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WHAT IS AN EXCELLENT PLACE TO WORK? 
DIFFERENCES IN THE PERCEPTION OF MEN  

AND WOMEN IN THE CONSTRUCTION SECTOR

ABSTRACT

Purpose — The purpose of this paper is to examine gender differences between men and women on the 
factors that make an organization an excellent place to work. It is assumed that these factors are tangible or 
intangible.
Design/methodology/approach — Secondary data from 4460 workers in the construction sector who re-
sponded to the Best Companies to Work 2017 survey were used. The data were analyzed using descriptive sta-
tistics and Multinomial Logistic Regression. From the consideration of ten intangible aspects and one tangible 
aspect, differences between men and women were perceived in the definition of an excellent place to work.
Findings — When compared to men, women are more likely to consider intangible aspects (six out of ten) 
than tangible in defining an excellent place to work. The other four intangible factors did not show significant 
differences between genders.
Practical implications — This research results can be useful for employers and managers, who should seek 
measures that contribute to making work more interesting and engaging for all workers.
Social implications — We seek to contribute to a better understanding of the gender differences associated 
with the workplace of a predominantly male environment. The social implications are associated with the 
need to highlight that inequality in the work environment is lingering still.
Originality/value — Despite the presence of progress in equalizing labor rights, there is still a long way to go 
and this research seeks to highlight this issue based on the analysis of reliable data.
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O que é um excelente lugar para trabalhar? 
Diferenças na percepção de homens  
e mulheres no setor de construção
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RESUMO

Objetivo — O objetivo deste artigo é examinar as diferenças de gênero entre homens e mulheres sobre os 
fatores que tornam uma organização um excelente lugar para trabalhar. Presume-se que esses fatores sejam 
tangíveis ou intangíveis.
Método — Foram utilizados dados secundários de 4460 trabalhadores do setor de construção que responder-
am à pesquisa Melhores Empresas para Trabalhar em 2017. Os dados foram analisados por meio de estatística 
descritiva e Regressão Logística Multinomial. A partir da consideração de dez aspectos intangíveis e um aspec-
to tangível, foram percebidas diferenças entre homens e mulheres na definição de um excelente local para 
trabalhar.
Resultados — Quando comparadas aos homens, as mulheres são mais propensas a considerar aspectos in-
tangíveis (seis em cada dez) do que tangíveis na definição de um excelente lugar para trabalhar. Os outros 
quatro fatores intangíveis não apresentaram diferenças significativas entre os gêneros.
Implicações Práticas — Os resultados desta pesquisa podem ser úteis para empregadores e gestores, que 
buscam medidas que contribuam para tornar o trabalho mais interessante e envolvente para todos os tra-
balhadores.
Implicações Sociais — Procuramos contribuir para uma melhor compreensão das diferenças de gênero associ-
adas ao ambiente de trabalho em um ambiente predominantemente masculino. As implicações sociais estão 
associadas à necessidade de destacar que a desigualdade no ambiente de trabalho ainda está presente.
Originalidade — Apesar de haver avanços na equalização dos direitos trabalhistas, ainda há um longo caminho 
a percorrer e esta pesquisa busca evidenciar essa questão a partir da análise de dados confiáveis.

Palavras-chave: Gênero; Setor de construção; RH; Regressão Logística Multinomial.

1 INTRODUCTION

19th century society, in general, was characterized by the sexual division of labor, in which 
the productive world belonged to men while the reproductive world belonged to women (Sousa & 
Guedes, 2016). From the 20th century, however, women increased their participation in the labor 
market and in the management of organizations as a result of socioeconomic changes and feminist 
movements (Sorj, Fontes, & Machado, 2007; Almeida, Morais, & Coelho, 2020). The “relaxation of 
the borders” (Sousa & Guedes, 2016, p. 123) between these two worlds has contributed so that 
women, in addition to being housewives, also enter the job market over time (Beraldo & Trindade, 
2016, Sousa & Guedes, 2016). Meanwhile, men, despite being aware of the cultural imposition of 
the father-provider pattern, do not know exactly how they should behave in order to adapt to the 
new demands (Beraldo & Trindade, 2016), and, for this reason, they often stay away from the do-
mestic world (Sousa & Guedes, 2016).

In this perspective, the number of active women in the workforce has grown significantly 
over the past 50 years (Kim, Atwater, Jolly, Kim, & Baik, 2019). Despite this, in Brazil, according to the 
Instituto Brasileiro de Geografia e Estatística, IBGE, — Brazilian Institute of Geography and Statistics, 
in free translation — the unemployment rate for women in 2017 was 14.6% while that for men was 
12.5% (IBGE, 2019). This index shows an acceleration of female unemployment, which in 2014 was 
8.5% (IBGE, 2019).

In addition to the changes associated with the number of female workers, the world of 
work has undergone other transformations, such as the end of lifelong jobs, the emergence of new 
technologies, innovative ways of organizing work, prolonging professional life, possibilities of part-
time work, among others (Wainwright et al., 2018, Oishi, Chan, Wang, & Kim, 2015, Morin, 2001).

