various experiences during childhood and adolescence play for women’s professional success as opposed to men’s remains unanswered up to now. 
Another aspect that needs to be addressed is that of biographical experiences during adulthood and the influence these have on professional success. Taking a parental leave or simply having children further reduces women’s pay as compared to men’s. Waldfogel (1998) found that childless women earn up to 10% more than women with children. As stated earlier, employers assume greater risk in hiring a woman who may leave the company for extended periods of time to take care of her children. Interestingly, existing research shows that child rearing may also have a positive influence on work performance. For example, relationships with their children have significant implications for fathers’ health as well as their sense of self-worth (Anderson, 1996; Barnett and Rivers, 1996). However, extended parental leave (longer than 16 months) has been found to significantly reduce return to the workplace and chances of career advancement after returning to work (Evertsson & Duvander, 2011; Lalive & Zweimüller, 2009). Furthermore, it can be assumed that employers view married women as a greater risk than unmarried women. Research on (work-relevant) skills acquired during parental leave is scarce, and it will be interesting to further investigate the effects of varying lengths of parental leave on professional success for men and women, which is also part of our study. 
According to Sarason, Sarason, and Pierce (1990), social support allows for exploration of one’s environment and possibilities due to the understanding that there is a “safety net” when problems arise. Parental support is often the focus of research on social support and its effects on academic achievements, and it has been found to positively influence adjustment in late adolescence (e.g. Guay, Marsh, & Boivin, 2003; Meeus, 1996). Similarly, it was found that children growing up in single-parent families have significantly lower levels of education and academic achievement, occupational status, and happiness during adulthood than children who have grown up with both parents present (Biblarz & Gottainer, 2000; Evans, Kelley, Borgers, Dronkers, & Grullenberg, 1995; McLanahan & Sandefur, 1997). Differences were found regarding the effects of single parents on children depending on whether one spouse died or there had been a divorce (Biblarz & Gottainer, 2000). Peer support has gained less research attention. There is a small body of evidence for the influence that reinforcement for academic accomplishments from friends and classmates’ feedback have on children’s academic self-concepts and achievements (e.g. Altermatt & Pomerantz, 2003; Gest, Rulison, Davidson, & Welsh, 2008; Ryan, 2001). Rodriguez, Mira, Myers, Morris, and Cardoza (2003) argue that for college students, peer support is more important than parental support because peers better provide the specific resources needed for the specific challenges that emerge duriong the transition to college. Along with personal motivation, peer support, or the lack thereof, has a stronger effect on college outcomes for ethnic minority college students in a study by Dennis, Phinney, and Chuateco (2005) than parental support. Earlier findings from research on ethnic minorities have also linked peer support to academic adjustment (Astin, 1993; Tinto, 1993). While these findings focus on school children and college students, it can be assumed that the same effects will be found for other educational and professional stages. As discussed above, networking, for example, plays an important role in professional success. A comparison of the influences of social support on men’s and women’s career paths has not yet been the focus of empirical research and will therefore be addressed in our study. 
An upcoming investigation of female success factors over the lifespan
All of the influencing factors presented above are summarized in the following section where a structural equation model (SEM) is presented along with a more specific outline of our research project. 

We have shown in the first part of this paper that the reasons for women’s success, especially those founded in the educational and professional choices over the life span have yet to be thoroughly examined. The National Educational Panel Study (NEPS) offers the unique opportunity to utilize longitudinal data in order to identify those factors relevant to differences in individual professional success. The NEPS data base contains longitudinal data on competence development, educational processes, and transitions as well as decisions made in formal and informal education and professional contexts. The data is derived from a panel of more than 60.000 subjects in six cohorts (Matthes, B. & Trahms, A., 2011; NEPS, 2011). Our study examines the cohort of 25-65 year-olds, since this is an age at which some may have already gained access to higher management positions. Individuals who are not in leadership positions serve as control group.
In the field of work and organizational psychology as well as at the intersection with other disciplines such as social psychology or economics/management, our study will make a contribution toward a better understanding of factors of success and failure of women’s educational and professional careers. Little attention has been paid in the literature to the educational decisions and experiences leading up to a successful career for women. This research project seeks to close that gap utilizing the NEPS data base and a longitudinal research design.

