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Abstract

This paper examines the influence of managers from countries with different gen-
der norms on workplace culture and gender disparities in foreign establishments.
Using data from a multinational operating in over 100 countries, we exploit cross-
country manager rotations that are orthogonal to workers to estimate the impact of
male managers’ gender attitudes on the work outcomes of male and female workers
within the same team. We find that managers from countries with 1 s.d. more pro-
gressive gender attitudes narrow the gender pay gap by 5 percentage points (18%),
primarily by promoting women at higher rates. The effects last beyond the manager’s
rotation and are concentrated in countries with more conservative gender attitudes.
Moreover, workers in the destination office change their own attitudes, as evidenced
by those workers in turn being more gender-equal with their subordinates. Our evi-
dence points to individual managers as critical in shaping corporate culture.

Keywords: MNEs, managers, gender gaps, corporate culture

JEL: J16, J24, F23, M14, M5

*We are particularly grateful to the global learning team and the data analytics team at the multinational
for sharing the data and invaluable context knowledge. We thank Abhijit Tagade, Wenzhi Wang, and Kevin
Wong for great research assistance. This manuscript was not subject to prior review by any party, except
to verify that it does not contain any confidential data or information, as per the research collaboration
contract signed at the outset of this project.

tUniversity of Chicago, Booth School of Business, CEPR and IZA. virginia.minni@chicagobooth.edu

tKellogg School of Management. kieu-trang.nguyen@kellogg.northwestern.edu

$Vancouver School of Economics, University of British Columbia. hsarsons@mail.ubc.ca


https://www.dropbox.com/scl/fo/uni8qmd8quio3268z64ci/ANna_9tSCF8msS5X7jkgeFU?rlkey=ypru84z2veukn4vbzboa464yd&dl=0

1 Introduction

A growing literature documents the role that both firms and managers play in shaping
gender inequality in the workplace. For example, the evaluation systems and promotion
policies that firms adopt affect gender gaps in promotion (Benson, Li, and Shue, 2019).
Managers who have daughters, and therefore likely have more progressive gender atti-
tudes, hire and promote more women (Ronchi and Smith, 2021). A natural question, then,
is whether individual managers’ can have lasting impacts on firm culture, making firms
better (or worse) workplaces for women.

This paper uses data on multinationals to test whether managers with more progres-
sive gender attitudes not only influence the outcomes of their subordinates, but also in-
fluence the attitudes and actions of other managers. Using a unique dataset and setting
with 11 years of detailed personnel records from a large multinational operating in over
100 countries, we exploit quasi-exogenous cross-country manager rotations to estimate
the impact of a manager’s gender attitudes on the work outcomes and behaviors of em-
ployees in the destination offices. We first establish that expat managers have an impact
on gender gaps in pay and promotions among their direct subordinates. We then test
whether expat managers have a lasting influence on firm culture by estimating firm pay
gaps among employees who are managed by local managers who have been interacting
with the expat manager. We find evidence of both a direct and indirect effect of managers’
attitudes on gender inequality within the firm.

Studying this question in the context of multinationals offers four advantages. First,
the multinational operates in over 100 countries that range in their degree of gender atti-
tudes, providing sufficient variation in gender norms. For example, the firm has offices in
India and Pakistan, countries with more conservative attitudes, and in the Netherlands
and Canada, countries with more progressive attitudes. Second, the multinational em-
phasizes foreign rotations as necessary for promotions into senior leadership positions,
and the locations of rotations are determined by factors orthogonal to managers” gender
views. This allows us to estimate the impact of a manager on worker outcomes in the

destination offices. Third, because we have a panel of employees, we can include worker



tixed effects to control for possible changes in worker composition that come with man-
ager rotations. Last and most importantly, the structure of the company allows us to test
for cultural spillovers to other managers and workers in the local subsidiaries within the
firm, both during and after the expat manager’s rotation.

We begin by assessing expat managers” impact on the gender gaps among their di-
rect subordinates. We first measure a manager’s inherited gender norms as the average
gender attitudes among World Values Survey respondents of the same home country and
birth cohort, building on the economics of transmitted and inherited cultural traits that
emphasize the role of cultural origin in shaping an individual’s cultural values (Bisin and
Verdier, 2001; Giuliano, 2007; Ferndndez and Fogli, 2009).! We then use a triple differ-
ences strategy that compares men’s and women’s pay before and after they are exposed
to managers from more and less progressive countries. We find that women exposed to
a manager with one standard deviation higher progressive gender norms have a 4.9 per-
centage point smaller gender pay gap relative to those exposed to a manager with more
conservative norms, corresponding to a narrowing of the gender pay gap of 18%. This
effect is larger in destination offices with more conservative gender norms, where the
gender pay gaps are also larger to begin with. Moreover, it persists well after workers’
exposure to the expat manager, and even after the expat has left the destination office.
These findings are in line with a literature showing that exposure to a more diverse work-
force, even via temporary policies, can have long-lasting effects on workplaces (Miller,
2017; Miller, Peck, and Seflek, 2022).

The gender pay gap may narrow under a more progressive expat manager in these
offices for a variety of reasons. For example, women in conservative offices may be pos-
itively selected (Ashraf, Bandiera, Minni, and Quintas-Martinez, 2024) but underpaid,
and the expat manager may actively adjust pay to reflect productivity. Alternatively,
there may be no productivity differences or underpayment, but the expat manager men-

tors women or assigns them to tasks better suited to their skills. The expat manager

There is a large body of literature establishing the role of cultural origin in influencing economic out-
comes, such as the theoretical foundation by Bisin and Verdier (2000, 2001); Tabellini (2008); Guiso, Monte,
Sapienza, and Zingales (2008), and the empirical evidence in Giuliano (2007); Ferndndez and Fogli (2009);
Algan and Cahuc (2010); Guiso, Sapienza, and Zingales (2016), among others.



may additionally be better at evaluating female workers, retaining high-potential women
which leaves the firm with the best female workers.> We find that a substantial portion
of the narrowing pay gap comes from women being promoted to higher salary grades
and work levels, and that these results are not driven by changes in the composition of
workers. There is some limited evidence that expat managers move women to differ-
ent tasks, However, we find that the results are concentrated among women in the same
sub-function as their manager, suggesting some role for personal interactions.

We then turn to estimating the impact of progressive managers on local managers’
behaviors. We identify two types of managers: those who were direct employees of the
expat manager and those who were at the same manager level as the expat manager. We
look at the outcomes of each of these managers” subordinates both during and after the
expat manager has left. Both the lower-level and same-level managers tend to improve
the pay of their own female subordinates if the expat manager they interacted with had
more progressive norms. This phenomenon of managerial inheritance of norms applies
to both male and female subordinates. It underlines the long-lasting influence of “first-
generation” managers on workplace culture. On the other hand, an expat manager’s
prior experience in other foreign countries matters little to the gender gaps among their
subordinates.

These results highlight the role of corporate managers in transmitting and shaping
workplace culture by influencing workers” outcomes and attitudes, particularly in the
context of gender norms. In this regard, the paper contributes novel evidence of how
corporate culture forms, evolves and matters within the firm. This channel is all the more
important as corporate culture has been increasingly recognized as a key determinant of
firm performance (Guiso, Sapienza, and Zingales, 2015; Graham, Grennan, Harvey, and
Rajgopal, 2022; Adams, Akyol, and Grosjean, 2021). Beyond the existing evidence on
the CEOs’ influence on corporate culture (e.g., Nguyen, 2023), this paper’s perspective
permeates down the firm’s hierarchy. This expansion of scope allows much richer impli-

cations for corporate policies to influence corporate culture, beyond the simple selection

2Note that worker fixed effects already account for differences in workers’ time-invariant productivity
and hence corresponding composition changes. However, these fixed effects cannot account for differences
in how workers’ productivity evolves over time.



of CEO.

Within the literature on the impact of managers on firm and worker outcomes, a set
of papers focus specifically on the impact managers have on gender gaps within the firm
(Fortin, Markevych, and Rehavi, 2022; Cullen and Perez-Truglia, 2023). As mentioned,
Ronchi and Smith (2021) uses variation in managers’ gender attitudes, induced by the
manager having a daughter rather than a son, to show that managers with more pro-
gressive attitudes hire more women and pay them more. This paper brings complemen-
tary evidence that managers can affect gender pay gaps when there is cultural mismatch
between the manager and workers, through mechanisms beyond hiring and pay adjust-
ments. In addition, we examine what happens after the expat manager leaves by using
manager rotations and considering workers’ career trajectories. We further test for the
manager’s impact on other local managers through horizontal and vertical spillovers.

Second, we contribute to a growing body of evidence that documents multinationals’
role in transposing wages and practices across national borders (Hjort, Li, and Sarsons,
2022; Alfaro-Urena, Manelici, and Vasquez, 2022; Minni, 2024a; Boudreau, 2024). This
paper highlights managers’ rotations as a transmission channel for norms across estab-
lishments. This channel will become increasingly more important, as multinationals have
been a major contributor to the recent accelerating globalization of labor markets that has
made cross-cultural working relations ever more necessary.>

Third, we contribute to the research on the evolution of (gender) norms and economic
disparities (Giuliano, 2021). Several studies show that inherited gender norms are a key
determinant of women’s labor market outcomes (Ferndandez, Fogli, and Olivetti, 2004;
Bertrand, 2011; Olivetti, Patacchini, and Zenou, 2020) and more broadly, gender dispari-
ties (Tur-Prats, 2019; Ashraf, Bau, Nunn, and Voena, 2020). Such norms are often deeply
ingrained and slow to change (Alesina, Giuliano, and Nunn, 2013), raising the questions
of how they are transmitted across space and over time and how they can be altered.
Our paper documents the vertical and horizontal mechanisms of transmission of gender

norms within the organization, as well as their consequences on the within-firm gender

3Globally, there are 50,000 multinational enterprises, with 450,000 subsidiaries, employing 200 million
people worldwide (ILO, 2017).



gaps.

2 Institutional Context and Data

2.1 Institutional Context

The multinational. Our empirical analysis uses administrative data from a global con-
sumer goods multinational headquartered in Europe with operations in over 100 coun-
tries worldwide. The multinational has a workforce of about 155,000 people, of which
approximately 60,000 are white collars, and turnover of well over €50 billion in 2019.*
This setting is ideal for studying the impact of culture within firms since its geographic
reach has an unparalleled global presence and its business activities span a wide variety
of jobs, which allows us to further investigate how the nature of the job mediates the

effects of manager gender norms on gender gaps.

International assignments. Similar to many other multinationals, the company follows
a policy of international assignments among its top managers (director and vice-president
levels), whose rationale is for the manager to acquire global experience and build leader-
ship capability. To progress to the upper echelon of the firm and become a global leader,
a manager must do at least one international assignment, in which he works in a foreign
country for a limited period of between one and three years on average.” Although the
managers can submit their country preferences, the final placement is mostly determined
based on availability within their function and the associated relocation costs. Further-
more, managers do not have any say over which team they will lead in the destination
country. This institutional setting provides variation that enables us to study the impact
of expat managers’ gender norms on the performance of local employees who experience
managerial turnover.

Since being on an international assignment is part of the career progression of man-

4For a detailed description of the firm’s structure and workforce, see Minni (2024b).
5As we focus on male expat managers in our analyses, we will refer to a manager as he/him/his
throughout this paper.



agers, these individuals are considered the “most promising” managers. Our identifica-
tion strategy looks at the effects that expat managers have on women compared to men,
hence netting out the level effect that expat managers might have on worker performance,
being on average better managers. Moreover, given that they have already reached some
seniority within the company, their subordinates consist of middle managers, who, in
turn, manage other employees. We leverage this aspect to examine how the expat man-
agers’ gender norms permeate down the hierarchy.

