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1 Introduction

Over a decade after unification we can still talk about two Germanies in many
respects. The economic situation significantly differs between East and West
Germany, migration from East to West is still on a high level and we find
dramatic differences in regional unemployment rates - in East Germany they
are twice as high as in West Germany. And, although risks of becoming
unemployed and of staying unemployed negatively affected the labor market
chances of women the female labor force attachment is staying on a higher
level compared to West Germany. At the same time the gender wage gap
decreased in East Germany (Lutz/Gruenert 2001; Hunt 2001). 2

Trying to explain this puzzling picture, one needs to analyze processes
determined by legacies of the former socialist labor market and the dramatic
shifts in work organizations after unification. How important is the socialist
past for remaining differences in labour market behaviour in both parts of
Germany? How does the restructuring of the East German economy work
influence the labour market chances by sex? In this paper, one specific char-
acteristic of labour markets is under focus: segregation of men and women
will be studied because different occupations, jobs, and tasks by sex correlate
with a differential allocation of status, power, and income (see England 1992;
Hultin/Szulkin 1999; Reskin 1997:Reskin et al. 1999). Do we find similar
segregation patterns in both parts of Germany? Are the determinants of
segregation different?

While there has been much research on the labour market situation of
women in the course of German unification (for an overview: Nickel 1999)
sex segregation at the workplace has not received much attention. In this
paper, the focus is on sex segregation in work organizations. This perspec-
tive stresses the demand side variation of segregation without denying all the
sound arguments for the supply side perspective. However, the role of em-
ployers should be addressed more carefully when explanations for segregation
are discussed. Employers or work organizations reprensenting the demand
side of the labor market become more important if individual choices for dif-
ferent occupations are less sex-typed and/or structural constraints dominate
individual opportunities as it is case in the unification process. More details
of the theoretical reasons for the perspective on organizations will be dis-
cussed in the next section. The comparison of both parts of Germany should
provide insights how the mechanism at the organizational level are influenced
by different contexts. Doing the comparative study both is of interest: the

2An overview on the results of ”transformation” is given in the volume edited by
Bertram/Kollmorgen (2001).



absolute level of segregation that might differ due to different labour market
situations and legacies, and the relative strength of mechanisms that might as
well differ by specific traditions or the application of organizational measures.

The empirical strategy distinguishes three different dimensions of orga-
nizational segregation: (1) the firm-specific distribution of women and men
into jobs, (2) the firm-specific concentration of female employees in certain
jobs and (3) the firm-specific proportion of women in managerial positions.

2 Sex Segregation in East and West Germany

The former GDR was a prominent representative of a planned socialist econ-
omy. According to its ideology of equality, sex differences in labour market
activities should be lower compared to capitalism where specialization of
work spheres by sex supports the reproduction of the system. Compared to
West Germany some sex differences in the labour market were indeed smaller:
female labour participation reached a high level in the GDR and women had
access to a bundle of male dominated occupations in the industrial sector.3

A closer look at the labour market of the former GDR, however, revealed
that the socialist regime did not overcome all inequalities (Sorensen/Trappe
1995a; 1995b). Recent analyses show surprisingly small differences in East-
versus West German segregation patterns in the 80s, and Heike Trappe and
Rachel Rosenfeld (2001) find - by using official labour market data - occu-
pational segregation in the former East Germany to be even higher than in
West Germany. This is not to say that the economic planning system of the
GDR had no influence on the allocation of men and women to jobs. Women
were better integrated in some male dominated occupations but this integra-
tion has been outweighed by women’s isolation in low prestige occupations
in services. The overall East-West similarity of segregation patterns can also
be explained by labour markets oriented at apprenticeship systems and occu-
pations which had a tradition in both parts of Germany. Job opportunities
in later periods of the life course are closely related to the vocational train-
ing one has taken part. International comparisons of sex segregation show
that labour markets characterized by such a vocational training system have
higher segregation rates than labour markets where on the job training is
typical (Buchmann/Charles 1995).

