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Abstract 

It is necessary to address the barriers experienced by female middle managers 

in the coal mining industry in order to ensure their retention and personal 

growth. Mining in South Africa is still a male dominated industry. Prior to 1996, 

women were not allowed underground until the promulgation of the Mine Health 

and Safety Act of 1996. It is almost 12 years since women were allowed 

underground, but very few women are visible in management positions in the 

coal production environment.  

 

A minimum of 35 middle managers in the coal mining industry participated in 

both the quantitative and qualitative part of the research. The research reveals 

that human resources department is more masculine characteristic than 

production, financial and technical departments. The latter three are 

androgynous. Both male and female managers perceive a “successful 

manager” as androgynous, a transition from “think manager, think male”. This 

also contradicts a similar study carried out in European Banks, finding female 

managers to be masculine. There was no significant difference found in this 

research between male and female managers regarding their perceptions of 

what constitutes a “successful manager”.   

 

Findings from the research will assist organisations in the coal mining industry 

to understand barriers affecting the advancement of women in management. 

The research will also provide recommendations to organisations on how to 

change their cultures and work environments in order to develop suitable 

environments for women managers to flourish and achieve their potential. 
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1 Definition of Problem 

1.1 Research Title   

 

Profiles of “Successful Managers” held by male and female managers in the 

coal mining industry. 

 

1.2 Background  

 

The mining sector is a core component of the South African economy. Although 

the industry has declined relative to the secondary and tertiary economic 

sectors, it remains a major contributor to development in general in South 

Africa. The current contribution to the Gross Domestic Product (GDP) is 6% and 

is a major provider of formal employment in the country - approximately 6.4%. 

Mining also contributed to 21% of the total exports in 2005 (DME, 2006). 

 

Work is highly regulated in the mining industry, performed under strict and 

challenging conditions. A “good manager” in a male dominated industry like the 

mining industry is considered to be competent and tough, hard working, be 

assertive and observes safe workplace practices (Powell and Butterfield, 1989). 

The mutually beneficial relationship between managers and employees 

revolves around the employees producing coal and managers providing 

employees with rewards.  
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1.3 Introduction 

 

This study investigates perceptions of “successful managers” held by male and 

female managers in the coal mining industry employed at coal mines in the 

Secunda and Witbank areas of Mpumalanga Province, South Africa. 

 

Mining in South Africa is historically a male dominated industry. Prior to 1996, 

women were not even allowed underground. The landscape has changed since 

the promulgation of the Mine Health and Safety Act of 1996. Women have 

made inroads into the mining industry at lower levels and few are found in 

management positions in mining (MMSD, 2001). 

 

The MMSD (2001) report indicates that the mining industry in the Southern 

African Development Community (SADC) continues to be a male dominated 

industry compared to other industries. The integration and participation by 

women in mining has been slow. Women constitute about 5 percent of 

management in the industry (see Table 1.1). 

 

Table 1-1 Employment in the Mining Industry 
 
Level Race (Percentage) Gender (Percentage) 

 African Indian Coloured White Male Female 

Managerial 5% 2% 1% 92% 95% 5% 

Skilled 24% 6% 1% 68% 92% 8% 

Total Staff 84% 2% 0% 14% 97% 3% 

(Source: Breakwater Monitor, 2000-2001) 
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Women’s under representation at senior management level in the mining 

industry can be attributed to factors including the intake of females at tertiary 

educational institutions, to dominance of organisational cultures by traditional 

masculine values and behaviour (Hopkins, 2000; Jones, 2000; Kimmel, 2004).  

 

Figure 1-1 Enrolment of first year B.Sc. Mining Engineering students at Wits University 

 

 

(Adapted from Cawood, 2005) 
 

Figure 1-1 (Cawood (2005), shows that prior to 1985 there were no females 

studying mining engineering at the University of the Witwatersrand - due to 

legislation prohibiting women from working underground. By 2005, female 

enrolment had risen to 27%. The intake of women is healthy, yet few women 

managers are coming up the ranks in a coal production environment (see Table 

1-1). 

 

A basic understanding of the position of women in the South African economy is 

essential for an appreciation of the impact women are making by their increased 

participation in management. Despite the increase in the number of women in 

managerial positions in South Africa (see fig 1-2), women still occupy fewer 

managerial positions than men in the mining industry (See Table 1-1). 
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Figure 1-2 Top and senior female manager’s profile in South Africa 

Top and Senior Female Managers Profile in South 
Africa

10.0%
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Top Managers

Senior Managers

 

(Source: DOL, 2007) 

 

Kyereh and Hoffman (2007) attributes turnover in the coal mining industry to 

booming of the industry. A study conducted by Clark (2006) found that senior 

women were leaving organisations because of environmental, organisational 

and individual factors. Her work also indicates that more men are hired as 

replacement for women leaving the industry, instead of replacing those 

vacancies by women. It is appropriate to investigate the effects of organisational 

factors such as masculinity of the workplace and understand the profiles of 

those considered “successful managers” in the industry. 

 

Another study by Cox (2003) indicates that black mining graduates leave 

production in the South African gold mining industry because of their inability to 

fit into the mining culture. He further states that mining culture needs to change 

to accommodate the different cultures in the workplace. This also justify the 

importance of masculinity of the workplace in skills retention. 
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1.4 Aim of the research 

 

This research aims to extend previous work available in the relevant literature 

concerning leadership and gender culture where it is debated that women must 

be seen as capable leaders, capable of rising to senior positions. The profiling 

of such positions is important in order to understand the traits of successful 

managers as perceived in the coal mining industry. 

 

The aim of the research is to determine: 

 

• the influence of the masculinity or femininity of the working place on the 

profile of a “successful manager”; 

 

• whether male and female managers have significantly different 

perspective on the profile of a “successful manager”; 

 

• lastly the perception of managers in departments with fewer women, on 

what their views are on a “successful manager” being masculine.  
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1.5 Motivation for the research 

 

A similar study was carried out on banks in Europe by Cames, Vinnicombe and 

Singh (2001) which examined profiles of “Successful Managers” from a cross-

border cultural perspective. Their study was adapted for the coal mining 

industry in South Africa on the basis of approach to the research problem and 

the anticipated findings. 

 

Coal Mines are going through challenges that are both remarkable and 

complex. Having just managed their way through change in legislation, they 

now face a bigger challenge to accommodate females in core mining 

responsibilities and management. They must comply with both employment 

equity and the mining charter. It will be interesting to investigate the implication 

of the new landscape on perceptions of men in this male dominated industry. 

 

Vinnicombe and Singh (2002) found that senior women are strongly motivated 

to reach higher levels in their organisations. This study will assist female 

managers to relate to the perceptions surrounding a “successful manager” as 

seen by their peers and hence be confident about their own leadership styles. 

 

Is lack of women in management in the coal mining industry related to the 

masculinity of their workplace and does this influence their success, hence their 

retention? Another point of interest is whether the existing differences between 

male and female managers’ traits based on their gender differences will yield 
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significant differences on their perceptions of a “successful managers” in the 

coal mining industry. 

 

1.6 The research problem 

 

This study investigates profiles of “successful” managers held by female and 

male middle managers in the coal mining industry. The profiles of the 

“successful manager” are considered within four departments, namely: Coal 

Production, Human Resources, Finance and Technical Services. 

 

This study investigates whether production departments are more masculine 

than the other three above-mentioned departments. The second problem is to 

determine any significant difference between male and female managers on 

their perceptions of a “successful manager”. The third problem is to investigate 

whether departments with fewer women regard a successful manager as 

masculine. 

 

1.7 Conclusion 

 

Personal constructs of what constitutes a “successful manager” are important 

for the future advancement and retention of women in the industry. Appelbaum, 

Audet and Miller (2003) argue that organisations that fail to maximise the 

potential of their female employees, do not benefit from women‘s unique talents. 