The general underlying research question addressed in this empirical investigation is “Which factors of the educational and professional career influence women’s move to higher management positions as opposed to men’s?” Hypotheses deduced from theoretical and empirical literature will be tested using the NEPS data base employing a structural equation model (SEM). The relevant variables that can affect children’s equal treatment and women’s decisions about education and professional career are presented in the SEM below (fig. 1). All of these factors directly or indirectly influence professional success (dependent variable, grey). Moderating variables are depicted in the form of bubbles.  

Figure 1: Structural Equation Model (simplified)
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The model is being tested using data from the NEPS data base available at the start of 2012. During the course of the study, additional analyses will be conducted, using the latest sets of data respectively, to further validate and strengthen the model. Furthermore, in a more explorative longitudinal approach, we will investigate key transitions in women’s careers (e.g. promotions, job changes, company changes, unemployment, etc.) and identify factors that may have contributed to this transition. For these purposes, the quantitative NEPS data will be supplemented with qualitative data obtained from complementary interviews. Results from the quantitative analysis will be discussed in biographical, semi-structured interviews with women between the ages of 25 and 65 from various backgrounds at different stages in their educational and professional careers. This will help further explain influences on women’s professional careers and aid in expanding our model. It will also add to understanding and interpreting the quantitative results as well as promote the production of realistic and viable initiatives to advance women’s careers.

Thanks to the comprehensive scope of the NEPS data (in terms of covered topics as well as education levels) and our own supplemental qualitative research, we will be able to identify a plethora of factors relevant to various educational and career decisions.
Sustainable change of public opinions and biases against minorities in higher management positions is one of the major goals of diversity research. The integration and expansion of the empirical and theoretical findings on inhibiting as well as advancing factors for women’s careers will help in the endeavour to develop viable actions and recommendations that will make a visible difference toward changing the conditions of the professional world for women.
Bibliography
Abele-Brehm, A. E. and Stief, M. (2004), "Die Prognose des Berufserfolgs von Hochschulabsolventinnen und –absolventen. Befunde zur ersten und zweiten Erhebung der Erlanger Längsschnittstudie BELA-E", Zeitschrift für Arbeits- und Organisationspsychologie, Vol. 48 No. 1, pp. 4-16.

Altermatt, E. R., and Pomerantz, E. M. (2003), "The development of competence-related and motivational beliefs: An investigation of similarity and influence among friends", Journal of Educational Psychology, Vol. 95, pp. 111–123.

Anderson, A. M. (1996), "The father-infant relationship: Becoming connected", Journal for Specialists in Pediatric Nursing, Vol. 1 No. 2, pp. 83-92.

Appelbaum, S. H., Audet, L., and Miller, J. C. (2003), "Gender and leadership? Leadership and gender? A journey through the landscape of theories", Leadership & Organization Development Journal, Vol. 24 No. 1, pp. 43-51.

Arnold, K.-H., Bos, W., Richert, P., and Stubbe, T. C. (2007), "Schullaufbahnpräferenzen am Ende der vierten Klassenstufe", in Bos, W., Hornberg, S., Arnold, K.-H., Faust, G., Fried, L., Lankes, E.-M., Schwippert, K., and Valtin, R. (Eds.), IGLU 2006. Lesekompetenzen von Grundschulkindern im internationalen Vergleich, Waxmann, Münster, pp. 271-297.

Astin, A. W. (1993), What matters in college: Four critical years revisited, Jossey-Bass, San Francisco.

Barnett, R. C. and Rivers, C. (1996), She works he works: How two-income families are happier, healthier, and better off, Harper, San Francisco.