Empirical analyses have demonstrated that after unification sex segrega-
tion in East Germany remained at a higher level compared to West Germany.
Falk (2002) conducts a thorough analysis based on census data and comes

3In 1989, the participation rate was at 76 percent in the GDR. In former West Germany,
female labor force participation only reached 55 percent.
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to the conclusion that after a period of increasing segregation (1991-1996)
the indices slowly decreased in East Germany (1997-2001). Over the whole
period of observation segregation in East Germany is higher than in West
Germany. Different developments overlap and influence the segregation in-
dices with different consequences: the occupational structure changed due to
the transformation and especially women lost employment (higher level of
segregation), male labour force participants got access to female dominated
labour market segments (lower level of horizontal segregation). In these seg-
ments, men became new competitors to women and succeeded to get high
status jobs.

2.1 Theoretical Approach

The structural approach in mobility research claims that important labour
market outcomes are influenced by organizations (the seminal paper by Baron
and Bielby 1980; for gender differences: Nelson and Bridges 1999). The role
of organizations is twofold:

• Organizations create the relevant opportunity structures for individual
labor market participants. This idea is elaborated in the field of orga-
nizational demography (Pfeffer 1983; Stewman 1988; Mittman 1992).

• Organizations are corporate and collective actors (Coleman 1990). They
make decisions on the allocation of individuals and jobs. The distri-
bution of men and women into different jobs is the result of matching
processes in work organizations (Lazear 1995).

The second point motivates the focus on an organizational study of seg-
regation. Recruitment of personnel, allocation of persons and positions,
promotion on job ladders - all this takes place within work organizations.
Organizational structure and organizational strategy have an impact on sex
segregation and sex specific outcomes. What one needs to find out is how
exactly organizational structures are linked to sex segregation.

In the following the focus is on one feature of organizations, the form and
degree of formalization (Tomaskovic-Devey/Skaggs 2001; Tomaskovic-Devey
et al. 1996). Formalization is an important characteristic of each organiza-
tion since it helps to become independent from individual discretion by fixing
a system of organizational rules. There are different dimensions of formal-
ization: I distinguish recruitment procedures, written job descriptions, and
an organizational policy that takes up gender issues.
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2.2 Hypotheses

The units of analysis are organizations. As outlined above different dimen-
sions of segregation are analyzed: (1) the distribution of men and women
over all occupations for each firm, (2) the concentration of women in occu-
pations within each firm, and (3) the proportion of females in managerial
positions. The first and second dimension cover horizontal segregation while
providing information on the sex-typed occupations in organizations. The
third dimension serves as a proxy for vertical vertical segregation since man-
agerial positions are linked with high status, power and salary.

The aim of the analysis is to inform the discussion on sex segregation with
empirical evidence on organizational mechanisms which are relevant for the
variation of segregation between organizations. Such mechanisms are caused
by structural and strategical features of corporate or collective actors. Orga-
nizations are systems of rules designed and emerged in order to coordinate
individual members towards common organizational goals. I concentrate on
the importance of formalization because this organizational characteristic
should limit segregation based on individual taste. How are formalized pro-
cedures in human relation or personnel departments related to the different
aspects of sex segregation (occupational opportunity structure, concentra-
tion of female employees, and sex composition of management).

Formalized recruitment. Written rules how to proceed if a vacancy is to
be filled diminish the discretionary power of decision makers in organiza-
tions. It should be related to the allocation of men and women to jobs and is
assumed to reduce recruitment based on ascription or statistical discrimina-
tion. A formalized procedure reduces information deficits on which statistical
discrimination is based (Phelps 1972). So far, one expects a negative relation
with horizontal segregation. As far as management positions are open to the
external labour market this argument should apply to vertical segregation
as well. However, managerial positions are often filled using internal labour
markets. Internal promotion might undermine the effect of formalized re-
cruitment on vertical segregation. Thus, one expects no influence of written
rules for recruitment on the sex composition of managerial positions.

Job description. A differentiated task structure is also part of formaliza-
tion. A formalized organization uses written job descriptions to define what
is to be done, by whom, with whom and how much wage should be paid for
a distinct job. Job descriptions are also expected to reduce individual dis-
cretion in organizations. Personnel administration should allocate persons
and jobs fitting qualification profiles and job profiles. As it is known from
the literature the definition of organizational tasks and the work to be done
in specific jobs is often closely correlated with gender stereotypes (Steinberg
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1995). The hypothesis is that job descriptions even increase segregation pat-
terns.