They lose out to turnover, thus squandering training efforts and time.  
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2 Literature Review    

2.1 Introduction 

 

The implications of masculinity and femininity in the workplace at organisational 

level, remains an under-researched area in the applicable literature. A number 

of studies have researched participation by women in traditionally male 

dominated industries, e.g. banking, construction and the oil industry. (Cames et 

al., 2001; Burke, Matthiesen, Einarsen, Fiskenbaum and Soiland, 2008).  

 

Tulgan (2000) indicates that women are more willing to move to new jobs that 

promise a challenge. The absence of women in management in the coal mining 

industry therefore demands further exploration. It is important to investigate the 

role of organisational culture as a framework for investigating the scope of 

gender discrimination (Wilson, 2000).  

 

This includes reviewing culture at organisational and individual levels, gender 

stereotyping and gender roles. Leadership theory is imperative to understanding 

the role of leadership styles in organisations. The relationship between 

gendered cultures, the workplace and leadership styles are important to 

determine the profile of a “successful manager”. 
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2.2 Culture 

2.2.1 Organisational Culture 

 

Organisational culture is open to many definitions; Smircich (1983) defines 

culture as something an organisation is and has. Organisational culture is a 

valuable tool for reaching a better understanding of gender cultures - as 

strongly advocated by Schein (1999). Gender in cultures is critical for 

understanding the profiles of successful managers. 

 

2.2.2 Gender Cultures 

 

Gender refers to the social differences and relations between women and men 

of all ages (Aaltio and Mills, 2002). These relations are learned, vary widely 

within and between cultures and undergo change over time. The construct of 

gender culture associates members of a particular culture in terms of expected 

learned behaviours, traits, and attitudes (Northouse, 2004). 

 

Gender is a socially constructed belief system that shapes the lives and 

behaviour of women and men. Sex, on the other hand, refers to the biological 

differences between men and women. It is universal and does not change. The 

sex role identity is affected by variables which include, but are not restricted to, 

age, birth order, education, economic resources, ethnic differences, and cultural 

values. (Schein, Mueller, Lituchy and Liu, 1996). 
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The most debated effect of gendering is the so-called glass ceiling, which is 

defined as invisible, culturally embedded assumptions and beliefs concerning 

the skills and competencies of women which prevents their advancement into 

top management positions (Liff and Ward, 2001; Burke and Vinnicombe, 2005; 

Hewlett and Luce, 2005). Peters and Kabacoff (2002) took a different 

perspective at the “glass ceiling” and concluding that there were few differences 

between leadership behaviours of men and women in top positions.  

 

2.2.3 Gender Stereotyping 

 

The Role Congruity Theory defines management positions as traditionally 

considered to be masculine roles and women in these roles are defying gender 

stereotypes (Eagly and Karau, 2002). Traditional gender stereotypes dictate 

that the possession of feminine characteristics is detrimental to leader 

emergence (Fagenson, 1990). 

 

The theory on gender stereotypes is particularly important when applied to 

those in leadership positions. A study by Broadbridge (2008) finds that barriers 

experienced by women in senior positions are attributable to their primary role 

in the family as well as discriminatory stereotyping by men and corresponding 

organisational practices. This contradicts De Pillis, Kernochan, Meilich, Prosser 

and Whiting (2008) who claim that gender stereotyping is not universal and in 

areas were stereotyping persists, men reportedly clung to the concept of: “think 

manager, think male”.  

 



 11 

Byron (2008) states that male and female managers’ non-verbal emotional 

perceptions have differential effects on their perceived persuasiveness and 

supportiveness. In ways consistent with gender stereotyping, it is satisfactory 

for female – but not male managers - to accurately perceive their emotions.  

. 

2.2.4 Gender Roles 

 

The theory on gender differences and roles has been considered in the past to 

be a legitimate area of discussion. This influences much gender related 

research (Still, 1993; Marshall, 1995). Gender roles play a crucial role in laying 

foundations for leadership styles. 

 

The concept of gender roles is constructed to suit situations in organisations 

(Fernandes and Cabral-Cardoso, 2003). It is based on masculinity traits such as 

aggression, independence, logic, analysis, and decision making skills. This 

includes feminine traits involving emotions, sensitivity and expressiveness.  

 

Gender roles refer to the activities of both sexes. These vary between the 

sexes, however, and it is vital to understand that these roles can change over 

time depending upon relevant situations. In modern societies, the roles of men 

and women are becoming increasingly interchangeable; e.g. women are 

increasingly becoming the principal breadwinners. 

 

Bagilhole (2002) states that women in managerial jobs in male dominated and 

masculine occupations tend to integrate masculine work traditions into their own 
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activities. This is consistent with Broadbridge’s (2008) findings that senior 

women achieve their positions by ignoring their female characteristics and by 

putting their career before their personal lives.  

 

2.3 Workplace Masculinity and Femininity  

2.3.1 Introduction 

 

Hofstede’s (2001) dimensions on culture consequences have been the standard 

tool for calibrating cultural differences.  

 

2.3.2 Work environment stress 

 

There are different work stress levels amongst organisations, depending on the 

level of masculinity. Hofstede (2001) mentions that high and low stress levels in 

organisations are a result of high and low levels of masculinity respectively. The 

level of stress determines the masculinity and femininity of the working place. 

 

Wooden and Drago (2007) state that men tend to work longer hours than 

women, thereby creating work and family conflicts (Lewis and Cooper, 1988). 

Female employees working in male dominated industries are expected to 

conform to the “male model” of work (Broadbridge, 2008). This requires them to 

work longer hours and compromise on family quality time. 
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The mining industry provides the fewest opportunities for part time employment, 

because production schedules are geared towards full time shift work. This 

maximises the use of the large amounts of initial capital invested (Wooden and 

Drago, 2007). This makes it difficult for women to balance family and work. 

 

2.3.3 Team work 

 

People from individualistic cultures view interactions as occurring between 

independent individuals; conflicts and disagreement are accepted as a natural 

part of social life (Triandis, 1982). Within collectivistic cultures, where issues of 

relational harmony and maintaining social face play an important role, conflict is 

seen as promoting individualism.  

 

Hofstede (2001) describes masculinity as the relationship between gender and 

work roles in a working environment. High masculinity is characterised by 

internal competition and accomplishment. Managers tend to be determined, 

aggressive and in most cases also fair (Fernandes and Cabral-Cardoso, 2003).  
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Figure 2-1 High Masculine Organisation 
 
 

 

(Adapted from Ohlsson and Ondelj, 2006) 
 

2.3.4 Sex Roles 

 

Chovwen’s (2006) findings indicate that personal and organisational factors 

negatively influence women’s career growth in male dominated workplaces.  

Equal opportunities between men and women are hindered by variety of 

institutionalised gender-related beliefs and assumptions (Helms-Mills, 2005). 

 

Broadbridge (2008) indicates that female-dominated industries employ 

proportionally more women than in male-dominated industries. At senior post 

levels, the proportion of men to women diminishes. Research by Mathur-Helm 

(2005) indicates that it is difficult for women in South Africa to reach top level 

positions because the corporate environment is not ready to accept women as 

professional equals.  

 

High Masculine 
Organisation 

High Work Stress 

Low Gender 
Equality 

High Power 
Distance 

Internal Competition 
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This view is shared by the National Gender Policy Framework (2003) reporting 

that South African women come second to men in the working environment. 

This contradicts Burke et al. (2007) who suggests that women who persevere in 

their careers, compare favourably with their male colleagues. 

 

Research indicates that there are little behavioural differences between men 

and women managers (Grant, 1998). Some of the typical male traits were 

actually more prevalent amongst women business leaders (Envick, 1998). This 

suggests that the gap between male and female managers’ gender roles may 

be diminishing.  

