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Using the evaluation of hypothetical job o�ers in a discrete choice experiment,

we analyse which characteristics of employment positions are relevant to men

and women when deciding between job o�ers. Thereby, we investigate whether

preferences for work arrangements are gender specific. The analysis shows

that on average, women have a stronger preference for part-time work than

men, and that the career prospect of a job is more important to men than to

women. Furthermore, we use heterogeneity within genders to study whether

gender specific preference patterns result from gendered considerations of family

formation. We find that certain men and women, especially those who plan to

have children and have traditional intentions about the division of labor in the

household, evaluate work relationships more strongly according to gender roles

than others. This analysis of hypothetical employment choices provides valuable

insight into the preference structure of men and women, which proves to be

heterogeneous within and between genders.

KEYWORDS

preferences, gender roles, family formation, division of labor, gender inequality, discrete
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1. Introduction

Women in Switzerland earn 19% less than men (Federal Statistical Office, 2021, p.

32), with consequences for their financial security in retirement and their economic

independence (Madero-Cabib and Fasang, 2016). A large part of this gender pay gap is

explained by chosen profession (Schmid, 2016). But even within occupations, women earn

less than their male colleagues as they are more likely to work part-time (Federal Statistical

Office, 2021, p. 41), more likely to take time off for care work (Federal Statistical Office, 2021,

p. 20) and less likely to hold management positions (Federal Statistical Office, 2021, p. 38).

Additionally, unpaid labor is unequally distributed among men and women, with women

spending more time on care work, housework and volunteer work. Overall, women perform

60% of unpaid work, while men account for 61% of paid work (Federal Statistical Office,

2022).

The common explanation is that these gender specific employment situations within

and across occupations and the resulting gender pay gap arise from different preferences

(Hakim, 2002; Schmid, 2016). While gender preferences might be partly due to biological

differences (Eagly andWood, 2012), a large part are based on gender specific needs, primarily

for reconciling work and family life (Polachek, 1981; Becker, 1985), which are said to result

from the gendered division of labor, in which women are traditionally the primary caregivers

and men the primary breadwinners of the family. Due to the persistence of this seemingly
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traditional division of labor in gender norms and stereotypical

life course expectations, men and women develop different work

preferences. Women value work arrangements that allow them to

combine work with care responsibilities, e.g., good working hours,

while men value high earnings in order to provide for the family.

The purpose of this study is to test this hypothesis of gender

differences in job preferences by analyzing the evaluation of

hypothetical job offers by childless men and women in their mid-

twenties in a discrete choice experiment. Our contribution to the

literature is threefold: first, by analyzing the extent to which specific

job characteristics are taken into account when deciding between

two job offers, we investigate whether the different work realities

of men and women actually represent gendered preferences.

Second, the analysis of preference heterogeneity between and

within genders allows us to comparemen andwomenwith different

intentions to start a family and attitudes toward the division

of labor in the household. This is relevant to the question of

whether gender specific preference patterns are actually the result

of gender specific considerations about family formation. Third,

much of the evidence on gender differences in work arrangements

is based on either observational data on the de facto different

situation in the labor market or on stated preference data. The

use of choice experiments can be considered to be the most

reliable method to reveal preference heterogeneity, because, unlike

observational studies, they can control for selection effects and

problems associated with endogeneity. Moreover, compared to

stated preference, this method disentangles the effects of specific

job characteristics, allowing us to identify their relative importance.

Our contribution provides valuable insights into preference

heterogeneity within and between genders thereby extending

existing knowledge on gendered patterns of employment

arrangements. Hierarchical linear probability models of the choice

experiment confirm that women have a stronger preference

for part-time work than men, while career advancement is

more important to men than to women. On closer inspection,

these gender preference patterns are most pronounced among

respondents who intend to have children and who have traditional

attitudes toward the division of labor.

The article is structured as follows: First, the theoretical

background of gender preferences is discussed, followed by a brief

overview of the current state of research. This is followed by a

discussion of the experimental design and the analysis strategy. The

results are presented in three steps before finally, the limitations and

need for further research are discussed, followed by the conclusions.

2. Gender specific preferences

Paid and unpaid labor is highly gendered regarding multiple

dimensions. Both human capital theory (Becker, 1985) and social

role theory (Eagly and Wood, 2012) trace the gender differences

in the labor market back to the domestic specialization of work in

families. The social role theory emphasizes the relevance of gender

roles and stereotypes. Gender role expectations are embedded in

the minds of individuals and shared with the community, resulting

in a social consensus that forms the basis of social structures and

culture (Eagly and Wood, 2012). In the process of socialization,

men and women internalize specific gender roles and gender

specific values (Eccles, 2011). While masculinity is associated with

achievement, dominance and competition, femininity is described

as nurturing and considerate (Williams and Best, 1990; Croson

and Gneezy, 2009; Eagly and Wood, 2012). Following these gender

stereotypes, men are more career focused, value professional

advancement and are less likely to shy away from a competitive

work atmosphere (Konrad et al., 2000), while women value a

pleasant, collegial working environment (Williams and Best, 1990)

and are less career-driven (Konrad et al., 2000). People live up to

these expectations regarding the suitability of men and women for

different tasks, thereby reinforcing gender roles (Eagly and Wood,

2012), because they believe that others will respond to them in a

better way if they confirm their ascribed gender role, while deviant

behavior will be punished (Anderson et al., 2001; Byron, 2007).

Women are expected to be responsible for housework and

taking care of children, while men are expected to serve as the main

breadwinner of a family (Polachek, 2004). Human capital theory

(Becker, 1985) emphasizes that these gender roles affect women’s

and men’s career choices and educational decisions differently.

Women choose careers and work arrangements that are compatible

with family responsibilities. Men, on the other hand, choose careers

and jobs that allow them to meet the demands of being the

primary breadwinner (Gabay-Egozi et al., 2014). This is driven

by rational calculations leading men and women to deliberately

prioritize either success or compatibility, and to invest in their

human capital accordingly, depending on how they individually

anticipate future family responsibilities. In other words, in line with

the domestic division of labor, men invest more in the labor market

than women, who invest more in the private sphere of family life,

which consequently translates into higher wages and steeper careers

for men. It is a self-perpetuating circle. When women work on

average fewer hours than men, they gain less work experience and

are thus confronted with fewer opportunities for advancement and

lower wages by employers (Polachek, 2004).

The gender differences in social roles and investment in

human capital lead, on the one hand, to men and women

developing gendered occupational aspirations and choosing

different professions (Polachek, 1981; Gottfredson, 2002). The

Swiss labor market is characterized by large and persistent

horizontal occupational gender segregation (Sousa-Poza, 2003;

Becker and Glauser, 2015). On the other hand, working

arrangements are gendered both within and between occupations:

Women are paid lower salaries, are more likely to work part-

time (Federal Statistical Office, 2021, p. 41) and are less likely to

be in high level positions (Federal Statistical Office, 2021, p. 38).

While horizontal occupational segregation and gendered working

arrangements are interrelated aspects of gender differences in labor

market participation, in our analysis we focus on this second aspect,

the gender specific work preferences and investigate the differences

in men and women’s valuation of specific job characteristics.

In summary, social role theory and human capital theory

show that the traditional division of roles between men and

women emerges from the domestic division of labor, which in

turn leads to gender differences in labor market investment and

preferences for work arrangements. This theoretical background

constitutes the basis for our main hypothesis that men and
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women have different preference structures with regard to work

arrangements (Hypothesis 1). In line with gender roles and the

traditional division of labor, we expect that women have a stronger

preference for part-time work than men (Hypothesis 1a) and

that the career prospects of a job are more important for men

than for women (Hypothesis 1b). According to theory, these

gender specific preference patterns are determined by gender

specific considerations of family formation and career expectations.