In view of the changes and diversification of the workforce, it is not surprising that individu-
als in the work environment have different perspectives on the various attributes of work. Therefore, 
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the objective of this research is to examine the gender differences between men and women on 
the factors that make an organization an excellent place to work. It is admitted that the factors 
that contribute to an organization to be an excellent place to work are tangible or intangible. While 
the tangible aspects are the concrete ones, which can be touched and/or quantified, the intangible 
aspects “. . .  are much more difficult to perceive and, mainly, to quantify” (Del Fiaco & Melo, 2011, 
p. 49). The sector chosen for the research was construction, because in Brazil, according to the Sta-
tistics of the Central Register of Enterprises — CEMPRE, in Portuguese —, this is the sector that has 
the biggest difference between employed men and women, with male participation equivalent to 
89.8% of the total (IBGE, 2018). To answer the proposed objective, secondary data from the 2017 
Best Companies to Work (MEPT, in Portuguese) survey were used.

As some previous research has shown gender differences in relation to job attributes, such 
as satisfaction, motivation, and commitment, the assumption of this research is that men and wom-
en will have different perceptions about what is an excellent place to work. The research by Lee, 
Robertson, and Kim (2019), for example, demonstrated that the determinants of job satisfaction 
are different for men and women. Similarly, Štefko et al. (2017) identified that both job satisfaction 
and motivation are perceived differently between genders. Still regarding gender differences, Sloan 
(2017) noted that, compared to men, women are more likely to perceive solidarity in their co-work-
ers and to have higher levels of commitment to public employment.

This research is justified, in the theoretical scope, for contributing to a better understand-
ing of the gender differences associated with the workplace considering a predominantly male en-
vironment, the construction sector. As for the practical aspect, the results of this work can be useful 
for employers and managers, who, as Lee et al. (2019) mention, should seek measures that con-
tribute to making work more interesting and engaging for all workers. In addition, even among the 
best Brazilian companies, most of them do not have specific practices for serving, attracting, and 
retaining women (Vilela, Hanashiro, & Costa, 2020). The social justification is associated with the 
need to highlight that inequality in the work environment —which has existed since women entered 
the market — is still present (Cavero-Rubio, Collazo-Mazón, &Amorós-Martínez, 2019). There is no 
denying the existence of progress in terms of equalizing labor rights, however, “. . . experience shows 
us that there is still a long way to go” (Cavero-Rubio et al., 2019, p. 1).

2 THEORETICAL BACKGROUND

This topic presents concepts about what is tangible and intangible, followed by the results 
of previous research that determined, in some way, what is (or should be) an excellent place to work. 
The tangible and intangible aspects of the workplace are summarized in Table  1. As the mentioned 
researches do not differentiate between what is tangible or not, the classification presented was 
achieved by the authors of this paper based on the concepts covered in subtopic 2.1.

2.1 Tangible versus intangible

The concepts of tangible and intangible are present mainly in Accounting literature. While 
tangible assets are concrete and with physical substance — such as machines, real estate, and invento-
ry — intangible assets are “. . . represented by assets and rights for the use of a company to generate 
present and future benefits”(Dantas, 2017, p. 100). Intangible assets are invisible, therefore, they have 
no physical existence, such as software, patents, databases, franchises, relationships with suppliers and 
other stakeholders, customer loyalty, among others (Dantas, 2017, Kayo & Famá, 2004).
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In the area of Quality Management, these concepts are also used: products are considered 
tangible and services are intangible. Thus, products can be touched and (sometimes) tasted before 
consumption, while it is not possible to touch, feel or taste a service before purchase (Fadel & Regis 
Filho, 2009). For this reason, product and service management are quite different. The difficulty in 
standardizing services, the need for production and consumption to happen simultaneously and the 
impossibility of being stocked create obstacles for inspection and control to be accomplished (Fadel 
& Regis Filho, 2009).

Kurt, Sinkovics, Sinkovics, and Yamin (2020) also presented the concepts of tangible and 
intangible resources. The aim of these authors’ research was to investigate the role of religion and 
spirituality in a business network context, focusing on the international business development of 
small Turkish companies. For the authors, through business networks, companies can have access 
to tangible and intangible resources. While tangible resources include “. . . access to distribution 
channels, logistics support, and input factors such as raw materials, machinery, and other equip-
ment”, intangible resources include “. . . know-how about foreign market entry, the identification of 
potential foreign customers, risk management, customer needs and trends” (Kurt et al., 2020, p. 4).

Kolpakova, May, and Maar (2019), on the other hand, deal with what is tangible and intan-
gible when distinguishing the workplace and workspace. According to the authors, the workplace is 
physical and tangible and includes items such as furniture and equipment, while the workspace is 
not necessarily connected to a “real workplace”, covering items such as organizational knowledge 
and business processes.

