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Abstract  

Turnover among top executives in government organizations warrants our research 

interest because of their importance for executive politics, public policy, and the 

management and performance of public organizations. Whereas the literature so far has 

primarily studied political, organizational and individual antecedents of turnover, we 

focus on the relational level. Based on homosocial reproduction, relational demography 

and social identify theory, we hypothesize that demographic similarities between senior 

executives and their political counterparts influence executive turnover. Using 

longitudinal register data of Danish mayors and chief administrative officers (CAOs), 

our results suggest that gender dissimilarity (specifically, a male mayor and a female 

CAO) increases the risk of CAO turnover. Similarly, the risk of CAO turnover is higher 

when the CAO is older than the mayor. Contrary to expectations, however, differences 

in education reduces turnover risk (specifically when the CAO has more education than 

the mayor). Our study illustrates the relevance of understanding turnover as a relational 

phenomenon based on factors beyond rational, political, and functional explanations.  

 

Keywords: Executive Turnover, Local Government, Demographic Similarities, Social 
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Introduction 

Top executives in government organizations need to develop close working 

relationships with their political principal(s) (Svara 2001; Mouritzen and Svara 2002). 

They are not merely agents responsible for executing adopted policy but also close 

advisers to the incumbent political executive (Aberbach and Rockman 1988). Thus, 

administrative executives must simultaneously demonstrate political responsiveness 

(Mulgan 2007; 2008), possess professional knowledge, fachkompetenz (Hood and 

Lodge 2006; Doherty, Lewis and Limbocker 2019) and build and maintain a close and 

trust-based working relationship (Grøn and Salomonsen 2019). Given their vital and 

multifaceted role, it is not surprising that research has started investigating 

administrative top executives’ turnover and succession in both central and local 

government (Boyne, James, John and Pertrovsky 2010; Petrovsky, James, Mosely and 

Boyne 2017; Villadsen, 2012). However, the nature of the relationship between an 

executive and a political principal has not been studied systematically in turnover 

research. Rather, the literature has focused on 1) political, 2) organizational and more 

recently, 3) individual antecedents to turnover.   

In terms of political antecedents for explaining turnover in central government 

organizations, Doherty, Lewis and Limbocker (2019) identified how political and 

ideological differences between US senior executives and (new) presidential leaders 

relate to turnover. While previous research suggests that political principals pull the 

trigger for different reasons (performative, economic, and/or political), Doherty et al. 

suggests that sometimes an administrative actor takes a ‘strategic exit’ and leaves the 

administration in the month before a new president takes office if he or she 

“…anticipates conflict with the new president” (Doherty, Lewis and Limbocker 2019). 

This resembles Peters’ idea of “anticipatory politicization” (2013). In addition, 



 

 

Dahlström and Holmgren (2017) found that partisan shifts in central government 

increased the likelihood of turnover among Swedish agency heads. In local government, 

McCabe, Feiock, Clingermayer and Stream (2008) found that “substantial changes” in 

the composition of the city council increased the likelihood of turnover among city 

managers in 143 US cities. Finally, , Christensen, Klemmensen and Opstrup (2014) 

investigated the impact that changes in political leadership at both the central and local 

governmental levels have on turnover among Danish administrative executives. For 

both central and local government in Denmark, the length of tenure has been 

decreasing. However, there is no indication of politicization in the sense that party 

political changes in political leadership are systematically associated with Chief 

Administrative Officers’ (CAO) turnover.  

In terms of organizational antecedents, financial strain has been identified as 

related to turnover among US city managers (McCabe et al. 2008). In addition, Boyne et 

al. (2010) found that central government’s perception of the performance of local 

government organizations is associated with turnover at the upper echelons of UK local 

government; in particular, perceptions of low performance are accompanied by a higher 

rate of turnover, especially for senior managers below the CAO. Later, Petrovsky et al. 

(2017) found similar results for UK central government organizations: agency heads 

leading organizations that performed poorly relative to other agencies have a shorter 

length of tenure.  

Recognizing that executives bring personal traits and experiences to their job, 

individual level characteristics have also been examined as antecedents of turnover in 

central government organizations. For instance, Petrovsky et al. (2017) suggest that the 

managerial background of administrative executives, such as being a government 



 

 

insider (compared to an outsider), increases the length of tenure for agency heads in UK 

central government.  

In sum, the findings above indicate that a variety of factors may explain 

executive turnover in politico-administrative systems. However, what is missing in the 

literature is a recognition of the fact that administrative executives often operate in a 

close working relationship with the political executives, even when formal delegation 

and autonomy is granted to the administrative executives (e.g. Dahlström and Holmgren 

2017). Thus, we theorize and empirically investigate the relevance of antecedents of 

organizational outcomes at a fourth, so far neglected, level: the relational level. 

Considering how interpersonal relationships at the apex of an organization shape 

outcomes, we argue, addresses an important gap in existing research. When accounting 

for the working relationship between the political and administrative executives in an 

organization, researchers have pointed to the vital importance of “chemistry”, 

interpersonal trust, and compatibility (Grøn and Salomonsen 2019; Hood and Lodge 

2006). We focus here on the role of demographic similarity, which arguably is one the 

important factors in producing a good chemistry. Previous research has argued as well 

as empirically demonstrated that shared demography influences how well individuals 

work together. Based upon the theoretical arguments put forward by homosocial 

reproduction (Kanter 1993); relational demography (Tsui and O’Reilly 1989) and social 

identity theory (Ashforth and Mael 1989)—all of which point to the positive effects of 

shared demography—we investigate the following research question: Can demographic 

similarities between the political and administrative executives explain CAO turnover in 

government organizations?  

Drawing on these different strands of literature we identify a number of 

expectations regarding the effects of demographic similarities on turnover. Specifically, 



 

 

we argue that similarity may facilitate collaboration and decrease conflict and 

disagreement. The research question is investigated through an empirical analysis of 

turnover of chief administrative officers (CAOs) within the context of Danish local 

government. We consider this a most-likely case for relational factors explaining CAO 

turnover. Danish mayors and CAO’s typically interact several times a day. Commonly, 

they form a “team” or “partnership” that works together based on a relationship of 

mutual dependence (Hansen 1997: 227-228; Grøn and Salomonsen 2019). Panel data 

from 2007 to 2019 allows for identifying turnover as well as the relevance of relational 

factors, while at the same time controlling for the organizational and political factors 

already identified in previous research as part of the explanation for turnover. Our 

results suggest that demographic similarity with the mayor is associated with lower 

turnover likelihood for a given CAO. 