Therefore, we assume gender specific preferences to be more

prevalent amongmen and womenwith family formation intentions

(Hypothesis 2) and traditional gender role attitudes (Hypothesis 3).

3. State of research

Overall, the state of research confirms the theoretical

assumption that men and women have different preferences for

work arrangements. This is especially evident with regard to

attributes that increase the family compatibility of a job (Konrad

et al., 2000; Kaufman and White, 2015; Wiswall and Zafar, 2018;

Petrongolo and Ronchi, 2020; Le Barbanchon et al., 2021).

While much of the state of research is based on measures

of stated preferences, choice experiments are increasingly being

conducted to study work-related preferences. Some interesting

results have emerged from choice experiments on gendered job

preferences, which we present below.

Wiswall and Zafar (2018) find clear gender differences

in preferences for part-time work. According to their choice

experiment, women are willing to give up over 7% of their salaries

to work part-time, while men are only willing to give up just

over 1%. Other research, however, concludes that while men are

reluctant to work part-time and prefer full-time jobs (De Schouwer

and Kesternich, 2022), women do not have a preference for part-

time work, but consider part-time and full-time jobs to be equally

attractive (De Schouwer and Kesternich, 2022; Non et al., 2022).

The experimental evidence also shows that women value flexibility

in the form of autonomy over working hours or the possibility of

home office more than men do (Datta, 2019; Valet et al., 2021;

De Schouwer and Kesternich, 2022; Non et al., 2022). According

to Valet et al. (2021), it is more important for women to have a

flexible job instead of a high-paying one, whereas for men these

two characteristics are of equal importance. However, other studies

do not find any gender difference in the evaluation of flexible

working hours, home office possibility or overtime work (Datta,

2019; Seehuus, 2023). While several studies confirm the theoretical

assumption that men place more value on higher wages due to

the male breadwinner gender role (Wiswall and Zafar, 2018; Valet

et al., 2021; Seehuus, 2023), other findings find no difference in

the importance of wages between men and women (Non et al.,

2022). Further differences are found in the preference for fixed

wages over performance-based wages (Non et al., 2022), which is

explained by varying degrees of competitiveness. Regarding the

social impact of their employment, De Schouwer and Kesternich

(2022) show that women consider it to be more important that

their work has a positive effect on society. Moreover, women prefer

working in the non-profit sector more than men (Non et al.,

2022). Regarding the question of whether job security is more

important to women or men, the experimental research literature

has produced inconsistent results (Wiswall and Zafar, 2018; Datta,

2019; Valet et al., 2021; Non et al., 2022). Furthermore, the research

literature also does not show clear gender differences in preferences

concerning the reputation of the company, the gender composition

of the workforce and the support of further training (Wiswall and

Zafar, 2018; Valet et al., 2021).

With regard to the role of family formation and future division

of labor, theory suggests that gendered preferences arise from

different expected gender roles in families (Becker, 1985; Eccles,

2011). Some researchers confirm that family responsibilities are

important in predicting gendered preferences. Childless women

place a lower value on flexibility than mothers, while income

and professional advancement are more important to fathers than

to childless men (Corrigall and Konrad, 2006). Examining the

role of attitudes toward the division of labor in mediating job

preferences, there are pronounced differences within the groups

of men and women. Using stated preference data from Sweden,

Kaufman and White (2015) show that professional advancement

is more important for egalitarian women, while traditional women

especially value family-friendly job attributes such as part-time

work. Additionally, egalitarian men prefer part-time work more

strongly than traditional men. While Traditional men, on the

other hand, are more concerned with wage and professional

advancement. To date, no experimental research has analyzed

family formation intentions and attitudes toward the division of

labor as mediators of gender specific job preferences.

4. Data and methods

4.1. Data and description of the sample

In this contribution, we aim to test the hypotheses outlined

in the previous section using the evaluation of hypothetical job

offers in a discrete choice experiment (Louviere et al., 2000),

that was included in the tenth wave of the DAB panel study

(Becker et al., 2020). The DAB (Determinants of educational

choices and vocational training opportunities) panel study tracks

the educational and occupational trajectories of adolescents born

around 1997 who concluded lower secondary education in regular

classes of public schools in the German-speaking cantons of

Switzerland in the summer of 2013. It is based on a stratified

random sample of 8th grades of the 2011/12 school year that have

so far been surveyed ten times. All respondents of the tenth survey

wave participated in the survey experiment.1

At the time of the 10th wave, the sample of the DAB study (Nt10

1,829) was in their mid-twenties and is briefly described in the

following section along relevant characteristics. While the majority

(98%) has not yet started a family, two-thirds of respondents are

in a committed relationship with a quarter living in a shared

household with their partner. The majority of those surveyed

(76%) state that they would like to have children at some point

in their life and 15% of respondents say they do not. While

1 More Information on theDAB panel study, aswell as a detailed description

of the sample selection and response rate, can be found on the website

dab.edu.unibe.ch. The data sets of the first four waves are available at

SWISSUbase. The experimental data can be requested from the authors.
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half of all women want to have children in the next five years,

only 35% of men say the same. When it comes to organizing

care and work responsibilities within the family, more than half

of the respondents have a balanced view, agreeing that women

and men should share paid work and housework equally. A

further 27% have traditional attitudes, regarding men as primary

breadwinners and women as primary caregivers. Only 3% of

respondents state anti-traditional attitudes, seeking a role reversal

between typical masculine and feminine responsibilities. Almost

all DAB respondents have completed secondary education at the

time of the survey experiment. About a third had also completed

some type of higher education. This proportion is higher for

women. Furthermore, one third (28%) of the sample is currently

enrolled in tertiary education. However, most participants (65%)

are currently in paid employment.2 These proportions are balanced

between genders. The detailed distribution of respondents’ highest

educational attainment, current employment, desire to have

children and attitudes toward the division of labor is shown

in Table S1 in the Appendix. The associations between current

employment and intentions to start a family and gender roles are

presented and discussed in the Appendix (Tables S2–S5).

4.2. Experimental design

In survey-based choice experiments, respondents are

asked to choose the most preferred option among several

alternatives (Louviere et al., 2000). By systematically varying

the specific characteristics of the alternatives, it is possible

to determine how important these characteristics are to the

decisions under study. The use of choice experiments to

measure preferences allows the analysis of counterfactuals in an

environment of reduced complexity and complete transparency,

thus providing the opportunity to single out the valuation of

particular attributes for sociological research questions. The

use of survey experiments and discrete choice experiments in

particular is fairly novel in social science research (Auspurg

and Liebe, 2011; Liebe and Meyerhoff, 2021), having originated

in market and transport research where consumer preferences

for products and services are of practical interest (Louviere

et al., 2000; Liebe et al., 2021). In this paper, we apply a discrete

choice experiment to investigate gendered preferences for

working arrangements.

The respondents of the tenth survey wave of the DAB panel

sturdy were asked to imagine that they are looking for a new job

and have applied for various positions in their occupational field.

They were presented with a series of hypothetical but realistic job

offers, all within reasonable commuting distance and in line with

their qualification. The positions varied systematically for a set of

2 The assignment to the group of employees or students is based on their

primary activity, i.e. the activity that the respondents considered to be most

relevant and time-consuming. A third of respondents whose main activity

at the time of the survey was paid employment participate in some form

of training either as part of or in addition to their employment. Additionally,

part-time employment while studying is common in our sample, with 48% of

students having a student job.

TABLE 1 Example of a choice set.