 

Liff and Cameron (1997) report that male exclusionary behaviours include the 

tendency to share information predominantly with other males, over female 

counterparts. They recruit in their own image, and ostracise and undermine 

women. Men tend to perpetuate ways of working and interaction that makes 

them (men) feel comfortable. They further argue that men become resentful of 

any special treatment that a woman gets.  

 

A key gender inequality issue is the gender pay gap (Broadbridge and Hearn, 

2008). Women have been denied some privileges in the past that were enjoyed 

by men. These have undergone change over time as indicated by Eriksson-

Zetterquist and Styhre (2008) that employers have been launching numerous 

equality programmes with the aim of promoting gender equality in the work 

place. 
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Low masculine organisations are relationship oriented and believe that people 

should strive after equality and teamwork (Hofstede, 2001). They are softer, 

more compromising and hence favour high equality between males and 

females. The salary gap is fairly low and senior positions in the organisation are 

evenly distributed between males and females.  

 

Figure 2-2 Low Masculine Organisation 
 

 

(Adapted from Ohlsson and Odndelj, 2006)  
 

2.3.5 Power Distance 

 

High masculine environments are characterised by high power distance 

between supervisors and subordinates (Hofstede, 2001). Managers are viewed 

with a lot of respect and in most cases are left unchallenged by subordinates. 

An environment low in masculinity is friendlier, caring, and compromising and 

often associated with an open door philosophy. 

 

Low Masculine 
Organisation 
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Team work 
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Feyerherm and Vick (2005) states that women’s talents include being 

comfortable with sharing power and information and the ability to motivate in 

non-traditional ways. Apparent ease in status and responding to change can 

assist in closing the power distance.  

 

2.4 Leadership 

2.4.1 Introduction 

 

This section reviews the major leadership theories, and links these to illustrate 

why women were not visible in a management context until relatively recently. 

Earlier leadership studies define leadership in a male context (Cames et al., 

2001; Schein, 1999). The association of leadership theories with men has 

contributed to the continuing low numbers of women in leadership roles.  

 

Competencies are important for the success of a manager and social structures 

are important to managerial career advancement (Abraham, Karns, Shaw and 

Mena, 2001). In recent years the employment equity and the mining charter 

have put pressure on the industry to accommodate more women in leadership 

roles, which might explain the change in male stereotyping.  
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2.4.2 Background 

 

Jogulu and Wood’s (2006) review on the role of leadership theory indicates the 

literature on leadership has evolved over time. They discussed earlier theories 

based on sex, suggesting that leadership is biologically determined, innate for 

men and therefore unattainable for women.  

 

Rosner (1990) argues that there are gender differences in leadership styles, 

contrary to a study by Bass (1990) that there are far more similarities than 

differences in the leadership of men and women. The similarities are based on 

the idea of some personality traits enabling people to naturally gravitate towards 

leadership roles. These traits where thought in the past to be inborn and unique 

to leaders, because researchers tended to focus on masculine characteristics to 

the exclusion of feminine characteristics (Shein, 2001). A decade later, 

Appelbaum, Audet and Miller (2002) suggest that men can learn from women.  

 

Kolb (1999) states that prevailing attitudes, prior experience, the workplace and 

women‘s self confidence contributes to leadership effectiveness. Kolb (1999) 

further suggests that attitude toward leadership is a stronger predictor than 

masculinity. Most women’s self-confidence has been eroded by negative 

attitudes and a mind set of being second class (Mathur-Helm, 2005). 

 

The great events theory suggests that an important event may cause a person 

to rise to the occasion, releasing extraordinary leadership qualities in an 

ordinary person. According to Jogulu and Wood (2006) focus on literature has 
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changed from personal traits to behavioural studies, namely democratic, 

autocratic as well as laissez-faire styles.   

 

2.4.3 Leadership and gender 

 

Appelbaum et al (2003) study indicates that the feminine leadership style is 

effective within the context of team based structures which are more prevalent 

in society today. 

 

The relationship between leadership styles and gender roles is the association 

of task-oriented leadership styles with masculinity and relationship-oriented 

ones with femininity (Rigg and Sparrow, 1994; Oshagbemi and Gill, 2003). A 

study conducted by Oshagbemi and Gill (2003) found that even though female 

managers delegate less often than their male counterparts, there are no 

differences between leadership styles.  

  

In male dominated industries women are prone to display a more stereotypically 

masculine style of leadership than the males (Eagly and Johannesen –Schimdt, 

2001). Bass (1990) mentions that there are gender differences in leadership 

styles which explains why women tend to intervene only when something goes 

wrong and they also temper criticism with positive feedback.   

 

Trinidad and Normore’s (2005) research findings show that women adopt 

democratic and participative leadership styles in the corporate world. Earlier 

evidence from Sutton and Moore (1985) indicates there are societal shifts in the 
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acceptance of women as leaders and that barriers preventing women from 

becoming leaders are also decreasing (Brenner, Tomkiewicz and Shein, 1989; 

Chusmir and Koberg, 1991). 

 

Androgynous leadership advocates the blending of talents previously labelled 

“male” and “female” by adopting the best of both qualities.  Park (1997) states 

that androgynous leadership style is more appropriate for achieving high 

performance in most organisations.  

  

2.4.4 Transformational Leadership 

 

Kark (2003) states that there is growing interest in the relationship between 

gender and transformational leadership as women increasingly enter leadership 

roles that traditionally have been occupied by men.   Kark (2003) discusses 

transformational leadership elements such as empowering leadership, is 

motivating women to perform beyond their expectations.   

 

Women are believed to exhibit more transformational leadership style than their 

male colleagues (Hare et al., 1997; Trinidad and Normore, 2005; Jogulu and 

Wood, 2006). The transformational style of women was reported earlier by 

Rosener (1990) as interactive, valuing diversity, encouraging participation and 

involvement. 
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Transformational leadership theory is widely accepted as a more effective 

leadership style. It is based on the difference in attitude between women and 

men in their approach to leadership. Manning (2002) views transformational 

leadership as permitting women to simultaneously carry out leadership and 

gender roles. 

 

2.5 Successful Managers 

 

Women’s employment on mines has brought positive benefits to the entire 

mining community, thereby contributing to the normalisation of the mining 

community. Researchers Feyerherm and Vick (2005) found that organisations 

which engage in diversity, adapt the way they live out their cultural values by 

accommodating women in their working environments. The study shows 

organisations can benefit from women‘s talents through a better understanding 

of the role of female leadership. 

 

The quality of managers is imperative for the success of managers in the coal 

mining industry. This should be given priority in organisations to ensure the 

continued competitiveness of the industry. Managers, male and female, should 

be empowered to achieve the best results from limited resources.  

 

A successful manager can be defined as someone capable of delivering a 

quality service on limited resources. The successful manager should exhibit 

attributes such as discipline, innovativeness, respect and a desire to be 

competitive amongst others. Abraham, Karns, Shaw and Mena (2001) identify 
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six competencies critical to managerial success:  “leadership skills, customer 

focus, results oriented, problem solver, communication skills and teamwork”. 

 

The term “successful manager” is linked inter alia to competencies, attributes or 

quality of deliverance. Different schools of thought suggest that a variety of 

different characteristics, behaviours and traits are necessary for a manager to 

succeed (Moi, 2002; Ghoshal and Bruch, 2004).  

 

Willemsen (2002) indicates that the successful manager is still envisaged to be 

a man, even if such a manager possesses predominantly gender-neutral traits. 

A study by Hopkins and Bilimoria (2008) concludes that most successful men 

and women share more similarities than differences in their competency 

demonstration. They assessed male leaders as more “successful” even when 

the male and female leaders demonstrated equivalent level of competencies. 