Equalization policy. Organizations often use ’policies’ in personnel ad-
ministration. The implementation of ’programs’ or ’policies’ refers to the
organizational field where an organization follows its goals. Regarding gen-
der issues, a ’policy’ might be caused by internal or external factors. There
might be an internal coalition between trade union representatives and man-
agement to improve the employment conditions of women. External pressure
to implement equalization policy corresponds with institutional support that
is necessary for organizational survival. Cooperation with public or political
institutions might promote a gender sensible attitude of the organizational
decision makers since gender equality is an explicit goal of all relevant polit-
ical actors in Germany. Finally, an organization might signal to other actors
in the labour market that applications of highly qualified women are wanted.
The hypothesis states a negative correlation of such a policy with horizon-
tal and vertical segregation. The correlation should be clearest compared to
the two other aspects of formalization mentioned above since explicit policy
defines goals like a higher proportion of women in high status jobs at the
organizational level.

East and West Germany. As discussed above the legacy of female em-
ployment has been different for East Germany. While occupational segrega-
tion did not vanish at all in the former GDR the labour force attachment
of women was much higher than in West Germany. One expects that this
legacy especially affects the vertical dimension of segregation. Organizations
in East Germany are accustomed to women working in managerial positions.
The significantly higher labour participation decreases statistical discrimina-
tion and the gendered allocation of personnel to managerial positions. Thus,
so defined vertical segregation should be lower in East Germany compared
to West Germany. The horizontal dimension, however, is not likely to be
influenced by the organizations’ location once a set of control variables are
taken into account (i.e. organizational size, number of job categories).

It is difficult to argue for separate effects concerning organizational mech-
anisms in East and West Germany. Principally, one would expect that the
hypotheses on formalization apply for both parts of Germany. The trans-
fer of the institutional system from West to East Germany in course of the
unification process may leave organizations in East Germany with a higher
uncertainty how to apply rules and regulations. As a consequence the effects
of formalization might be moderated by that uncertainty or newness.

Economic sector. While the main focus is on the different aspects of for-
malization one needs to control for the economic sector. In Germany, the
public sector is more regulated than the private one, and it is the only seg-
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ment of the economy where gender issues are part of legal regulations. In
recruitment and promotion committees, an explicit goal is to support female
applicants if qualification of candidates is comparable. Hence, belonging to
the public sector might explain effects of formalization. I use the sector as
a control variable. In a multivariate design, an interaction of formalization
and sector might exist. Regulation might be a necessary precondition to let
formalization work.

3 Data and Variables

Two combined data sources will be used for a cross sectional analysis of 1998:
the Employment Statistics Register of the Federal Employment Office (ESR)
and the German Establishment Panel (GEP). The ESR data are collected by
the social insurance institutions for their own purposes (for more details see:
Bender et al. 1996). All employers have to submit monthly personal records
for their employees. These records contain information such as the employees’
sex, earnings, qualification, occupation and nationality. The ESR covers all
employed persons who are paying social insurance contributions, i.e. almost
80 percent of the total workforce. The remaining 20 percent are employees
not covered by mandatory social insurance. They either have earnings that
exceed upper limits (approximately more than three times the median income
of German workers) or are civil servants, soldiers, self-employed persons and
unpaid family workers.

The GEP is an annually conducted panel survey of German work orga-
nizations. It is based on a stratified random sample of 0.3 percent of all 1.6
million West German work organizations and is representative for all sectors
and establishment sizes (Bellmann 1997). ESR data allow us to aggregate
individual information on occupations at the level of establishments ending
up with data on measures of segregation: (1) I calculated the Duncan-Index
DI (see Duncan/Duncan 1955) and (2) an interaction-index FpF (Bell 1954)
in order to describe the distribution of men and women on the occupational
categories within organizations (horizontal segregation), and (3) I use a three
categorial variable that provides information on the proportions of women in
organizations’ management (vertical segregation).