Attribute Levels

Wage 10% lower than usual or

as usual in the industry or

10% higher than usual

Workload 100% or 80%

Reduction of workload is not possible or possible

Working hours are not flexible or flexible

Company supports further training no or yes

Opportunity for professional

advancement

no or yes

Working atmosphere rather competitive or rather collegial

Reference category is indicated in bold in the table above.

seven attributes representing cost and utility dimensions, which are

shown in Table 1. The monetary compensation of work is taken

into consideration by including monthly wage in relation to the

average pay in the prospective industry (10% higher; 10% lower or

as high as usual). Two attributes concerning the number of hours

worked are included as measures of the compatibility of family

and care obligations and employment. One describes the position’s

initial employment percentage (80 or 100%) and the other whether

a future reduction is possible. Another attribute indicates whether

the working hours are fixed, i.e. whether the employer dictates

when one has to work or whether one can arrange one’s working

hours flexibly. The career potential of a job is described in the

choice experiment by two attributes. On the one hand, whether the

employer offers financial support for further training and whether

it is possible to use working time for such training. On the other

hand, by whether the job promises good career opportunities, i.e.,

a higher position in the company is in prospect. And finally, the

working atmosphere is described as either more competitive or

more collegial to characterize the interpersonal work environment.

The hypothetical employment offers were presented in four

choice sets of two alternatives each. Meaning that all participants

of the tenth survey wave were asked four times to evaluate

two hypothetical job offers that systematically differed in the

characteristics described above and were displayed as a table. To

generate these choice sets, we took a fractional factorial of 48 two-

alternatives choice sets from the 192 possible combinations of the

seven characteristics and group these in 12 blocks. The participants

were assigned randomly to one of the 12 blocks. The D-efficiency

is 93 when all two-way interactions are taken into account. For

each choice set the respondents were asked to indicate which job

offer of the two they find more attractive (forced choice) and which

job offer they would prefer to accept if they also had the option

of rejecting both (opt-out/unforced choice). One thousand eight

hundred twenty-nine respondents took part and 7,163 preferences

as well as 7,273 choices were collected. An illustration of the

instructions to the respondents and one example choice set is

provided in the appendix.
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4.3. Analytical strategy and explanatory
variables

To test our theoretical hypotheses regarding gendered

preferences for work arrangements, we estimate the effect of an

employment characteristic on the probability of choosing one

position over the otherwise identical other using linear probability

models nested in respondents and choice sets. This strategy

allows considering the panel structure of the data (Auspurg and

Liebe, 2011) and has statistical benefits compared to logistic

regression (Mood, 2010; Gomila, 2020). In a first step we fit a

linear probability model of all job attributes on the preference

variable and include interaction terms of each job attribute with

gender to analyse the gender difference in the valuation of each

characteristic. The different preferences of men and women and

the difference between them are shown separately for each model.

In a second step, we estimate models for separate groups by family

formation intention and expectations regarding the division of

labor in families. The interaction terms between gender and each

job attribute is included, allowing us to observe between-gender

differences within these subgroups and test hypothesis 2 and 3.

In a third step, a three-way interaction model is calculated with

interaction terms between occupational characteristics, gender and

the explanatory grouping variable, i.e., family formation intentions

or attitudes toward division of labor. Based on this model, the

estimated probabilities for men and women by subgroup are

calculated and the differences between the estimates are tested,

showing the different effects by subgroup within gender in a

comprehensive way.

Data from the tenth survey wave of the DAB panel study is used

to examine the explanatory power of family formation expectations

and gender roles regarding gendered preferences for the division

of labor in families. The respondents are divided into four groups

by their answer to the questions “Do you intend to have children?”

and “At what age can you imagine having your first child?”. The

first group includes those who anticipate early parenthood and

definitely want to have children in the near future (before the

age of 30); the second group includes those who anticipate late

parenthood and want to have children but not until after the

age of 30; while those who anticipate childlessness, who probably

or definitely do not want to have children, make up the third

group. The fourth group contains those who did not answer this

question or had not yet thought about having children. The results

of this residual group are not further discussed as they are not of

substantive interest. The calculation can be found in the Appendix

(Table S8). Respondents were also asked what they thought is the

best arrangement for organizing family and work life as a couple

when they have young children. The six response options included

two solutions corresponding to the conservative male breadwinner

model (woman part-time or not working, man full-time), two

egalitarian arrangements (both working full-time or part-time) and

two anti-traditional arrangements (man part-time or not working,

woman full-time). The estimation for those who did not answer this

question are included in the Appendix (Table S9).

In this publication, we present results based on the choice

of the respondents to the forced choice answer. There is an

ongoing debate regarding the inclusion of an opt-out option

in choice experiments. Forced choice can introduce bias by

forcing respondents to choose between two offers, both of which

they may find unsatisfactory (Campbell and Erdem, 2019). The

inclusion of an opt-out option, however, more closely resembles

a genuine job search process and allows the analysis of status quo

effects (Meyerhoff and Liebe, 2009). Although in the experimental

condition respondents were asked to imagine that they were

currently looking for a new job, their status quo is not specified,

so it is unclear whether rejecting both offers would result in

hypothetical unemployment, staying in the current job, or some

other situation. This can lead to bias in the effects due to the

diversity of the respondents’ initial circumstances. Additionally, the

opt-out option can lead to loss in efficiency, as it is cognitively less

challenging for the participants to refuse to choose, regardless the

composition of the job offers (Veldwijk et al., 2014). A two-stage

questioning process, as was implemented in the choice experiment

analyzed in this contribution, does not demand much more effort

from participants and allows controlling the robustness of the

decisions (Scott and Witt, 2020). For the purpose of the following

presentation of the results, the analyses have been calculated using

the forced-choice response, indicating which of two job offers is

considered more attractive. All analyses were replicated using the

unforced opt-out response with only minor substantive differences,

which are contrasted in the discussion section.

5. Results

5.1. Overall

Figure 1 shows the results of the choice experiment for

all respondents. Each attribute’s effect size reflects the change

in probability of choosing the alternative, holding other

attributes constant. All monetary and non-monetary job

characteristics included influence the choice of employment

position, as can be seen on the left-hand side of Figure 1.

A higher income, flexible and reduced working hours,

as well as professional advancement and further training

opportunities increase the attractiveness of an offer. However,

whether the hypothetical work environment is described

as collegial rather than competitive is the most important

characteristic for both men and women, followed by opportunities

for advancement.

In line with hypothesis 1, there are gender differences in

preferences for workload, possibility of reducing workload, career

advancement opportunities and working atmosphere, as can be

seen from the interaction effect on the right-hand side of Figure 1.

Thereby, the direction of these effects is in line with theoretical

expectations and the state of research: Women value a lower

workload and a collegial working environment more highly than

men do (hypothesis 1a), while men value career prospects to

a greater extent than women do (hypothesis 1b). There are no

gender differences concerning the valuation of salary, flexible

working hours and the support of further training. While the

gender differences are in line with theoretical expectations, women

still value the opportunity for advancement more highly than the

attributes that describe compatibility with family.
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FIGURE 1

Results for all respondents based on linear probability model (N = 14,326) nested in respondents (n = 1,796) and choice sets (n = 7,193). (Left)

Estimated change in probability by gender to choose the job o�er given the specific level of the attribute. (Right) Interaction e�ect between gender

and attribute. 95% confidence interval. Based on Table S7 in appendix.

5.2. Family formation

The division of labor between men and women is at the center

of the theory of gender differences in preferences. We examine

preferences according to family formation plans in order to test

whether hypothesis 2 holds, i.e., that women act in anticipation of

the role of primary caregiver and men in anticipation of the role of

primary breadwinner.