Appendix Figure A.1 illustrates the countries of origin of the managers (panel A) and

their destination countries (panel B).

2.2 Multinational Data

Our primary dataset comes from the personnel records of the firm between 2011 and
2021, which are monthly snapshots of employees all around the globe with detailed in-
formation on performance and pay (since 2016), as well as job rotations, promotions, and
leaves. Very importantly, the data also contain information on supervisory relationships.
This feature enables us to precisely reconstruct the entire managerial chain and the struc-
ture of teams, thereby observing the entire organizational hierarchy.

Employees of the firm are organized into six work levels (WL1 to WL6), with WL6
being C-suite executives. In addition to the work levels, twelve salary grades further
differentiate employees within work levels. We analyze both work level and salary grade
promotions in our analysis.

Jobs are also organized into functions and sub-functions. Functions include typical
divisions within a firm, such as Marketing, Human Resources, Sales, and Supply Chain.
Sub-functions are finer job distinctions within each function. For example, within the
Human Resources function, an employee can work in Data Analytics, in Rewards, or in
Occupational Health, among others. While workers typically are not transferred across
functions, we will analyze how expat managers allocate male and female workers across

sub-functions.



2.3 Gender Norms Measures

We measure gender norms using survey data from the World Values Survey (WVS), a
representative comparative social survey conducted globally in more than 100 countries
every 5 years since 1990, following Kleven (2022).° In particular, we compute each em-
ployee’s gender norms as the average gender attitudes among World Values Survey re-
spondents in the employee’s home country and birth cohort, which accounts for the fact
that gender views vary not only cross-country but also over time.”

Our main gender norms measure is constructed using responses to the statement re-
garding women’s roles in the workplace versus at home: “When mother works for pay, the
children suffer,” with which respondents state whether they strongly agree (4), agree (3),
disagree (2), or strongly disagree (1). Among the WVS questions that directly ask respon-
dents about their views toward women working, this question has the highest correlation
with countries” female labor force participation and was asked in both early and recent
WVS waves. Averaging the responses to these questions provides us with a measure of
gender norms, on a scale of 1-4, for each birth year in each country, which we then link to
the multinational data.?

We also consider other WVS questions on gender attitudes, including the two included
in Kleven’s (2022) gender progressivity measure. These questions ask if the respondents
agree with the statements “When jobs are scare, men should have more of a right to a job then
women” and “On the whole, men make better business executives than women do.” Appendix
Table A.1 shows that the paper’s main results are unchanged when using alternative gen-
der norms measures constructed based on responses to these questions.

Last, for some analyses, we create a binary measure of country office norms by divid-

ing countries into those with above and below median gender norms. A country’s gen-

®Kleven (2022) measures state-level gender norms in the US using survey data from the US General
Social Survey, the US equivalent and predecessor of the WVS.

"We find that improvements in gender norms across countries in recent decades are driven mostly by
composition effects, while respondents from the same birth cohorts hold fairly consistent gender views
over time. This then motivates our gender norms measure that varies by country and birth cohort.

8 As there may be too few WVS respondents in each country x birth year cell, we also include same-
country respondents born “around” the focal birth year in our computation, yet attributing higher weights
to those born closer to the focal birth year. In addition, the specific weight kernel and bandwidth are picked
to minimize the mean squared error between predicted and actual responses.



der norms are computed as the average individual norms of all local managers from that
country, hence a score above the median reflects a more progressive culture within the
firm’s offices regarding women’s roles in society in general and in the workplace in par-
ticular. We will interchangeably refer to more progressive managers/countries as “high
norms” managers/countries and more conservative managers/countries as “low norms”
managers/countries.

Panel A of Figure I shows the manager flows to the foreign offices, grouping countries
by quartiles of their gender norms. Roughly one-third of managers from countries in the
top quartile of gender norm progressivity go to countries in the bottom two quartiles in

terms of gender norms. Panel B shows expat managers’ flows based on geography.

3 Empirical Strategy

In this section, we describe our empirical strategy that involves the rotation of managers

across country offices and we describe our analysis sample.

3.1 Sample Construction

Expat managers. We leverage manager rotations across country offices to identify the
impact of an expat manager’s gender norms on the outcomes of male and female em-
ployees. As mentioned, international rotations are an important prerequisite for moving
to upper-level positions within the company. Typically, at least one international rotation
is required for employees to enter into WL5 positions, as such rotations are seen as crucial
for understanding the firm and developing the skills necessary to lead diverse teams.

As such, the managers we study in this paper are relatively senior and are identified
as those in WL3 or above (directors or vice presidents). Employees in WL3 through WL6
have substantial responsibility and oversight within the company. They guide the com-
pany’s strategy and set long-term goals, but also work to translate those strategic goals
into actionable plans and ensure their execution within the respective departments.

We further identify international rotations as cases in which managers are no longer



located in their home country and spend at least three months in the foreign office loca-
tion. Figure I shows where managers from different geographic areas go on their first,
second, third, and fourth rotations. Managers tend to go to other countries in the same
region, but there are a number of rotations across regions, with managers from Europe
going to South Asia and Sub-Saharan Africa, for example. Panel A of Table I compares
the characteristics of male managers who do and do not become expat managers within
a year. For each expat manager, we compare his characteristics in the year before he goes
on his rotation with those of other managers in his office who do not go on rotation the
next year.” Managers who go on rotation within a year are younger and have a shorter

tenure with the firm.

Exposed workers. To look at the impact of expat managers on workers, we focus on
all employees who are ever directly exposed to an expat manager. In this sense, we do
not have a set of “untreated” workers who are never exposed to an expat manager.!’
This is because employees who do not have expat managers are different than those who
work under an expat manager, even within the same office. Panel B of Table I compares
the characteristics of workers who are and are not exposed to an expat worker within a
given office. Characteristics are measured the year prior to the expat entering the office.
Workers who work for the expat manager are younger, have been at the firm for a shorter
period of time, and are therefore at a lower work level. They do, however, receive slightly
higher pay, suggesting that expat managers are allocated to high-performing teams.

We make three further restrictions when constructing our main analysis sample. We
first restrict to employees who have had “sufficiently long” exposure to an expat man-
ager, which we define as spending at least three months working together in the same of-
tice. This ensures that we are considering cases where the expat manager spends enough
time in the local office to interact with employees and potentially change workplace cul-

ture. We then restrict these worker-manager pairs to a worker’s first exposure to an expat

9 As we focus on male expat managers in our analyses, we will refer to a manager as he/him /his through
this paper.
19Tn a robustness check, we also include the set of “never-treated” workers as a control group in the
sample and find qualitatively similar results.
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manager as this gives us the cleanest identification of an expat manager’s impact on local
workers. Finally, we restrict the sample to male expat managers. A growing literature has
found a positive impact of female managers, and a negative impact of male managers, on
women’s outcomes (Fortin et al., 2022; Cullen and Perez-Truglia, 2023; Biasi and Sarsons,
2022). Given that most managers are men, focusing on male managers allows us to di-
rectly estimate the impact of gender norms on the managerial decisions of men, net of

any “same gender” effect.

Baseline sample. These restrictions give us a final sample of 917 male managers (0.4% of
the firm’s workforce) who complete an international rotation. Figure II shows that there
is considerable variation in the inherited (home country) gender norms of these expat
managers. Appendix Figure A.2 shows the fraction of expat managers moving from and
to various countries in terms of their gender norms among the baseline sample. 25% of
the managers go to countries with gender norms in a quartile below their home country’s
gender norms while 35% travel to countries with gender norms in a quartile above their
home country’s norms. We therefore additionally test whether expat managers traveling
to countries with more progressive norms negatively influence women’s outcomes.

The vast majority (95%) of managers are in WL3 or WL4 when they do their first
rotation. Just under 90% of these managers do more than one rotation, allowing us to look
at whether an expat manager’s behavior changes as they move to different countries. The
median time that an expat spends on an international rotation is 32 months. There are
4,755 employees working across 74 countries who are “first-time” exposed to these expat
managers, who correspond to roughly 250,000 employee x month observations between

2016 and 2021.

3.2 Triple Differences Design

We use a triple difference design to estimate the impact of an expat manager on exposed
workers” outcomes. Specifically, we look at before and after expat manager arrivals and
compare the outcomes of male and female employees who receive an expat manager with

more progressive gender norms to the outcomes of those who receive an expat manager
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with conservative norms. Our main estimation equation is:

Yiuee = Y, 11[Kir = k](Norms,, x Fem;)
k=0,1,2
+0;i + Ok + 01 year(r), Fem(i) + Xit + Eimikt (1)

where i indexes the worker, m the expat manager, [ i’s contemporaneous manager at
calendar month ¢, and k the time period relative to i’s exposure to m. In our main specifi-
cations, we consider three time periods: before, during, and after exposure.

To test for the differential impact of expat managers on men and women, we interact
our measure of the expat manager’s gender norms, Norms,,, with the worker’s female
indicator Fem;.!! For ease of interpretation, we standardize Norms,, by its standard de-
viation across expat managers. Our main coefficients of interest, §, therefore tell us how
the outcomes of women change relative to men before (k = 0), during (k = 1), and after
(k = 2) their exposure to an expat manager with one standard deviation more progres-
sive gender norms (relative to exposure to an expat manager with less progressive gender
norms). For brevity, we will refer to these coefficients as the impact of a more progressive
expat manager on gender gaps when discussing their magnitudes.

We include worker fixed effects 6; and contemporaneous manager fixed effects 0; y,q, (1), rem(i)
to account for changes in the composition of workers or local managers when the expat
manager arrives. The contemporaneous manager fixed effects are interacted with the
worker’s gender and calendar year when k # 1 to allow for the fact that contemporane-
ous managers may have a different impact on male and female workers before and after
exposure.'? We include expat manager x exposure period fixed effects 6, to account
for the expat manager’s overall impact on exposed workers. In an augmented specifi-
cation we further include country x exposure period x worker’s gender fixed effects to
ensure that we are comparing workers within the same destination country during and

surrounding exposure; this does not materially change our results. Other worker con-

1 The uninteracted Norms,, and Fem; are absorbed by worker and expat manager fixed effects.

12These fixed effects also help account for the fact that within-team gender gaps widen as workers
progress up the rank. This is particularly important as we find that promotions are a key driver of the
narrowing of the gender pay gap. Hence excluding these fixed effects yields qualitatively similar results of
smaller magnitudes.
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trols Xj; include worker age, age squared, tenure, and tenure squared. Standard errors
are double clustered by worker and expat manager’s home country times worker’s gen-
der, following Abadie, Athey, Imbens, and Wooldridge’s (2023) advice to cluster at the
level of treatment variation.

The primary outcomes we consider are pay, which we define as the combination of
base and bonus pay; promotions; lateral moves; and retention. The manager has con-
siderable influence over these metrics. Performance assessments, which encompass the
determination of pay and bonus, are set by the manager taking into account the views
of all the colleagues that have interacted with the employee and are conducted in a stan-
dardized way across functions so that comparisons can be made between employees with
different types of jobs. Similarly, promotions and lateral moves depend on the manager’s
recommendations.

To visualize the impact of a manager on worker outcomes, we also estimate an event
study equation,

16
Yimjckt = 26 ok (Fem; x Normsy) + 0; + Ok + 0; year (1), Fem(i) + Ock,Fem; + Eimjke~ (2)
o—

where the coefficients 0j give the impact of a manager with one standard deviation
more progressive gender norms on women'’s pay relative to men’s pay. We restrict our
sample to all workers who ever interact with an expat manager, meaning that we have
no “never treated” groups. Identification thus comes from differences in the timing of

exposure to an expat manager.