 

Mayor-CAO demographic similarity and CAO turnover 

The demographic composition of the upper echelons of organizations has long been 

argued to be important for decision-making in the executive layers and, consequently, 

for the strategy and direction of organizations (Hambrick, Cho and Chen 1996). 

Recently, corporate governance and generic management research has focused on 

demographic similarity between executives at the upper echelons (e.g. Zhang, Ji, Tao 

and Wang 2011; Georgakakis, Greve and Ruigrok 2017; Ling, Wei, Klimoski and Wu 

2015) and between firm CEOs and their boards (Goergen, Limbach and Scholz 2015). 

We bring this interest into public administration.  

In a public sector context, the mayor and CAO work closely together in local 

governments, and their success depends on the quality of the relationship (Svara 2001) 

just as a permanent secretary has a close working relationship with a minister. These 



 

 

relationships need to be fuelled with at least: a) an ability to work well together, and b) 

the capabilities to solve the tasks and accomplish goals. This is important for both 

actors; the mayor, who needs to win re-election, and the executive, whose career (in 

part) hinges on perceived performance. Executive turnover is a likely consequence of an 

unproductive relationship for one of two reasons: Either the mayor sees a need to 

replace the CAO or the CAO makes a ‘strategic exit’ (Doherty, Lewis and Limbocker 

2019). While relational aspects, such as personal chemistry, are challenging to identify 

empirically, not least by means of a quantitative methodology, we depart from the 

concepts of homosocial reproduction (Kanter 1993), relational demography (Tsui and 

O’Reilly 1989), and social identity theory ((Tajfel and Turner, 1979) to theorize the 

relevance of relational-level explanations for executive turnover and hence theorize why 

and how demographic similarity between the mayor and the CAO is related to CAO 

turnover.  

Kanter’s ideas of homosocial reproduction (Kanter 1993 chapter 3) explaining 

gender differences in management is worth highlighting. Homosocial reproduction 

means that managers tend to appoint other managers which resembles themselves. 

Faced with uncertainty and a need for trust in the immediate relations at the upper 

echelons of organizations, executives look for managers like themselves, e.g. male 

managers appoint male managers and thereby “…reproduce themselves in kind.” 

(Kanter 1993:68). As noted by Kanter, “It is the uncertainty quotient in managerial 

work, as it has come to be defined in the large modern corporation, that causes 

management to become so socially restricting: to develop tight inner circles excluding 

social strangers; to keep control in the hands of socially homogeneous peers; to stress 

conformity and insist upon a diffuse, unbounded loyalty; and to prefer ease of 



 

 

communication and thus social certainty over the strains of dealing with people who are 

“different”.” (Kanter 1993:49).  

  Tsui and O´Reilly (1989: 403) define relational demography as “the 

comparative demographic characteristics of members of dyads or groups who are in a 

position to engage in regular interactions”. This strand of literature, as well as the 

literature on trust-building (Zucker 1986), points to the potential positive effects of 

similarities in dyadic relations. Riordan (2000) argues that demographic similarities 

cause positive work-related attitudes and behaviours. Demographic similarities increase 

communication, integration, positive sentiments towards other members of a group, 

group-identification and self-perception (Riordan 2000:141). By being part of a group 

of similar individuals, complexity is reduced for the individual (Riordan 2000, 134). 

Relational demography draws on theoretical constructs such as the similarity-attraction 

paradigm and self-categorization and social identity theory. Whereas the literature on 

relational demography initially predicted positive outcomes from demographic 

similarities (Tsui and O’Reilly 1989), a later review (Riordan 2000) shows mixed 

findings in the literature. However, as will be elaborated below, we argue that the 

original focus on positive outcomes of similarity is likely to be dominant when focusing 

on relationships at the politico-administrative apex where mutual trust and a strong 

work environment is crucial. 

 Part of the theoretical backdrop for relational demography is social identity 

theory, which we elaborate on a bit more (Tajfel and Turner, 1979). This theory posits 

that individuals tend to categorize themselves and others into different social groups 

based on factors such as gender, age, and nationality. This classification serves to order 

the social world and position and define individuals and others in the social 

environment (Ashford and Mael, 1989). As individuals identify with their in-group, 



 

 

they will evaluate this group and its members more highly, as this will reflect positively 

on themselves (Abrams and Hogg, 1990). Alternatively, out-group members will be 

evaluated more negatively. The evaluation extends to behavior and action that is 

prototypical for group members (Ashford and Mael, 1989). An individual is likely to 

positively assess behavior and actions that are thought typical of in-group members and 

be skeptical towards other behaviors and actions normally attributed to out-group 

members. Group membership is typically assigned on the basis of easily observable 

characteristics such as gender, age, or race (Tajfel 2010). This theory predicts that 

collaboration (including executive collaboration) becomes easier when people share 

group membership, as this generates higher degrees of mutual trust and liking 

(Westphal and Zajac 1995; Lau, Lam and Salamon 2008), enabling faster decision-

making and more adaptability ( Hambrick, Cho and Chen 1996). As we argue in more 

detail below, these mechanisms can describe the close working relationship between a 

political executive and a CAO. When they belong to the same in-group, e.g. if they are 

both male, they are likely to perceive each other’s ideas and decisions more positively. 

This, in turn, can ease the working relationship also when disagreements occur and need 

to be solved.     

Positive outcomes of similarity  

Demographic similarity between the mayor and the CAO may aid generation of mutual 

trust (Zucker 1986) and increase political and administrative executives’ inter-personal 

attraction (Forbes and Milliken, 1999), as people in general are drawn towards those 

similar to themselves (Tsui and O'reilly 1989), facilitating a close collaboration between 

mayor and CAO. Social identity theory argues that actors’ sense of who they are 

depends on their group belonging (Ashforth and Mael 1989), causing actors to evaluate 

others based on whether they belong to the same group or not (Riordan 2000).  



 

 

Conversely, heterogeneous work groups challenge collaboration. First, it has 

been documented that dissimilarity is related to a higher likelihood of both task and 

emotional conflict ( Pelled, Eisenhardt and Xin 1999; Riordan 2000). Different values 

or opposing worldviews increase the likelihood of people defining problems and 

evaluating solutions differently and challenges the ability to find ‘common ground’ 

when facing conflict. While some disagreement can be “healthy” and make for more 

thorough discussion, too much is likely to be harmful. Second, dissimilarity is likely to 

lead to prolonged decision-making processes ( Hambrick, Cho and Chen 1996). 