 

2.6 Personal Attributes Questionnaire (PAQ) 

 

Spence and Helmreich (1980) developed the personality attributes 

questionnaire. It consists of instrumental and expressive traits widely believed 

to be desirable to some degree in both males and females. Nevertheless, they 

distinguish normatively between the sexes. 
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Hopkins and Bilimoria‘s (2008) results indicated that there were no significant 

differences between male and female leaders based on emotional and social 

intelligence competencies. Nevertheless, a study carried out by Schein (2007) 

shows that over the past three decades, corporate males in the USA continued 

to regard women as less qualified than men for managerial positions. 

 

The Personal Attributes Questionnaire (PAQ) is a valid instrument for assessing 

gender roles and has been shown to have high internal consistency, reliability 

and validity in samples of students (Spence and Helmreich, 1980; Wilson and 

Cook, 1984). Vinnicombe and Cames (1998) were able to use PAQ to show 

that female managers rated themselves higher on both instrumental and 

expressive traits when compared with their male counterparts. 

 

PAQ has not been universally accepted because it focuses mainly on the global 

personality dimensions of instrumentality and expressiveness (e.g. Good, 

Wallace and Borst, 1994; Ward, Thorn, Clements, Dixon and Sanford, 2006). 

Work done by Spence and Buckner (1999) reveals that the responses to the 

items “masculine” and “feminine” confirm that they primarily assess men and 

women‘s basic sense of gender equality.  

 

Other personal traits measurement tool such as the Bem Sex Role Inventory 

(BSRI) has also being criticised for lack of construct. Holt and Ellis (2004) found 

the same concerns on the BSRI as on PAQ regarding concerns over its validity 

to include trends in changes in the roles of men and women since the 1970's.  

 



 24 

The PAQ will be used for this study because of the interest in comparing the 

outcomes of this research to that of Cames, et al. (2001). 

 

2.7  Conclusion 

 

The purpose of the literature review is to indicate the imperative of gender 

culture and leadership styles in profiling successful managers. This links to the 

masculinity or femininity of the workplace by understanding its effect on the 

success of managers. 

 

The literature review shows the effect of national culture on masculinity as a 

well-researched area. But the effect of gendered cultures within an organisation, 

at departmental level in a male dominated environment, is still under-

researched.  

 

This paper attempts to make a contribution by addressing this gap and 

examining the profile of successful managers in a male dominated industry at 

departmental level. It focuses on the masculine traits in the work environment; 

namely human resources, finance, technical services and coal production and 

how these have an influence on the traits of a “successful manager” in the coal 

mining industry. The absence of women in management can be attributed to the 

culture, gender differences and leadership styles in a male dominated industry.   
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3 Research hypotheses 

3.1 Introduction 

 

The author did not find any research on Hofstede’s (2001) dimensions for inter-

departments within an organisation in any industry. The research will determine 

perceptions on the masculinity/femininity level in the coal mining industry by 

considering the following typical departments: 

 

• coal production (CP) 

• human resources (HR) 

• financial services (FS)  

• technical services (TS).  

 

These were chosen because they have varying quantities of female managers, 

with most in HR, FS and FS and the least number of female managers in CP in 

the major coal mining houses.  

 

The relevant literature suggests that gender related divisions in management, in 

both formal and informal organisations, are dominated by masculine values and 

behaviour (Hopkins, 2000; Jones, 2000; Kimmel, 2004). It is vital to evaluate 

whether the masculinity/femininity of a workplace affects the success of 

managers in such working environments. 
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3.2 Determining masculinity/femininity of departments in the coal 

working environment  

 

Gneezy, Niederle and Rustichini (2003) present experimental evidence in 

support of an additional factor: women may be less effective than men in 

competitive environments, even if they are able to perform similarly in non-

competitive environments. This forms the basis for testing whether gender 

representation is significant in assessing the level of masculinity/femininity of 

the workplace in the coal mining industry. This will set the scene for determining 

to what extent “successful managers” are significantly independent from the 

masculinity/femininity of their working environments. 

 

Hypothesis 1 a 

Managers in the coal production environment will report more stress than 

managers in human resources, finance and technical services. 

 

The mining environment is considered to be more masculine because it is male 

dominated (Eagly and Karau, 2002; Burke et al., 2007). Managers from the 

production environment are expected to be more stressed than managers in the 

other departments. The mining environment is characterised by high stress 

levels as a result of safety and production pressures. Mines are regulated by 

the mine health and safety inspectorate (MHSA) (1996) and uncompromising 

shareholders expectations, quality and compliance. 
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Hofstede’s (2001) study shows that masculine environments are characterised 

as high stress environments. Women managers in the mining industry, 

therefore, will be expected to be more stressed because it is a masculine 

environment (Gardiner and Tiggermann, 1999) than in a feminine environment. 

Managers in coal mining and production are expected to work longer hours, 

resulting in higher stress levels (Wooden and Drago, 2007).  

 

Hypothesis 1 b 

The coal production environment is associated with individuality while the 

human resources finance and technical services departments are associated 

with teamwork.  

 

Male dominated industries are significantly more masculine (Eagly and Karau, 

2002; Burke et al., 2008). Such environments have low affinity for teamwork as 

stakes are high for individual achievement (Hofstede, 2001). 

 

The coal production environment is male dominated and is characterised by 

individuality geared to self–reward. The environment is expected to have a high 

level of internal competition because is male dominated. According to Hofstede 

(2001), a high level of teamwork will result in low masculinity or a high femininity 

working environment.  
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Hypothesis 1 c 

 Managers in coal production will report more inequality than managers from 

human resources, finance and technical services. 

 

Since the mines are male dominated, the wage gap between males and 

females is expected to be larger in coal mining and production than in the other 

departments. The wage gap between the genders is important when discussing 

feminine and masculinity issues (Broadbridge and Hearn, 2008). 

 

It is expected that in a production environment there is significantly more 

inequality than in feminine working environments (Mathur-Helm, 2005). This is 

based on the expected stereotypical treatment of females in male-dominated 

industries (Eagly and Karau, 2002). The other factor promoting inequality might 

be identified as organisational culture and practices (Chovwen, 2006). 

 

Hypothesis 1 d 

The Coal production environment is associated with higher power distance 

between managers and their line managers than in human resource, finance 

and technical services. 

 

The mining environment is expected to exhibit a high level of power distance 

between managers and subordinates. Hofstede (2001) defines an environment 

with a high level of power distance as masculine. Masculine environments are 

expected to have a significantly higher level of power distance than feminine 

work environments.  
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Liff and Cameron (1997) refer to competitiveness and working relationship as 

healthy in feminine environments. Managers from HR, FS and TS are expected 

have a low level of power distance because they are supposedly comfortable 

with a low level of power (Feyerherm and Vick, 2005). 

 

3.3 Determining profiles of a Successful Manager 

 

This section presents the hypotheses which provide the basis for determining 

whether any differences which may emerge from attributes considered either 

masculine or feminine are consistent with Hofstede’s (2001) theory on 

masculinity – femininity dimensions. 

 

The managers’ perceptions will be tested on whether the successful manager is 

masculine, feminine, androgynous or undifferentiated. These are based on 

instrumental or expressive traits of the PAQ questionnaire.  

 

Hypothesis 2 a 

Male Managers will view a “successful Manager” as significantly more 

masculine than female managers. 

 

According to Role Congruity Theory (Eagly and Karau, 2002), management 

positions are traditionally considered as masculine; women who serve in these 

positions are deemed to be defying gender stereotypes. Willemsen (2002) 

states that “successful managers” are perceived to be men. In coal mining and 
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production, it is believed that a “successful manager” is more masculine, than 

managers in the other departments. 