Based on the definitions presented, in this work the tangible aspects that contribute to 
making the workplace an excellent place to work include objective factors such as remuneration, 
benefits, or concrete policies. Intangible aspects, however, concern untouchable factors, such as 
autonomy, recognition, motivation, balance between personal and professional life, good working 
climate, among others. These tangible and intangible aspects will be discussed below.

2.2 What makes a company an excellent place to work?

Research that deals with the characteristics of an excellent place to work are usually associ-
ated with the meaning of work, since “work, today, is visibly valued, not only for the financial return 
but for the moral value it assumes in our culture”(Rizzo & Chamon, 2010, p. 408). Morin (2001) 
quotes Emery (1964, 1976) and Trist (1978) to determine the six properties of work that stimulate 
the commitment of those who do it: (1) variety and challenge; (2) continuous learning; (3) autono-
my; (4) recognition and support from third parties in the organization; (5) social contribution; and (6) 
the possibility of improvement and professional guidance in the future.

In 2004, Coda and Fonseca performed qualitative research with 15 Brazilian executives to 
understand the meaning of work. The authors identified ten categories of meanings attributed to 
the work: (1) means of participating in something, being part; (2) independence, autonomy; (3) an 
instrument for transforming society and the organization; (4) means of building something, carrying 
out work; (5) knowledge expansion, development; (6) means of helping, contributing to people and 
society, being useful; (7) means of testing one’s skills, overcoming one’s limits; (8) possibility of relat-
ing and establishing links with people; (9) means of expression of knowledge and skills; (10) security, 
personal and family maintenance. The meaning attributed to work, therefore, expresses the wishes 
and needs of individuals, and the work itself is the instrument for such desires and needs to be ful-
filled (Coda & Fonseca, 2004). For the authors, “. . . as the work can fulfill its function, that is to say, 
the meaning attributed to it, there is a feeling of gratification and pleasure” (Coda & Fonseca, 2004, 
p. 18). Thus, the job will be excellent for an individual if it is able to do theirfunction. In addition, 
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each worker can assign one or more meanings to the work (Coda & Fonseca, 2004).
The research by Cavazotte, Lemos and Viana (2012) sought to meet the expectations of 

young professionals in training relating to the tangible and intangible rewards they want to obtain 
at work. The authors realized, from the interviewees’ report, that the tangible (wage increase) or 
symbolic (employee of the month) rewards have not been shown to be sufficient for young people, 
who prefer rewards in the form of constant attention and feedback. As the gender of the students 
was not presented, it was not possible to analyze whether there were gender differences regarding 
the preference of tangible or intangible rewards.

Lindberg and Vingård (2012), in turn, made a systematic review of the literature in order to 
know the indicators of healthy work environments, also called indicators of “a good place to work”. 
According to the authors, good places to work have characteristics such as recognition, autonomy, 
growth and development, safe physical work, balance between work and life, and benefits for soci-
ety (Lindberg &Vingård, 2012).

The research by Souza, Lopes, and Hilal (2015) aimed to describe and analyze the char-
acteristics of the work considered relevant for twenty-one Brazilian women workers in managerial 
positions. Among other relevant characteristics, the following can be mentioned: (1) identification 
with the work scope, especially when the work contributes to the company’s results; (2) autonomy; 
(3) work climate, that is, a pleasant and comfortable environment for carrying out the work; (4) ad-
miration by peers and by employees of other hierarchical levels, since, according to the interviewees 
“. . . it is relevant to work in a company that is, in some way, managed and led by people they respect 
and admire” (Souza et al., 2015, p. 121); (5) feedbacks, whether formal or informal; (6) wage level 
and indirect benefits; and (7) existence of social projects in the company (Souza et al., 2015).

Finally, based on the idea that individuals consider the organization’s reputation when ap-
plying for job offers, Catano and Hines (2016) examined how much corporate social responsibility 
(CSR) and psychologically healthy workplace (PHW) policies were attractive to millennial genera-
tion’ job seekers (that is, those born between 1979 and 1994). While CSR is associated with the 
organization’s interest in promoting social policies that improve the relationship with society, PHW 
involves policies of balance between work and personal life, growth, and development of workers, 
health and safety, as well as recognition and involvement of employees (Catano & Hines, 2016). The 
experimental study by Catano and Hines (2016) was carried out with 116 undergraduate students 
from Canada and revealed that candidates are more attracted by job advertisements that provide 
information on CSR and PHW policies. Although the majority (69%) of the sample was composed of 
women, the authors did not analyze gender differences concerning the attraction of CSR and PHW 
policies and suggested that future research should investigate whether there are differences in this 
regard.

Based on the previous considerations, Table 1 summarizes the tangible and intangible as-
pects of the workplace in the cited researches.
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Table 1: Tangible and intangible aspects of the workplace

Source: the authors (2021) based on the cited research.