Figures 2–4 present linear probability models of gendered

preferences for working arrangements for three groups, those

who anticipate to be parents before the age of 30, those who

want children later and those who intend to stay childless. The

preference structure of those respondents intending to start a

family before the age of 30, meaning within the next five years,

is plotted in Figure 2 and is similar to the overall model. While

men who anticipate young fatherhood show no preference for part-

time jobs, women who anticipate young motherhood prefer part-

time jobs. Additionally, being able to reduce working hours has

a significantly larger impact on the job choice of these women

than men. Overall, however, for both men and women who want

to have children early, a collegial working atmosphere and career

advancement opportunities are more decisive than family-friendly

working hours. Thereby, women show a slightly higher valuation

of support for further training measures, while men show a slightly

more pronounced emphasis on career advancement opportunities.

In the group of respondents who intend to become parents after

the age of 30, we find less pronounced gender specific differences

in preferences, as shown in Figure 3. Both genders show an equally

strong preference to reduce working hours and for further training

opportunities. However, also in this group, the career perspective

of the offered position is more decisive in men’s job choice, while

women show a stronger preference for part-time work. Moreover,

the working environment is amore decisive factor for the women in

this group than for themen. Formen andwomenwith the intention

of starting a family beyond the age of 30, career advancement

opportunities and collegial working atmosphere are the two most

influential workplace characteristics, with the former being more

influential for men and the latter more influential for women.

Respondents who do not indent to become parents show hardly

any gender differences in their preferences for work arrangements,

these results are plotted in Figure 4. Women and men who do

not want to have children both show no preference for part-

time positions, and equally value flexible working hours and the

possibility of reducing workload. Wage, training opportunities and

the working atmosphere are also equally influential in the choice of

positions for men and women in this group. However, even in this

group of those anticipating childlessness, career prospect is a more

decisive factor in men’s choice of position than it is for women. In

summary, the theoretically expected gendered preference pattern

regarding part-time employment is found among respondents

anticipating parenthood—not, however, among those respondents

who intend to stay childless. The pattern that the career prospect of

a position is more decisive for men than for women is found in all

three groups studied, i.e. seemingly independent of the intention

to start a family. Furthermore, the compensation of a position

is equally important to men and women across different family

formation scenarios.

5.3. Gender role attitudes

To test the third hypothesis, that gender preferences are most

prevalent among those who have internalized traditional their

gender role attitudes, we divide our sample on the basis of their
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FIGURE 2

Results for intended early parents based on linear probability model (N = 6,134) nested in respondents (n = 767) and choice sets (n = 3,067). (Left)

Estimated change in probability by gender to choose the job o�er given the specific level of the attribute. (Right) Interaction e�ect between gender

and attribute. 95% confidence interval. Based on Table S8 in Appendix.

FIGURE 3

Results for intended late parents based on linear probability model (N = 4,698) nested in respondents (n = 588) and choice sets (n = 2,349). (Left)

Estimated change in probability by gender to choose the job o�er given the specific level of the attribute. (Right) Interaction e�ect between gender

and attribute. 95% confidence interval. Based on Table S8 in Appendix.

attitudes toward the division of labor in couples with young

children. Amongmen andwomenwho adhere to traditional gender

role attitudes, i.e. male breadwinner and female caregiver, we find

clear gender differences in the evaluation of work arrangements

that corresponding to traditional gender roles, as shown in

Figure 5. A collegial working atmosphere is the most influential

workplace characteristic for traditionally oriented women, closely

followed by the career prospects, support for further training

and the possibility to reduce working hours, which factor into

the decision to a similar extent. Traditional men, on the other

hand, also rate the working atmosphere to be one of the most

decisive factors next to career prospect. Remarkably, traditional
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FIGURE 4

Results for intended childless respondents based on linear probability model (N = 2,130) nested in respondents (n = 267) and choice sets (n = 1,065).

(Left) Estimated change in probability by gender to choose the job o�er given the specific level of the attribute. (Right) Interaction e�ect between

gender and attribute. 95% confidence interval. Based on Table S8 in Appendix.

men, show a negative preference for a part-time position and

only a slight preference for the possibility to reduce the working

hours. The only group that does not show any significant gender

specific differences in the evaluation of job offers is the group of

respondents who have an egalitarian attitude toward the division

of labor in families, as shown in Figure 6. Figure 7 illustrates the

results of the respondents with anti-traditional values toward the

organization of paid and unpaid work in families. Even though

this group is relatively small (61 respondents), there are remarkable

and significant differences, regarding the evaluation of salary,

flexible working hours and further training. Lower pay puts women

with anti-traditional attitudes off, while it does not matter for

anti-traditional men. Within this group, women demonstrate a

preference for the reduction of working hours, while men prefer

a part-time position. Remarkably, flexible working hours are one

of the most important job characteristics for anti-traditionally

minded men, while anti-traditionally minded women do not

favor flexible working hours compared to fixed working hours.

Whether the future company supports further training financially

does not seem to matter for the decision of anti-traditional

men, whereas it matters strongly for women. Additionally, both

genders value opportunity for advancement and a collegial working

atmosphere equally. These results are largely in line with reversed

gender norms. Men who plan to be the primary caregiver value

flexible working hours, while women who plan to be the primary

breadwinner value further training and higher pay. Compared to

men with anti-traditional values, women clearly reject low pay and

part-time work, but nevertheless show no greater emphasis for

advancement opportunities.

This subgroup analysis presented so far disentangles the overall

results in respect to anticipated roles in the division of labor

and yields the theoretically expected outcomes. Men and women

with traditional values have different preferences for part-time

work and career opportunities, with women expecting to be the

family’s primary carer and men the breadwinner. This gendered

preference pattern is not found in egalitarian minded men and

women, who intend to share paid and unpaid labor equally.

Among men and women who endorse anti-traditional gender

roles, women who would like to act as primary breadwinner and

men as primary caregiver, marked differences in the valuation of

work arrangements are found which are contrary to those in the

traditional group.

5.4. Within-gender di�erences

As a third and final step, we present the results of two models

that also compare within-gender differences: the first includes

three-way interactions between job characteristics, gender and

family intentions, and the second model includes interactions

between job characteristics, gender and ideal work arrangements.

Only the attributes that are of substantial interest are presented in

the following.

We observe some heterogeneity within gender when

comparing men and women with different family formation

intentions (Figure 8), however, only one within gender comparison

is statistically significant. Men who do not expect to become fathers

until after the age of 30 have a more pronounced desire to reduce

their working hours than men who are planning to become fathers

at an early age (χ2
= 7.14, p < 0.01). So anticipating fatherhood

does seem to influence how the option of reducing working hours
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FIGURE 5

Results for traditional respondents based on linear probability model (N = 3,914) nested in respondents (n = 490) and choice sets (n = 1,957). (Left)

Estimated change in probability by gender to choose the job o�er given the specific level of the attribute. (Right) Interaction e�ect between gender

and attribute. 95% confidence interval. Based on Table S9 in Appendix.

FIGURE 6

Results for egalitarian respondents based on linear probability model (N = 7,826) nested in respondents (n = 979) and choice sets (n = 3,913). (Left)

Estimated change in probability by gender to choose the job o�er given the specific level of the attribute. (Right) Interaction e�ect between gender

and attribute. 95% confidence interval. Based on Table S9 in Appendix.

is perceived. However, men do not show a statistically significant

preference for part-time work, regardless of family formation

intention, while women of all groups do. In summary, we find

hardly any within gender differences regarding the evaluation of

part-time work, the reduction of working hours and opportunity

for advancement. However, as discussed in the previous analysis,

the variation in preferences is large enough to detect substantial

between gender differences in the respective subgroups of family

formation intentions.

The pattern is more pronounced when combining the effects

of gender and gender role attitudes, as presented in Figure 9.

Comparing men and women with different attitudes to the division
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FIGURE 7

Results for anti-traditional respondents based on linear probability model (N = 490) nested in respondents (n = 61) and choice sets (n = 245). (Left)

Estimated change in probability by gender to choose the job o�er given the specific level of the attribute. (Right) Interaction e�ect between gender

and attribute. 95% confidence interval. Based on Table S9 in Appendix.