The aggregated data were matched to the GEP data by establishment
numbers. Principally, the matching procedure is feasible on a yearly basis.
Since aggregation is complex and time consuming and data access is strictly
limited I concentrate on the year 1998. For this year, the aggregation was
conducted because a set of independent variables has been surveyed in the
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GEP.
In order to describe the demand side variation of segregation patterns

I selected specific organizations: the ’core job’, i.e. the most frequent oc-
cupational category, should be sex balanced in the labour market - with a
broad range from 30% to 70% female. This case selection leads to a sample
of firms where the calculated indices are not merely a product of a heavily
skewed sex distrubition in the labour market. In other words: I analyze only
those organizations where the index values might deviate from a balanced
distribution. 4

3.1 Dependent Variables

The Duncan-Index DI is the most frequently used index to describe seg-
regation patterns. Calculated for organizations, it can be interpreted as a
measure of organizational opportunity structure. The value of the index pro-
vides information on the deviation from an even distribution of both sexes to
the occupational categories that are filled within an organization. It refers
to the proportion of females who work for an organization (Hinz/Schuebel
2001). The range of possible values reaches from 0 (women and men are
evenly distributed on all occupational categories with the proportion female
working for the organization as a point of reference) to 100 (women and men
are working into totally different occupations). Figure 1 depicts the distri-
bution for all selected organizations, the average of DI is at 51.5 with a
significant variation.

In order to describe the relative isolation of females within organizations,
I calculated a hypothetical interaction probability. For females, it is defined
as follows (Bell 1954; Coulter 1989):

FpF = ΣJ
j=1(Fj/F )(Fj/Tj)

with j as j-th occupation (j=1,2,...J), J as the total number of occupational
categories, Fj as number of females in occupation j, F as total number of
females in an organization and Tj as total number of females and males in
occupation j. This index gives a weighted average of proportion female for
all occupations of an organization. Figure 2 shows the distribution for the
unweighted data set. The average is at 68.1. Again, the variance is broad.

4Additionally and in order to avoid small number problems when calculating the index
values, I only include organizations with at least 20 employees and five occupational cat-
egories (Hinz/Schuebel 2001). The number of cases decreases from N=4.016 to N=760 in
West Germany, and from N=4.660 to N=433 in East Germany. Note that the calculation
of indices excludes sex homogenous organizations by default.
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Figure 1: Organizational Structure: DI (unweighted data)

8



Figure 2: Relative Isolation: FpF (unweighted data)

The number of organizations which are subject of analyses is N=433 for
East Germany, the number for West Germany is N=760. When focussing on
managerial position, the number of cases is again reduced. In East Germany,
354 firms which fits to the selection criteria report managerial positions; for
West Germany the equivalent number is at N=534. Vertical segregation is
captured by a categorial variable which provides information on sex composi-
tion of management: all male (proportion female: 0%), predominately male
(proportion female: 1%-29%) and a broad reference category with at least
30% females in managerial positions. The distribution of this variable shows
a proportion of 43% of organizations with a ”totally male” management, 24%
of firms have a ”predominately male” management and 33% belong to the
reference category with at least 30% women working in managerial positions.

If one analyzes the distribution of the variables with respect to the total
population of organizations a weighting factor has to be taken into account.
In table 1 information for weighted data is reported - separately for East and
West Germany.
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East Germany West Germany

horizontal segregation
DI Duncan-Index (average) 58.6 57.9
FpF Interaction-Index (average) 72.4 70.4
vertical segregation
management: all male 43.4% 73.0%
management: predominately male 9.2% 10.1%
management: balanced/female 47.5% 16.9%
N 433 760

Table 1: Organizational Sex Segregation (weighted data)

Results are clear cut: horizontal segregation is only slightly higher in
East Germany. A value FpF of 70 means that the probability that a women
works together with another woman in an occupational category is 70 per-
cent. While the differences regarding horizontal segregation are very small,
we find distinct differences for the vertical dimension. Of all firms which fit
to our selection criteria (at least 20 employees and five occupational cate-
gories, balanced sex composition of ’core job’ in the labour market at large)
a relative majority (47.5%) in East Germany has a proportion of at least 30%
females, whereas in West Germany the overwhelming majority of organiza-
tions (73%) is led by a homogenous male management. Vertical segregation
is much lower in East Germany.