In this study, we assume that the tangible and intangible aspects will be perceived differ-
ently among male and female workers in the construction sector. Such consideration is associated 
with the finding of gender differences in relation to several research aspects. In research on faculty 
members, for instance, Webber and Rogers (2018) identified that, in relation to men, women per-
ceive that recognition, mentoring and the balance between job functions are more important for 
their job satisfaction. As for work-life balance policies, although they are available for men and wom-
en, “. . .they are often viewed as mechanisms for enhancing women’s experiences in the workplace” 
(Feeney & Stritch, 2019, p. 429). This is because family responsibilities still fall disproportionately 
on women and the presence of such policies can contribute to equity in the workplace (Feeney & 
Stritch, 2019).

After presenting the theoretical background, the following topic presents the methodolog-
ical procedures that guide the research.

3 METHODOLOGICAL PROCEDURES

This quantitative and descriptive research aims to examine gender differences between 
men and women on the factors that make an organization an excellent place to work. To answer the 
proposed objective, secondary data from the 2017 MEPT survey were used. The survey contains in-
formation on 365 companies from various sectors such as engineering and construction, retail trade, 
technology and communication, health services, cooperative, agribusiness, among others. In total, 
250,273 workers from these 365 companies participated in the survey, 76.6% of the answers are 
valid for the present study (n = 191,618), since it contains the answers used in the chosen variables.
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Eight companies of the Engineering and Construction sector participated in the 2017 MEPT 
survey. They had 8,746 employees, and 73.5% (n = 6,426) responded to at least one question. More-
over, we removed two groups from the final analysis: 274 were non-heterosexual and/or non-cis-
gender, which is out of our research scope, and 1,692 did not know/desire to respond to at least one 
question. The total sample comprised 4,460 valid answers (72.5% of the 6,152 eligible to respond).

The data analysis techniques used were descriptive statistics (arithmetic mean, standard 
deviation, and proportions) and Multinomial Logistic Regression (MLR). The MLR assesses the prob-
ability of an event occurring and identifies characteristics of the elements belonging to each group 
determined by the categorical variable as a dependent (Fávero, Belfiore, Silva, & Chan, 2009, p. 
441). In this research, the use of this technique presents the relative risk of choosing an intangible 
aspect over a tangible aspect when characterizing the company as an excellent place to work by an 
independent variable, namely: gender controlled for other profile characteristics (educational level, 
age, company position, etc.). Therefore, the base/reference category chosen was the only one — 
among the possible answers — identified as tangible, namely: remuneration. Thus, the key question 
used for this research was the following: what makes me consider a company an excellent place to 
work? Possible responses included:

• To be recognized for my dedication, for my new ideas and realize that my effort  
 contributes to the company’s success (Recognition);

• Feeling satisfied and motivated with the work I do in the company  
 (Satisfaction and motivation);

• To agree with the company’s goals and values and be proud to work for it  
 (Objectives and values);

• Being able to balance my work and my personal life (Work-life balance);
• To admire what the company does for its customers, society and the community  

 (Admiration);
• To realize that I am learning more and more and that I have the opportunity to grow  

 and develop (Learning and growth);
• To have stability and security (Stability and security);
• To be in an environment of good relations with co-workers (Good relations);
• To receive a wage according to my responsibilities and a benefits package that meets  

 my needs – reference category for comparisons (Wage and benefits);
• To be treated fairly (Fair);
• To have bosses that I respect, trust, and guide their work team (Respect and trust).

We use the software Stata/IC 15.1to treat the database, test the hypothesis, and construct 
the model. The processing of data occurred with the use of five main packages: mvdecode (sepa-
ration of valid and non-valid responses), replace and recode (organization of categories), gen, and 
egen (creation of variables). The analyzes, hypothesis tests, and model construction were performed 
using several descriptive statistics packages, as tabulate and tabstat. Furthermore, multivariate anal-
ysis was based on mlogit for MLR and several post-estimation commands to assess the quality of the 
models: Hosmer–Lemeshow adapted to MLR (Fagerland & Hosmer, 2012), general null hypothesis 
of the model that all parameters are equal to zero, and Pseudo-R² (total explained variability of the 
dependent variable).
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4 ANALYSIS AND DISCUSSION OF RESULTS

The research results are divided into four topics. The first one characterizes the sample 
by variable, in addition to describing them. The second presents the initial results of gender differ-
ences in the dependent variable. The third describes the relationship between control variables 
and the dependent variable, presenting complementary results. The fourth and last topic presents 
the results of the gender difference and an alternative model with the interaction between gender 
and the other variables, in order to detail the results.

Description of variables and sample characterization

The variables gender, identity, and sexual orientation were used as a filter to select part 
of the sample. In the process of cleaning the database, it was taken into account the selection 
of workers in the civil construction sector, heterosexuals (97.6% workers), cisgenders (99.5% are 
workers who identify with the sex that was born), who completely answered the questionnaire, 
and have a reason among those listed to choose a company as an excellent place to work. In total 
for the sector, 83% of workers declared to be male, 23 percentage points (pp) more than the other 
sectors. This number confirms the Statistics of the Central Register of Enterprises, which show that 
the construction sector has the greatest difference between men and women, with male partici-
pation equivalent to 89.8% of the total (IBGE, 2018).