FIGURE 8

Results by family formation intentions based on linear probability model (N = 14,326) nested in respondents (n = 1,791) and choice sets (n = 7,163).

Includes all three-way-interactions between attributes, gender and family formation intention. 95% confidence interval. Based on Table S10 in

Appendix.

of paid and unpaid work, there are considerable differences

in how much importance they attach to not being underpaid.

Anti-traditional men are the only group who do not reject

underpaid positions. They are less opposed to below-average pay

than traditional men (χ2
= 4.80, p < 0.05). Anti-traditional

women, one the other hand, are more reluctant to accept a

lower salary than egalitarian women (χ2
= 5.15, p < 0.05).

While all other subgroups prefer part-time positions over an

otherwise equivalent full-time position, traditionally minded men

prefer to work full time. On the other hand, anti-traditional

women—who aspire to be the main breadwinner in a household

with a partner who takes on the caring responsibilities—are

indifferent between part-time and full-time offers. Thereby, women

with egalitarian attitudes toward the division of labor show

a stronger preference for part-time jobs than women with

traditional (χ2
= 4.81, p < 0.05) or anti-traditional (χ2

=

5.00, p < 0.05) attitudes. Although anti-traditional men prefer

part-time jobs, they do not favor the possibility of reducing

working hours in the future. Egalitarian men want to be able to

reduce their working hours much more than traditional (χ2
=
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FIGURE 9

Results by attitudes toward division of labor based on linear probability model (N = 14,128) nested in respondents (n = 1,766) and choice sets (n =

7,064). Includes all three-way-interactions between attributes, gender and ideal division of labor. 95% confidence interval. Based on Table S11 in

Appendix.

14.83, p < 0.001) and anti-traditional men (χ2
= 8.94, p <

0.01). While the group of anti-traditional minded men and

women seem to be outliers regarding the evaluation of monetary

compensation and compatibility, they demonstrate comparable

preferences when it comes to opportunities for advancement.

All groups of women desire professional advancement equally

strong among each other (p > 0.05 for all subgroups).

Meanwhile, traditional men value advancement opportunities

the most; significantly stronger than egalitarian men (χ2
=

5.45, p < 0.05). Egalitarian men, on the other side, do not

differ in their valuation of professional advancement compared

to women, regardless of the latter’s attitudes (p > 0.05 for

all subgroups).

In summary, both men and women choose their employment

position based both on family compatibility and career prospect.

The extent to which these criteria are taken into account in career

choices varies by gender role attitudes. Differences are observed

between egalitarian and traditional men, with egalitarians focusing

on both compatibility and career prospects, whereas traditional

men prioritize the latter. The pattern cannot be confirmed for

women. While we do find differences in the evaluation of job

attributes by gender role attitudes, hypothesis 3, that gender

specific preferences are particularly pronounced among people

with traditional attitudes, cannot be confirmed.

6. Discussion and conclusion

This paper analyses gender differences in preferences for

different job attributes using a discrete choice experiment.

According to gender role theory and human capital theory, men

and women have internalized different values regarding their

roles in paid and unpaid work. Women are socialized with the

assumption that they will act as primary caregivers and therefore

learn to value employment opportunities that allow them to balance

work and family life, while men are socialized with the assumption

that they will act as primary breadwinners and therefore come to

emphasize high salaries and career advancement (Becker, 1985;

Eagly and Wood, 2012). The 1,829 respondents of the DAB panel

study (Becker et al., 2020) were presented four scenarios where they

had to choose between two job offers which varied in the attributes

of wage, workload, working hours, support for further training,

opportunity for advancement and working atmosphere.

6.1. Main findings

For both men and women, opportunities for professional

advancement and a collegial working environment are the most

important job characteristics. Part-time positions, the possibility

to reduce working hours and a collegial working atmosphere

are more highly valued by women than by men, while men

place more importance on opportunity for advancement than

women. This confirms our first hypothesis that preferences for

job characteristics differ between genders. To further investigate

whether these gendered preference patterns are indeed the result

of gendered considerations related to family formation and

caring responsibilities, the heterogeneity of preferences between

and within genders is compared, taking into account different

intentions to start a family and attitudes toward the division

of labor in the household. In general, the differences found are

not conclusive enough to confirm hypotheses two and three.

Irrespective of family formation intentions and attitudes, career

prospects are more important for men than for women – with the

exception of anti-traditional men, who do not differ significantly

from women in this respect. However, the pattern of women

preferring part-time positions and valuing the possibility of

reducing their working hours in the future, while men seek full-

time jobs, is particularly pronounced among those who expect to

have children and among those with traditional values regarding

the division of labor in the family. Among those who do not
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anticipate parenthood or have anti-traditional views, this pattern

is not found or is even reversed. There are hardly any gender

differences in terms of monetary compensation, support for

training and flexibility of working hours, with the exception of anti-

traditional men and women. While a collegial working atmosphere

is one of the most important factors in the choice of workplace

across all subgroups, gender differences are only found among

those who expect to have children in the next few years.

In summary, our experiment confirms that preferences for

work arrangements are gender specific. When deciding between

job offers, different employment characteristics are of different

importance for men and women. In particular, the unequal

distribution of men and women in part-time and full time positions

can be traced back to gendered preferences in line with the need

for compatibility of work and family obligations. The fact that

men are more likely to advance in their careers than women

can also be attributed to their stronger emphasis on professional

opportunities when choosing a new position. However, this pattern

is not based on the need to be the family’s main breadwinner or

main carer, as men who do not intend to start a family also place

this emphasis on career, while even women who do not expect to

have childcare responsibilities are less career-oriented than their

peers. Women do not seem to choose either family compatibility

or career success at the expense of the other, as women do not

differ in their assessment of career opportunities, regardless of

intentions to start a family or ideal division of labor. Since the

difference between men and women in terms of the importance

of advancement opportunities persists across different individual

situations, we conclude that this is deeply rooted in gendered

role socialization based on stereotypical beliefs of masculinity and

femininity. However, it is also important to note that even when

gender differences are present, career advancement is one of the

most important job characteristic for both men and women in the

majority of subgroups.

6.2. Limitations

While our study adds to the research literature on gendered

job preferences and provides insight into the mechanisms involved,

some limitations regarding the experimental design should be

mentioned. The vignettes include only a limited range of

employment characteristics. Labor market research has shown

that the employment situations of men and women vary on a

huge range of dimensions (Federal Statistical Office, 2021), with

pay, working hours and career advancement being only the most

prominently discussed. Only seven attributes representing cost

and utility dimensions were included in the design of this choice

experiment. When choosing the levels and dimensions, the number

of available respondents, as well as the precision of the estimates

and the available estimation methods—in our case the need for

subgroup analyses and interaction models—have to be taken into

account (Auspurg and Hinz, 2011). Even with the limited set of

dimensions, some of the subgroup analyses, especially regarding

the small group of respondents with anti-traditional attitudes,

produce results with high statistical uncertainty that must be

interpreted with caution. There may have been more pronounced

gender differences if an even larger sample had been available. Due

to these considerations, the focus of this study is on attributes

related to family compatibility and the career prospects of an

employment position, with the addition of the attribute of work

atmosphere. Future experimental analyses should, on the one

hand, investigate these factors more closely by including a greater

variation of these characteristics, i.e. not only part-time jobs with

a workload of 80%, but also positions with lower workloads. On

the other hand, further choice experiments should be conducted

that include those characteristics that have been identified as being

gender specific in the previous preference analysis but have not

yet been the subject of experimental designs, e.g. the social impact

or sustainability of a company. Furthermore, is has to be pointed

out, that we cannot be sure that the wording of the attributes wad

understood in the way we intended. In particular, the level of having

flexible working hours did not produce the results we expected

theoretically. This could be due to the fact that the participants had

different ideas about the meaning of flexibility.