Baumert, J. and Schümer, G. (2001), "Familiäre Lebensverhältnisse, Bildungsbeteiligung und Kompetenzerwerb", in Deutsches PISA-Konsortium (Eds.), PISA 2000, Basiskompetenzen von Schülerinnen und Schülern im internationalen Vergleich, Leske + Budrich, Opladen, pp. 323–407.
Becker-Schmidt, R. (2010), "Doppelte Vergesellschaftung von Frauen: Divergenzen und Brückenschläge zwischen Privat- und Erwerbsleben", in Becker, R. and Kortendiek, B. (Eds.), Handbuch Frauen- und Geschlechterforschung. Theorie, Methoden, Empirie, Vs Verlag, Wiesbaden, pp. 65-74.
Benson G. S., Finegold D, and Mohrman S. A. (2004), "You paid for the skills, now keep them: Tuition reimbursement and voluntary turnover", Academy of Management Journal, Vol. 47, pp. 315–331.

Bergemann, A., Fitzenberger, B., and Speckesser, S. (2004), Evaluating the dynamic employment effects of training programs in East Germany using conditional difference-in-differences, ZEW discussion paper no. 1848, Mannheim.

Berthoin Antal, A., and Izraeli, D. N. (1993), "A global comparison of women in management: Women managers in their homelands and as expatriates", in E. Fagenson (Ed.), Women in management: Trends, issues, and challenges in managerial diversity, Sage, Newbury Park, CA, pp. 52–96.
Biblarz, T. J. and Gottainer, G. (2000), "Family structure and children’s success: A comparison of widowed and divorced single-mother families“, Journal of Marriage and Family, Vol. 62 No. 2, pp. 533-548.

Bischoff, S. (2001), "Frauen in Führungspositionen: Mythos, Realität und Zukunft", Personalführung 03/2001.

BMBF (Bundesministerium für Bildung und Forschung) (2010), "Frauenkarrieren in Unternehmen – Forschungsergebnisse und Handlungsoptionen", November 18-19 2010, Berlin.

Boudon, R. (1974), Education, opportunity, and social inequality. Wiley, New York.

Büchel, F. (1998), Zuviel gelernt? Ausbildungsinadäquate Erwerbstätigkeit in Deutschland. Bertelsmann, Bielefeld.

Büchel, F. and Pollmann-Schult, M. (2001), Overeducation and skill endowments. The role of school achievement and vocational training, Discussion Paper No. 337, Bonn: IZA.

Carli, L.L. (2001), "Gender and social influence“, Journal of Social Issues, Vol. 57, pp. 725–741.

Conger, R.D., Conger, K.J., and Elder, G.H. (Jr.) (1997), "Family Economic Hardship and Adolescent Adjustment: Mediating and Moderating Processes", in Duncan, G.J.  and Brooks-Gunn, J. (Eds.), Consequences of Growing Up Poor, Russell Sage, New York, pp. 288–310.
Dennis, J. M., Phinney, J. S., and Chuateco, L. I. (2005), "The role of motivation, parental support, and peer support in the academic success of ethnic minority first-generation college students“, Journal of College Student Development, Vol. 46 No. 3, pp. 223-236.

Desvaux, G., Devillard, S., and Sancier-Sultan, S. (2010), Women matter 3. Women leaders, a competitive edge in and after the crisis. Results of a global survey of almost 800 business leaders conducted by McKinsey & Company in September 2009, McKinsey & Company.
Deutsches PISA-Konsortium (Ed.) (2001), PISA 2000, Basiskompetenzen von Schülerinnen und Schülern im internationalen Vergleich, Leske + Budrich, Opladen.

Diefenbach, H. (2010), Kinder und Jugendliche aus Migrantenfamilien im deutschen Bildungssystem: Erklärungen und empirische Befunde, Verlag für Sozialwissenschaften, Wiesbaden.

Eagly, A. H. (2003), "The rise of female leaders“, Zeitschrift für Sozialpsychologie, Vol. 34 No. 3, pp. 123-132.