The control variables in the relation between gender and the choice of an aspect (tan-
gible or intangible) to consider a company as good to work are “Age”, “Internship” (62 unan-
swered observations), “Work formal contract” (429 unanswered observations), “Position” (559 
unanswered observations), “Wage” (4.4% of respondents did not want to report their wage level, 
which is equivalent to 281 unanswered observations), “Education” (4.6% of respondents did not 
report their level of instruction, which corresponds to 293 unanswered observations), “Disability” 
(2.9% of respondents did not report whether they had any type of disability, which corresponds 
to 185 unanswered observations), “Number of children” (2.7 % of respondents did not inform the 
number of children, which corresponds to 170 unanswered observations) and “Ethnicity” (3.7% of 
respondents did not inform ethnicity, which is equivalent to 236 unanswered observations).

The average age of workers is 38.6 years (s = 9.9). On average (p < 0.01), men (39.4 years; 
s = 10) in the construction sector are almost five years older than women (34.7 years; s = 8.6). 
Most workers have an employment relationship with the company (94.8%), that is, they are em-
ployees and not interns. Most workers in the sector are formally hired following the Consolidation 
of Labor Laws (CLT) valid in Brazil (64.8%).

Most workers in the sector have an operational position (81.8%), with 5pp more men and 
3pp more women when compared to other sectors. This observation can be explained by the na-
ture of the sector itself, which needs more operational workforce. Regarding wages, 36.2% of con-
struction workers declared that they receive up to 2 minimum wages, 31% receive between two 
and four, and 32.8% receive more than four minimum wages. We identify that these proportions 
do not differ by more than 1pp from what was observed in the proportions found in the complete 
data set, reflecting that the wage reality of the construction sector sample is equivalent to that ob-
served in the other sectors. When comparing with the other sectors, there are 10pp fewer women 
who earn up to 2 minimum wages and 14pp more women who earn more than 4 minimum wages. 
The proportions of men do not differ from those observed in the market.

As for the level of education, 53% of the workers have completed high school, 30.2% 
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have higher education and 16.8% have taken a postgraduate course. The construction sector has 
a discrepancy when compared to the others, as it reaches 13pp more people in the less educated 
level, 8pp fewer graduates in higher education, and 5pp fewer postgraduates. When contrasting 
gender differences, there are 10pp more women with postgraduate degrees and 8pp more men 
with only high school education in this sector than in the others.

In the construction sector, the proportion of disabled people (4.2%) is slightly higher than 
in the other sectors (4%), but it is still clear that most of the sample declared they were not disa-
bled. There are no significant differences (greater than 1pp) between disabled men and women in 
the construction sector compared to the rest. As for the number of children, about 35.7% of work-
ers in the construction and engineering sector do not have children, 27.3% have only one child and 
37% have two or more children. Most construction workers have two or more children, while in 
the other sectors the predominant category is that of not having children (44.2%). The proportion 
of women who work in the sector and do not have children is higher than that observed in the 
market (8pp); the opposite is observed with men (less 7pp).

Concerning ethnicity, 60% are white and 40% non-white. Among non-whites, 26.4% are 
brown/mulatto, 8.1% are black, 4.9% are yellow and 0.6% are indigenous. There are no variations 
greater than 1pp on ethnicity between the construction sector and the other sectors in each of 
the categories mentioned.

The proportion of men and women in the perceptions of an excellent place to work

In this research, the dependent variable includes 11 factors that characterize a company 
as an excellent place to work. Among these factors, ten are intangible and one is tangible (refer-
ence category for comparisons). Table 2 summarizes the absolute and relative frequency of the 
tangible and intangible preferences to a company to be considered an excellent place to work.

Among the answers to the question of an excellent place to work, the most frequent for 
men is “agreeing with the company’s goals and values and being proud to work for it” (18.7%, n = 
782), whereas the least frequent is “having bosses that I respect, trust and that guide their work 
team” (1.1%, n = 49). For women, the most frequent answer is “to realize that I am learning more 
and more and that I have the opportunity to grow and develop“ (3.9%, n = 183), and less frequent-
ly is “to be treated fairly“ (0.2%, n = 7).

For both men (72.2%) and women (77.4%), most preferences for considering a company 
as an excellent place to work are concentrated in the first four options in Table 2. These four op-
tions represent intangible aspects which are proportionally preferable for men and women at the 
expense of receiving an adequate wage and benefits package (men = 10.8% and women = 6.7%). 
Henceforth, we observe that wage is not a sine qua non condition to consider that a company is 
excellent to work, a result that is in line with the one mentioned by Rizzo and Chamon (2010). 
Despite this, relatively, men choose more frequently (4pp more) to receive an adequate wage and 
benefits package than women.