The experimental design used a two-stage questioning

procedure, asking participants to indicate which position they find

more attractive and which they would choose if they also had the

option of rejecting both. The results presented in this paper are

based on the response to the first question, where respondents were

forced to choose between Offer A and Offer B. As a robustness

check, all analyses were also replicated using the answer to the

second question, with the option to Opt-Out. While overall and

in most subgroups the results were substantially and statistically

very similar, we find small differences regarding wage among people

planning early fatherhood. In this subgroup, men are statistically

significantly more likely than women to value higher wages. In

addition, among non-traditional people, there is no difference

between men and women regarding wage and flexible working

hours when using unforced choice instead of forced choice. There

is an ongoing debate on the inclusion of opt-out options in

choice experiments and how these answers are to be interpreted

(Meyerhoff and Liebe, 2009; Campbell and Erdem, 2019). While

we are confident that our main findings are robust, further analysis

of the effects of question wording and response options, as well as

status quo effects, will be undertaken. However, to answer these

methodological questions would have been beyond the scope of

this paper.

Additionally, there are some limitations regarding the external

validity of this experimental study. On the one hand, the method

of choice experiments is hypothetical in three respects. First, the

situation of choosing between two job offers is hypothetical. When

looking for a job, applicants usually have a number of possible jobs

in mind which are compared with each other, regardless of whether

they are actually available to them, while in the best case they choose

between several offers or are offered only one job. Second, the

characteristics selected in the vignettes and their combinations do

not necessarily correspond to the job offers that would be presented

to respondents in the real world. The participants might work

in certain occupations where it is highly unlikely to be offered

flexible hours or work part-time. Additionally, there may be other

characteristics that people consider when applying for a job that are

not included in the attributes of the choice experiment, making the

task of choosing between the described positions more unrealistic.

As two thirds of our sample already entered the labor market,

their preferences might also be influenced by restrictions they
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meet in their respective occupation. Therefore, their preferences

might be influenced by their previous choices in the labor market

and not vice versa, where they first form preferences and choose

accordingly. Overall, it would be interesting to observe what type

of jobs the participants have in five years and whether their choice

then fits their preferences now. Third, the hypothetical nature of

the method of choice experiments means that the decisions are

without real-life consequences for the respondents. This can lead

to hypothetical bias in response behavior, which is associated with

a lack of external validity and can lead to biased results, particularly

due to social desirability (Liebe et al., 2021). However, the indirect

evaluation method of choice sets is considered more immune to

such effects than direct queries of stated preferences (Louviere et al.,

2000, p. 351) and, although hypothetical bias is an undeniable

problem when interpreting results of choice experiments, the

state of research on the subject is rather confident that survey

experiments are reflective of actual real-world preferences and

intentions (Haghani et al., 2021).

With regard to the generalisability of our results, it should be

noted that the survey experiment on gendered preferences was

implemented in the DAB panel study which tracks the educational

and occupational trajectories of adolescents born around 1997 from

the German-speaking part of Switzerland. Switzerland is a liberal-

conservative country (Combet and Oesch, 2019), where traditional

values regarding gender roles prevail (Oehrli et al., 2022) and the

most common division of labor in families corresponds to the

male breadwinner model (Lütolf and Stadelmann-Steffen, 2022).

While the employment rate of women is much higher than 30

years ago, a majority of women, even young women, work part-

time (Federal Statistical Office, 2020). Switzerland has one of the

least affordable childcare systems worldwide, a short maternal leave

and almost no paternal leave (Gromada and Richardson, 2021).

Gender specific work patterns are influenced by conservative family

policies and traditional gender norms in Switzerland and may

differ from countries with more affordable care arrangements and

longer parental leave (Gromada and Richardson, 2021; Oehrli et al.,

2022). The survey experiment was conducted when the sample

the DAB study was in their mid-twenties. All DAB participants

who responded to the tenth survey wave were asked to imagine

that they are looking for a new job and have applied for various

positions in their occupational field. However, the current life

situation of these respondents is heterogeneous, both in terms of

educational level and employment situation, as well as in terms

of their stage of life and expectations regarding partnership and

family formation, as described in more detail in the description

of the sample in the data section. The analysis presented in this

paper has not been able to consider this heterogeneity adequately.

Further analysis shows, that the extent and direction of gender

differences in preferences for work arrangement vary depending on

the employment situation and educational level (results provided

in Table S12 in Appendix). For respondents currently employed

with a qualification from secondary education gender differences

are found regarding the family compatibility of a position as well

as regarding advancement opportunities. While among those who

are employed and have a degree from tertiary education gender

differences are only found regarding the importance of part time

work. Comparing men and women who are still in education we

find that women value reduction possibilities to a greater extent

than men do, while there are no gender differences regarding

part-time work. Additionally, the preferences for flexible working

hours are reversed, with men valuing flexible working hours

more than women in education. This heterogeneity of current

employment situations could not be adequately addressed in the

main analysis presented in this article. Therefore our findings

represent a necessary generalization of gender differences across

different contexts. In addition, as more women than men in our

sample have a tertiary level of education, it is possible that the

interaction between gender and level of education may have had

an impact on our overall results. Further analysis focusing on more

specific subpopulations and the interrelatedness of life domains

of employment and family formation3 would provide further

valuable insights into gendered employment patterns. Regarding

the generalisability of our research it should further be emphasized

that the majority of respondents in our study do not have children.

On the one hand, this allows us to analyse how the labor market

decisions of young adults are influenced by the expectations of

starting a family. We study young adults who are thinking about

their future employment prospects at a stage in their lives before

they have family responsibilities. On the other hand, focusing on

one age cohort also limits the generalisability of our conclusion.

We can not answer the question of how gender roles and work

preferences differ between different age groups or how they develop

over time. Follow-up research tracking the development and

change of attitudes toward work arrangements over the life course

would be an important addition to the literature.

7. Conclusion

The central question of this paper is whether women and men

prefer different job characteristics and whether this is driven by

gendered role expectations regarding the division of labor into paid

employment and unpaid house- and care work. The results show

that a collegial working environment and opportunities for career

advancement are the most important factors for young adults when

choosing a new employment position. In line with theoretical

expectations derived from social role theory and human capital

theory, there are pronounced gender differences in preferences for

part-time work. Especially among those who want to have children

and those with traditional attitudes, women prefer part-time work,

while men prefer full-time work. This reflects the reality of the

Swiss labor market, where women are significantly more likely than

men to be working part-time. However, our experiment shows

that men and women who do not plan to have a family or who

have egalitarian or non-traditional attitudes do not conform to

this pattern. A large proportion of male employees would be in

favor of part-time work if it were available in their occupation.

Furthermore, in almost all subgroups the pattern is that men

place a higher value on career advancement than women. This is

true regardless of whether the compared men and women want

to have children and regardless of their attitudes to the division

of labor. The fact that women are less likely to hold positions

of responsibility thus corresponds to the argument that this is

3 The interrelatedness of life domains of employment and family formation

in our sample is discussed in the Appendix Tables S2–S5.
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more important to men than to women, however, this cannot

be attributed to gender role expectations in the family. Although

less so than men, women also attach great importance to the

career prospects of their new job. However, in comparison with

men, they are less willing to prioritize it at the expense of other

job characteristics, especially work-life compatibility. For women,

career progression is one of many important factors taken into

account when choosing between job offers, whereas for men, career

perspective is by far the most important characteristic a new job has

to fullfil, along with the working atmosphere. Moreover, it is just as

important for women to have high wages as it is for men, regardless

of their anticipated family situation. The gender pay gap cannot

be attributed to women’s willingness to forego pay in exchange for

family-compatible working conditions.