Identification assumption. Our main identification assumption is that managers from
countries with more progressive gender norms are not systematically sent to teams with
improving gender gaps, which then allows us to interpret our estimates as the impacts of
the manager himself. This identification assumption likely holds in our setting as man-
agers do not get to choose their teams in the destination offices. However, we test for this
directly by estimating an event study equation and checking for trends in gender pay and

promotion gaps.

13



4 Direct Impacts on Exposed Workers” Outcomes

In this section, we estimate the impact that an expat manager with more or less progres-
sive gender norms has on the gender gaps among his direct subordinates in the desti-
nation office. We find that a more progressive manager narrows the gender pay gap in
the team he supervises (relative to a conservative one). To shed light on what drives this
result, we then estimate the impact of an expat manager on promotion rates, task assign-

ment, and retention rates.

4.1 Gender Pay Gap among Exposed Workers

Expat manager’s gender norms. Panel A of Table II reports the results from estimating
equation (1). The first row presents the estimates for <y, i.e., the impact of an expat man-
ager’s gender norms on the within-team gender pay gap (the pay of exposed local female
workers relative to that of corresponding male workers) during the period of exposure.
The second row presents the estimates for 7, i.e., the expat manager’s impact after the
exposure period. The baseline is the period prior to exposure (k = 0).

Expat managers with more progressive gender norms have a significant positive im-
pact on the gender pay gap. Controlling for worker and manager fixed effects (column
1), a one standard deviation increase in the manager’s gender norms is associated with
a 4.9% pay increase for exposed female workers relative to exposed male workers under
his leadership. For comparison, the overall baseline gap among countries that receive
an expat manager is 28%, meaning that progressive managers close this gap by about a
tifth % = 17.5%). After an expat manager leaves, the gender gap remains 4.9% smaller
than it was before the manager’s arrival. These results are robust to including destination
country x exposure period x worker’s gender fixed effects (column 2) and sub-function
fixed effects (column 3). When we include work-level fixed effects in column (4), the size
of the coefficient falls by nearly 50%. This indicates that a large share of the pay increase is
attributable to women being promoted as opposed to the manager raising women’s pay
relative to men’s pay.

Figure III visualizes the effect of an expat manager’s gender attitudes on pay, plotting

14



event study coefficients from estimating equation 2.1 Importantly, we do not see any
trends in the gender pay gap prior to the expat manager rotation. Expat managers with
progressive norms then have an immediate impact on the gender pay gap and, notably,
the effect persists beyond exposure to the manager. The average expat manager rotates
out after 8-12 quarters and, consistent with the previous results, we continue to see an
impact on the gender pay gap 16 quarters out.

The immediate change in the pay gap, though statistically insignificant in the first
four quarters, can be attributed to two reasons, supported by anecdotal evidence from
HR managers. The first reported observation is that expat managers often foster an open
and transparent work environment from the outset. Unlike local managers, they are not
entrenched in the pre-existing network of workplace relationships and alliances, which
allows them to approach their role with fresh perspectives and fewer social constraints
(Macchiavello and Morjaria, 2022). This external position gives them greater freedom to
question existing practices and introduce new ideas without being influenced by prior
relational dynamics. Moreover, employees are often more willing to reach out and open
up to these managers, perceiving them as neutral and less biased, which further immedi-
ately enhances communication and trust within the team. Second, expat managers typ-
ically have the opportunity to gather information and learn about their new team and
work context before their relocation and thus make changes as soon as they arrive in the
destination country. With a pre-existing understanding of the team’s dynamics and chal-
lenges, combined with the team’s increased willingness to engage with the new manager,
they can quickly implement changes and make an impact early on.

A natural question is whether women’s gains under an expat manager come at the ex-
pense of men’s careers. Figure IV shows the average pay of male and female workers who
are exposed to expat managers with conservative and progressive gender norms. Before
exposure to an expat manager, there is no statistically significant difference between the
women who are eventually exposed to expat managers. During exposure to the expat
manager, the pay of women exposed to progressive expat managers improves relative to

the pay of women exposed to conservative expat managers. However, this does not come

13 Appendix Figure A.3 shows the same estimates using the promotion gap as the outcome.
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at the expense of men’s pay. A similar pattern persists beyond exposure.'4
Destination country’s gender norms. We next examine whether gender norms in the
destination country matter. In principle, it could be easier to affect the gender pay gap
in countries that are already somewhat progressive as there might be less resistance to
promoting women. On the other hand, if there is only a small gender pay gap to begin
with, expat managers will have no impact. Managers may therefore have a larger im-
pact in countries with conservative gender norms. Panel B of Table II shows the results
from estimating equation (1), splitting by destination countries with progressive or con-
servative gender norms.!®> Expat managers indeed have a larger impact in countries with
conservative gender norms (columns 1 and 3).

Table A.3 shows that results are robust when only considering the first international

rotation for the expat manager, although the sample decreases by 40%.1¢

Worker Performance In Appendix Table A.4 we test whether women do better in terms
of performance under managers with more progressive gender norms. We estimate equa-
tion (1) and in column (4) use performance ratings as the outcome of interest. Women re-
ceive higher performance ratings under managers with more progressive gender norms,
although the estimates are noisy and insignificant. Importantly, though, we see that these
women receive significantly higher performance ratings after an expat manager has de-
parted. This suggests that expat managers may be better at identifying and promoting

talented women, a possibility that we test in the next sub-section.

Other expat manager’s characteristics. The absence of a pre-trend in Figure III allows
us to interpret this narrowing of the gender pay gap as expat managers” impact on their
workers” outcomes. However, this effect could be driven by managers” gender norms, or

it could be driven by other characteristics and cultural traits that correlate with gender

14 Appendix Figure A.4 shows the same estimates using work level as the outcome. Appendix Figure A.5
shows the same figures but includes workers who are never treated; that is, they are never exposed to an
expat manager.

15Countries with progressive (conservative) gender norms are those with above (below)-median average
local managers’ gender norms.

16We are already restricting to a worker’s first exposure to an expat manager.
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norms but directly influence the gender pay gap. Recall that in equation (1) we control
for expat manager fixed effects, which account for all characteristics of the expat manager
that similarly affect male and female workers. For example, more progressive managers
are likely from more developed countries and thereby are different from their more con-
servative counterparts from less developed countries in managerial ability.!” This is only
a concern for us if managerial ability impacts male and female workers differently, e.g., if
higher-ability managers are better at identifying and grooming female talents.

To assess the extent of this concern, we explicitly control for a range of expat man-
agers’ other characteristics and other cultural traits and report the results in Appendix
Table A.2. In particular, we control for the managers’ age, tenure, quadratics in age and
tenure, and work level at the time of exposure in column (1), and for his performance
in column (2).1 In columns (3) and (4), we control for the other cultural traits that have
been shown to matter to both macroeconomic and firm outcomes, including trust (e.g.,
Bloom, Sadun, and Van Reenen, 2012; Nguyen, 2023) and preferences for redistribution
(e.g., Alesina and Angeletos, 2005).19 In all columns, we interact the additional controls
with worker’s gender and exposure period, similar to Norms,,, and find that the impact of
expat managers’ gender norms on the within-team gender pay gap remains robust to the
inclusion of these controls. These results suggest that while we cannot completely rule
out managers’ other characteristics and cultural traits as potential confounding factors,
they are unlikely a first-order concern. Moreover, the fact that preferences for redistri-
bution are also correlated with the gender pay gap does not affect the interpretation that

managers transmit culture and shape workplace outcomes.

7This difference in managerial ability could be positive if managers from more developed countries have
access to better education, training, and managerial technologies. This difference could also be negative if
managers from less developed countries face greater barriers to going on international rotations and as a
result, are more positively selected.

8Following Minni (2024b), we measure performance as the age and tenure at which the expat manager
progressed to WL3. High performers are more likely to progress to the next work level sooner than others.

9Measures of these other cultural traits are constructed analogously to those of gender norms using
World Values Survey responses to the relevant questions (details in notes to Appendix Table A.2).
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4.2 Promotions, Lateral Moves, and Retention

Promotions. Motivated by the result in column (4) of Table II, we directly explore the
impact of managers on gender gaps in promotions. Panel A of Table III presents the
results from re-estimating equation (1) but using three measures of promotions as the
outcomes. Columns (1) and (2) report the impact of an expat manager’s gender attitudes
on the cumulative number of times a worker is promoted to a new salary grade (column
1) or a new work level (column 2). Under the supervision of an expat manager with
progressive norms, women see an average of 0.07 more salary grade promotions (5% of
the mean) and 0.05 more work level promotions (14% of the mean) relative to cases when
a manager with conservative norms is in charge. These effects translate into these women
moving up 0.06 work levels within the firm (column 3).20 In column 4, the outcome is
an indicator of a worker being promoted to a manager-level position. Women are more
likely to be promoted to management-level positions when they work under an expat
manager with progressive norms.

Moreover, as in the case of pay, women exposed to a more progressive expat manager
continue to be promoted after they are no longer supervised by the manager, and even
after the manager rotates out of the office. This suggests that there is a longer-term change
in the destination office: since the expat manager is no longer in charge of promotions,

other managers must promote women more. We study this possibility in subsection 5.

Lateral moves. We next explore whether more progressive expat managers partially im-
prove women’s earnings by changing the task allocation of their team, e.g., by better iden-
tifying and allocating female talent to tasks (Minni, 2024b). This could happen if these
expat managers more readily acknowledge a range of tasks that women can do, or are

better at recognizing female talent. Panel B of Table III examines whether the horizontal

20Because promotions are zero-sum in many organizations, the gains in promotions among women who
are exposed to more progressive managers could come at the loss of some other group(s), including other
women. As the triple differences design does not directly estimate each group’s gains and losses, we inves-
tigate this possibility by examining the changes in promotions across different worker groups, including
“never-treated” ones, controlling for a range of worker, job, and office characteristics. Our results indicate
that the “lose-out” groups are men and women who are never exposed to expat managers, particularly the
women, and not women who are exposed to less progressive expat managers or men who are exposed to
more progressive ones.
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allocation of workers to jobs after the arrival of an expat manager varies by the man-
ager’s gender norms. In column (1), we estimate equation (1) using whether a worker is
transferred to another function as the outcome. Columns (2) and (3) look at sub-function
transfers, splitting by whether the worker changes sub-function but remains within the
same function. Women are less likely to be moved to another function but more likely to
be moved within the same sub-function, suggesting that managers may be reallocating

women into roles that better suit their talents.

Retention. As more progressive expat managers improve women’s pay, promotions,
and other positive aspects of the job, it is likely that they also have a positive impact on
the retention of female workers. We estimate this effect at the worker level and report the
results in Table IV. Similar to equation (1), the main explanatory variable is Norms,, x
Fem;, separately for more and less progressive destination countries, with controls for
worker characteristics at the time of exposure and destination country fixed effects (all
interacted with worker’s gender), and expat manager fixed effects and exposure year
tixed effects.

The outcome variables in columns (1) and (3) indicate if the worker leaves the firm
within one year of their first month of expat exposure; in column (1), we further require
that the worker’s first month of expat exposure is at least one year prior to the end of
the study period.?! The outcome variables and samples in columns (2) and (4) consider
a five-year period instead and are constructed analogously to those in columns (1) and
(3). In column (5), the outcome variable indicates if the worker leaves at any point; for
this analysis, we consider all exposed workers and account for differences in observation
period length with exposure year fixed effects.

Expat managers have a significant impact on the retention of female employees, par-
ticularly in more conservative destination countries. There, under a more progressive
manager, women are 5.6 percentage points less likely to leave the firm within one year of

their exposure, relative to a baseline of 10%. However, we are unable to distinguish be-

2In column (3), we only require that we know for sure if the worker leaves within one year of expat
exposure. Compared to column (1), column (3) additionally includes workers whose first months of expat
exposure are within the end of the study period but who already left the firm by then.
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tween mechanisms that could be driving this result; for example, whether the improved
retention is due to changes in workplace culture or other job amenities.