Whether conflicts arise or not, decision-making is more bothersome when the 

individuals involved come with different backgrounds and experiences. Often, 

executives make decisions under considerable time pressure and, in these 

circumstances, dissimilarity may become a problem. In this way, dissimilarity between 

a mayor and a CAO may lead the pair down a path of unproductive and conflicting 

collaboration that may increase the likelihood of executive turnover over time.  

 

Expectations 

Combining the theoretical arguments put forward above with empirical findings related 

to demographic similarities of executives, we develop specific expectations focusing on 

three basic demographic factors: gender, age, and education. These demographic factors 

progressively shape the personality of individuals as they encompass a lifetime’s 

experiences and learning, and thus we expect them to influence the relationship between 

the mayor and the CAO and, in turn, CAO turnover.  

Gender 

Research on gender in management has found differences in external networking 

between male and female managers (Ibarra 1997; Choi 2019). A smaller strand of 



 

 

research focuses on gender diversity and the consequences of having a mix of men and 

women in the executive layers of public organizations. For instance, Opstrup and 

Villadsen, (2015) find gender diversity in the top management team of local 

government to be related to better financial performance when a supporting 

organizational structure is in place. Men and women take different routes to managerial 

positions ( Naff 1994; Yu 2018; Choi 2015; 2019; Maranto, Teodoro, Carroll and 

Cheng 2018). As a consequence of this, men and women bring different experiences, 

skills, and values to work at the top of organizations. As such, we would expect 

consequences on collaboration in a mayor-CAO dyad of differing genders. Decision 

making may be slower and consensus more difficult to reach. Further, research suggests 

that women are perceived as less “managerial” compared to men due to their gender ( 

Eagly and Karau 2002), and such gendered management norms may increase the 

difficulties for men and women to work together successfully.  

On this background, we expect 

H1: If the mayor and the CAO are similar in terms of gender, turnover will be lower 

compared to dyads where mayor and CAO are dissimilar 

Age 

Age  is a salient basis for group categorization (Stangor, Lynch, Duan and Glas 1992), 

shaping the social context of interaction (Ferris, Judge, Chachere and Liden 1991). 

People of the same age often have more in common with others in their age group than 

they have with people of different ages; they typically understand each other better and 

may find it easier to collaborate. For example, Tsui and O’Reilly find that age 

similarities reduce complexity in communication (1989, 406). Similarly, Riordan points 

to effects of age differences on communication, turnover intention, and organizational 

citizenship behavior (2000: 147). Specifically, pertaining to situations where the CAO is 



 

 

older than the mayor, previous studies have showed “age stereotypes” depicting older 

managers as less innovative and less promotable (Guillén and Kunze 2019), which may 

increase turnover. Based on this, age similarity may be related to mutual attraction and 

easier collaboration.  

On this background, we expect 

H2: If the mayor and the CAO are similar in terms of age, turnover will be lower 

compared to dyads where mayor and CAO are dissimilar 

 

Education 

Like age and gender, education shapes the worldviews of individuals and contributes to 

group categorization (Tsui and O’Reilly 1989: 406). Educational heterogeneity has been 

linked to performance of groups (for a review see Jackson, Joshi and Erhardt 2003) and 

more varied strategic decision-making in top management teams ( Hambrick, Cho and 

Chen. 1996). However, like the other types of diversity, educational dissimilarity too 

can be detrimental to group efficiency Northcraft and Neale 1999) and slow down 

decision-making ( Hambrick, Cho and Chen 1996). 

Educational dissimilarity in the mayor-CAO dyad may be both positively and 

negatively related to CAO turnover. Because a dissimilar pair may achieve better 

performance, they might prolong their working relations as neither party has incentives 

to quit. Conversely, educational dissimilarity in this relationship will in practice most 

often mean that the formally stronger party, i.e., the mayor, has a shorter education 

(because administrative top managers are typically well-educated). This may create a 

power imbalance that can be difficult to navigate and that may enhance the negative 

effects of dissimilarity.  

On this background, we expect 



 

 

H3: If the mayor and the CAO are similar in terms of educational background, turnover 

will be lower compared to dyads where mayor and CAO are dissimilar 

 

While theories offer opposing predictions for the consequences of demographic 

similarity or dissimilarity, for the relationship between political and administrative 

executives, we expect similarity to be a factor facilitating strong and effective 

collaboration. Demographic dissimilarity, in turn, is expected to increase the turnover 

likelihood for administrative executives. 

 

Research Design and Methods 

Empirical setting 

Danish municipalities provide a useful setting for investigating whether demographic 

dissimilarities matter for CAO turnover. Denmark’s 98 municipalities are highly 

comparable, semi-autonomous units subject to the same regulations and responsible for 

the same tasks (Greve 2006), including core public services (e.g. childcare, primary 

schooling, elder care).   

They are governed by a council which includes between nine and 55 elected politicians. 

The mayor chairs the council and the financial committee meetings and is the day-to-

day leader of the municipal administration. After election, he/she cannot be removed 

from office during the fixed four-year election period. Usually, the mayor represents 

one of the two biggest political parties, the Social Democrats or the Liberals (Kjær and 

Opstrup 2017).  

The CAO is a professional career bureaucrat. The CAO’s role is not legally defined in 

the Local Government Statute. However, the CAO is universally regarded as the person 

in charge of the administrative part of the municipal organization (Bækgaard 2011: 



 

 

1066). The mayor and CAO interact daily and typically several times a day. They form 

a team that works together based on a relationship of mutual dependence and, albeit to 

varying degrees, trust (Hansen 1997: 227-228; Grøn and Salomonsen 2019). The CAO 

also has close working relations with the rest of the city council. When a CAO is hired 

or fired, it is done so by a majority vote in the city council (alternatively, the financial 

committee) and not only the mayor. However, the working relationship between CAO 

and mayor is much closer than the relationship between CAO and other members due to 

the frequency and depth of their interactions (Berg & Kjær 2005).    

The CAO is the mayor’s “sparring partner” and provides a range of political support, 

including advice related to political executive tasks, as well as assistance in 

policymaking and political-tactical advice (see Mouritzen and Svara 2002, chapter 5 

and 6). The CAOs themselves typically emphasize tasks related to a role as a “political 

bureaucrat” (i.e., policy development and political advice) rather than those of a 

“traditional administrator” (Ibsen and Opstrup 2016). Hence, while formal politicization 

mechanisms are absent in Danish local government, the Danish local administration—at 

least at the upper echelons—performs a comparatively extensive functionally 

politicalized advisory role. Rather than party political factors, replacements at the top of 

the administrative hierarchy are likely to be due to poor personal chemistry between the 

mayor and CAO (Christensen, Klemmensen and Opstrup 2014).  