Labor market participation and employment arrangements of

men and women in Switzerland are highly differentiated by gender.

Our experiment confirms that there are gender differences in

young men’s and women’s preferences for work arrangements,

such as part-time work and career prospects, which can be seen

as a driving force behind gender differences in the labor market.

However, the gender specific work realities cannot be attributed

to differences in preferences alone. Men and women do have

slightly different preferences for some employment characteristics.

On the whole, however, men’s andwomen’s preferences for working

arrangements are much less divided than the realities of the labor

market. Furthermore, gender differences in the labor market are

not only driven by gendered preferences; gendered preferences

are also the result of socialization and deliberation, given the

reality of occupational segregation. The unequal work realities

faced by women andmen—in terms of wage inequality, experiences

of discrimination, career opportunities, availability of part-time

and full-time jobs, etc.— influence their expectations of working

life and are therefore reflected in young women’s and men’s

employment preferences.

Data availability statement

The raw data supporting the conclusions of this article will be

made available by the authors, without undue reservation.

Ethics statement

Ethical review and approval was not required for the study on

human participants in accordance with the local legislation and

institutional requirements. The patients/participants provided their

written informed consent to participate in this study.

Author contributions

MJ: concept, design, analysis, and writing. SM: concept,

design, and writing. All authors have made a substantial, direct,

and intellectual contribution to the work and approved it

for publication.

Funding

The DAB panel study is financed substantially by the State

Secretariat for Education, Research and Innovation in Switzerland

(SERI-Project-Nr. 1315001844).

Acknowledgments

The authors would like to thank Benita Combet, Ben Jann,

and Sara Seehuus for their valuable comments during the design

and analysis of the presented choice experiment, as well as the

participants of the ACES 2022 conference in Utrecht for their

helpful feedback.Wewould also like to thank the research assistants

at the Department of Sociology of Education, University of Bern,

for their helpful remarks on earlier versions of this paper.

Conflict of interest

The authors declare that the research was conducted in the

absence of any commercial or financial relationships that could be

construed as a potential conflict of interest.

Publisher’s note

All claims expressed in this article are solely those of the

authors and do not necessarily represent those of their affiliated

organizations, or those of the publisher, the editors and the

reviewers. Any product that may be evaluated in this article, or

claim that may be made by its manufacturer, is not guaranteed or

endorsed by the publisher.

Supplementary material

The Supplementary Material for this article can be found

online at: https://www.frontiersin.org/articles/10.3389/fsoc.2023.

1154324/full#supplementary-material

References

Anderson, C., John, O. P., Keltner, D., and Kring, A. M. (2001). Who attains social
status? Effects of personality and physical attractiveness in social groups. J. Pers. Soc.
Psychol. 81, 116. doi: 10.1037/0022-3514.81.1.116

Auspurg, K., and Hinz, T. (2011). Gruppenvergleiche bei Regressionen
mit binären abhängigen Variablen-Probleme und Fehleinschätzungen am

Beispiel von Bildungschancen im Kohortenverlauf. Z. Soziol. 40, 62–73.
doi: 10.1515/zfsoz-2011-0104

Auspurg, K., and Liebe, U. (2011). Choice-Experimente und die Messung von
Handlungsentscheidungen in der Soziologie. Kölner Z. Soziol. Sozpsychol. 63, 301–314.
doi: 10.1007/s11577-011-0136-3

Frontiers in Sociology 14 frontiersin.org

https://doi.org/10.3389/fsoc.2023.1154324
https://www.frontiersin.org/articles/10.3389/fsoc.2023.1154324/full#supplementary-material
https://doi.org/10.1037/0022-3514.81.1.116
https://doi.org/10.1515/zfsoz-2011-0104
https://doi.org/10.1007/s11577-011-0136-3
https://www.frontiersin.org/journals/sociology
https://www.frontiersin.org


Jost and Möser 10.3389/fsoc.2023.1154324

Becker, G. S. (1985). Human capital, effort, and the sexual division of labor. J. Labor
Econ. 3(1, Teil 2), 33–58. doi: 10.1086/298075

Becker, R., and Glauser, D. (2015). “Geschlechtsspezifische Berufswünsche und
Ausbildungsentscheidungen,” in Berufliche Passagen im Lebenslauf: Berufsbildungs-
und Transitionsforschung in der Schweiz, eds K. Häfeli, M. P. Neuenschwander,
and S. Schumann (Wiesbaden: Springer Fachmedien Wiesbaden), 21–47.
doi: 10.1007/978-3-658-10094-0_2

Becker, R., Glauser, D., and Möser, S. (2020). “Determinants of educational
choice and vocational training opportunities in Switzerland “empirical analyses with
longitudinal data from the DAB Panel Study,” in Against the Odds” (In)Equity
in Education and Educational Systems. Dortmunder Symposium der Empirischen
Bildungsforschung, Vol. 5, eds N. McElvany, H. G. Holtappels, F. Lauermann, A. Edele,
and A. Ohle-Peters (Münster: Waxmann), 125–143.

Byron, K. (2007). Male and female managers’ ability to read emotions: relationships
with supervisor’s performance ratings and subordinates’ satisfaction ratings. J. Occup.
Organ. Psychol. 80, 713–733. doi: 10.1348/096317907X174349

Campbell, D., and Erdem, S. (2019). Including opt-out options in discrete choice
experiments: issues to consider. Patient 12, 1–14. doi: 10.1007/s40271-018-0324-6

Combet, B., and Oesch, D. (2019). The gender wage gap opens long before
motherhood. panel evidence on early careers in Switzerland. Eur. Sociol. Rev. 35,
332–345. doi: 10.1093/esr/jcz009

Corrigall, E. A., and Konrad, A. M. (2006). The relationship of job attribute
preferences to employment, hours of paid work, and family responsibilities: an analysis
comparing women and men. Sex Roles 54, 95–111. doi: 10.1007/s11199-006-8872-y

Croson, R., and Gneezy, U. (2009). Gender differences in preferences. J. Econ. Lit.
47, 448–474. doi: 10.1257/jel.47.2.448

Datta, N. (2019).Willing to Pay for Security: A Discrete Choice Experiment to Analyse
Labour Supply Preferences. CEP Discussion Paper 1632. London: Centre for Economic
Performance, LSE.

De Schouwer, T., and Kesternich, I. (2022). It’s All About the Meaning: Work
Meaning, Job Flexibility, and the GenderWage Gap. Discussion Paper Series, DPS 22.04.
Antwerp: Department of Economics, KU Leuven.

Eagly, A. H., and Wood, W. (2012). “Social role theory,” in Handbook of Theories of
Social Psychology, Vol. 2, eds P. A. M. Van Lange, A. W. Kruglanski, and E. T. Higgins
(Thousand Oaks, CA: SAGE Publications), 459–472.

Eccles, J. S. (2011). Gendered educational and occupational choices: applying the
Eccles et al. model of achievement-related choices. Int. J. Behav. Dev. 35, 195–201.
doi: 10.1177/0165025411398185

Federal Statistical Office (2020). Women’s Labour Market Participation 2010-2019.
Number 14941826. Neuchâtel: Federal Statistical Office (FSO).

Federal Statistical Office (2021). Analysis of the Wage Gap Between Women and
Men Based on the Earnings Structure Survey in 2018: Final Report. Number 17604124.
Neuchâtel: Federal Statistical Office (FSO).

Federal Statistical Office (2022).Household Production Satellite Account 2020 (Press
Release). Neuchâtel: Federal Statistical Office (FSO).