Ehmke, T., Siegel, T. and Hohensee, F. (2005), "Soziale Herkunft im Ländervergleich", in Prenzel, M., Baumert, J., Blum, W., Lehmann, R., Leutner, D., Neubrand, M., Prekrun, R., Rost, J., Schiefele, U. and Deutschland, P.-K. (Eds.), PISA 2003. Der zweite Vergleich der Länder in Deutschland: was wissen und was können Jugendliche? Waxmann, Münster, pp. 233-264.
Esser, H. (1999), Soziologie – Spezielle Grundlagen. Band 1: Situationslogik und Handeln, Campus, Frankfurt/Main.

Essers, C., Benschop, Y., and Doorewaard, H. (2008), "Female ethnicity: Understanding Muslim immigrant businesswomen in the Netherlands. Gender, Work and Organization", Vol. 17 No. 3, pp. 320-339.

Evans, M. D. R., Kelley, J., Borgers, M., Dronkers, J., and Grullenberg, L. (1995, July 17), Parent divorce and children’s education: Australian evidence. Worldwide Attitudes, 1.8.

Evertsson, M. and Duvander, A.-Z. (2011), "Parental leave – possibility or trap? Does family leave length effect [sic] Swedish women’s labour market opportunities?" European Sociological Review, Vol. 27 No. 4, pp. 435-450.

Falk, S. (2000), "Geschlechtsspezifische Ungleichheit im vereinten Deutschland", in Noll H.-H.  and Habich, R. (Eds.), Vom Zusammenwachsen einer Gesellschaft, Campus, Frankfurt/Main, pp. 273-295.
Ford, J. and Harding, N. (2010), "Get back into that kitchen, woman: Management conferences and the making of the female professional worker“, Gender, Work and Organization, Vol. 17 No. 5, pp. 503-520.

Gartner, H. and Hinz, T. (2009), "Löhne von Frauen und Männern in Schieflage“, IAB Forum, 2009 No. 1, pp. 4-9.

Gest, S. D., Rulison, K. L., Davidson, A. J., and Welsh, J. A. (2008), "A reputation for success (or failure): The association of peer academic reputations with academic self-concept, effort, and performance across the upper elementary grades“, Developmental Psychology, Vol. 44 No. 3, pp. 625-636.

Guay, F., Marsh, H. W., and Boivin, M. (2003), "Academic self-concept and academic achievement: Developmental perspectives on their causal ordering“, Journal of Educational Psychology, Vol. 95, pp. 124–136.

Hall, A. (2011), Gleiche Chancen für Frauen und Männer mit Berufsausbildung? Bundesinstitut für Berufsbildung, Bonn.

Hewlett, S. A. and Sherbin, L. (2010), "Letzte Ausfahrt Babypause“, Harvard Business Manager 5/2010.

Holst, E. and Wiemer, A. (2010), "Frauen in Spitzengremien großer Unternehmen weiterhin massiv unterrepräsentiert“, Wochenbericht des DIW Berlin 4/2010.

Holst, E. (2009), Führungskräfte-Monitor 2001-2006. Forschungsreihe des Bundesministeriums für Familie, Senioren, Frauen und Jugend, Vol. 7, Nomos Verlag, Baden Baden.

Ibarra, H. (1996), "Personal Networks Of Women And Minorities In Management: A Conceptual Framework“, The Academy of Management Review, Vol. 18 No. 1, pp. 56 – 87.
Institut der deutschen Wirtschaft (2009), "Entlohnung von Frauen: Emanzipierter Osten“, iwd, Vol. 43, p. 22. 

Ketzmerick, T. (2001), Ostdeutsche Frauen mit instabilen Erwerbsverläufen am Beispiel Sachsen-Anhalt. Forschungsbericht aus dem zsh 01-1.

Koenig, A., Mitchell, A., Eagly, A., and Ristikari, T. (2011), "Are leader stereotypes masculine? A meta-analysis of three research paradigms“, Psychological Bulletin, Vol. 137 No. 4, pp. 616-642.
Kumra, S. and Vinnicombe, S. (2010), "Impressing for success: A gendered analysis of key social capital accumulation strategy“, Gender, Work and Organization, Vol. 17 No. 5, pp. 521-546.