3.2 Independent Variables

The variables that characterize the organizational structures and policies
have been measured in the 1998 GEP questionnaire.5 The organizations
have been asked whether they use written instructions when they recruit
new personnel, whether there exist written job descriptions for the majority
of jobs, and whether they have obliged to policies to improve equal opportu-
nities for women (’equalization policy’). These items are captured by three
dummy variables. In addition, we distinguish organizations in the public
sector from other organizations, further control variables are organizational
size (as the logarithm of the number of employees) and the number of occu-

5A cross national comparison of Germany and the U.S was intended. Therefore, some
questions from the NOS (Kalleberg at el. 1996) were replicated. For a detailed discussion:
Achatz et al. (2002).
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East Germany West Germany

formalized recruitment 33% 42%
job description 65% 50%
equalization policy 7% 12%
public sector 8% 12%
log. size 4.05 4.07
number of occupations 12.51 12.56
N 433 760

Table 2: Independent Variables (weighted data)

pations within an organization.6

Table 2 provides basic information on the differences between East and West
Germany. Note that the results are based on the selection of organizations
which has been described above. Formalized recruitment is more frequent
in West Germany (42% to 33%). Probably this difference is related to a
higher demand of West German firms to hire new employers whereas East
Germans firms are still engaged in downsizing. On the other hand, written
job descriptions are used to a higher degree in East Germany (65% to 50%).
This result might refer to an institutional effect due to the economic change
in the East. Privatized firms as well as newly founded businesses had to
’plan’ their work force development in order to secure financial support by
the Treuhandanstalt and/or banks. A minority of organizations implements
’equalization policies’: in East Germany, the proportion of organizations is
at 7% which is about half as high as in West Germany (12%). Regarding the
number of organizations, the public sector in East Germany is smaller (8%)
than in West Germany (12%). The control variables do not show differences
between both parts of Germany. 7

6The probablity that a given number of employees of both sexes is distributed unevenly
across all categories is directly linked to the number of categories.

7Without the applied selection of firms with more than 20 employees, however, orga-
nizations in East Germany are smaller than in West Germany. As mentioned above, the
economic restructuring completely changed the size distribution of firms. Industrial giants
either closed down or have been partitioned into smaller units. New firms usually start
small. The additonal selection on balanced ’core jobs’ does not dramatically change the
distribution of independent variables.
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3.3 Statistical Models

In the following analysis, OLS regression models are estimated for both in-
dices that describe horizontal segregation (DI and FpF ). The interpretation
of coefficients is straightforward. They indicate the change of the dependent
index given a one unit-change of the independent variable. For dummy vari-
ables, the interpretation is easy as well: compared to the reference category
(coded as 0) the dependent index changes is higher or lower by the estimated
coefficient if the dummy variable takes the value 1. Positive coefficients are
correlated with an increase of segregation. Statistical significance is indicated
by the usual signs (* sig. ≤ 0.05, ** sig. ≤ 0.01, *** sig. ≤ 0.001).

As described the vertical segregation is measured by the proportion female
in management. Here, the categorial variable (’all male’ proportion female:
0%), ’predominately male’ proportion female: 1%-29%, ’balanced’ at least
30% females in managerial positions) is used since the percentage values are
heavily skewed. The statistical analysis is done with a multinomial logistic
regression. Because coefficients of such models are more complex to inter-
pret (Long 1997) compared to OLS I report discrete or marginal changes (see
Long/Freese 2001). These effects can be interpreted as relative change of the
outcome (probability in percent) if a dummy variable changes from 0 to 1 or
a continous covariate increases by one unit considering all other covariates at
their mean. Statistical significance is indicated by numbers (1), (2) and (3).
(1) means that the change of predicted probabilties for categories ’all male’
vs. ’predominately male’ is significant at the 5% level, (2) means that the
change for categories ’all male’ vs. ’balanced’ is significant, and (3) means
the change for categories ’predominately male’ vs. ’balanced’ is significant
at the same level.

All multivariate computation was conducted with unweighted data be-
cause important sampling criteria (size and economic sector) are controlled
in the models.

4 Results

4.1 Horizontal segregation

In table 3, the results for the DI are reported. The table has four columns:
in columns 1 and 2, one finds separate models for East and West Germany,
in column 3 a pooled data set is used with a dummy variable indicating orga-
nizations located in East Germany. Finally, column 4 shows the estimation
of a model with interaction effects of organizational variables and location.
This strategy allows to identify possibly different mechanisms for both parts
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of Germany.
Results in column 1 indicate that organizational variables do not affect

the distribution of women and men across occupations in East Germany. In
West Germany, however, all three variables that capture different aspects of
formalization have the expected effects. Formalized recruitment and equal-
ization policy reduce the level of DI whereas job descriptions increase the
value of this index (column 2). All three variables have significant coefficients,
and the model has a much better fit compared to East Germany (adjusted
R-Square 0.429 vs. 0.295).