In surveys, both mayors and CAOs report that the level of interpersonal conflict is very 

low or non-existent (see Berg and Kjær 2005 (mayors) and Ejersbo, Hansen and 

Mouritzen 1998 (CAOs)). Nevertheless, as noted by Berg and Kjær (2005), it may be 

that reported levels of conflict are low precisely because conflicts in the past led to the 

CAO being replaced. Not infrequently there are reports in the media of CAOs being 

fired because for one reason or another they have lost the trust of the mayor, and often 



 

 

the entire council as well. In 1995, 25% of CAOs reported that their predecessor’s 

departure was due to conflicts at the political level (Ejersbo, Hansen, Mouritzen 1998: 

100). 

 

Data and analysis 

To study how demographic dissimilarities matter for turnover among CAOs, we 

analyzed bibliographical information on mayors and CAOs in the 98 Danish 

municipalities in the period 2007–2019.1  

The data are compiled from different sources. Yearly registration of mayors and 

CAOs in each of the 98 municipalities for each year of the analysis is based on the 

official local government handbook (Mostrup Kommunal Håndbog), which was issued 

annually up to and including 2013. From 2014 onwards, the registration information 

comes from the municipalities’ websites, where information on who held the position as 

mayor and CAO as of January in the given year was recorded.2 These records are 

supplemented by information on gender, age (year of birth), and level of education 

(university degree or not), coded on the basis of publicly available CV information at 

Altinget.dk3 and, when this information is not available, profiles in news articles. 

 

1 The present organization of Danish local government into 98 municipalities became 

effective in 2007.  

2 This ensures the best compatibility with the information from the local government 

handbook where the listing of names is based on municipalities' reporting at the end of 

the previous year.  

3 Altinget is an independent Danish online media outlet with a focus on national and 

local politics: https://www.altinget.dk/artikel/altingetdks-formaal-maalgruppe  

https://www.altinget.dk/artikel/altingetdks-formaal-maalgruppe


 

 

Finally, a number of control variables have been integrated from the official statistics 

published by the Ministry for Economic Affairs and the Interior, the so-called 

Municipal Key Indicators (De Kommunale Nøgletal).  

Dependent variable 

A simple measure of CAO turnover was created based on the listing of CAO names in 

each of the 98 municipalities. If the name of the chief administrative officer changed 

from one year to the next, it was coded as a change of CAO during the preceding year; 

otherwise, no change was coded. In the analysis, we excluded 15 CAOs appointed ad 

interim and the short-term appointment was not converted to a regular CAO 

appointment in the same municipality. 

 

Independent variables 

Our independent variables measured demographic dissimilarity between the mayor and 

the CAO with regard to gender, age, and education. While we are interested in both 

similarities and dissimilarities in theoretical terms and we do not expect the mechanisms 

to be similar in order to specify our analysis, we only looked at dissimilarities in our 

analysis.  Based on their names, which are gender specific in Denmark, we coded the 

gender of both the mayor and the CAO. From this, we created a dummy variable for 

gender differences between the mayor and the CAO. To explore the possible effects of 

gender differences on CAO turnover in more depth, we furthermore created dummy 

variables for all four possible gender combinations. 

Further, we created a measure of the absolute age difference in years between 

the mayor and the CAO in a given year. For this variable, higher values express a 

greater age difference regardless of whether the mayor or the CAO is older. To further 

detangle the effect of age differences between mayor and CAO, we also constructed a 



 

 

series of dummy variables to investigate whether the “direction” of the difference 

matters:  1) mayor and CAO is approx. the same age (age difference 0-4 years); 2) 

mayor slightly older (age difference 5-9 years); 3) the mayor much older (age difference 

10 years plus); 4) the CAO slightly older (age difference 5-9 years); 4) the CAO much 

older (age difference 10 years plus).  

Finally, we also created a dummy variable for differences in the length of 

education (university degree (longer) or no university degree (shorter)). We created 

dummy variables for all four possible combinations in the length of education. We note 

that the dummy variable is a very crude measure of education that does not reflect type 

or the specific length of education. However, length of education is a relevant indicator 

of educational differences. Longer educations are more theory-focused and abstract, 

while shorter educations tend to be practically focused and include extended periods of 

presence in organizations. Executive education and similar was not included.  

 

Control variables 

With the objective of adding a new layer of explanation to our understanding of 

executive turnover, we sought to control for as many as possible of the political-, 

organizational- and individual-level factors that have been highlighted in the literature 

so far. As discussed above, existing studies have focused particularly on prior 

performance and political change as explanations of turnover. 

To account for changes in the political leadership, we created dummy variables 

for change of mayor based on the yearly registrations for each municipality. Following 

Christensen, Klemmensen and Opstrup (2014) we distinguished between two types of 

change in mayor: 1) when the change involved a new mayor from the same party as the 

predecessor; and 2) when the change involved a new mayor but from a different party 



 

 

than the predecessor. Moreover, because a change of mayor does not necessarily lead to 

an immediate change of CAO, we, as Petrovsky et al. (2017), included separate dummy 

variables for both the given year each type of change occurred and the following year. 

In addition, we also included dummy variables for the party of the mayor (Social 

Democratic mayors were used as reference category in relation to Liberal mayors and 

mayors from other parties) and whether the mayoral party held an absolute majority in 

the council.  

Next, we turn to controls on the organizational level. No aggregate performance 

measure exists for Danish municipalities.  Following Opstrup and Villadsen (2015), we 

included two measures for municipalities’ financial performance. They argue that the 

accounted “operating result” and “budget overrun” are good indicators of financial 

performance because they respectively reflect the organization’s ability to generate 

sufficient income and control expenditures, and its ability to follow the financial plan 

laid out by the elected politicians. The operating result is measured as the municipality’s 

accounted operating revenues (tax revenue and block grants from the national 

government) per citizen minus its accounted operating expenses and net interest 

payments per citizen. Budget overrun measures the difference between the accounted 

operating result and the budgeted operating result in a given year. In the analysis, both 

measures were lagged by one year to better reflect the possible impact of prior financial 

performance on turnover. Furthermore, we controlled for the central structural 

characteristics of the municipalities, including population size, proportion of inhabitants 

living in an urban area (urbanization), service level, expenditure needs, and 

socioeconomic conditions (using an indicator calculated by the Ministry of Social 

Affairs and the Interior). These factors reflect both relative affluence as well as the 

degree of complexity and turbulence in the local government environment.   



 

 

Finally, we include an individual-level variable: CAO age. In separate analyses 

(described below), we, furthermore, exclude the CAOs closest to conventional 

retirement age. CAO gender and education is included in the similarity measures 

(described above).  