Lalive, R. and Zweimüller, J. (2009), "How does parental leave affect fertility and return to work? Evidence from two natural experiments“, Quarterly Journal of Economics, Vol. 124 No. 3, pp. 1363-1402.

Lawrence, B. S. (1984), "Age Grading: the implicit organizational timetable“, Journal of Occupational Behaviour, Vol. 5 No. 1, pp. 23-35.

Lehmann, R.H., Peek, R., Gänsfuß, R., and Husfeldt, V. (2002), LAU 9: Aspekte der Lernausgangslage und der Lernentwicklung – Klassenstufe 9. Ergebnisse einer längsschnittlichen Untersuchung in Hamburg, Behörde für Schule, Jugend und Berufsbildung/ Behörde für Bildung und Sport, Hamburg.

Lyness, K. S. and Thompson, D. E. (1997), "Above the Glass Ceiling? A Comparison of Female And Male Executives“, Journal of Applied Psychology, Vol. 82 No. 3, pp. 359 – 375.

ManagerGate (2011), DAX-Führungsspitzen: Sehr international, aber kaum weiblich, http://www.dashoefer.de/Online-Angebote/Newsletter/ManagerGate/?cid=17770 [04.08.2011].

Matthes, B. and Trahms, A. (2011), Startkohorte 6, Erwachsene. IAB-Studie 2007/08 „Arbeiten und Lernen im Wandel“ (ALWA), Codebook, Nationales Bildungspanel (NEPS), Bamberg.
Mayer, S. E. (2002), The Influence of Parental Income on Children’s Outcomes, Ministry of Social Development (USA).

McLanahan, S. and Sandefur, G. D. (1997), Growing up with a single parent: What hurts, what helps, Harvard University Press, Cambridge, Mass.

Meeus, W. (1996), "Psychosocial problems and social support in adolescence", in Nestmann, F. and Hurrellmann, K. (Eds.), Social networks and social support in childhood and adolescence. Prevention and intervention in childhood and adolescence (Vol. 16), DeGruyter, Oxford, England, pp. 241-255.
Melamed, T. (1996), "Career Success: An Assessment of a Gender-specific Model“, Journal of Occupational and Organizational Psychology, Vol. 69, pp. 217 – 242

NEPS (Nationales Bildungspanel (2011), Startkohorte 6, Haupterhebung 2010/11 (B67), Erwachsene. CATI-Fragebogen, Nationales Bildungspanel (NEPS), Bamberg.

Ng, T. W. H. and Feldman, D. C. (2009), "How broadly does education contribute to job performance?" Personnel Psychology, Vol. 62, pp. 89-134.

Niemann, Y. F., Jennings, L., Rozelle, R. M., Baxter, J. C.,andSullivan, E. (1994), "Use of free responses and cluster analysis to determine stereotypes of eight groups“, Personality and Social Psychology Bulletin, Vol. 20, pp. 379–390.

Obschonka, M., Silbereisen, R. K., and Schmitt-Rodermund, E. (2010), "Entrepreneurial intention as developmental outcome“, Journal of Vocational Behavior, Vol. 77 No. 1, pp. 63–72.

OECD (Ed.) (2001), Knowledge and skills for life. First results from the OECD programme for international student assessment (PISA) 2000. Organisation for Economic Co-operation and Development, http://www.oecd.org/dataoecd/44/53/33691596.pdf [27.07.2011].

Rauch, A. and Frese, M. (2007), ﻿"Let’s put the person back into entrepreneurship research: A meta-analysis on the relationship between business owners’ personality traits, business creation, and success“, European Journal of Work and Organizational Psychology, Vol. 16 No. 4, pp. 353-385.

Rodriguez, N., Mira, C. B., Myers, H. F., Morris, J. K., and Cardoza, D. (2003), "Family or friends: Who plays a greater supportive role for Latino college students?", Cultural Diversity and Ethnic Minority Psychology, Vol. 9, pp. 236-250.

Ryan, A. M. (2001), "The peer group as context for the development of young adolescent motivation and achievement“, Child Development, Vol. 72 No. 4, pp. 1135-1150.