The East/West dummy variable is added in column 3; it shows a value of
-3.22 (sig. at the 5% level), i.e. in East Germany the distribution of women
and men into jobs is on average more even compared to West Germany.
However, if interaction effects of this dummy variable with the three orga-
nizational variables are included (column 4) there is no longer a significant
main effect of location. All interaction effects have a similar magnitude and
the opposite sign of the main effects for the formalization items. This result
means that formalization influences the extent of the DI in West Germany
only. In East Germany, the effect is levelled out. The sector variable shows a
marginal impact for both parts of Germany. The controls have the expected
effects.

Table 4 reports the equivalent models for the FpF that measures the rel-
ative isolation of women in organizations. Again, one finds a better model fit
for West German organizations (adjusted R-Squares 0.234 vs. 0.128, columns
5 and 6). Job descriptions increase - according to the theoretical argument
- the extent of female isolation in West Germany whereas East German or-
ganizations are not influenced. At least in West Germany, job descriptions
contain sex-stereotypes leading to a greater isolation of female employees
in occupations at the workplace. In contrast to the DI models, the sector
variable is now of high relevance and has a positive sign. An organization
belonging to the public sector has on average a 8-9 points higher level of
female concentration compared to private and non-profit organizations. Al-
though the distribution of women and men in jobs is more even in the public
sector the relative isolation is significantly higher. Interestingly, formalized
recruitment and equalization policy do not show any impact on the relative
isolation of women. The missing impact of an equalization policy is of special
importance: although an equalization policy is correlated with a more even
distribution across all occupational categories it does not reduce the proba-
bility that females working with females. Note that the East/West dummy
has no significant impact (column 7). And again, the only significant effect
of formalization variable (job description) is no longer relevant if one looks
at organizations in East Germany (interaction effects in column 8). Control
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DI DI DI DI
(1) East (2) West (3) (4)

formalized recruitment 1.52 -4.60 -2.14 -4.02
(1.889) (1.506)*** (1.175)* (1.511)**

job description 1.68 4.537 3.34 4.68
(1.913) (1.392)*** (1.127)*** (1.411)***

equalization policy -0.24 -6.46 -4.91 -6.01
(2.654) (1.592)*** (1.359)*** (1.573)***

public sector -2.98 -2.59 -3.01 -2.84
(2.272) (1.639) (1.315)* (1.322)*

East Germany -3.22 1.75
(1.097)* (2.016)

interaction 4.35
formalized recruitment/East (2.306)
interaction -3.35
job description/East (2.329)
interaction 4.29
equalization policy/East (2.922)
log. size -14.20 -13.36 -13.83 -13.66

(1.068)*** (0.703)*** (0.582)*** (0.585)***
number of categories 0.89 1.05 1.03 1.02

(0.091)*** (0.052)*** (0.045)*** (0.045)***
constant 104.17 101.20 103.11 103.10

(4.514)*** (2.959)*** (2.528)*** (2.558)***
Adj. R2 0.295 0.429 0.379 0.381
N 433 760 1193 1193

Table 3: OLS with DI as dependent variable
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variables have the expected effects.
Compared to the DI estimation the model fit is now lower. A possible

explanation might be that the isolation index FpF reflects to a higher degree
than the DI the unmeasured supply side variation of segregation. The DI
is standardized to the proportion of females working for an organization, i.e.
an uneven proportion female meight serve as a reference. The FpF index in
itself reflects the proportion female working for an organization. There is less
variance to be explained by organizational factors and more variance due to
the occupational structure of male and female occupations, and, therefore,
to occupational choices by women and men.

If one summarizes the results of both indices one should mention the
different estimates. While the distribution of men and women in occupations
is more equal in the public sector compared to the private one the isolation
of women is significantly higher there. Independent of the more equal oppor-
tunity structure (DI), the public sector isolates women in occupations to a
higher degree. The opportunity structure as whole is influenced by formal-
ized rules while the isolation of women in female occupations is not - with
the exception of job description. Formalized descriptions what to be done by
whom are correlated by higher segregation in both dimensions. As discussed,
job descriptions might be gender-biased, and as a consequence, sorting by sex
into organizational positions is more probable. So far, the results underline
how important a distinction of different measures of segregation is.