 

[TABLE 1 AROUND HERE] 

 

Analysis 

In order to analyse the determinants of CAO turnover, we estimated a series of survival 

models with CAOs as unit of analysis. This is consistent with existing research on 

executive turnover (Christensen, Klemmensen and Opstrup 2014; Petrovsky et al., 

2017). Survival models estimate the ‘risk’ that an event is taking place. Because we do 

not know the distributional form of the duration to a CAO turnover event, we specified 

Cox proportional hazard models (Box-Steffensmeier and Jones 2004). This model was 

additionally attractive because some CAOs entered office before our period of analysis 

and/ or remained in office at the end of the period. Survival models can handle these so-

called left- or right-censored cases, which otherwise would be considered missing data. 

The proportional hazard assumption was tested using the Schoenfeld residuals. In none 

of the estimated models were the global tests significant, indicating that the assumption 

is not violated. However, non-proportionality of hazards was a problem for three 

individual covariates, in all cases control variables4. To address this, we multiplied the 

concerned covariates with the log of time (Borucka 2013). We use the transformed 

covariates in the models below. Because coefficients in Cox models do not have an 

 

4 The three covariates were CAO age, Other mayor, and Urbanization.  



 

 

intuitive interpretation, we present hazard ratios in the models below, indicating 

increases or decreases in the risk of a turnover event.     

 

Results 

The descriptive statistics presented in table 1 show that the yearly turnover rate 

among local government CAOs in Danish municipalities are close to 13% on average. 

This is equivalent to around 12–13 of the 98 municipalities changing their CAO each 

year. The actual number of CAO replacements, however, varies substantially from year 

to year, from a high of 20 in 2016 to a low of seven in 2013. Figure A1 in the 

supplementary online material show Kaplan-Meier graphs describing the tenure of 

CAOs based on demographic similarity with the mayor. The graphs indicate that a 

gender homogenous CAO-mayor pair tends to ”survive” longer in our data than when 

there are gender differences.  

Table 2 presents a series of Cox regressions that analyse the relationship 

between demographic similarities/dissimilarities between the mayor and the CAO and 

CAO turnover.  

 

[TABLE 2 AROUND HERE] 

 

We estimated nine models. In the first model, only the control variables are entered. In 

models 2-7, the impact of gender-, age- and educational dissimilarity is tested 

independently. For each demographic factor, we initially include an aggregated estimate 

of demographic similarity. In a subsequent model, we unpack the result in more detail 

by focusing on the mayor and CAO’s specific characteristics.  Models 8 and 9 are the 

full models including all three measures of demographic dissimilarity. Model 8 only 



 

 

includes the general measure for gender- and educational differences. Model 9 instead 

specifies the different possible gender- and educational combinations.   

Overall, we find limited support for the expectation that the risk of CAO 

turnover will be lower if the mayor and the CAO are similar in terms of gender 

(Hypothesis 1). Model 2 shows no significant relationship between gender differences 

between the mayor and the CAO and the risk of CAO turnover.  However, when 

looking at the specific gender combinations in model 3, compared with the male-male 

reference category, there is a significant increased risk of turnover for the male mayor/ 

female CAO gender combination (p=0.041). The same association is found in the full 

model (model 9) albeit with a lower p value (p =0.085). At any particular time, there are 

1.7 times the risk of the CAO leaving office when the mayor is male and the CAO is 

female, compared to when both are male. However, the female-female or male-female 

combinations are not related to an increased or decreased turnover risk compared to the 

male-male combination.  

We also find some support for the expectation that the risk of CAO turnover will 

be lower if the mayor and the CAO are similar in terms of age (Hypothesis 2), however 

the effect appear to be asymmetric. Model 4 show no significant relationship between 

absolute age difference between the mayor and the CAO and the risk of CAO turnover. 

But when we disaggregate the age difference into five categories reflecting relative age 

similarity and different degrees of dissimilarity, with either the mayor or the CAO being 

older in model 5, we find evidence of age differences being influential in cases where 

the CAO is older than the mayor. Compared with approximate age similarity, we see 

that the risk of CAO turnover increases for both a moderate (p = 0.000) and more 

substantial (p =0.009) age difference by a factor of, respectively, 3.1 and 2.3. Note that 

this model controls for CAO age. On the other hand, neither the mayor being slightly 



 

 

older or much older is significantly associated with an increased (or decreased) turnover 

risk compared to when the mayor and CAO is approximately the same age.  

Unfortunately, we cannot account for turnover due to regular retirements. Information 

on CAO retirement would, however, not necessarily exclude our theoretically informed 

speculations since CAOs could, for example, be “pushed” to retire early or earlier than 

planned if the collaboration with the mayor is unproductive (Christensen et al. 2014). 

Nevertheless, cases of regular retirement may be specifically influential for the effect of 

age differences. Thus, to better account for this, we re-analysed the data while 

excluding CAOs aged 65 or older5. However, this does not change the relationships 

found between age difference and risk of CAO turnover (nor for gender or educational 

differences). The results are reported in Table A1 in the online supplementary material. 

Finally, contrary to our expectations, we find indications that educational 

similarity in the mayor-CAO dyad is positively affecting the risk of CAO turnover 

(Hypothesis 3).  In model 6, differences in the length of education are found to be 

significantly associated with a reduced risk of CAO turnover (p=0.003). At any given 

time, there is an 44% decrease in turnover risk at any given time when mayor and CAO 

have a different length of education. The detailed analysis in model 7 indicates a more 

complex and asymmetric picture. Compared to the short-short reference category, there 

is a significant decrease in turnover risk of 48% (p=0.009) when the CAO is better 

educated than the mayor. The opposite combination, the mayor has a longer education 

than the CAO, is not associated with a change in turnover risk. As seen from table 1, the 

 

5 In Denmark, the average pension age is 65, but many people choose to continue to 

work longer (https://www.workindenmark.dk/Working-in-DK/Pension). 



 

 

former scenario is far more often the case than the latter. In 55% of our observations, 

the CAO has more education than the mayor. In only 7% of cases is it reversed.   

 

The substantive results are summarized in table 3. 