Appendix Table A.7 shows that the pay and promotion effects are concentrated among
workers who stay at the firm, suggesting that managers are not applying a blanket policy
of raising the pay of all women at the firm. Rather, they seem to be recognizing and

rewarding talented women.

Quantification. In Table V we summarize the main findings regarding the contribution
of each channel to the change in the gender pay gap: promotions, lateral moves, and
worker retention.?? Column (1) reports the baseline results; column (2) adds work-level
tixed effects to quantify the impact of promotions; column (3) adds sub-function fixed
effects to net out the effect of lateral moves; column (4) estimates a two-step Heckman
selection estimator to control for selective worker retention. Column (5) includes all three
channels. For the Heckman two-step selection model we use the number of worker ex-
its in the same office x function x year as the excluded variable for the exit equation,
following Benson et al. (2019).

Overall, around half of expat managers’ contemporaneous effect on the gender pay
gap and their entire effect post-exposure are due to promotions, while lateral moves and
worker retention do not meaningfully contribute to the narrowing of the pay gap. Put dif-
terently, the primary driver behind the smaller gender pay gap induced by more progres-
sive expat managers is a more equal representation of women in managerial positions,

which likely also explains its persistence.

Parental leave. Another dimension of workplace gender inequality is the extent to which
managerial attitudes influence not only pay and promotions but also workers” decisions
regarding parental leave. Access to parental leave, particularly for women, is closely tied
to career progression, yet managerial norms and workplace culture can shape both the
uptake of leave and post-leave career trajectories.

Table A.6 investigates how exposure to expat managers with progressive gender norms

22 Appendix table A.5 shows that results are robust to using all 10 years of data available for non-pay
variables.
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affects workers’ pay and parental leave behavior. Columns (1) and (2) examine the impact
of expat managers’ gender norms on overall pay, distinguishing between workers who
have taken parental leave and those who have not. The results show that female workers
exposed to expatriate managers with more progressive gender norms experience a signif-
icant increase in pay both during and after exposure, with slightly larger effects for those
who have taken parental leave compared to those who have not. These findings sug-
gest that progressive managers may particularly help mitigate the parental leave penalty,
supporting women in maintaining earnings parity after taking leave.

Columns (3)—(5) shift the focus to whether exposure to expat managers with progres-
sive gender norms influences workers’ likelihood of taking parental leave within the next
year. The coefficient on Expat mgr norms x Female in column (3) suggests that in offices
managed by more progressive expatriate managers, women are slightly more likely to
take parental leave. When disaggregating by gender (columns 4 and 5), the effect remains
statistically significant for women but is insignificant for men. Hence, these managers pri-
marily influence women'’s parental leave decisions rather than changing men’s uptake of

leave.

4.3 Workers’ perceptions from pulse surveys

We leverage the company’s annual pulse surveys to shed some light on how workplace
experiences are shaped by the expat managers. Table VI presents estimates of the impact
of expat managers’ gender norms on workers’ perceptions of managerial effectiveness
and job satisfaction. The results provide evidence of a significant and positive effect dur-
ing expat managers’ tenure, though these effects diminish or become null once the expat
manager departs. The dependent variables correspond to standardized worker responses
to six main survey questions related to managerial effectiveness, feedback, sense of auton-
omy, development opportunities, motivation, and overall morale. The sample includes
observations from workers during and after their exposure to an expatriate manager, with
the observation unit defined at the worker-year level.

The results indicate that during exposure to expat managers with more progressive
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gender norms, female workers report significantly more positive perceptions of man-
agerial effectiveness, feedback, job control, development opportunities, motivation, and
morale. Specifically, column (1) shows that female workers rate their expatriate man-
agers as more effective leaders (coefficient = 0.098, p < 0.05). Column (2) reveals that
they also report receiving greater feedback that supports their growth (0.156, p < 0.05).
Similarly, columns (3)-(6) show positive and statistically significant effects on perceived
control over task prioritization (0.089, p < 0.05), development opportunities (0.116, p <
0.05), motivation to go the extra mile (0.078, p < 0.10), and overall morale (0.077, p < 0.05).

However, these effects seem to dissipate in the post-exposure period, with most co-
efficients on the Expat mgr norms x Fem x Post interaction being small and statistically
insignificant. The only exception is column (2), where the perceived feedback effect re-
mains positive and significant (0.076, p < 0.05), suggesting some persistence in workers’

perceptions of managerial support.

5 Spillovers Along and Across the Hierarchy

Expat managers have a lasting impact on the gender pay and promotion gaps of their
direct subordinates, suggesting possible longer-term changes in the workplace culture of
the destination offices. In this subsection, we investigate whether expat managers addi-
tionally influence the behavior of workers in the destination offices. In particular, we test
for two forms of spillovers. First, we focus on the behavior of expat managers’ direct sub-
ordinates who are themselves managers, testing whether their behavior is different even
after the expat manager leaves.”> We refer to this has “vertical transmission” of culture.
Second, we test whether other local managers who are exposed to but are not subordi-
nates of the expat manager change their behavior. We refer to this as the “horizontal
transmission” of culture.

Figure V shows these two levels of possible cultural transmission. The dark blue cir-
cles are the managers who are directly impacted by the expat manager and the light blue

circles are those who are indirectly affected by the exposed manager. Panel A shows the

23These managers are middle managers in WL2.
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structure of an expat manager’s subordinate workers (vertical transmission). Expat man-
agers only directly influence the outcomes of their direct subordinates, 60% whom are
themselves managers.?* In this figure, we are analyzing the impact of an expat manager
on his subordinates” behavior by looking at how the local managers (as labeled in the fig-
ure) influence their subordinates” outcomes. These subordinates are not directly impacted
by the expat manager. Panel B shows the structure for horizontal transmission. We focus
on other managers at the same level as the expat managers and who are in the same func-
tion within the establishment. These managers therefore likely have interactions with the

expat manager. We can look at how these managers’ subordinates” outcomes change.

5.1 Vertical Transmission

To test for vertical transmission of culture, we first identify “second-generation” man-
agers, i.e., direct subordinates of a “first-generation” expat manager, and the workers
they begin to manage in the time period between the first month and one year after the
last month of their expat exposure. We then estimate how the gender norms of the “first-
generation” expat manager matter to the gender pay gap among these workers, using the

following equation:

Yiimikt = Z xkx1[Kj; = k](Norms,, x Fem;)

k=0,1,2
+ Y %1[Kj = k](Norms; x Fem;)
k=0,1,2
+9j + O + Ql,Year(t),Fem(i) + th:B + €jimlkt (3)

where j indexes the worker, i the “second-generation” manager, m the “first-generation”
expat manager, [ j’s contemporaneous manager at calendar month ¢, and k the time pe-
riod relative to j’s exposure to i. Note that this equation is analogous to equation (1) but
with two differences. First, the perspective shifts from i-m being the worker-manager pair
in equation (1) to j-i being the worker-manager pair in equation (3). As such, exposure

is based on the worker’s exposure to the local manager. Second, equation (3) addition-

24 Appendix Table A.8 shows that the pay and promotion results are indeed concentrated among subor-
dinates who are managers.
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ally includes Norms,, x Fem;, i.e., the expat manager’s gender norms interacted with the
worker’s gender, which is also the main explanatory variable. That is, we are interested
in the coefficients &y, which tell us the impact of a “second-generation” manager’s expo-
sure to a more progressive expat manager, relative to one exposed to a conservative expat
manager, on the gender pay gap. Standard errors are double clustered by worker and
expat manager’s home country times worker’s gender.

The results, presented in Panel A of Table VII, show that expat managers also have a
large, indirect impact on the outcomes of future workers under their direct subordinates.
That is, a “second-generation” manager who has worked under a more progressive expat
manager considerably narrows the gender pay gap among their team members (relative
to a “second-generation” manager who has worked under a conservative expat man-
ager) (column 1). As this effect also persists after the worker’s exposure to the “second-
generation” manager, which in most cases is well beyond the expat manager’s tenure in
the destination office, it is unlikely the direct impact of the expat manager himself but
instead reflects his influence on the gender attitudes (and/or management styles) of his
direct subordinates, i.e., the “second-generation” managers. Columns (2) and (3) further
show that this vertical transmission of managerial gender norms affects both female and
male “second-generation” managers and is likely stronger for female managers (although
the differences between the coefficients in columns (2) and (3) are not statistically signifi-
cant). Column (4) repeats the analysis using work level as the outcome. We see a similar
pattern with the second-generation managers exposed to expats with more progressive
gender norms promoting women to higher work levels than second-generation exposed

to expats with less progressive gender norms.

5.2 Horizontal Transmission

Panel B of Table VII tests whether expat managers influence the behavior of their local
peer managers. We estimate equation (3) but the worker manager pairs are now the peer
managers and their subordinates. Column 1 shows that exposure to an expat manager

has a lasting influence on peer managers’ behavior. The gender pay gap narrows among
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workers who work for a manager who interacted with an expat manager with more pro-
gressive gender norms, both before and after exposure. In columns (2) and (3) we split the
sample into female peer managers (column 2) and male peer managers (column 3). Here
we see that the results are larger among female peer managers. In column (4) we again
consider work level as the outcome and see the same pattern of peer managers exposed

to expats with more progressive norms promoting women to higher work levels.

5.3 Reverse Transmission on Expat Managers

If expat managers impact the destination office environment, could the norms in the des-
tination office influence the manager? We study whether managers pick up the norms
of the destination office by identifying managers from the same home country who do
a rotation in different countries. We then look at whether and how the gender pay gap
under those managers differs in the immediate next country they work in, i.e., the office
after their rotation. This immediate next country could be their home country, or it could
be another rotation. For example, we would like to compare two British managers, one
of whom does a rotation in India (conservative gender norms) and one of whom does a
rotation in Denmark (progressive gender norms). If the manager who completes a rota-
tion in India picks up conservative norms, the gender pay gap under that manager in his
next office location should be larger than the corresponding gender pay gap under the
manager who spent time in Denmark.

Formally, we test this by estimating:

Yokt = Z k;1[K;; = k](LowPriorNorms,,; x Fem;)

k=0,1,2
+ Y 1d[Ki; = k](Norms,, x Fem;)
k=0,1,2
+0; + Opur + Ql,Year(t),Fem(i) + ximt;B + Eimikt (4)

where the variable LowPrior Norms,,; is an indicator that takes the value one if the man-
ager was previously in a country with conservative gender norms, and all indices have

the same meaning as those in equation (1). This specification also includes the same
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suite of fixed effects and controls as equation (1). In addition, we further control for low
norms expat manager’s home country x low norms next country interacted with expo-
sure period x worker’s gender. The outcomes are measured at the expat manager’s next
country rotation (which could be the expat’s home country) for their direct subordinates
there. Equation (4) thus estimates the impact of the manager’s exposure to one desti-
nation country on the gender gap in the teams in their next office. Standard errors are
double clustered by worker and expat manager’s home country times worker’s gender.
The estimates in column (1) of Table A.9 show that managers who previously visited
countries with less progressive norms do not increase the gender pay gap in their next
rotation country, if not the opposite, suggesting that the norms do not rub off on the
expat manager. Columns (2) and (3) present the results from estimating equation (4) but
interact LowPrior Norms,,; x Fem; with an indicator for the manager being from a country
with progressive gender norms. The positive and statistically significant coefficients in
column (3) imply that among expat managers from high norm countries, those who spent
time in low norms countries narrow the gender pay gap in their next country rotations
more than those who spent time in high norms countries, i.e., a “reversal” effect.? The
results are qualitatively similar when looking at work-level promotions (columns 4 to
6). Albeit counterintuitive at first glance, these results are consistent with Ashraf et al.’s
(2024) finding from the same firm that women workers are more positively selected in low
norms countries, which potentially induces exposed expat managers to update positively

on the overall quality of the female workforce.?