The other categories less frequent than the wage for men and women are, respectively: 
having an environment with good relations (5.6% and 4.4%), a balance between work and person-
al life (3.7% and 5.3%), stability and security (2.5% and 1.8%), admiring actions taken by the com-
pany (2.3% and 1.3%), fair treatment (1.7% and 0.9%) and having a respect and trust relationship 
with the boss (1.3% and 2.2%).

Three categories presented different percentages between the construction sector and 
the other sectors, they are: “agree with the company’s goals and values and be proud to work 
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in it” (3pp higher in the construction sector), “feel satisfied and motivated with the work I do in 
the company” (3pp higher in other sectors) and “being in an environment of good relations with 
co-workers” (2pp higher in the construction sector).

Table 2: Gender differences in the responses attributed to the question: “What makes me consider a company to be an 
excellent place to work?”

Source: the authors (2020) based on data from the 2017 MEPT survey.

Interpretation of control variables

Table 3 shows the final results of the multinomial logistic model, which achieved a good 
overall fitbased on the Hosmer-Lemeshow test adapted to the MLR (Fagerland & Hosmer, 2012), 
with the non-rejection of the null hypothesis (χ² = 76.91; df = 80; p = 0.58). It is possible to reject 
the model null hypothesis of the general test if all parameters are equal to zero (χ² = 625.2; df 
= 140; p < 0.01). Not all variables that fully explain the phenomenon have been included — that 
is, what makes a construction worker consider a company an excellent place to work — this pa-
per only controls gender differences by profile characteristics. Which justifies the low value of 
Pseudo-R² = 3.3% in the total explanation of the aspect. The interpretation of this coefficient of 
determination suggests that other conditions — more specifically, variables — are responsible for 
explaining the completeness of the phenomenon in observation.
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Older workers are slightly associated with the preference of certain intangible factors 
over the tangible, such as stability and security (rrr = 1.03; p = 0.04), being treated fairly (rrr = 
1.04; p = 0.08) and agree with the company’s values and objectives (rrr = 1.01; p = 0.09). On the 
other hand, younger workers prefer learning, growth, and development over wages and benefits 
(rrr = 0.96; p < 0.01). Another category that is associated with the preference of younger people, 
when compared to wage and benefits, is the recognition for their dedication, for new ideas, and 
for knowing that they are contributing to the company’s success (rrr = 0.99; p = 0. 10). In the other 
categories, age variation is not associated with an increase in the probability of choosing an intan-
gible over the tangible aspect.

Interns, compared to workers with formal contracts (CLT), are more likely to choose six 
out of ten intangible aspects, at the expense of an adequate wage and benefits package. They are 
four times riskier to choose a company as an excellent place to work when they admire the com-
pany’s activities (p = 0.05); 3.2 times when they have the opportunity to learn, grow and develop 
(p = 0.01); 2.9 times when there are good relations with the boss (p = 0.05) or balance between 
work and personal life (p = 0.08); 2.7 times when they feel satisfied and motivated (p = 0.03); and 
2.4 times when they agree with the company’s goals and values (p = 0.07).

Being treated fairly was only preferable to receiving a compatible wage and benefits in 
two situations: (1) employees with disabilities are 4.3 times (p = 0.01) riskier than employees with-
out disabilities to consider this aspect, and (2) employees formally hired (CLT) in relation to those 
not hired under this contract, with a risk 1.9 times greater (p = 0.07). Nevertheless, in relation to 
the disabled people, they have a preference for other intangible aspects at the expense of wage, 
when compared to the non-disabled, thus, the possibility of learning, growth, and development 
(risk 2.4 times higher than the non-disabled; p = 0,02); recognition for dedication to the company 
(2.4 times higher than non-disabled people; p = 0.02); and satisfaction and motivation with the 
work performed (2.1 times greater than the non-disabled; p = 0.05).

Considering the wage, workers who are in the lowest salary range – earning up to 2 mini-
mum wages – are riskier to choose a company as excellent to work due to intangible aspects at the 
expense of wage and benefits. When compared to those who earn between 2 and 4 salaries, those 
with a lower wage range opted for four intangible aspects and when compared to those who earn 
more than four salaries, they opted for five intangible aspects. Between these aspects, three cate-
gories are common in both analyzes: having an environment of good relations with co-workers (p 
= 0.01), having stability and security (p < 0.01) and learning, growth, and development (p < 0.01).
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Table 3: General research model

Source: the authors (2021) based on the 2017 MEPT survey data.

Workers with higher educational levels, either undergraduate (rrr = 1.8; p = 0.03) or 
postgraduate (rrr = 2.02; p = 0.03), are only more reckless to choose an intangible aspect at the 
expense of wage and benefits package when this aspect is related to the balance between work 
and personal life. Who have, at most, high school are the ones who prefer wage than compati-
bility with the company’s objectives and values, when compared to those with higher education 
— graduate (p = 0.06) and postgraduate (p = 0.04). The educational level is homogeneous in the 
other comparisons between intangible and tangible aspects.