 

The hypothesis is based on characteristics in the participants’ definition of the 

“successful manager” when completing the PAQ. Both female and male 

managers from departments perceived to be more masculine are expected to 

attribute more importance to masculine characteristics (Hofstede, 2001). They 

are expected to be high on instrumental and low on expressive traits in 

consistence with Schein (1999). 

 

Hypothesis 2 b 

Managers in departments with fewer women regard masculinity as more 

important 

 

Coal production has vastly fewer female than male managers. Fagenson (1990) 

indicates that it is advantageous to possess masculine leadership 

characteristics in a male-dominated working environment. The dominant culture 

is expected to be more masculine; thus female managers are expected to 

portray a masculine type of leadership. It is expected of female managers to 

display masculine characteristics in order to be perceived as successful 

managers.  

 

The hypothesis is based on the characteristics of the participants’ definition of a 

“successful manager” when completing the PAQ. Managers from departments 

perceived to have low masculinity are expected to prefer feminine 
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characteristics (Hofstede, 2001). At the very least, they are expected to view a 

“successful manager” as androgynous (Vinicombe and Cames, 1998). 
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4 Research methodology 

4.1 Research Design 

4.1.1 Introduction 

 

This study employs a methodology best suited to answer the research 

hypothesis within the existing time and resource constraints. The purpose of the 

study is to establish profiles of “successful managers” in the coal mining 

industry. The first phase determines whether the coal mining environment is 

masculine or feminine, to assess its impact on the success of a manager.  

 

The second phase assesses the significance of perceptions held by male and 

female managers’ on profiles of successful managers; including departments 

with fewer women than men, to determine to what extent masculinity is 

considered important.  

 

In deciding on the research methodology to be adopted, it is important to 

distinguish between the quantitative or qualitative nature of the research 

process. Creswell (1994) defines quantitative study as an inquiry based on 

testing a theory measured and analysed with statistical procedures, in order to 

determine whether the predictive generalisations of the theory hold true. By 

means of contrast, he defines a qualitative study as an inquiry process which 

seeks to construct a framework or picture.  

 

These two definitions highlight the distinguishing characteristics of each 

approach. Both quantitative and qualitative research processes are applicable 
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to this research. The study makes use of a survey questionnaire as well as 

semi-structured interviews to collect the relevant data suitable for the 

research. 

 

4.2 Methodology for conducting the survey questionnaire  

4.2.1 Unit of analysis 

 
The unit of analysis is perceptions held by middle management in the coal 

mining industry in South Africa.  

 

4.2.2 Population of relevance 

 

The population of relevance is male and female managers (Patterson Scale D3 

to EL) in the coal mining industry. The participants were drawn from Sasol 

Mining, BHP Billiton Coal (BECSA), Anglo American Coal and/or Xstrata and 

some from the ranks of junior miners. The above mentioned companies, 

excluding recent entrants to the industry, together produce about 80% of the 

total coal production in South Africa (Mining Weekly, 2008). 

 

4.2.3 Sampling method and size 

 

Zikmund (2003) describes stratified sampling as appropriate in establishing 

representation in populations that consist of sub-groups. The strata consist of 

human resources, finance, technical services and production departments in the 
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coal mining industry. Invitations to participate in the research were sent to 64 

potential participants, consisting of 32 pairs of male and female managers. It 

was expected to have 16 pairs each for human resources, technical services 

and financial services departments. The first four male and four female 

managers to respond in those three departments were chosen as participants.  

 

It was decided to invite all six male managers who responded together with the 

three female managers in production. All three female managers in production 

were invited on a judgemental basis since they are the only ones holding office 

relevant to the sample (Zikmund, 2003).  

 

The final sample consists of 35 respondents, 17 male and 18 female managers, 

on the same Patterson Scale level (D3 to E1). The same participants were used 

in both survey questionnaires and semi-structured interviews to ensure 

consistency (Zikmund, 2003; Terreblache, Durrheim and Painter, 2006). A 

relatively small sample size can result in consistency being lost on quantitative 

data, but Zikmund (2003) indicates that small samples are ideal for interviews.  

 

4.2.4 Methods of data collection 

 

Both Creswell (1994) and Zikmund, (2003) describe the survey method to be 

best suited for gathering views or perceptions, because of its consistency and 

robustness.  The first phase of the research is a research questionnaire 

consisting of two parts. The first part of the questionnaire investigates 
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masculinity or femininity of the work environment based on stress, gender 

inequality, teamwork and power distance (Hofstede, 2001).  

 

The second part of the questionnaire employs the Personal Attributes 

Questionnaire (PAQ) to determine the profile of an ideal “successful manager” 

in the coal mining industry (Cames et al, 2001).  

 

A Likert scale is the most widely used scale in survey research. Cummins and 

Gullone (2000) argue that expanding the number of choice-points beyond 5- or 

7- Likert scale points does not systematically damage scale reliability, yet such 

increase increases scale sensitivity. Chang (1994) assessed the reliability and 

validity of 4-point and 6-point scales and found the traits variance of a 4 point 

scale led to greater reduction of reliability.   

 

In accordance with the six-point Likert Scale, research participants were 

requested to complete three questionnaires, documenting values ranging from 

Very Unlikely (1) to Very Likely (6).  The first construct in part one of the 

questionnaire, reflects the self-assessment of the research participant; the 

second construct reflects that of their line manager, and the third construct 

reflects an ideal manager as envisaged by the participant.  

 

The research instruments, as presented in the Appendix, were presented to 

each research participant. The time allotted for the research instruments was 20 

minutes, 40 minutes for the survey questionnaire and 40 minutes for each 

interview. 
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4.2.5 Data analysis approach 

 

Hofstede‘s four dimensions were used to determine the masculinity of the 

various departments (Hofstede, 2001). These include work stress, team work, 

gender inequality and the power distance between employees in a specific 

environment.  

 

Figure 4-1 Analysis process for work stress 
 

 

 
Figure 4-2 Analysis process for teamwork 
 

 

 
Figure 4-3 Analysis process for gender inequality 
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Figure 4-4 Analysis process for power distance 
 

 

 

The data collected was analysed and reported in aggregate form. The 
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4.3.3 Sampling method and size 

 

The sample of relevance is identical to the sample chosen for the survey 

questionnaire and PAQ, hence the choice of sampling method. It makes data 

collection convenient, accommodates the prevailing time constraints and is 

suitable for use in both quantitative and qualitative methods (Zikmund, 2003; 

Terreblache et al, 2006).  

 

4.3.4 Methods of data collection 

 

The interview is a classic method of collecting data and processing information 

for the qualitative study (Creswell 1994, Zikmund, 2003). The questions were 

tested for validity and clarity through a pilot study. The set of questions used in 

the interview, is attached in the Appendix 1. The interviews were conducted 

after appointments had been set to elicit the required data.  

 

Respondents from all four departments were asked to take part in semi-

structured 40 minutes interviews. The data was captured by recording 

responses on audio tape and/or taking notes -depending on the participants’ 

preferences. The author took notice of the respondents’ emotional state, body 

language and language used. The notes are categorised according to the 

various themes and hypotheses.  
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4.3.5 Data analysis approach 

 

Content analysis is utilised to analyse the data from the open ended questions 

gathered during the interviews. Zikmund (2003) regards this method as an 

appropriate tool for analysing open ended questions. The responses are 

grouped thematically and the frequency of the recurring themes tabulated in 

Appendix 2. 

 

4.4 Potential research weaknesses and limitations 

 

Limitations to the research include the small sample size, which can affect the 

quality of the quantitative data. The exclusion of most small mines and quarries 

in the coal mining industry because of time constraints, may compromise 

generalisation of the research. The relative non-proportionality of female to 

male managers in coal production in relation to other departments is a concern. 

The home language some of the participants prefer, for instance Afrikaans, led 

to many misunderstandings in both questionnaires and interviews. Cultures 

tend to differ from mine to mine and between large mining houses and junior 

and senior miners. 