5.4 Aggregate Effects

Overall, we ask whether offices that are more exposed to expat managers with progres-
sive gender norms exhibit different workplace outcomes compared to those with greater

exposure to expat managers holding conservative norms. To examine this question, we

ZNote that the coefficients on the expat manager’s own norms remain positive throughout the columns
as in Table I, i.e., managers from progressive countries continue to have a positive impact on the gender
pay gap in their next country rotation.

26 Although speculative, we do find evidence that this “reversal” effect exists only when the next country
rotation is new to the expat manager, consistent with this story of belief updating.
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exploit variation in gender norms at the office-function level and analyze outcomes at
this unit of observation. This approach allows us to assess the broader influence of man-
agerial gender norms on the office environment, beyond their direct effect on exposed
employees.

To quantify exposure to progressive versus conservative gender norms, we construct
a continuous measure based on the composition of expat managers within an office-
function unit. Specifically, for each quarter, we compute the average gender norms mea-
sure among all expat managers in a given office-function. We estimate the following
specification:

Yifg = pAvgNorms;gy +0j + 0f year(q) + Xjfg0 + Higy (5)

where j indexes the office, f the function, and g the quarter. The variable AvgNorms;y,
represents the standardized average gender norms of male expat managers in an office-
function unit. For interpretability, we standardize AvgNormsjs, using its standard de-
viation across office-functions that have at least one expat manager in a given quarter.
Appendix Figure A.6 presents the distribution of this measure. The coefficient ¢ thus cap-
tures the change in outcomes at the office-function level associated with a one standard
deviation increase in exposure to more progressive gender norms, relative to exposure to
more conservative norms.

We include office fixed effects 6; and function-by-year fixed effects 0y ye,(,), ensur-
ing that ¢ is identified from within-office variation in exposure to progressive gender
norms while controlling for time-varying function-specific shocks. Our specification also
includes office-function level controls, such as the number of local employees, their aver-
age age, their average tenure in years, and the fraction of expat managers.

The analysis focuses on three key outcomes among local workers: (i) the promotion
27

rate of female employees, (ii) the gender pay gap, and (iii) exit rates of local managers.

Panel A of Table VIII presents the estimated effects of equation (5) on the promotion rate

Z’Promotion rate is defined as the share of women in the office-function unit who attain work level 3
or above. The gender pay gap is computed at the office-function-quarter level using worker-quarter data.
To construct this measure, we estimate a worker-level wage regression controlling for age, ageZ, tenure,
and tenure?, and store the gender coefficient for each office-function-quarter unit. Exit rates are measured
separately for male and female managers, defined as the fraction of managers at work level 2 and above
who leave the firm in a given quarter.
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of women and the gender pay gap. While these estimates do not establish causal rela-
tionships, they provide suggestive evidence that exposure to progressive gender norms
within an office-function is associated with an increase in women's representation in lead-
ership positions and a reduction in the gender pay gap. Specifically, a one standard de-
viation increase in the average gender norms measure is linked to a 2.4 percentage-point
increase in the share of women promoted to work level 3 or above, along with a 5.1 per-
cent reduction in the gender pay gap among employees at work level 2 and above. To ex-
amine heterogeneity in these effects, we partition employees into those directly exposed
to expat managers (treated) and those who were not yet exposed or never exposed.?®

Panel B of Table VIII suggests that the observed increase in promotions is largely
driven by a higher fraction of treated women attaining leadership positions, without ev-
idence that these gains come at the expense of untreated employees. Similarly, while the
coefficient for the gender pay gap among treated women is relatively large and positive
compared to untreated women, the latter group’s coefficient remains positive. However,
neither estimate is statistically significant.?’

We next examine whether offices with more progressive gender norms exhibit lower
exit rates, particularly among female managers. Table IX reports the results of estimating
equation (5) on exit rates by gender. Consistent with our worker-level findings, Panel
A of Table IX shows that offices with more progressive expatriate managers experience
lower female manager turnover. A one standard deviation increase in the average gen-
der norms measure is associated with a 0.1 percentage-point decrease in the exit rate of
female managers, though this effect is not statistically significant. For male managers, the
estimated coefficients are small and statistically insignificant, providing further evidence
that reducing gender disparities is not a zero-sum game where gains for women come at
the expense of men. When we differentiate between treated and untreated employees,

our findings indicate that lower exit rates are primarily driven by treated women.

28To compute the fraction of women in leadership positions by treatment status, we divide the number
of treated (untreated) women by the total number of employees in the office-function-quarter. Similarly, we
compute the gender pay gap by estimating it separately for treated (untreated) women relative to all men
in the office-function-quarter.

2 The results are qualitatively similar when restricting the sample of office-function-quarters to be iden-
tical across outcomes.
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6 Conclusion

Multinational firms play an increasingly important role in shaping global workplace prac-
tices and transmitting cultural norms across borders. By operating in diverse cultural en-
vironments but sharing a common internal labor market, these firms can serve as conduits
for the diffusion of values, managerial practices, and workplace norms. In this paper, we
focus on the role of managers as key agents of cultural transmission within firms. Specif-
ically, we examine how the inherited gender norms that managers bring from their home
countries influence workplace culture and the career trajectories of women and men in
foreign establishments.

We find that managers with more progressive gender norms persistently narrow the
gender pay gap in foreign establishments. This is primarily achieved through increased
promotion rates of women into senior management roles. Despite ongoing efforts, women
are still vastly underrepresented in leadership positions, and progress in identifying ef-
fective policy remedies has been limited (Bohnet, 2016; Bertrand, 2018; Azmat and Boring,
2020). Our findings indicate that the views of the managers just below the top echelons
of the firm, who are tasked with guiding the company’s strategy and ensuring effective
implementation, can significantly impact gender disparities in career trajectories. These
managers can initiate a positive feedback loop by fostering the careers of their direct re-
ports — who are middle managers — which in turn influences those reporting to them.
This underscores the potential for managerial influence to create lasting shifts in organi-
zational culture.

Building on the literature on the role of multinationals in inducing productivity catch-
up throughout the economy (Alfaro, 2017), our results suggest that their practice of ro-
tating managers across space is not only a tool for knowledge transfer but also a catalyst
for social development. By exposing workers to managers from different cultural con-
texts, multinational corporations facilitate the spread of progressive gender norms and
equitable management practices.

While the results pertain to a single multinational company, we are exploring next

whether our core findings extend to other multinationals using administrative employer-
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employee data from Brazil (RAIS). We plan to focus on the set of multinationals that have
establishments in Brazil and investigate how the gender norms of the countries of their

headquarters correlate with the gender pay gap in their Brazilian subsidiaries.

30



References

Abadie, A., S. Athey, G. Imbens, and J. Wooldridge (2023). When Should You Adjust Standard
Errors for Clustering? The Quarterly Journal of Economics 138(1), 1-35.

Adams, R. B., A. C. Akyol, and P. A. Grosjean (2021). Corporate Gender Culture. Working Paper.

Alesina, A. and G.-M. Angeletos (2005). Fairness and Redistribution. American Economic Re-
view 95(4), 960-980.

Alesina, A., P. Giuliano, and N. Nunn (2013). On the Origins of Gender Roles: Women and the
Plough. The Quarterly Journal of Economics 128(2), 469-530.

Alfaro, L. (2017). Gains from Foreign Direct Investment: Macro and Micro Approaches. The World
Bank Economic Review 30(Supplement_1), S2-515.

Alfaro-Urena, A., I. Manelici, and J. P. Vasquez (2022). The Effects of Joining Multinational Supply
Chains: New Evidence from Firm-to-Firm Linkages. The Quarterly Journal of Economics 137(3),
1495-1552.

Algan, Y. and P. Cahuc (2010). Inherited Trust and Growth. American Economic Review 100(5),
2060-2092.

Ashraf, N., O. Bandiera, V. Minni, and V. Quintas-Martiez (2024). Gender Gaps Across the Spec-
trum of Development: Local Talent and Firm Productivity. Working Paper.

Ashraf, N., N. Bau, N. Nunn, and A. Voena (2020). Bride Price and Female Education. Journal of
Political Economy 128(2), 591-641.

Azmat, G. and A. Boring (2020). Gender Diversity in Firms. Oxford Review of Economic Policy 36(4),
760-782.

Benson, A., D. Li, and K. Shue (2019). Promotions and the Peter Principle. The Quarterly Journal of
Economics 134(4), 2085-2134.

Bertrand, M. (2011). New Perspectives on Gender. In Handbook of Labor Economics, Volume 4, pp.
1543-1590. Elsevier.

Bertrand, M. (2018). Coase Lecture — The Glass Ceiling. Economica 85(338), 205-231.

Biasi, B. and H. Sarsons (2022). Flexible Wages, Bargaining, and the Gender Gap. The Quarterly
Journal of Economics 137(1), 215-266.

Bisin, A. and T. Verdier (2000). “Beyond the Melting Pot”: Cultural Transmission, Marriage, and
the Evolution of Ethnic and Religious Traits. The Quarterly Journal of Economics 115(3), 955-988.

Bisin, A. and T. Verdier (2001). The Economics of Cultural Transmission and the Dynamics of
Preferences. Journal of Economic Theory 97(2), 298-319.

Bloom, N., R. Sadun, and J. Van Reenen (2012). The Organization of Firms Across Countries. The
Quarterly Journal of Economics 127(4), 1663-1705.

31



Bohnet, I. (2016). What Works. Harvard University Press.

Boudreau, L. (2024). Multinational Enforcement of Labor Law: Experimental Evidence from
Bangladesh’s Apparel Sector. Econometrica Forthcoming.

Cullen, Z. and R. Perez-Truglia (2023). The Old Boys’ Club: Schmoozing and the Gender Gap.
American Economic Review 113(7), 1703-1740.

Ferndndez, R. and A. Fogli (2009). Culture: An Empirical Investigation of Beliefs, Work, and
Fertility. American Economic Journal: Macroeconomics 1(1), 146-177.

Ferndndez, R., A. Fogli, and C. Olivetti (2004, 11). Mothers and Sons: Preference Formation and
Female Labor Force Dynamics. The Quarterly Journal of Economics 119(4), 1249-1299.

Fortin, N. M., M. Markevych, and M. Rehavi (2022). Closing the Gender Pay Gap in the US Federal
Service: The Role of New Managers. Working Paper.

Giuliano, P. (2007). Living Arrangements in Western Europe: Does Cultural Origin Matter? Journal
of the European Economic Association 5(5), 927-952.

Giuliano, P. (2021). Gender and Culture. Oxford Review of Economic Policy 36(4), 944-961.

Graham, J. R, J. Grennan, C. R. Harvey, and S. Rajgopal (2022). Corporate Culture: Evidence from
the Field. Journal of Financial Economics 146(2), 552-593.

Guiso, L., F. Monte, P. Sapienza, and L. Zingales (2008). Culture, Gender, and Math. Sci-
ence 320(5880), 1164-1165.

Guiso, L., P. Sapienza, and L. Zingales (2015). The Value of Corporate Culture. Journal of Financial
Economics 117(1), 60-76.

Guiso, L., P. Sapienza, and L. Zingales (2016). Long-Term Persistence. Journal of the European
Economic Association 14(6), 1401-1436.

Hjort, J., X. Li, and H. Sarsons (2022). Across-Country Wage Compression in Multinationals.
American Economic Review.

ILO (2017). Measurement of the Employment and Labour-Related Impacts of Multinational En-
terprises (MNEs). International Labour Organization mimeo.