Gabay-Egozi, L., Shavit, Y., and Yaish, M. (2014). Gender differences in fields of
study: the role of significant others and rational choice motivations. Eur. Sociol. Rev.
31, 284–297. doi: 10.1093/esr/jcu090

Gomila, R. (2020). Logistic or linear? Estimating causal effects of experimental
treatments on binary outcomes using regression analysis. J. Exp. Psychol. 150, 700–709.
doi: 10.1037/xge0000920

Gottfredson, L. S. (2002). “Gottfredson’s theory of circumscription, compromise,
and self-creation,” in Career Choice and Development, ed D. Brown (San Francisco,
CA: Jossey-Bass), 85–148.

Gromada, A., and Richardson, D. (2021). Where do Rich Countries Stand on
Childcare? Florence: UNICEF Office of Research-Innocenti.

Haghani, M., Bliemer, M. C., Rose, J. M., Oppewal, H., and Lancsar, E.
(2021). Hypothetical bias in stated choice experiments: part I. macro-scale
analysis of literature and integrative synthesis of empirical evidence from applied
economics, experimental psychology and neuroimaging. J. Choice Model, 41, 100309.
doi: 10.1016/j.jocm.2021.100309

Hakim, C. (2002). Lifestyle preferences as determinants of women’s differentiated
labor market careers.Work Occup. 28, 428–459. doi: 10.1177/0730888402029004003

Kaufman, G., and White, D. (2015). What makes a “good job”? Gender
role attitudes and job preferences in Sweden. Gender Issues 32, 279–294.
doi: 10.1007/s12147-015-9145-2

Konrad, A. M., Ritchie Jr, J. E., Lieb, P., and Corrigall, E. (2000). Sex differences
and similarities in job attribute preferences: a meta-analysis. Psychol. Bull. 126, 593.
doi: 10.1037/0033-2909.126.4.593

Le Barbanchon, T., Rathelot, R., and Roulet, A. (2021). Gender differences
in job search: trading off commute against wage. Q. J. Econ. 136, 381–426.
doi: 10.1093/qje/qjaa033

Liebe, U., Mariel, P., Beyer, H., and Meyerhoff, J. (2021). Uncovering the nexus
between attitudes, preferences, and behavior in sociological applications of stated
choice experiments. Sociol Methods Res. 50, 310–347. doi: 10.1177/0049124118782536

Liebe, U., and Meyerhoff, J. (2021). Mapping potentials and challenges of
choice modelling for social science research. J. Choice Model. 38, 100270.
doi: 10.1016/j.jocm.2021.100270

Louviere, J. J., Hensher, D. A., and Swai, J. D. (2000). Stated Choice
Methods - Analysis and Applications. Cambridge: Cambridge University Press.
doi: 10.1017/CBO9780511753831

Madero-Cabib, I., and Fasang, A. E. (2016). Gendered work-family life
courses and financial well-being in retirement. Adv. Life Course Res. 27, 43–60.
doi: 10.1016/j.alcr.2015.11.003

Meyerhoff, J., and Liebe, U. (2009). Status quo effect in choice experiments:
empirical evidence on attitudes and choice task complexity. Land Econ. 85, 515–528.
doi: 10.3368/le.85.3.515

Mood, C. (2010). Logistic regression: why we cannot do what we think we can do,
and what we can do about it. Eur. Sociol. Rev. 26, 67–82. doi: 10.1093/esr/jcp006

Non, A., Rohde, I., de Grip, A., and Dohmen, T. (2022). Mission of the company,
prosocial attitudes and job preferences: a discrete choice experiment. Labour Econ. 74.
doi: 10.1016/j.labeco.2021.102087

Oehrli, D., Stadelmann-Steffen, I., and Lutolf, M. (2022). How does the provision of
childcare services affect mothers’ employment intentions? Empirical evidence from a
conjoint experiment. J. Soc. Policy 1–20. doi: 10.1017/S0047279422000423

Petrongolo, B., and Ronchi, M. (2020). Gender gaps and the structure of local labor
markets. Labour Econ. 64, 101819. doi: 10.1016/j.labeco.2020.101819

Polachek, S. (1981). Occupational self-selection: a human capital approach to sex
differences in occupational structure. Rev. Econ. Stat. 63, 60–69. doi: 10.2307/1924218

Polachek, S.W. (2004). How the human capital model explains why the gender wage
gap narrowed. SSRN Electron. J. doi: 10.2139/ssrn.527142

Schmid, F. (2016). The gender wage gap in switzerland over time. Swiss J. Sociol. 42,
442–467. doi: 10.1515/sjs-2016-0020

Scott, A., and Witt, J. (2020). Loss aversion, reference dependence and diminishing
sensitivity in choice experiments.Melbourne Institute Working Paper Series, 37(16/15).
Melbourne: University of Melbourne.

Seehuus, S. (2023). Gender differences and similarities in work
preferences: results from a factorial survey experiment. Acta Sociol. 66, 5–25.
doi: 10.1177/00016993211060241

Sousa-Poza, A. (2003). The gender wage gap and occupational segregation in
Switzerland, 1991–2001. Swiss J. Sociol. 29, 399–415.

Lütolf, M., and Stadelmann-Steffen, I. (2022). Do households live the family model
they prefer? Household’s work patterns across European policy regimes. Socio-Econ.
Rev. 1–23. doi: 10.1093/ser/mwac023

Valet, P., Sauer, C., and Tolsma, J. (2021). Preferences for work arrangements: a
discrete choice experiment. PLoS ONE 16, 1–20. doi: 10.1371/journal.pone.0254483

Veldwijk, J., Lambooij, M. S., de Bekker-Grob, E. W., Smit, H. A., and de Wit, G. A.
(2014). The effect of including an opt-out option in discrete choice experiments. PLoS
ONE 9, e111805. doi: 10.1371/journal.pone.0111805

Williams, J. E., and Best, D. L. (1990). Sex and Psyche: Gender and Self Viewed
Cross-culturally. London: SAGE Publications.

Wiswall, M., and Zafar, B. (2018). Preference for the workplace, investment
in human capital, and gender. Q. J. Econ. 133, 457–507. doi: 10.1093/qje/
qjx035

Frontiers in Sociology 15 frontiersin.org

https://doi.org/10.3389/fsoc.2023.1154324
https://doi.org/10.1086/298075
https://doi.org/10.1007/978-3-658-10094-0_2
https://doi.org/10.1348/096317907X174349
https://doi.org/10.1007/s40271-018-0324-6
https://doi.org/10.1093/esr/jcz009
https://doi.org/10.1007/s11199-006-8872-y
https://doi.org/10.1257/jel.47.2.448
https://doi.org/10.1177/0165025411398185
https://doi.org/10.1093/esr/jcu090
https://doi.org/10.1037/xge0000920
https://doi.org/10.1016/j.jocm.2021.100309
https://doi.org/10.1177/0730888402029004003
https://doi.org/10.1007/s12147-015-9145-2
https://doi.org/10.1037/0033-2909.126.4.593
https://doi.org/10.1093/qje/qjaa033
https://doi.org/10.1177/0049124118782536
https://doi.org/10.1016/j.jocm.2021.100270
https://doi.org/10.1017/CBO9780511753831
https://doi.org/10.1016/j.alcr.2015.11.003
https://doi.org/10.3368/le.85.3.515
https://doi.org/10.1093/esr/jcp006
https://doi.org/10.1016/j.labeco.2021.102087
https://doi.org/10.1017/S0047279422000423
https://doi.org/10.1016/j.labeco.2020.101819
https://doi.org/10.2307/1924218
https://doi.org/10.2139/ssrn.527142
https://doi.org/10.1515/sjs-2016-0020
https://doi.org/10.1177/00016993211060241
https://doi.org/10.1093/ser/mwac023
https://doi.org/10.1371/journal.pone.0254483
https://doi.org/10.1371/journal.pone.0111805
https://doi.org/10.1093/qje/qjx035
https://www.frontiersin.org/journals/sociology
https://www.frontiersin.org