 

4.5 Conclusion 

 

This research should be able to be replicable, accurate and measure what it is 

intended to. There are no cultural measures of Hofstede’s score on masculinity 
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of departments in the coal mining industry. The use of quantitative and 

qualitative research methods were undertaken to investigate the masculinity of 

production services compared to human resources, technical and financial 

services.  

 

Creswell and Miller (2000) reported that triangulation determine how far two 

methods can arrive at convergent findings. Another concern for the research as 

stated earlier, is most of the respondents interviewed are Afrikaans speaking, 

which might lead to misinterpreting concepts and hence misunderstandings. 

Crocker and Algina (1986) noted some characteristic of the respondent may 

change the score if the research is repeated. 

 

While the study focuses on middle managers in the industry, it must be noted 

that respondents’ perceptions will vary depending where they sit in the 

organisational hierarchy.  A study by Mezias and Starbuck (2003) suggests that 

most managers have varying and inaccurate perceptions about their 

organisations. They indicate that perceptions depend on quality and quantity of 

the subject matter.  

 

People’s perceptions also vary significantly, based on experience and training.  

Mezias, Grinyer and Guth (2001) found that managers nearer to the top of their 

organisation’s hierarchies perceive their organisations differently than lower 

level managers.  
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5 Results 

5.1 Introduction 

 

This sample consists of responses by 35 middle managers in the coal mining 

industry in South Africa. Seventeen (17) and eighteen (18) of the participants 

are male and female managers respectively. Demographic data was collected 

for all 35 male and female managers. The pre-qualification for the sample was 

that the manager should be on the Patterson grade D3 to E1 and should occupy 

a managerial position in either the human resources, financial, technical or 

production departments. 

 

5.2 Validity and Reliability of Section B of the Survey Questionnaire 

 

Table 5-1 Cronbach's Alpha for masculinity/femininity questionnaire 

 

Scale Case N of 

Cases 

Cronbach’s 

Alpha 

N of 

items 

B. Work stress All items included 35 0.391 5 

All items included 35 0.278 6 

Reverse C2 and C4 35 0.393 6 C. Teamwork 

Remove C5 35 0.554 5 

D. Sex Roles All items included 35 0.873 7 

All items included 35 0.103 8 

Reverse E3, E4 & E5 35 0.191 8 
E.   Power         

Distance 
Remove E3, E4 & E5 35 0.420 5 
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The different Cronbach’s Alpha, work stress (0.391), teamwork (0.278), sex 

roles (0.873) and power distance (0.103). The corresponding adjustments for 

the themes on masculinity/femininity questionnaire are also presented in Table 

5.1 above. 

 

5.3 Demographic Data 

 

A demographic variable, on which information was obtained, includes the 

following: 

• Gender 

• Participant’s Department 

• Age of Respondent 

• Experience or length of service of the participant in current position. 

 

An effort was made to match female and male managers by level and 

experience, but that was not always possible- see Table 5-2 and  

Table 5-5 

 

Table 5-2 Gender of participants 
 

Gender Frequency Percent Cumulative 
Frequency 

Cumulative 
Percentage 

Male 17 49 17 51 
Female 18 51 35 100 
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From the total sample of 35 participants, 18 (51%) were female and 17 

(49%) were male. The sample is not a proportional representative of the 

population since it was selected through stratified sampling. 

 

 
Table 5-3 Participant's Department 

Frequency Percentage Cumulative 
Frequency 

Cumulative  
Parentage 

Department 
Category 

M F Total  M F Total  M F Total  M F Total  
HR 5 5 10 14 14 28 5 5 10 104 14 28 
FS 3 3 6 9 9 18 8 8 16 23 23 46 
TS 3 7 10 9 20 29 11 15 26 31 43 74 
PS 6 3 9 17 9 26 17 18 35 49 51 10 

Note: M =Male Managers and F=Female Managers 
 
 

All three (3) female managers in coal production participated in the research, 

except the potential fourth, who had resigned two months before the 

research was undertaken and could not be reached to participate in the 

research. The response from financial departments on both male and female 

participants was very poor; nevertheless, there was more interest from 

female managers in technical services departments willing to participate in 

the research. 

 

Table 5-4 Age of participants 

Note: M =Male Managers and F=Female Managers 
 

Frequency Percentage Cumulative 
Frequency 

Cumulative  
Percentage 

Age 
Category 

M F Total M F Total M F Total M F Total 
20 to 29 3 7 10 9 20 29 3 7 10 9 20 29 

30 to 39 7 6 13 20 17 37 10 13 23 29 37 66 
40 to 49 5 5 9 15 15 29 15 18 33 43 51 94 
Over 50 2 0 2 6 0 6 17 18 35 49 51 100 



 44 

From a sample of 35 participants, 37% of the female managers were under 

the age of 39 years compared to 29% of male managers. There were no 

female managers over 50 years of age. It is interesting to note that 20% of 

the female managers were under the age of 30 years, compared to 9% of 

male managers. 

 

Table 5-5 Average experience per department 

Frequency Percentage Cumulative 
Frequency 

Cumulative  
Percentage 

Experience 
Category 

F M Total F M Total F M Total F M Total 
Less than 6 months 5 2 7 14 6 20 5 2 7 14 6 20 

6  to 12 months 3 1 4 9 3 12 8 3 11 23 9 32 
1 to 2 years 4 8 12 11 23 34 12 11 23 34 32 66 
>2 to 5 5 1 6 14 3 17 17 12 29 48 35 83 

>5 to 10 1 3 4 3 9 12 18 15 33 51 44 95 

More than 10 years 0 2 2 0 6 6 18 17 35 51 50 100 
Note: M =Male Managers and F=Female Managers 
 

 

It is worth noting that 23 % of the female managers have been in their current 

positions for less than a year, compared to only 9% of the male managers. 

 

5.4 Summarised Data for Masculinity and Femininity of the Workplace 

 

Sample response percentages are presented in full in Appendix 2 for human 

resources, finance services, technical services and production services. The 

results presented in this section are from the questionnaire covering work 

stress, teamwork, sex roles and power distance to determine whether the 

departments are masculine or feminine. 
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5.4.1 Work Stress 

 

The statistical descriptive results are shown in Table 5-6 below for the sample 

work stress for hypothesis 1a. 

  

Table 5-6 Sample work stress descriptive for departments 
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HR 10 19.100 3.381 1.069 16.681 21.519 

Financial 6 16.500 2.168 0.885 14.225 18.776 

Production 9 15.333 2.236 0.745 13.615 17.052 

Technical 10 15.200 3.765 1.191 12.506 17.894 

Total 35 16.571 3.389 0.573 15.4072 17.736 

 

5.4.2 Team work 

 
Table 5-7 Sample teamwork statistical descriptive for departments 
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Technical 10 11.800 4.104 1.298 8.8640 14.736 

Production 9 10.778 1.986 0.662 9.2512 12.304 

Financial 6 9.833 2.563 1.046 7.1441 12.523 

HR 10 9.700 2.214 0.700 8.1165 11.284 

Total 35 10.600 2.902 0.491 9.6030 11.597 
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5.4.3 Sex Roles 

The statistical descriptive results for hypothesis 1c are shown in Table 5-8 below  

 

Table 5-8 Descriptive for sample results for sex roles in departments 
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Production 9 26.222 8.213 2.738 19.910 32.535 

Financial 6 25.167 10.400 4.2459 14.252 36.081 

HR 10 21.400 8.356 2.642 15.423 27.378 

Technical 10 21.200 5.808 1.837 17.045 25.355 

Total 35 23.229 8.026 1.357 20.472 25.986 

 

5.4.4 Power Distance 

 

The statistical descriptive results for hypothesis 1d are shown in Table5-9 below  

 

Table 5-9 Descriptive sample results for power distance in departments 
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Financial 6 13.000 3.795 1.549 9.018 16.982 

HR 10 12.100 3.695 1.169 9.457 14.744 

Technical 10 10.700 3.466 1.096 8.221 13.179 

Production 9 10.333 3.202 1.067 7.872 12.794 

Total 35 11.400 3.516 0.594 10.192 12.608 
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5.4.5 ANOVA results for Hypotheses 1 a, 1b, 1c and 1 d 

 
Table 5-10 Sample ANOVA for work stress, teamwork, sex roles and power distance 

  Sum of 

Squares df 

Mean 

Square F Sig. 