Kleven, H. (2022). The Geography of Child Penalties and Gender Norms: Evidence from the
United States. Working Paper.

Macchiavello, R. and A. Morjaria (2022). Acquisitions, management, and efficiency in rwanda’s
coffee industry.

Miller, C. (2017). The persistent effect of temporary affirmative action. American Economic Journal:
Applied Economics 9(3), 152-190.

Miller, C., J. Peck, and M. Seflek (2022). Missing women, integration costs, and big push policies
in the saudi labor market. American Economic Journal: Applied Economics 14(2), 51-77.

32



Minni, V. (2024a). Global Managers, Local Workers: Wage Setting Inside a Multinational Firm. In
AEA Papers and Proceedings, Volume 114, pp. 586-591.

Minni, V. (2024b). Making the Invisible Hand Visible: Managers and the Allocation of Workers to
Jobs. Working Paper.

Nguyen, K.-T. (2023). Trust and Innovation within the Firm: Evidence from Matched CEO-Firm
Data. Working Paper.

Olivetti, C., E. Patacchini, and Y. Zenou (2020, 12). Mothers, Peers, and Gender-Role Identity.
Journal of the European Economic Association 18(1), 266-301.

Ronchi, M. and N. Smith (2021). Daddy’s Girl: Daughters, Managerial Decisions, and Gender
Inequality. Working Paper.

Tabellini, G. (2008). Institutions and Culture. Journal of the European Economic Association 6(2-3),
255-294.

Tur-Prats, A. (2019). Family Types and Intimate Partner Violence: A Historical Perspective. Review
of Economics and Statistics 101(5), 878-891.

33



Figures and Tables

Figure I: Expat Managers’ Origins-Destinations

Expat Manager's
Country

3 Above median

Destination
Country

Expat Manager's E
Country

Destination
Country

B. By geographical region

Notes: This figure shows baseline sample’s manager flows during their expat rotations across countries
based on the origin and destination countries” gender norms and geographical regions. In both figures, the
top row corresponds to the home countries of expat managers (the origin countries) and the bottom row
corresponds to the countries where expat managers are posted during their expat rotations (the destination
countries). In the top figure, the country gender norms measure is divided into quartiles, with low/below
median and above median/high countries being those with the more conservative and progressive gender
norms. In the bottom figure, the regions of the countries are borrowed from the World Bank classifica-
tion and abbreviated for simplicity; Latin America stands for Latin America and Caribbean countries, SSA
stands for Sub-Saharan Africa, and MENA stands for Middle-East and North Africa.
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Figure II: Distribution of Expat Managers’ Gender Norms
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Notes: This figure plots the distribution of baseline sample’s expat managers’ gender norms, on the original
scale of 0-1 before standardization.
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Figure III: Evolution of Impact of Expat Manager’s Gender Norms

on the Gender Pay Gap
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Notes: This figure shows the effects of the expat manager’s gender norms on the female-male gender pay
gap in the quarters before and after the expat manager rotates into the office. All coefficients are plotted
relative to the pay gap in the quarter before the expat manager enters.

Figure IV: Pay by Gender and Expat Managers” Gender Norms

6 Pre-Expat During Expat Post-Expat

~ 3 Men
= Women

-6-

r T T T T 1
Conservative Progressive Conservative Progressive Conservative Progressive

Notes: This figure plots the average log(pay + bonuses) of male and female workers exposed to expat
managers with conservative and progressive gender norms before, during, and after such exposure, after
partialling out worker’s age, age?, tenure, tenure?, and office x year fixed effects.
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Figure V: Transmission Along and Across the Hierarchy

A. Vertical transmission

Same function Expat Same function
mgr

B. Horizontal transmission

Notes: This figure illustrates the vertical and horizontal transmissions of expat managers” gender norms

along and across the hierarchy.
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Table II: Impact of Expat Manager’s Gender Norms on the Gender Pay Gap

Panel A: All destination countries

@ @) ) @)
Dependent variable: Log(Pay + bonuses)
Expat mgr norms x Female x During 0.049* 0.039** 0.041+ 0.027%*
(0.012) (0.018) (0.010) (0.009)
Expat mgr norms x Female x Post 0.049* 0.057%** 0.042%* 0.021
(0.015) (0.020) (0.013) (0.013)
Worker FEs v v v v
Expat manager x Period FEs v v v v
Manager x Year x Fem FEs v v v v
Dest. country x Period x Fem FEs v
Sub-function FEs v
Work level FEs v
N 249,968 249,968 249,968 249,968

Panel B: Split by destination country gender norms

1) (2) (3) 4)
Dependent variable: Log(Pay + bonuses)
Destination country sample: Conservative Progressive Conservative Progressive
Relative to: All countries Expat mgr’s home country
Expat mgr norms x Female x During 0.070*** 0.020 0.091** 0.066***
(0.019) (0.014) (0.048) (0.018)
Expat mgr norms x Female x Post 0.054* 0.050%** 0.144** 0.037
(0.028) (0.014) (0.059) (0.023)
Worker FEs v v v v
Expat manager x Period FEs v v v v
Manager x Year x Fem FEs v v v v
N 233,989 233,989

Notes: Panel A shows the coefficients from estimating equation (1). Panel B splits the sample into
destination countries with conservative gender norms (columns 1 and 3) and progressive gender
norms (columns 2 and 4). Columns (1) and (2) report the results from one single regression with
separate Norms,, X Fem; coefficients for conservative and progressive destination countries; the
same holds for columns (3) and (4). In both panels, we control for worker’s age, agez, tenure,
and tenure?. Standard errors are double clustered by worker and expat manager’s home country
x worker’s gender. The baseline gender pay gap (women - men) is -0.28: women earn 28% less
than men on average.
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Table III: Impacts of Expat Manager’s Gender Norms

on Worker’s Promotions and Lateral Moves

Panel A. Impact on promotions

)

)

©)

(4)

Dependent variable: Salary Work level ~ Work level Work level
promotion promotion achieved 3 or above
Expat mgr norms x Fem x During 0.067* 0.048*** 0.064*** 0.070***
(0.040) (0.013) (0.018) (0.011)
Expat mgr norms x Fem x Post 0.046 0.052*** 0.079*** 0.096***
(0.034) (0.015) (0.020) (0.014)
Dependent variable mean 1.552 0.345 1.968 0.222
Dependent variable std. dev. 1.362 0.508 0.843 0.416
Worker FEs v v v v
Expat manager x Period FEs v v v v
Manager x Year x Female FEs v v v v
N 249,968 249,968 249,968 249,968
Panel B. Impacts on lateral moves
@™ ) ®) (4)
Dependent variable: Function Sub-function transfer Standard job
transfer All Same function transfer
Expat mgr norms x Fem x During  -0.096*** 0.018 0.114** 0.061
(0.024) (0.060) (0.046) (0.060)
Expat mgr norms x Fem x Post -0.041 0.067 0.107* 0.161**
(0.029) (0.066) (0.056) (0.081)
Dependent variable mean 0.331 1.419 1.088 2412
Dependent variable std. dev. 0.755 1.446 1.271 1.904
Worker FEs v v v v
Expat manager x Period FEs v v v v
Manager x Year x Female FEs v v v v
N 249,968 249,968 249,968 249,968

Notes: This table shows the coefficients from estimating equation (1). Promotions and transfers
are cumulative counts. Controls include worker’s age, age?, tenure, tenure?. Standard errors

are double clustered by worker and expat manager’s home country x worker’s gender.

40



TOPpU3 S,IDIOM X AIPunod swoy s, 23euew jedxa Aq paIasn dIe SIOLD PIEPUL)S IOPUd3
S,IDMIOM M pajoeIdjur ‘armsodxs jedxa jo yyuow jsig oy je painseaws ‘(sasnuoq + Aed)3o0f
pue ‘,aInus} ‘aInus} \Nwwm ‘93e S, I9)I0M SPN[OUI S[OIJU0)) “ISNIOM B SI JTUN UOTILAIIS() SIJON

LS8 86’1 8¥¥ 66’1 N

N N N N SHA o[ewa] X Ieax

M A M M ST 9w X AIUnod ‘3s3(]

N A A A SHA S[ewWa] X uonoung

A 2 2 2 SH 9[eWd X [9AJ] IOM

M A M M s 193euew yedxyg

45140 S0¢ 0 00S°0 €0¢0 A9P “p3s d[qerrea juapuada(

Y120 €010 6050 010 ueaw d[qeLrea juapuada
(¢€0°0) (£10°0) (S50°0) (410°0)

22070 900°0- €00°0 100°0- QAISS9IZ01 X o[ewd] X surrou 13w jedxg
(¥€0°0) (€20°0) (150°0) (€20°0)

s l€T0-  waGG0°0  #x9LT0  xxGG0°0-  PATIEAIISUOD) X J[EUWd X Swiiou 13wt yedxy

SIA G 9AEdT 1A [ 3ABIT SIA GaABdT IA [ 9Aed] :9[qerrea yuapuada(]

pajoLsaIun SRR RAEEN| :91dureg

¥) (€) (2) (1)

UOTJUDIIY] S, IDIOM UO SWION] I9pudK) s, 1odeue]q yedxy jo joedwy AT 3[qeL,

41



I9pU3 S,IIOM X AIJUNOd dwoYy
s,193eurw Jedxa pue I9NIOM AQ PaIdISN]d S[qNOP I SIOLIS pIepuels (107) e 12 Uosudg SUrmor[oy
‘uoryenba 31xa a1} 10J d[qeLIEA PIPNOX3 ) Se TLdA X UOTOUNJ X OWYJO dWes Y} UI S}IXd INIOM JO
1aqunu ay} 3ursn ‘Ajiqeqord J1xa pajewnysa s, I9I0M JO [erouA[od I9PIO-PIT} € “*9°T “WLId) UOT)OdI
-103 UOND9[ES UBUD[DSH 3y} Spndul A[[euonIppe am “(G) pue () Suwnjod uj *,oInus} ‘ainus} ‘,a3e
‘93¢ s, 19310M dpnour sporuo)) ‘(1) uonenba Sunewniss WOy SYUSIDIJF0D 3} SMOYS S[qe) ST, SIION

896'6VC  896'6¥C 896'6VC 896'6VC  896'6%C N

2 2 UOT}O3LI0D UOT)OS[IS U]

a v SH uonounj-qng

s s SH [9A9] 310M

2 2 2 2 2 ST oTewa,] X Iedx X IdZeuey

M M A M M ST poLdJ x Iodeuew jedxq

v A v v A SHA Io3I0OM
(c100) (5100 (€10°0) (€100)  (S10°0)

L1070 #xx090°0 #xCV0°0 1200 #:x670°0 150 X dewd] x surou 13w yedxy
(600°0) (¢10°0) (010°0) (600°0) (110°0)

#1200 20500 s IF0°0 #lT00  sa6F0'0  SULM X S[eWd X swirou 13w yedxy

OIPI [[V UONUSI9Y UOIPOUNJ-qNG  [OA] IOA\\  dur[asegq euueyD

(sasnuoq + AeJ)301 :9[qerrea juapuada

(Q) (%) (€) () (1)