Differences in the level of DI and FpF between East and West Germany
are not very striking. Horizontal segregation in organizations seems to be
smaller in East Germany when stuctural variables are controlled. However,
the coefficients of the interaction terms indicate that segregation patterns in
East Germany are hardly influenced by the organizational variables in the
model. All interaction effects have opposite signs to the direct effects. This
means that the influence of the organizational variables is levelled out in East
Germany. Here, horizontal segregation is not determined by the factors in
the model. I will dicuss this result in the concluding section.

4.2 Vertical segregation

Table 5 gives the results of three multinomial regression. The first one
for East Germany (upper panel), the second one for West Germany (mid-
dle panel) and, finally, a model with pooled data including the East/West
dummy variable (lower panel). The tables reports the discrete and marginal
effects (all other covariates at their mean). In East Germany, there is an
effect of formalized recruitment which cannot be found for West Germany.
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FpF FpF FpF FpF
(5) East (6) West (7) (8)

formalized recruitment 0.91 -1.28 -0.01 -1.14
(1.489) (1.083) (0.876) (1.128)

job description -0.14 3.55 2.27 3.61
(1.508) (1.001)*** (0.841)*** (1.053)***

equalization policy -1.31 1.02 -0.70 -0.60
(2.093) (1.145) (1.014) (1.175)

public sector 7.91 9.95 9.07 8.95
(1.192)*** (1.179)*** (0.980)*** (0.987)***

East Germany 0.62 1.75
(0.818) (1.505)

interaction 2.45
formalized recruitment/East (1.505)
interaction -3.56
job description/East (1.739)*
interaction -0.41
equalization policy/East (2.181)
log. size -6.16 -4.29 -4.99 -4.94

(0.842)*** (0.506)*** (0.434)*** (0.437)***
number of categories 0.31 0.11 0.17 0.17

(0.072)*** (0.038)*** (0.034)*** (0.034)***
constant 92.36 84.76 87.16 86.84

(3.559)*** (2.128)*** (1.885)*** (1.910)***
Adj. R2 0.128 0.234 0.189 0.190
N 433 760 1193 1193

Table 4: OLS with FpF as dependent variable
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In East Germany, organizations’ sex composition of management is more
likely (+12.1%) ’predominately male’ if organizations apply formalized re-
cruitment. Job description does not affect the sex composition of manage-
rial positions. However, organization employing equalization policies have
a higher probability to have a ’balanced’ management (22.3% in East Ger-
many, 10.3% in West Germany). For the economic sector, there is another
significant result: Organizations of the public sector favor a ’balanced’ sex
composition in management, and this is true for both parts of Germany. This
result underlines the specific role of the public sector for the employment of
women. Career chances are significantly better due to a more regulated pol-
icy to promote women; in addition, the higher proprotion female in the public
sector might support the advancement to management positions.

The dummy variable that distinguishes East and West Germany has the
strongest effect on managerial sex composition (see lowest panel of table
5). The discrete change is 0.384 for the category ’balanced’. In East Ger-
many, the predicted probability to have a ’balanced’ management increases
by 38.4% compared to West Germany. Thus, sex composition of manage-
ment sharply differs between East and West Germany even after controlling
for all other variables in the model. I will discuss this result in greater detail
in the concluding section.

Organizational size is correlated with vertical segregation as well. The
larger an organization is the more likely we find a ’predominately male’ man-
agement. But there is an interaction with location: a ’balanced’ management
is more likely to be found in larger organizations in East Germany. In East
Germany, organizational size shows a positive marginal effect on the ’bal-
anced’ category, the effect is negative for organizations in West Germany. 8

5 Conclusion

What has been learned about sex segregation in Germany? In line with
previous research that studied sex segregation at the level of labour mar-
kets instead of organizations one does not find considerable differences in the
extent of horizontal sex segregation between East and West German firms.
What differs are the determinants of horizontal sex segregation. In West
Germany, the models explain a remarkable share of variation. Formalized
recruitment and ’equalization policy’ reduce the DI while the effect of job
description is opposite. Relative isolation of females measured by FpF is

8We added interaction terms of location and organizational variables to these models
as well: main effects remained stable, interaction effects did not influence the outcome.
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all predominately balanced
male male
(1) (2) (3) sig.