Gender differences in the perception of an excellent place to work

When analyzing the central variable of the study — gender, we found that men and wom-
en have different preferences to consider a company as excellent to work. This finding demon-
strates that in addition to the differences between men and women regarding job satisfaction (Lee 
et al., 2019), motivation (Štefko et al., 2017) and perceptions of solidarity between co-workers 
(Sloan, 2017 ), for instance, workers also have different preferences about what is an excellent 
place to work. In a general analysis, we observe the predominance in the choice of women for cer-
tain intangible aspects. In the comparison between the ten categories of intangible and the tan-
gible aspect (wage), men and women have an equivalent preference for four intangible aspects. 
Women, more than men, prefer six other intangible aspects at the expense of wage, as discussed 
below, in order, from what is most different to what is less.

The biggest discrepancy between men and women occurs in the aspect “having bosses 
that I respect, trust and guide their work team”. Women are three times riskier than men to in-
form that prefer bosses who respect, trust and guide the team than to receive a wage according to 
responsibilities and a benefits package that meets their needs (p < 0.01). This result is compatible 
with that presented by Štefko et al. (2017), as the authors observed that women, in relation to 
men, declared to be less motivated at work when they perceive unjust conduct by their superiors.
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The subsequent aspects that women are more likely to prefer than men in relation to 
wage and benefits package are: satisfaction and motivation with work (rrr = 1.7; p = 0.01), the 
balance of work and personal life (rrr = 1.6; p = 0.04), and learning, growth, and development in 
the company (rrr = 1.6; p = 0.01). Such preferences indicated by women might be associated with 
issues, for instance: when compared to men, women had a late entry into the labor market; and 
the level of occupation of women is lower than that of men in Brazil, id est, women are underrep-
resented in management and leadership occupations. For these reasons, women might be more 
concerned with issues associated with professional training and development at work, as well as 
with satisfaction and motivation and balance between life and work. It is also noteworthy that 
policies providing a balance between work and personal life, despite being offered to men and 
women, benefit especially women, improving their experiences in the work environment (Feeney 
& Stritch, 2019). The last two aspects that present a gender difference when compared to receiv-
ing adequate wages and benefits are: agreeing with the company’s goals and values and being 
proud to work for it (p = 0.07) and being recognized for their dedication and new ideas (p = 0.09). 
In these two cases, women are 1.4 times riskier than men to prefer the intangible aspects over 
the tangible.

Alternatively, to detail the results of the research, a model was tested in which the con-
trol variables had a moderating relationship with gender. Moderation allows detailing the level 
of gender interaction in each of the categories of independent variables, making it possible to 
present gender differences for each of the respondents’ profile characteristics. The Pseudo-R² 
was slightly higher than that of the original model (3.9%), it was not possible to reject the null hy-
pothesis of the Hosmer-Lemeshow test (χ² = 81; df = 80; p = 0.45) adapted to the MLR (Fagerland 
& Hosmer, 2012) and it was possible to reject the null hypothesis of the general model that all 
parameters are equal to zero (χ² = 737.8; df = 260; p < 0.01).

The intangible aspects “admiring what the company does for its customers, society, and 
the community” and “having stability and security” continued with invariance between genders 
when compared to the tangible aspect. The results of Štefko et al. (2017) pointed out that wom-
en, more than men, feel discouraged when they are susceptible to a job instability scenario. This 
apparent contradiction between the results of this research and Štefko et al.’s (2017) can be ex-
plained by the characteristics of the sample. While the present study deals with companies that 
may be among the best in the industry, Štefko et al. (2017) studied small and medium-sized com-
panies. Another aspect that can explain this distinction is the influence of different institutional 
factors, such as cultural, political, and social issues, in the respondents’ perception. The men-
tioned study investigated the Slovak context, in Eastern Europe, whereas the present research 
analyzed the Brazilian context, in South America, two scenarios involved in different realities. We 
understand that this contrast becomes an incentive for the development of investigations that 
consider different contexts so that it is possible to understand the theme with increasing depth. 
Moreover, a further contrast between the sample characteristics is related to the sample of Štefko 
et al. (2017), which has almost 20pp more women than the number of men.

The other two categories that showed no difference in the main model, reveal, for the 
first time, the greater probability of choosing an intangible aspect as “being in an environment of 
good relations with co-workers” (p = 0,03 for men with an undergraduate degree and p = 0.01 for 
men with postgraduate degree) and “to be treated fairly” (p = 0.09, also among men). Not only 
these, but other categories also indicated that men have a preference for intangible aspects, such 
as those with an undergraduate degree who prefer a balance in the relationship between work 
and personal life (p = 0.04) and those with a postgraduate degree who prefer compatibility with 
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organizational values and objectives (p = 0.09), both in relation to those with only high school 
education.