UOTJUI)IY PUB ‘SOAOJA [eId)e] ‘SUOJOWOI ] JO SUOTINLIJUO)) : A d[qeL

42



IOPUAS S, I9IOM X AIJUNO0D dwWOoY s, 3eurw jedxa pue I95I0M Aq PaId)sn[d d[qNOP Ik SIOIId
prepuejs ‘(sasnuoq + Aed)3o[ pue ‘,mus} ‘ainus} ‘,93e ‘93 S, II0M IPNUL S[OIFU0)) °, Juauiholduid 1of
[TINVN ININ] 03 40quiaus Ajnupf 10 puarif v 1afas Ajpp)8 pinom T, pue *, [TINVN ININ] 404 y40m [ jpy3 Avs o3 pnoid
wy, ‘om0 vid v sv [FINVN ININ] Yim paysiyvs Ajowalgxa wo | ‘1jpia0 , suonsanb sampy 03 sasuodsar
d3eroAe S,I9I0M SIDPISUOD (9) UWN[OD pue ‘, ajitu vijxa ayj 08 03 awi sadidsur qol Ay, () uwnjod “, [TINVN
ININ] v sarjiungioddo juamdoaaap Aw yjim parfsiyvs ww 1, (F) uwmjod “, yiom jv spuviap ajdignui Suidvf uaym
sysvj Suisyjriorid 41300 1043100 davy [, (€) UWN[Od *, M08 aui sdjay Jvyg so8vuvui aul] Aw wioif Yovqpaaf a019dai T,
() wwmnyod ‘,, 1apwa] 201993fJa uv st saSvuvwi au1y AR\, uonsanb a3 03 asuodsar s, 19I0M SISPISUOD (T) UWN[OD)
‘AoA1ns saAordws renuure s, FNJA 943 03 sasuodsar paziprepue)s s, I9IOM d1e sa[qerrea juapuada(] -aamsodxa
yedxa s, 195I0M I1933€ pue JULINP SUOHEAIISAO sopndul sjdureg Teak x ISNIOM e SI JIUN UOREAISSA(Q) :SIION

43

088’/ €06 768 98¢'9 r4N %2 T4/ N
N N N N N N ST orewa X A1punod 3s9(]
M P M P M M s 193euew yedxyg
N N N N N N SHA S[eWd] X uonduUn,g
N N N N N N SHA] d[ewa] X [9A3] YIOM
(0c00)  (0€0°0) (€€0°0) #00)  (€£00) (9€0°0)
£00°0- 610°0- 1700~ FS0'0- %9200 LS00 150J wdg x sunou 13w yedxqg
(ce0'0)  (9%0°0) (#%0°0) (920000  (#£0°0) (L¥0°0)
x:£20°0 +820°0 «=9LT0 «680°0 «9ST°0 «860°0 Suung x wog X suuou 13w yedxg
arerolN drwenxyg judwdo[aAdq [onuo) Peqpa’d] I1d3Feury :9[qerrea yuapuada
9) () ) (€) (2) (1)

SA9AING 3S[N S, INIOA\ PUe SUWLION] I9puar) s, 193eue]A yedXq :JA d[qeL



Table VII: Impacts of Expat Manager’s Gender Norms on Local Managers” Subordinates

Panel A. Vertical transmission through direct employees

) @) ) (4)

Dependent variable: Log(Pay + bonuses) Work level
Worker’s exposure to 2nd-gen mgr: Within 3 yrs of 2nd-gen mgr’s expat exposure ~ Within 3 yrs
2nd-gen manager sample: Full sample Female manager Male manager Full sample
Expat mgr norms x Female x During 0.021* 0.008 0.029* 0.049**
(0.011) (0.012) (0.018) (0.018)
Expat mgr norms x Female x Post 0.030%** 0.029 0.027** 0.060***
(0.010) (0.018) (0.013) (0.017)
Worker FEs v v v v
2nd-gen manager x Period FEs v v v v
Manager x Year x Female FEs v v v v
N 375,509 375,509 375,509

Panel B. Horizontal transmission through peer managers

1) 2 ©) (4)

Dependent variable: Log(Pay + bonuses) Work level
Worker’s exposure to peer mgr: Within 3 yrs of peer mgr’s expat exposure Within 3 yrs
Local peer manager sample: Full sample Female manager Male manager Full sample
Expat mgr norms x Female x During 0.037** 0.052*** 0.024 0.060***
(0.015) (0.017) (0.021) (0.020)
Expat mgr norms x Female x Post 0.024* 0.054** 0.003 0.065***
(0.014) (0.027) (0.020) (0.020)
Worker FEs v v v v
Local peer manager x Period FEs v v v v
Manager x Year x Female FEs v v v v
N 249,308 249,308 249,308

Notes: This table shows the coefficients from estimating equation (3). Panel A considers vertical trans-
mission through local direct employees who are “second-generation” managers. Panel B considers
horizontal transmission through local peer managers in the same function. Exposure periods are de-
fined based on the worker’s exposure to the local manager. Columns (2) and (3) report the results
from one single regression with separate Norms,, x Fem; coefficients for female (column 2) and male
(column 3) local managers. Controls include worker’s age, agez, tenure, tenure?, and local manager’s
gender norms X worker’s gender X exposure period. Standard errors are double clustered by worker
and expat manager’s home country x worker’s gender.
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Table VIII: Aggregate Impacts on Office-Function Gender Promotion and Pay Gaps

Panel A: All local employees

) )

% of Women in

®) (4)

Dependent Variable: Leadership Positions Gender Pay Gap (WL> 2)
(WL> 3)

Male Expat Managers’ Average Norms 0.0235*** 0.0235*** 0.0511** 0.0522**
(0.0091) (0.0091) (0.0228) (0.0230)

% of Expat Foreign Managers 0.0762 -0.2467*

(0.0583) (0.1435)

Office FE v v v v

Function x Year FE v v v v

N 18,658 18,658 7,885 7,885

Panel B: Treated vs Untreated local employees

@ ()

% of Women in

®) 4)

Dependent Variable: Leadership Positions Gender Pay Gap (WL> 2)
(WL> 3)
Treated Untreated Treated Untreated
Male Expat Managers’ Average Norms 0.0295*** -0.0065 -0.0004 -0.0488*
(0.0084) (0.0057) (0.0389) (0.0296)
% of Expat Foreign Managers 0.1315%** -0.0386 -0.2677 0.1029
(0.0499) (0.0376) (0.3728) (0.2848)
Office FE v v v v
Function x Year FE v v v v
N 17,522 18,657 4,613 4,298

Notes: This table presents the coefficients from estimating equation (5). Panel A reports estimates using
the full sample of local employees in each office-function-quarter unit, while Panel B reports separate
estimates for treated and untreated employees. Controls include the number of local employees, their
average age, and their average tenure (in years). Standard errors are clustered at the Office x Year level.

Office-function units with fewer than 10 local employees are excluded.
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Table IX: Aggregate Impacts on Office-Function Managers” Exit Rates

Panel A: All local employees

@ 2) ®) )
Dependent Variable: Female Managers Male Managers
Male Expat Managers’ Average Norms -0.0013 -0.0013 0.0008 0.0008
(0.0008) (0.0008) (0.0007) (0.0007)
% of Expat Foreign Managers -0.0022 0.0107
(0.0050) (0.0070)
Office FE v v v v
Function x Year FE v v v v
N 25,975 25,975 32,483 32,483
Panel B: Treated vs Untreated local employees
@) ) ®) (4)
Dependent Variable: Female Managers Male Managers
Treated Untreated Treated Untreated
Male Expat Managers’ Average Norms -0.0011 -0.0002 0.0004 0.0003
(0.0007) (0.0004) (0.0006) (0.0004)
% of Expat Foreign Managers 0.0009 -0.0044 0.0158** -0.0054**
(0.0036) (0.0036) (0.0067) (0.0026)
Office FE v v v v
Function x Year FE v v v v
N 23,455 25,966 28,851 32,452

Notes: This table presents the coefficients from estimating equation (5). Panel A reports estimates using
the full sample of local employees in each office-function-quarter unit, while Panel B reports separate
estimates for treated and untreated employees. Columns (1) and (2) restrict the sample to local female
managers, whereas Columns (3) and (4) restrict it to local male managers. Controls include the number
of local employees, their average age, and their average tenure (in years). Standard errors are clustered
at the Office x Year level. Office-function units with fewer than 10 local employees are excluded.
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A Appendix Figures and Tables

Figure A.1: Distributions of Expat Managers” and Workers” Countries

(49,156]

(176,776]

B. Workers’ countries

Notes: The figure shows the geographical distributions of baseline sample’s expat managers” home coun-

tries (origin countries) and baseline sample’s workers’ countries at exposure (destination countries).

47



Figure A.2: Expat Managers’ Origins-Destinations by Country Gender Norms
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Notes: This figure shows baseline sample’s manager flows during their expat rotations across countries
based on the origin and destination countries’ gender norms. The X-axis corresponds to the home countries
of expat managers (the origin countries) and the Y-axis corresponds to the countries where expat managers
are posted during their expat rotations (the destination countries). Country gender norms measure is di-
vided into quartiles, with low /below median and above median/high countries being those with the more
conservative and progressive gender norms.
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Figure A.3: Evolution of Impact of Expat Manager’s Gender Norms
on the Gender Promotion Gap
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Notes: This figure shows the effects of the expat manager’s gender norms on the female-male gender pro-
motion gap in the quarters before and after the expat manager rotates into the office. All coefficients are
plotted relative to the pay gap in the quarter before the expat manager enters.

Figure A.4: Work Level by Gender and Expat Managers’ Gender Norms
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Notes: This figure plots the average work level of male and female workers exposed to expat managers with
conservative and progressive gender norms before, during, and after such exposure, after partialling out
worker’s age, agez, tenure, tenure?, and office x year fixed effects.
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Figure A.5: Pay and Work Level by Gender and Expat Managers” Gender Norms
Including Never Treated Workers
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Notes: This figure plots the average log(pay + bonuses) and work level of male and female workers not
exposed and exposed to expat managers with conservative and progressive gender norms before, during,
and after such exposure, after partialling out worker’s age, age?, tenure, tenure?, and office x year fixed
effects.
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Figure A.6: Distribution of Male Expat Managers” Average Gender Norms
at the Office-Function-Quarter Level
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Notes: This figure plots the distribution of male expat managers’ average gender norms at the office-

function-quarter level after standardization.
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Table A.1: Impact of Expat Manager’s Gender Norms Using Other Norms Measures

) @) @) 4) ®) (6)
Dependent variable: Log(Pay + bonuses)
Gender norms measure: Baseline  Right Working Business University Working to be
(all three) tojobs mothers executives education independent
Expat mgr norms x Female x During  0.049***  0.052***  0.039***  0.053*** 0.046*** 0.048***
(0.012)  (0.013)  (0.011) (0.012) (0.011) (0.016)
Expat mgr norms x Female x Post 0.049*  0.054*** 0.038***  0.049** 0.046*** 0.038*
(0.015)  (0.019)  (0.012) (0.016) (0.017) (0.021)
Worker FEs v v v v v v
Expat manager x Period FEs v v v v v v
Manager x Year x Female FEs v v v v v v
N 249,968 253,074 250,978 248,479 250,575 247,386

Notes: This table shows the coefficients from estimating equation (1). The baseline gender norms measure used
in column (1) is the average of those used in columns (2) to (4) on a 1-2 scale, following Kleven (2022). The gender
norms measure used in column (2) is constructed from WVS responses to the statement “When jobs are scare, men
should have more of a right to a job than women” (1-2 scale); column (3) “When mother works for pay, the child suffer”
(1-4 scale); column (4) “On the whole, men make better business executives than women do” (1-4 scale); column (5)
“A university education is more important for a boy than a girl” (1-4 scale); and column (6) “Having a job is the best
way for a woman to be an independent person” (1-2 scale). Controls include worker’s age, age?, tenure, and tenure?
Standard errors are double clustered by worker and expat manager’s home country x worker’s gender.
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Table A.2: Impact of Expat Manager’s Gender Norms
Controlling for Other Characteristics and Cultural Traits

Panel A. Other characteristics

Dependent variable:

Other characteristics:

@

)

®)

Log(Pay + bonuses)

(4)