 

[TABLE 3 AROUND HERE] 

It is worth reiterating that the results concerning demographic similarity, are 

based on models that include political, organizational, and individual explanations for 

turnover found in previous research. In this regard, two other important results stand out 

from the analysis. First, we find no significant relationship between a change in the 

political leadership and CAO turnover. This is regardless of whether a new mayor 

comes from the same party as the predecessor or from a different party. Thus, in 

accordance with Christensen et.al. (2014), we do not find indications of a formal 

politicization of the CAO position. However, in many models we do observe that the 

CAO faces a higher risk of turnover if the mayor has an absolute majority in the city 

council. This is again consistent with results found in previous analyses of CAO 

turnover in Danish municipalities (Christensen et. al. 2014). Second, we do not find a 

significant relationship between last year’s financial performance of the municipality 

and the likelihood of changes in the position of CAO. Finally, we speculated whether a 

mayor would prefer a more similar CAO in recruitment situations. In separate analyses, 

we estimated a number of models to analyse possible demographic similarity/ 

dissimilarity between incumbent mayors and newly appointed CAOs. However, we find 

no significant relationship between the “hiring” mayor’s gender and the gender of the 

newly appointed CAO, the mayor’s age and the age of the newly appointed CAO, or the 

length of the mayor’s educational background and the educational background of the 



 

 

new CAO. (results reported in Table A2 in the online supplementary material). This 

suggests that the consequences of dissimilarity evolve over time as a working 

relationship unfolds. The only significant relationship between “hiring” mayors and 

newly appointed CAOs is that the older the mayor is the less likely it is that the new 

CAO is female (regardless of the mayor’s own gender).   

 

Discussion and Conclusion 

In this article, we aim to explore if demographic similarities between the political and 

administrative executives explain CAO turnover in government organizations. Drawing 

on homosocial reproduction, relational demography, and social identity theory, we 

discuss how gender, age and educational similarity in the mayor-CAO dyad may 

decrease the risk of CAO turnover.  

Overall, we do not find that differences in gender and greater absolute age 

differences increase the risk of turnover. However, when we decompose the 

demographic categories, we observe that specific gender and age combinations increase 

the risk of turnover very markedly. We find that if the mayor is a man and the CAO a 

woman, this makes the risk of CAO turnover almost double compared to when both are 

male. Similarly, when the CAO is somewhat or much older than the mayor, the turnover 

risk increase, respectively, by  a factor of 2.7 and 2.2. Finally, we find that differences 

in the length of education between the mayor and CAO decrease the risk of CAO 

turnover, counter to our expectations. More specifically, we find that when the mayor 

has less education than the CAO, the risk of turnover declines. However, the caveats 

raised in the methodology section should be kept in mind here. In Danish 

municipalities, in most cases the CAO has a university degree. Hence, we are de facto 

testing the effects of the education of the mayor. We find that mayors with less 



 

 

education experience less turnover among their CAOs. An alternative interpretation 

could be that the power distance between the CAO and the mayor is bigger in these 

instances, privileging the CAO in the relationship.  

Our study makes several contributions to research on executive turnover and the 

dynamics of the upper echelons in public organizations. Our empirical findings 

contribute to the existing literature by showing how relational factors such as 

demographic similarities and dissimilarities affect turnover. Despite the documented 

importance of politico-administrative relations, to our knowledge, this is the first study 

examine how this affect executive turnover. By directing our focus towards relational 

factors, we contribute to the accumulating understanding of turnover patterns 

(Petrovsky et al, 2017) and support the increasing interest in factors and explanations 

beyond strictly rational, political, or functional factors. Understanding turnover among 

administrative executives as more than a question of their performance or the political 

motives of their principals: we argue that public administration, needs to get a better 

grip on the relational aspects of administrative-political relations. This calls for more 

theocratization which can help us understand how rational factors or functional factors 

interact with e.g. identity.   

The results illustrate that theories of interpersonal relations hold some merit 

when explaining administrative executive turnover. However, as discussed above our 

findings suggest that a “similar versus dissimilar” categorization is too simplistic to 

understand the role that relational demographics play for the relationship as the apex of 

political organizations. It is necessary to understand the role that particular demographic 

categories, or identities, have for organizational dynamics. Our article contribute to 

further discussions on the legitimacy of turnover in government organizations. In terms 

of the legitimacy of turnover among executives, quite often attention is directed towards 



 

 

politicization or organizational performance. Our study potentially adds sub-conscious 

gender- and age-related biases to explaining turnover. If older managers are a priori 

perceived as less competent (Guillén and Kunze 2019) or female managers as less 

“managerial” (Eagly and Karau 2002), these findings challenge the idea that promotion 

should be based on merit and not on demographics. Whereas debates on such biases 

have gained a prominent role (e.g., in the literature on glass ceilings (Bass and Avolio 

1994; Hymowitz and Schellhardt 1986), and public administration has witnessed an 

increased focus on equity (e.g., as visible in the Minnowbrook 50 social equity 

manifesto), these discussions have still to manifest themselves in the literature on senior 

executives despite these actors’ pivotal role in leading and managing public 

organizations. Our study invites further explorations of such questions within public 

administration broadly and studies of executives more specifically.  

Our study also holds potential implications for practice. By showing that 

turnover may be a result of potential implicit cognitive processes and biases we aim to 

increase our understanding of this multifaceted phenomenon that is potentially costly 

and disruptive for organizations (Villadsen, 2016) This holds relevance not just within 

academic literature seeking to improve our understanding of our empirical fields but 

also for the executives and the politicians working with CAOs as well. Just as 

“sensitivity training” is used to make, e.g., police officers aware of implicit biases, it 

may be relevant for both executives and politicians to consider to what extent they carry 

such implicit biases. By understanding the role of potential “relational fault lines”, 

organizations may be able to mitigate future problems by investing in the support 

needed for maintaining good and productive working relationships.  

Turnover is not an ill in itself. It has both functional and political implications 

which warrant our interest in the topic. Executive turnover increases turbulence in an 



 

 

already turbulent world and can potentially jeopardize the neutrality and independence 

of the administration in contexts where this is a key parameter. However, as we argue at 

the outset, turnover may also lead to increased performance and be a legitimate 

consequence of the public nature of public organizations. Both as researchers and as 

practitioners, we need to know all the potential factors which lead to these shifts in 

order to understand if they are functional and legitimate, if they are conscious or not. 

This research takes us a small step closer to understanding and evaluating these 

mechanisms.  

Like in any study, this present one has several limitations. We have explored the 

effects of similarities. However, research also suggests that dissimilarity may have 

positive outcomes as differences lead to a greater common knowledge pool, more varied 

networks, and potentially more innovation (Burt 2000; Hansen & Villadsen 2017). A 

thorough examination of these effects is beyond the scope of this paper but a promising 

avenue for future research.  

Based upon administrative data, the longitudinal analysis of turnover among 

Danish CAOs has demonstrated the relevance of relational factors in explaining such 

turnover. These explanations are to be seen as supplementing rather than replacing 

existing explanations related to political and performance factors. By adding such 

explanations, we have demonstrated the complex and to some extent contextual 

contingent nature of top executive turnover within a public sector context, which points 

to the relevance of considering the external validity of our findings.  