Sarason, I. G., Sarason, B. R., and Pierce, G. R. (1990), "Social support: The search for theory“, Journal of Social & Clinical Psychology, Vol. 9, pp. 133-147.

Schein, V. E. (2001), "A global look at psychological barriers to women’s progress in management“, Journal of Social Issues, Vol. 57 No. 4, pp. 675-688.

Schneider, T. (2004), "Der Einfluss des Einkommens der Eltern auf die Schulwahl“, Zeitschrift für Soziologie, Vol. 33 No. 6, pp. 471-492.

Schultz, T. (1963), The economic value of education.  Studies in the economics of education, Elgar Books, Aldershot.

Schwippert, K., Bos, W., and Lankes, E.M. (2003), "Heterogenität und Chancengleichheit am Ende der vierten Jahrgangsstufe im internationalen Vergleich", in Bos, W., Lankes, E.M., Prenzel, M., Schwippert, K., Walther, G., and Valtin, R. (Eds.), Erste Ergebnisse aus IGLU – Schülerleistungen am Ende der vierten Jahrgangsstufe im internationalen Vergleich, Waxmann, Münster, pp. 265–302.
Servon, L. J. and Visser, M. A. (2011), "Progress hindered: The retention and advancement of women in science, engineering and technology careers“, Human Resource Management Journal, Vol. 21 No. 3, pp. 272-284.

Silles, M. A. (2010), "Personality, education and earnings“, Education Economics, Vol. 18 No. 2, pp. 131-151.

Solga, H. (2000), Konsequenzen eines Niedriglohnsektors für die berufliche Ausbildung in Deutschland, Max-Planck-Institut für Bildungsforschung, Berlin.

Spence, M. (1973), "Job market signaling“, The Quarterly Journal of Economics, Vol. 87 No. 3, pp. 355-374.

Spurk, D. and Abele, A. (2011), "Who earns more and why? A multiple mediation model from personality to salary“, Journal of Business & Psychology, Vol. 26 No. 1, pp. 87-103.

Stubbe, T. C. and Bos, W. (2008), "Schullaufbahnempfehlungen von Lehrkräften und Schullaufbahnentscheidungen von Eltern am Ende der vierten Jahrgangsstufe“, Empirische Pädagogik, Vol. 22 No. 1, pp. 49-63.

Su, R., Rounds, J., and Armstrong, P. I. (2009), "Men and things, women and people: A meta-analysis of sex differences“, Psychological Bulletin, Vol. 135 No. 6, pp. 859-884.

Sutherland, V. J. and Davidson, M. J. (1996), "Managing Diversity: Using an Equal Opportunities Audit to Maximize Career Potential and Opportunities in a UK Bank“, European Journal Of Work And Organizational Psychology, Vol. 5 No. 4, pp. 559-582.

Thurow, L. C. (1976), Generating inequality, Basic Books, New York.

Tinto, V. (1993), Leaving college: Rethinking the causes and cures of student attrition, University of Chicago Press, Chicago.

Van Vianen, A. E. M. and Fischer, A. H. (2002), "Illuminating the glass ceiling: The role of organizational culture preferences“, Journal of Occupational and Organizational Psychology Vol. 75, pp. 315 -337.

Waldfogel, J. (1998), "Understanding the „family gap“ in pay for women with children“, Journal of Economic Perspectives, Vol. 12 No. 1, pp. 137-156.

Wetterer, A. (1992), "Hierarchie und Differenz im Geschlechterverhältnis“, Theoretische Konzepte zur Analyse der Marginalität von Frauen in hochqualifizierten Berufen, in A. Wetterer (Ed.), Profession und Geschlecht. Über die Marginalität von Frauen in hochqualifizierten Berufen, Campus-Verlag, Frankfurt/Main, pp. 13-40.
Zhao, H., Seibert, S. E., and Lumpkin, G. T. (2010), "The relationship of personality to entrepreneurial intentions and performance: A meta-analytic review“, Journal of Management, Vol. 36 No. 2, pp. 381-404.