Of expat manager

Of home country

Demographic Performance GDP per capita Education

Expat mgr norms x Fem x During 0.039*** 0.036*** 0.053* 0.059**
(0.011) (0.013) (0.029) (0.019)
Expat mgr norms x Fem x Post 0.031** 0.035** 0.083** 0.108***
(0.013) (0.015) (0.039) (0.033)
Worker FEs v v v v
Expat manager x Period FEs v v v v
Manager x Year x Female FEs v v v v
N 249,099 249,968 243,540 247,244
Panel B. Other cultural traits
) ) ®) 4)
Dependent variable: Log(Pay + bonuses)
Other trait: Trust Work ethic ~ Redistribution Risk
Expat mgr norms x Fem x During 0.057*** 0.040** 0.083*** 0.035**
(0.013) (0.013) (0.018) (0.015)
Expat mgr norms x Fem X Post 0.043** 0.032* 0.077*** 0.028
(0.017) (0.019) (0.018) (0.018)
Other trait x Fem x During 0.005 -0.023 0.043** -0.016
(0.013) (0.014) (0.019) (0.017)
Other trait x Fem x Post 0.016 -0.033 0.038** -0.031
(0.018) (0.020) (0.018) (0.023)
Worker FEs v v v v
Expat manager x Period FEs v v v v
Manager x Year x Female FEs v v v v
N 247,706 247,706 245,238 234,305

Notes: This table shows the coefficients from estimating equation (1). Controls include worker’s
age, age?, tenure, and tenure?. In column (1) of Panel A, we additionally control for expat
manager’s age, tenure, and work level at the time of exposure; in column (2) expat manager’s
performance, measured as his age and tenure at achieving WL3; column (3) expat manager’s
home country’s GDP per capita; and column (4) expat manager’s home country’s average years
of schooling. In column (1) of Panel B, we additionally control for expat manager’s trust; column
(2) expat manager’s work ethic; column (3) expat manager’s preference for redistribution; and
column (4) expat managers’ risk preference. Trust, work ethic, preference for redistribution,
and risk preference are constructed analogously to gender norms, using WVS responses to the
statements “Generally speaking, would you say that most people can be trusted or that you can’t be too
careful in dealing with people?” (1-2 scale); “Important in life: work” (1-4 scale); “In the long run, hard
work usually brings a better life” or “Hard work doesn’t generally bring success — it’s more a matter of
luck and connections” (1-10 scale); and “Adventure and taking risks are important to have an exciting
life” (1-6 scale) respectively. All additional controls are interacted with the worker’s gender and
exposure period. Standard errors are double clustered by worker and expat manager’s home
country x worker’s gender.
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Table A.3: Impact of Expat Manager’s Gender Norms Using Alternative Samples

) @ ®) @ ®) (6)
Dependent variable: Log(Pay + bonuses)
Sample type: Expat managers Workers
Sample: First rotation Local Non-local Firstteam Non-first team All
Expat mgr norms x Female x During 0.065** 0.043*  0.075* 0.047** 0.052%** 0.0327**
(0.031) (0.014) (0.040) (0.020) (0.017) (0.010)
Expat mgr norms x Female x Post 0.097*** 0.056*** 0.029 0.042** 0.053*** 0.077***
(0.036) (0.018) (0.041) (0.018) (0.020) (0.016)
Expat mgr norms x Female x Next expat -0.007
(0.016)
Worker FEs v v v v v v
Expat manager x Period FEs v v v v v v
Manager x Year x Female FEs v v v v v v
N 146,674 249,968 249,968 249,698

Notes: This table shows the coefficients from estimating equation (1) using alternative samples. Column (1) restricts the
sample to expat managers’ first international rotations. Columns (2) and (3) report the results from one single regression
with separate Norms,, x Fem; coefficients for exposed workers who are local workers in the destination country (column
2) and non-local workers (column 2). Columns (4) and (5) report the results from one single regression with separate
Norms,; x Fem; coefficients for workers who join the expat manager’s team within the expat manager’s first quarter in
the destination country (column 4) and workers who subsequently join the expat manager’s team (column 5). Column
(6) splits the post-exposure period into before and after the worker’s next expat exposure. Controls include worker’s age,
age?, tenure, tenure®. Standard errors are double clustered by worker and expat manager’s home country x worker’s
gender.
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Table A.4: Impact of Expat Manager’s Gender Norms on Performance

) ) ®) 4)

Dependent variable: Log(Pay) Log(Bonuses) Bonuses/Pay Perf. rating
Expat mgr norms X Fem x During  0.046*** 0.167 0.006 2.102
(0.010) (0.151) (0.005) (1.414)
Expat mgr norms x Fem x Post 0.043*** 0.137 0.010* 3.450%*
(0.013) (0.172) (0.006) (1.785)
Dependent variable mean 11.105 8.724 0.169 101.802
Dependent variable std. dev. 0.801 2.511 0.120 23.127
Worker FEs v v v v
Expat manager x Period FEs v v v v
Manager x Year x Female FEs v v v v
N 249,968 252,097 249,968 225,048

Notes: This table shows the coefficients from estimating equation (1). Controls include
worker’s age, age?, tenure, tenure®. Standard errors are double clustered by worker and
expat manager’s home country x worker’s gender.
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Table A.5: Impacts of Expat Manager’s Gender Norms
on Worker’s Promotions and Lateral Moves Using Full Panel

) ) ©) 4) )

Dependent variable: Salary  Work level Function Sub-function Standard job
promotion achieved transfers transfers transfers
Expat mgr norms x Fem x During  0.077*** 0.028** -0.012 0.046 0.123**
(0.022) (0.012) (0.026) (0.028) (0.037)
Expat mgr norms x Fem Post 0.043* 0.038*** 0.051** 0.018 0.098***
(0.025) (0.012) (0.023) (0.030) (0.030)
Dependent variable mean 1.075 1.901 0.232 0.991 1.656
Dependent variable std. dev. 1.220 0.825 0.627 1.274 1.744
Worker FEs v v v v v
Expat manager x Period FEs v v v v v
Manager x Year x Female FEs v v v v v
N 509,609 509,609 509,609 509,609 509,609

Notes: This table shows the coefficients from estimating equation (1). Promotions and transfers are cumu-
lative counts. Controls include worker’s age, agez, tenure, tenure?. Standard errors are double clustered
by worker and expat manager’s home country x worker’s gender.
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Table A.6: Heterogeneous Impacts by and on Parental Leave

) @) ®) 4) )

Dependent variable: Log(Pay + bonuses) Parental leave within 1 yr
Worker sample: Has par leave No parleave  All  Female Male
Expat mgr norms x Female X During 0.075** 0.045%**

(0.037) (0.012)
Expat mgr norms x Female x Post 0.082** 0.045%**

(0.040) (0.015)
Expat mgr norms x Female 0.013**

(0.006)
Epxat mgr norms 0.008*  -0.004
(0.005)  (0.005)

Dependent variable mean 11.156 11.212 0.078  0.117 0.037
Dependent varianle std. dev. 0.624 0.854 0.268  0.322 0.189
Worker FEs v v
Expat manager x Period FEs v v
Manager x Year x Female FEs v v
Expat manager FEs v
Work level x Female FEs v v v
Function x Female FEs v v v
Dest. country x Female FEs v v v
Year x Female FEs v v v
N 249,968 2,083 1,124 1,085

Notes: Columns (1) and (2) shows the coefficients from estimating equation (1) with separate
Norms,, x Fem; coefficients for workers with (column 1) and without (column 2) parental leave
prior to their expat exposure. Controls include worker’s age, age?, tenure, tenure?. Observation
unit in columns (3) to (5) is a worker. Column (3) includes all workers, while columns (4) and (5)
include only female and male workers respectively. Controls include worker’s age, agez, tenure,
tenure?, and log(pay + bonuses), measured at the first month of expat exposure. In column (3),
these controls are further interacted with worker’s gender. Standard errors are double clustered
by worker and expat manager’s home country.
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Table A.7: Heterogeneous Impacts by Worker’s Retention

1) @ ®) )

Dependent variable: Log(Pay + bonuses) Work level
Worker sample: Leave 3 yrs Stay3yrs Leave3yrs Stay3yrs
Expat mgr norms X Female x During 0.054** 0.076*** 0.031 0.021

(0.027) (0.014) (0.036) (0.022)
Expat mgr norms x Female x Post 0.055* 0.049%*# 0.025 0.039**

(0.030) (0.014) (0.041) (0.019)
Worker FEs v v v v
Expat manager x Period FEs v v v v
Manager x Year x Female FEs v v v v
N 206,729 206,729

Notes: This table shows the coefficients from estimating equation (1) with separate
Norms,, x Fem; coefficients for workers that leave within three years of their expat ex-
posure (columns 1 and 3) and those that stay (columns 2 and 4). Columns (1) and (2)
report the results from one single regression; the same holds for columns (3) and (4).
Controls include worker’s age, agez, tenure, tenure?. Standard errors are double clus-
tered by worker and expat manager’s home country x worker’s gender.
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Table A.8: Heterogeneous Impacts on Managers vs. Non-managers

(1) 2) ©) (4)

Dependent variable: Log(Pay + bonuses) Work level

Worker sample: Managers Non-managers Managers Non-managers

Expat mgr norms x Female x During  0.059*** 0.028 0.086*** 0.040
(0.011) (0.028) (0.017) (0.039)

Expat mgr norms x Female x Post 0.064*** 0.018 0.102%** 0.046
(0.015) (0.027) (0.025) (0.043)

Worker FEs v v v v

Expat manager x Period FEs v v v v

Manager x Year x Female FEs v v v v

N 249,968 249,968

Notes: This table shows the coefficients from estimating equation (1) with separate Norms,, x
Fem; coefficients for exposed workers who are managers (columns 1 and 3) and non-managers
(columns 2 and 4) prior to expat exposure. Columns (1) and (2) report the results from one single
regression; the same holds for columns (3) and (4). Controls include worker’s age, age?, tenure,
tenure?. Standard errors are double clustered by worker and expat manager’s home country x
worker’s gender.
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Panel A. Progressive vs. conservative prior destination country

Table A.9: Impacts of Destination Country’s Gender Norms on Expat Manager

@) ) ®) (4)

Dependent variable: Log(Pay + bonuses) Work level
Worker sample: Exposed All Exposed All
Progressive prior dest. X Female x During  -0.062 -0.043**  -0.177***  -0.056*

(0.055) (0.018) (0.049) (0.031)
Progressive prior dest. x Female x Post -0.076 -0.030  -0.164"  -0.045

(0.066) (0.022) (0.066) (0.040)
Worker FEs v v v v
Expat manager x Period FEs v v v v
Manager x Year x Female FEs v v v v
N 162,113 2,037,536 162,113 2,037,536
Panel B. Prior destination country’s gender norms

@) ) ®) 4)

Dependent variable: Log(Pay + bonuses) Work level
Worker sample: Exposed All Exposed All
Prior dest.’s norms x Female x During -0.036 -0.015  -0.112**  -0.037%

(0.029) (0.011) (0.035) (0.020)
Prior dest.’s norms x Female x Post -0.053* -0.009 -0.084* -0.022

(0.031) (0.013) (0.043) (0.024)
Worker FEs v v v v
Expat manager x Period FEs v v v v
Manager x Year x Female FEs v v v v
N 162,113 2,037,536 162,113 2,037,536

Notes: This table shows the coefficients from estimating equation (4). Columns (1) and
(3) in both panels consider only expat-exposed workers in expat managers’ next desti-
nation countries. Columns (2) and (4) in both panels consider all workers in expat man-

agers’ next destination countries. Controls include worker’s age, agez, tenure, tenure

2.
7

expat manager’s norms x worker’s gender x exposure period; low norms expat man-
ager’s home country x low norms prior destination country x low norms next desti-
nation country. Standard errors are double clustered by worker and expat manager’s

home country x worker’s gender.
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