While register data are generally of a high quality and support our research 

objectives, we were studying a subsection of public sector senior executives in a 

particular national context. As we argue in our methodology section, Danish CAOs are 

career bureaucrats. We cannot assume that the dynamics we describe work similarly 



 

 

when top officials are in formally politicized positions, just as we may find differences 

between a local government context and a national government context. Similarly, the 

context of Danish municipalities can, as argued above, be considered a most-likely case 

for relational factors explaining CAO turnover. We study a context in which the 

relationship between the CAO and the mayor can largely be described as 

complementary (Mouritzen and Svara 2002). In political systems where administrative 

and political functions are less entangled and overlapping, as relational factors may be 

less influential.  

These caveats call for future research to expand the scope of our data to other 

contexts, both in terms of level of government, and local governments functioning in 

other institutional designs than the Danish.  
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Table 1. Reports the descriptive statistics of the included variables 

 Mean SD Min Max N 

CAO turnover 0.12 0.32 0 1 1.274 

CAO age 54.20 5.97 39 71 1.263 

CAO tenure 6.70 5.75 1 28 1.274 

Social Democratic mayor 0.44 0.50 0 1 1.274 

Liberal mayor 0.39 0.49 0 1 1.274 

Other mayor 0.17 0.25 0 1 1.274 

Absolute majority 0.15 0.36 0 1 1.274 

New mayor same party (this year) 0.05 0.22 0 1 1.274 

New mayor same party (last year) 0.05 0.23 0 1 1.176 

New mayor different party (this year) 0.08 0.27 0 1 1.274 

New mayor different party (last year) 0.08 0.28 0 1 1.176 

Operating result 2155.52 1626.26 -7188 17487 1.274 

Budget overrun 956.79 817.68 2 13138 1.274 

Population size 57332.7 66148.7 1793 623404 1.274 

Urbanization 83.12 12.75 32.4 100 1.274 

Service level 42341.9 4974.74 33174 83142 1.274 

Expense needs 55786.4 6273.69 38153 80637 1.274 

Socio-Economic Index 0.96 0.23 0.45 1.86 1.274 

CAO female/ mayor female 0.01 0.11 0 1 1.274 

CAO female/ mayor male 0.11 0.28 0 1 1.274 

CAO male/ mayor female 0.09 0.32 0 1 1.274 

CAO male/ mayor male 0.79 0.41 0 1 1.274 

Absolute age difference 8.07 6.01 0 28 1.263 

Approx. same age (0-4 years) 0.36 0.48 0 1 1,263 

CAO somewhat older (5-9 years) 0.12 0.32 0 1 1.263 

CAO much older (10 years+) 0.15 0.36 0 1 1.263 

Mayor somewhat older (5-9 years) 0.17 0.38 0 1 1.263 

Mayor much older (10 years+) 0.19 0.40 0 1 1.263 

CAO low educ. / mayor low educ. 0.19 0.39 0 1 1.274 

CAO low educ./ mayor high educ. 0.07 0.25 0 1 1.274 

CAO high educ./ mayor low educ. 0.55 0.50 0 1 1.274 

CAO high educ./ mayor high educ. 0.19 0.40 0 1 1.274 

 

  



 

 

Table 2. Cox proportional hazard models predicting CAO turnover  

 
 Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7 Model 8 Model 9 

CAO characteristics          

CAO age (trans.)  0.96***  0.96***  0.96***  0.96***  0.96***  0.96***  0.96***  0.96***  0.95*** 

 (0.01) (0.01) (0.01) (0.01) (0.01) (0.01) (0.01) (0.01) (0.01) 

Political factors          

Social Democratic mayor REF. REF. REF. REF. REF. REF. REF. REF. REF. 

Liberal mayor  0.65*  0.65*  0.63*  0.63*  0.62*  0.64*  0.62*  0.62*  0.68* 

 (0.13) (0.13) (0.12) (0.13) (0.12) (0.13) (0.13) (0.13) (0.13) 

Other mayor (trans.)  0.87  0.87  0.87  0.84  0.81  0.86  0.86  0.84  0.88 

 (0.13) (0.13) (0.13) (0.13) (0.13) (0.12) (0.12) (0.12) (0.14) 

Absolute majority  1.99**  2.00**  1.86*  1.96**  1.82*  1.84*  1.78*  1.80*  1.34 

 (0.49) (0.49) (0.45) (0.49) (0.44) (0.47) (0.43) (0.46) (0.33) 

New mayor same party  0.75  0.74  0.76  0.74  0.54  0.77  0.73  0.70  0.65 

(this year) (0.34) (0.34) (0.35) (0.32) (0.25) (0.35) (0.34) (0.32) (0.28) 

New mayor same party  1.26  1.26  1.23  1.22  1.33  1.25  1.30  1.20  1.30 

(last year) (0.39) (0.39) (0.38) (0.37) (0.40) (0.38) (0.40) (0.36) (0.38) 

New mayor different party  0.76  0.75  0.76  0.74  0.66  0.76  0.75  0.73  0.79 

(this year) (0.26) (0.26) (0.27) (0.26) (0.22) (0.26) (0.26) (0.26) (0.22) 

New mayor different party  0.62  0.62  0.61  0.61  0.69  0.65  0.64  0.63  0.62 

(last year) (0.28) (0.28) (0.27) (0.27) (0.32) (0.29) (0.29) (0.28) (0.20) 

Financial performance          

Operating result  1.00  1.00  1.00  1.00  1.00  1.00  1.00  1.00  1.00 

 (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) 

Budget overrun  1.00  1.00  1.00  1.00  1.00  1.00  1.00  1.00  1.00 

 (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) 

Structural characteristics          

Population size  1.00**  1.00**  1.00**  1.00*  1.00*  1.00+  1.00+  1.00+  1.00 

 (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) 

Urbanization (trans.)  0.98***  0.98***  0.98***  0.98***  0.98***  0.98***  0.98***  0.98***  0.98*** 

 (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) 

Service level  1.00*  1.00*  1.00*  1.00*  1.00*  1.00*  1.00*  1.00*  1.00+ 

 (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) 



 

 

Expense needs  1.00*  1.00*  1.00*  1.00*  1.00*  1.00*  1.00*  1.00*  1.00 

 (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) 

Gender difference          

Gender difference   1.22       1.29  

  (0.26)      (0.27)  

CAO male/ mayor male   REF.      REF. 