Between Groups 96.571 3 32.190 3.394 0.030 

Within Groups 294.000 31 9.484   

Work Stress 

Total 390.571 34    

Between Groups 26.311 3 8.770 1.045 0.386 

Within Groups 260.089 31 8.390   

Teamwork 

Total 286.400 34    

Between Groups 177.783 3 59.261 0.913 0.446 

Within Groups 2012.389 31 64.916   

Sex Roles 

Total 2190.171 34    

Between Groups 35.400 3 11.800 0.950 0.428 

Within Groups 385.000 31 12.419   

Power 

Distance 

Total 420.400 34    

 

5.5 Presentation of PAQ findings 

5.5.1 Summary of expressive and instrumental traits 

 
Table 5-11 Traits of the "successful manager" 

Category 
Androgy-
nous (%) 

Masculine 
(%) 

Feminine 
(%) 

Undifferen-
tiated (%) 

Instrumen-  
tal (%) 

Expres-
sive (%) 

Overall (N=35) 37 17 14 31 54 51 
Females (N=18) 39 22 17 22 61 56 
Males  (N=17) 35 12 12 41 47 47 
HR(N=10) 60 20 10 10 80 70 
FS (N=6) 33.3 0 16.7 50 33 50 
TS(N=10) 40 20 0 40 60 40 
PS (N=9) 22.2 22.2 22.2 33.3 44.4 44.4 
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Table 5-11 above shows that 37 percent (%) of the 35 participants are 

androgynous while 31 percent are undifferentiated. There is also a balance 

between instrumental and expressive traits at 54% and 51% respectively.  

 

Table 5-12 Instrumental traits perceived to be held by successful managers, by gender 

(r2 =0.975) 

 

The instrumental and expressive traits in Table 5-12 above and Table 5-13 

below are ranked from high to low based on their average means.   

 

Table 5-13 Expressive traits perceived to be held by successful managers, by gender 

Sample Response -Female Managers Sample Response - Male Managers 
Item 
no Traits Mean 

Std 
Dev 

Item 
no Traits Mean 

Std 
Dev 

24 
Stands up well under 
pressure 3.889 0.323 16 Make decisions easily 3.529 1.068 

17 Never gives up easily 3.722 0.752 24 
Stands up well under 
pressure 3.529 1.007 

19 Self-confident 3.611 0.979 19 Self-confident 3.500 0.516 
6 Active 3.556 0.511 17 Never gives up easily 3.412 1.004 
16 Make decisions easily 3.444 1.042 6 Active 3.235 0.752 
2 Independent 3.167 0.924 2 Independent 3.059 1.088 
10 Competitive 3.167 0.707 10 Competitive 3.059 0.827 
20 Feels Superior 2.944 0.802 20 Feels Superior 2.941 0.748 

Sample Response -Female Managers Sample Response - Male Managers 

Item no Traits Mean 
Std 
Dev 

Item 
no Traits Mean  

Std 
Dev 

9 Helpful to others 3.500 0.514 9 Helpful to others 3.235 0.562 

21 Understanding of others 3.389 0.778 15 
Aware of others 
feelings 3.235 1.091 

15 Aware of others feelings 3.333 0.594 21 
Understanding of 
others 3.118 0.781 

7 
Able to devote self 
completely to others 3.222 0.732 7 

Able to devote self 
completely to others 2.882 0.697 

22 
Warm in relations with 
others 3.222 0.647 12 Kind 2.882 0.781 

12 Kind 2.944 0.802 22 
Warm in relations with 
others 2.765 0.903 

8 Gentle 2.333 0.970 8 Gentle 2.471 0.717 
3 Emotional 1.778 0.808 3 Emotional 1.294 0.849 
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The classifications of the items on a PAQ scale are presented in Appendix 5. 

For the masculinity and femininity scores of the individual members, see 

Appendix 5. 

 

Table 5-14 Overview comparison of the four departments-the "successful manager" 

Departments  
Predicted 
Style Actual Style 

Instrumental 
Traits (%) 

Expressive 
Traits (%) 

Human 
Resources  Masculine Androgynous 80 70 
Technical 
Services  Androgynous Androgynous 60 40 
Financial 
Services  Androgynous Undifferentiated 66.7 50 
Production 
Services  Androgynous Undifferentiated 44 44 
 
 

 

Table 5-15 The four departments' instrumental traits of the "successful manager" 

Instrumental Traits HR TS FS PS 
Make decisions easily 4.000 3.486 3.333 2.889 
Stands up well under 
pressure 3.900 3.714 3.833 3.333 
Self-confident 3.800 3.559 3.500 3.625 
never gives up easily 3.500 3.571 3.500 3.778 
Feels Superior 3.500 2.943 2.833 2.889 
Active 3.400 3.400 3.167 3.444 
Competitive 3.200 3.114 3.167 3.111 
independent 3.200 3.200 2.667 3.000 

 

 

Table 5-16 The four departments' expressive traits of the "successful manager" 

Instrumental Traits HR TS FS PS 
Aware of others feelings 3.600 3.100 3.500 3.000 
Understanding of others 3.600 3.000 3.500 3.000 
Helpful to others 3.600 3.200 3.500 3.222 
Warm in relations with others 3.500 2.900 2.833 2.667 
Able to devote self 
completely to others 3.000 2.900 3.333 3.111 
Kind 2.900 2.700 3.333 2.889 
Gentle 2.400 2.200 2.667 2.444 
Emotional 1.600 1.200 1.500 1.889 
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5.5.2 Statistical results for Hypotheses 2 a    

 
Table 5-17 Sample descriptive statistics for masculinity 
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Technical 10 21.20 3.259 1.031 18.87 23.53 
Financial 6 24.17 4.262 1.740 19.69 28.64 
HR 10 24.20 3.910 1.236 21.40 27.00 
Production 9 22.22 4.086 1.362 19.08 25.36 

Femininity  

Total 35 22.83 3.899 .659 21.49 24.17 
Technical 10 26.20 3.938 1.245 23.38 29.02 
Financial 6 26.67 2.338 .955 24.21 29.12 
HR 10 28.50 1.900 .601 27.14 29.86 
Production 8 27.25 2.435 .861 25.21 29.29 

Masculinity  

Total 34 27.21 2.858 .490 26.21 28.20 
 

 

Table 5-18 Test statisticsb between male and female managers 

 Femininity Masculinity 

Mann-Whitney U 113.000 117.500 

Wilcoxon W 266.000 253.500 

Z -1.326 -0.923 

Asymp. Sig. (2-tailed) 0.185 0.356 

Exact Sig. [2*(1-tailed Sig.)] 0.195a 0.365a 
 
Note : a. Not corrected for ties 

b. Grouping Variable: Gender 
- the test statistics for the exact significance was not corrected for ties and  the 
grouping variable is gender, male and female managers 
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5.6 Summary of Qualitative Data 

5.6.1 Content Analysis Results   

Table 5-19 Content analysis results for production compared to HR, FS and TS 

Item HR,FS and TS Departments Rank Production Departments Rank 
Create fair and equal 
opportunities 