East Germany
formalized recruitment -0.021 0.121 -0.100 (1)(3)
job description -0.043 0.031 0.012
equalization policy -0.180 -0.043 0.223 (2)
public sector -0.137 -0.084 0.221 (2)(3)
log. size -0.103 0.054 0.049 (1)(2)
Chi Square, df 63.93 10
McFadden R2 0.090
N 354

West Germany
formalized recruitment -0.101 0.071 0.030
job description -0.077 0.012 0.065
equalization policy -0.121 0.018 0.103 (2)
public sector -0.129 -0.137 0.266 (2)(3)
log. size -0.118 0.128 -0.010 (1)(3)
Chi Square, df 167.83 10
McFadden R2 0.154
N 534

pooled data
formalized recruitment -0.072 0.100 -0.028 (1)(3)
job description -0.068 0.018 0.050
equalization policy -0.159 -0.019 0.178 (2)(3)
public sector -0.166 -0.131 0.297 (2)(3)
East Germany -0.349 -0.035 0.384 (1)(2)(3)
log. size -0.115 0.103 0.012 (1)(2)(3)
Chi Square, df 324.88 12
McFadden R2 0.171
N 888

Table 5: Managerial Sex Compostion (multinomial logistic re-
gression)
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only affected by job descriptions. They heavily increase the relative isolation
and this result provides a good argument that job descriptions are probably
gender-biased.

In East Germany, all three dimensions of formalization are not associated
with the extent of horizontal segregation. Hence, the overall similar extent
of horizontal segregation in East and West Germany may be explained only
in West Germany, in East Germany, we lack such information. There are
basically four different answers to this puzzle.

A first answer would stress that concepts of formalization are imple-
mented to East German organizations while organizational decision makers
do not have experience how to use them. This argument follows the idea that
organizations in East Germany try to orientate themselves to ’blueprints’ but
do not make use of them. One could conclude that institutional arrangements
have been transferred from West to East, and the firms in East Germany use
this transfer mainly for their legitimation in the new market environment.
In the future, organizations will gradually learn how to use the tools of for-
malized recruitment, job descriptions and ’equalization policy’.

A second answer would underline the distinct job structure within East
German work organizations. The internal difference in wages might be lower
than in West Germany (as the wage structures of labour markets in both
parts of Germany indicate) and allocation of individuals to jobs might be
based on different criteria as they are evaluated in formalized procedures.

A third answer would point to the different labour market situation. A
high level of unemployment leads to alternative allocation processes. It is
much more based on individual characteristics such as age, sex, household
composition and vocational training, entitlements to unemployment insur-
ance and preferences for migration. Given the importance of these individual
level variables organizational attributes do not count much.

Finally it could be argued that sociological theory only applies to an equi-
librium - formalization is a way to explain organizational variation if and only
if the organizational environment is stable. In East Germany, the process of
restructuring is still going on - and the allocation of women and men to jobs
in organizations is under permanent change. I used a cross sectional design,
an empirical answer is left for future research.

Looking at vertical segregation, the results again demonstrated that for-
malization and its possible consequences are multi dimensional. Formalized
recruitment and job descriptions do not affect the integration of women into
management very much. However, we found strong evidence that an explicit
’equalization policy’ is correlated with a higher representation of women in
management. The same result applied to the public sector. So far, the anal-
ysis on vertical segregation is in line with the theoretical discussion. Perhaps
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the most striking result were the large East West differences in vertical seg-
regation. If we look at the integration of women in managerial positions
East Germany has a much more modern labour market compared to West
Germany, with East Germany being at about the level of the U.S. It seems
reasonable to assume that a higher labour force participation is a neces-
sary condition to reduce the extreme vertical segregation in West Germany.
Again, one should note that the analysis is based on cross sectional data.
If processes of competition lead to male inroads into female domains in the
service sector (which grew significantly while all industrial (predominately
male) employment shrunk) - as Falk (2002) assumes - the relatively good
position of East German women might become worse in the future. But the
difference is at such a high level that a higher competition with males hardly
affects the ’cultural’ signal: Women are attached to permanent labour force
participation - in this sense East German women have a ’cultural advantage’.
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