CAO female/ mayor male    1.84*       1.72+ 

   (0.55)      (0.55) 

CAO male/ mayor female    0.99       0.88 

   (0.29)      (0.27) 

CAO female/ mayor female    0.66       0.45 

   (0.53)      (0.24) 

Age difference          

Absolute age difference     1.02     1.03  

    (0.02)    (0.02)  

Approx. same age (0-4 years)     REF.    REF. 

CAO somewhat older (5-9 years)      3.14***     2.69** 

     (0.99)    (0.91) 

CAO much older (10 years+)      2.25**     2.25** 

     (0.70)    (0.68) 

Mayor somewhat older (5-9 years)      0.89     0.84 

     (0.30)    (0.28) 

Mayor much older (10 years+)      0.66     0.62 

     (0.22)    (0.21) 

Educational difference          

Educational difference       0.56**   0.53**  

      (0.11)  (0.11)  

CAO short educ./ mayor short educ.       REF.  REF 

CAO short educ./ mayor long educ.        1.42   1.25 

       (0.50)  (0.42) 

CAO long educ./ mayor short educ.        0.52*   0.57* 

       (0.13)  (0.15) 

CAO long educ./ mayor long educ.        1.10   1.05 

       (0.37)  (0.32) 

Events  145  145  145  145  145  145  145  145  145 



 

 

Observations 1,165 1,165 1,165 1,165 1,165 1,165 1,165 1,165 1,165 

Log likelihood -707.83 -707.43 -705.77 -706.85 -690.02 -702.30 -698.33 -700.18 -692.85 

Note: We report hazard ratios (exponentiated coefficient estimates). A hazard ratio greater than one indicates that a covariate is associated with an increased risk of CAO 

turnover at any particular time. Municipality-clustered standard errors are reported in parentheses below the hazard ratios. 

Year-dummies included but not shown. 

+ p < 0.1, * p < 0.05, ** p < 0.01, *** p < 0.001 

  



 

 

Table 3. Summary of the main analytical results 

 
Hypothesis Conclusion Interpretation of results 

H1: If the mayor and the CAO are similar in 

terms of gender, turnover will be lower 

compared to dyads where mayor and CAO are 

dissimilar 

Partially 

supported 

When the mayor is male, the turnover risk is higher 

for a female CAO is higher than for a male CAO.  

H2: If the mayor and the CAO are similar in 

terms of age, turnover will be lower compared 

to dyads where mayor and CAO are dissimilar 

Partially 

supported 

When the CAO is older than the mayor, the risk of 

CAO turnover increases.  

H3: If the mayor and the CAO are similar in 

terms of educational background, turnover will 

be lower compared to dyads where mayor and 

CAO are dissimilar 

 

Not 

supported 

Contrary to expectations, a difference in education 

(particularly longer CAO education, shorter mayor 

education) is related to a decreased risk of CAO 

turnover. 

 

  



 

 

Table A1. Cox proportional hazard models predicting CAO turnover (with CAOs aged 

65 or older excluded) 

 
 Model 8 Model 9 

CAO characteristics   

CAO age (trans.)  0.95***  0.95*** 

 (0.07) (0.08) 

Political factors   

Social Democratic mayor REF. REF. 

Liberal mayor  0.63*  0.68+ 

 (0.13) (0.14) 

Other mayor (trans.)  0.82  0.83 

 (0.13) (0.15) 

Absolute majority  1.66+  1.20 

 (0.44) (0.29) 

New mayor same party  0.54  0.48 

(this year) (0.30) (0.26) 

New mayor same party  1.39  1.54 

(last year) (0.42) (0.44) 

New mayor different party  0.71  0.80 

(this year) (0.28) (0.23) 

New mayor different party  0.66  0.66 

(last year) (0.29) (0.22) 

Financial performance   

Operating result  1.00  1.00 

 (0.00) (0.00) 

Budget overrun  1.00  1.00 

 (0.00) (0.00) 

Structural characteristics   

Population size  1.00+  1.00 

 (0.00) (0.00) 

Urbanization (trans.)  0.98***  0.98*** 

 (0.00) (0.00) 

Service level  1.00+  1.00+ 

 (0.00) (0.00) 

Expense needs  1.00*  1.00 

 (0.00) (0.00) 

Gender difference   

Gender difference  1.29  

 (0.27)  

CAO male/ mayor male  REF. 

CAO female/ mayor male   1.76+ 

  (0.54) 

CAO male/ mayor female   0.88 

  (0.29) 

CAO female/ mayor female   0.45 

  (0.24) 

Age difference   

Absolute age difference  1.02  

 (0.02)  

Approx. same age (0-4 years)  REF. 

CAO somewhat older (4-9 years)   2.69** 

  (0.93) 

CAO much older (10 years+)   2.25* 

  (0.72) 

Mayor somewhat older (4-9 years)   0.88 

  (0.29) 



 

 

Mayor much older (10 years+)   0.60 

  (0.20) 

Educational difference   

Educational difference  0.52**  

 (0.10)  

CAO short educ./ mayor short educ.  REF 

CAO short educ./ mayor long educ.   1.04 

  (0.36) 

CAO long educ./ mayor short educ.   0.55* 

  (0.14) 

CAO long educ./ mayor long educ.   0.93 

  (0.29) 

Events  139  139 

Observations 1,139 1,139 

Log likelihood -651.66 -644.80 

Note: We report hazard ratios (exponentiated coefficient estimates). A hazard ratio greater than one 

indicates that a covariate is associated with an increased risk of CAO turnover at any particular time. 

Municipality-clustered standard errors are reported in parentheses below the hazard ratios. 

Year-dummies included but not shown. 

+ p < 0.1, * p < 0.05, ** p < 0.01, *** p < 0.001 

 

 

  



 

 

Table A2. Regressions predicting gender, age, and length of education for newly 

appointed CAOs 

 
 CAO gender (female = 

1)1 

CAO age2 CAO education (long = 

1)1 

Mayor gender (female = 

1) 

-0.01 -0.41  0.14 

 (0.81) (1.53) (0.66) 

Mayor age -0.10**  0.03  0.03 

 (0.61) (0.06) (0.02) 

Mayor education (long = 

1) 

-0.34  1,08 -0,26 

 (0.61) (1.09) (0.45) 

Controls included3 YES YES YES 

Observations 135 135 135 
1 Logistic regression. Unstandardized coefficients. 
2 OLS regression. Unstandardized coefficients. 
3 Included control variables: length of office mayor, liberal mayor, other party (social democratic mayor 

reference category), absolute majority, population size, urbanization, service level, expense needs  

+ p < 0.1, * p < 0.05, ** p < 0.01, *** p < 0.001 

 