The educational level is the only variable that has a moderating relationship with the 
male gender. Men with graduate or postgraduate degrees are more likely to choose an intangible 
aspect. The most prominent categories are: postgraduate men are 3.6 times riskier to choose a 
company as an excellent place to work when they perceive that they are learning and have an 
opportunity for growth and development (p = 0.07) and three times when they are recognized for 
their dedication (p = 0.08). Despite the lower level of evidence (0.1 > p > 0.05), we find that this 
result relates the higher level of education with the intangible preference of learning and growth. 
This employee profile knows that grew opportunities could lead to better conditions, like higher 
salaries, promotion, and career development.

When the wage moderates the gender variable, we further observe a preference for 
intangible reasons by women, specifically women who earn more than four minimum wages at 
the expense of those who earn a maximum of two. This women profile is 3.5 times riskier when 
the intangible aspect is to agree with the company’s goals and values (p = 0.04), five times when 
we analyze the insertion in an environment of good relationships with colleagues (p = 0.05) and 
fifteen times when it comes to having respectable, trustworthy bosses who guide the work team 
(p = 0.03). The other moderations — not mentioned in the text — showed no significant differ-
ence between men and women. As previously discussed, we point that the profile characteristics 
can explain those differences of preference. The majority of the male workforce is focused on the 
operations of the construction sector. These low-income activities could impact to choose the 
company as a better place to work if their salaries increase. The women profile, nearest to the 
described in the last paragraph, with higher education levels, hides a better social condition that 
enables to prefer intangible aspects than the tangible ones.

In short, there is a prevalence of opting for intangible aspects — agreeing with the com-
pany’s goals and values and having respectable and trustworthy bosses, over tangible aspects 
(wage and benefits) — by women, as observed in the two models presented. Probably the tangi-
ble aspects do not stand out because there is still a macho cultural heritage and a sexual division 
of labor present in society, as women had a late entrance in the labor market, as a result of soci-
oeconomic transformations and feminist movements that began in the 20th century (Sorj et al., 
2007). In this sense, women often tend to “exchange” a high salary for other attributes at work 
(Vokić, Ćorić, & Obadić, 2017). These results may be associated with the fact that they attach 
greater importance to the inclusive workplace, compared to good remuneration, especially in a 
sector where diversity is minimal.

5 FINAL CONSIDERATIONS

From the results obtained, we observe that women are more likely to consider intangible 
than tangible aspects (in this case, only the wage and benefits) when compared to men in defining 
an excellent place to work. For women, six intangible aspects were prominent, namely: (1) having 
respectable bosses who guide the work team; (2) job satisfaction and motivation; (3) work-life bal-
ance; (4) possibility of learning, growth, and development; (5) agree with the company’s objectives 
and be proud to work for it; and (6) being recognized for dedication and new ideas. The other four 
intangible factors are significantly homogeneous between genders.

Regarding the moderation of profile variables in the relationship between gender and the 
choice for a reason that makes a company to be considered excellent to work, the characteristics of 
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educational level are responsible for moderating the increase in the probability of men in choosing 
some intangible aspects, specifically when they have higher education. On the other hand, in certain 
comparisons, women with higher wage levels are more likely to choose intangible aspects in defin-
ing an excellent place to work.

Given the perceived differences between men and women, it is clear the importance of 
offering socially responsible HR practices, including the possibility of equitable growth (Frangieh 
&Yaacoub, 2019), since “gender equality is achieved when opportunities for all types are equally 
available for men and women”(Kim et al., 2019, p. 2). The civil construction sector was chosen pre-
cisely because of the discrepancy between men and women and, when analyzing the predominance 
of men in relation to the participation of women, the proportion indicated by IBGE is similar to that 
found in the present study: 89.8% and 83%, respectively. Such similarity is an indication that the 
results presented in this research can be inferred about the Brazilian population in the civil con-
struction sector. On the other hand, the results may underestimate the gender differences as the 
companies are listed among the best ones to work for.

The control variables age, internship (versus non-intern), and hired under CLT (versus not 
hired under CLT) showed differences in the choice of at least five of the ten intangible aspects in 
relation to wage. Future studies could seek to understand the gender and age differences (or career 
stages) that make an organization an excellent place to work, since, according to Souza et al. (2015), 
individuals change expectations regarding the characteristics of work throughout their lives.

The study delimitation is supported by the comparison between several tangible aspects 
with a tangible aspect, the receipt of wages and benefits. Future researches could use other strat-
egies and (a) use variables that measure other tangible aspects, (b) compare intangible aspects 
with each other, (c) rank or assign weights to each aspect, instead of analyzing categories of unique 
responses. From these three topics, it is possible to derive three limitations of the present study: (1) 
the availability of only one variable that measures tangible aspects; (2) the research parsimony does 
not allow the comparison of all pairwise combinations of the dependent variable categories; and (3) 
the respondents only pointed to one category, when, in fact, the phenomenon of choosing a compa-
ny as an excellent place to work can occur due to the combination of several factors.

Finally, another issue that emerges as a limitation is that a representative portion of the 
respondents works at the operational level, that is, the results obtained in this research may repre-
sent a bias, to some extent. Considering this, we suggest the development of studies that perform 
stratification by occupational space, enabling dialogue with our findings.
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