1 
 

Create  an enabling 
environment 

1 

Increase pipeline feed quality 2 Minimise gender stereotyping 2 

F1 

Create  an enabling 
environment 

3 Create fair and equal 
opportunities 

3 

Lack of leadership 1 Legal responsibilities 1 
Failure to achieve goals 2 Failure to achieve goals 2 

F2 

Workload 3 Workload 3 
Power is important 1 Power is important 1 
Power is bad 2 Power is bad 2 

F3 

Not bothered by power 3 Power must be controlled 3 
Team effort 1 Team effort 1 
Individual efforts 2 Balance between team & 

individual 
2 

F4 

Balance between team & 
individual 

3 Individual efforts 3 

There is equality 1 Fewer opportunities 1 
Salary discrepancies 2 There is equality 2 

F5 

Gender inequality 3 Salary discrepancies 3 
Very supportive 1 Very supportive 1 
Teamwork orientated 2 Hostile 2 

F6 

Friendly 3 Less supportive 3 
 

It can be noted that Table 5-19 above and Table 5-20 below displays only the 

top three (3) results and the full results are displayed in Appendix 4 

 

Table 5-20 Sample top three responses and percentage classification of male and 

female managers 

Item Female managers % Male Mangers % 
Influence of workplace is important 78 Influence of  workplace is  important 71 F7a 
Influence of workplace not important 22 Influence of workplace not important 29 
Androgynous 39 Androgynous 47 
Masculine 33 Masculine 29 

F7b 

Feminine 28 Feminine 24 
Technical knowledge 17 Technical knowledge 16 
Team orientated 17 Team orientated 14 

F8 

Has a vision 14 Has a vision 12 
F9 Review working hours/shifts 16 Must break male stereotyping 25 

Create enabling environment 12 Give women more opportunities 13 
Need support from home 12 Women must deliver 9 
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5.6.2 Results for the survey questionnaire on item-F10   

 
Table 5-21 Descriptive of sample responses to Masculinity and Femininity scores 

 
Dept Stats N  Gender Stress Power Distance Sex Roles Teamwork 

3 Male 5.000 4.333 5.000 8.333 
7 Female 5.286 3.000 5.429 5.714 Mean 
10 M&F 5.200 3.400 5.300 6.500 
 Male 1.732 2.082 2.646 2.082 
 Female 1.976 2.082 2.760 2.138 

T
ec

hn
ic

al
 

S
er

vi
ce

 

Std 
De 

 M&F 1.814 2.066 2.584 2.369 
3 Male 1.841 2.076 2.663 2.196 
3 Female 5.162 3.578 5.243 6.849 Mean 
6 M&F 3.501 2.827 3.953 4.523 
 Male 0.124 0.009 0.089 0.152 
 Female 0.147 0.684 0.220 1.344 

F
in

an
ci

al
 

S
er
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ce

s 

Std 
Dev  M&F 1.823 0.929 1.421 2.688 

5 Male 7.000 2.600 4.600 3.400 
5 Female 6.800 2.600 3.800 3.600 Mean 
10 M&F 6.900 2.600 4.200 3.500 
 Male 1.732 1.140 3.050 2.702 
 Female 1.304 1.817 3.114 1.949 

H
um

an
 

R
es

ou
rc
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Std 
Dev 

 M&F 1.449 1.430 2.936 2.224 
6 Male 5.833 4.000 4.500 5.000 
3 Female 8.333 6.333 7.667 7.667 Mean 
9 M&F 6.667 4.778 5.556 5.889 
 Male 2.714 2.191 2.345 1.897 
 Female 0.577 2.082 2.082 2.082 

P
ro

du
ct

io
n 

S
er
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ce
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Std 
Dev 

 M&F 2.500 2.333 2.651 2.261 
Note: Scored (10 =High and 1 = Low) 
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Table 5-22 Sample Response to Masculinity and Femininity Scores above 5 -item F10 

Percentage (%) 
  Females  Males Total 
HR 100 80 90 
FS 67 100 83 
TS 71 33 60 

  
  
Stress 
  
  PS 100 50 67 

HR 20 0 10 
FS 0 67 33 
TS 14 67 30 

  
  
Power 
Distance 
  PS 67 17 33 

HR 40 60 50 
FS 67 33 50 
TS 71 33 60 

  
Sex Roles 
  
  PS 100 67 78 

HR 40 20 30 
FS 67 67 67 
TS 71 100 80 

  
Team Work 
  
  PS 100 50 67 
 

 

5.6.3 Statistical results for Hypotheses 2b   

Table 5-23 Sample ANOVA results for Masculinity and Femininity on PAQ 

 
 Sum of 

Squares df 
Mean 

Square F Sig. 
Between Groups 59.383 3 19.794 1.341 0.279 
Within Groups 457.589 31 14.761   

Femininity 

Total 516.971 34    
Between Groups 28.625 3 9.542 1.188 0.331 
Within Groups 240.933 30 8.031   

Masculinity  

Total 269.559 33    
 
 

Table 5-24 Traits of the "successful manager" in production services 

 
Production 
department 

Androgy 
nous Masculine Feminine 

Undifferen 
tiated 

Instrumen 
tal 

Expres 
sive 

males (N=6) 33 17 17 33 50 50 
females (N=3) 0 33 33 33 33 33 
Overall (N=9) 22 22 22 34 44 44 
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6 Discussion of Results 

6.1 Validity and reliability of Section B of the Survey Questionnaire 

 

It is imperative to check the validity of the scale and its reliability when 

conducting research. The values of the Cronbach’s alpha shown in Table 5-1 

indicate that three themes: work stress (0.391), teamwork (0.278) and power 

distance (0.103), don’t reliably measure masculinity and femininity of the 

workplace as provided for in Section B 1 of the research questionnaire. This 

excludes sex roles with a Cronbach’s alpha value of 0.873. 

 

The results for work stress indicate they cannot be improved further than a 

Cronbach’s alpha of 0.427(see Table A2.1.2 in Appendix 2.1.1). This value can 

be achieved by removing item B3, “I often take work home”, which improves it 

from 0.391 to 0.427. It was decided to leave the items unchanged as any 

alteration results in a slight improvement to the Cronbach‘s alpha. 

  

Scale analysis on teamwork indicates a Cronbach’s alpha improvement to 

0.554 when the item C5, “There is competition in the workplace” is removed 

(see Table A2.1.4 in Appendix 2.1.2). The scale analysis for power distance 

required that three items, E3, E4 and E5 be removed to realise an improvement 

from 0.103 to 0.420.  

 

Since the analysis did not yield a satisfactory Cronbach’s alpha, the results from 

Section B of Part 1 of the survey questionnaire, together with those of the 

interview section, will be employed to triangulate the final results. 
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6.2 Analysis of masculinity and femininity of the working place 

 

6.2.1 Stress level 

 
Hypothesis 1 a 

Managers in the coal production environment will report more stress than 

managers from human resources, finance and technical services. 

 

Survey Questionnaire Analysis 

 

The five statements presented to the respondents attempted to determine the 

degree to which departments within the coal mining industry are stressful (see 

Appendix 2.2.1). The cumulative score above 3 from Table A2.2.1 indicate that 

70% of respondents agree that they are stressed in HR, compared to 51% in 

financial services, 48% in technical services and 59% in production services. 

 

The primary objective of the exercise was developing to what greater or lesser 

extent the other three departments are stressed when compared to production 

services. Table 5-6 reflects that the mean of the sample results from HR is the 

highest at 19.1, compared to the production department at 15.333. The 95% 

confidence interval for the mean in Table 5-6 presents the first prima facie 

evidence that the hypothesis 1a may not have a merit. However it is not possible 

at this stage to conclude whether 59% of the sample in production services is 

statistically significant or whether the result will be similar if the experiment is 

repeated several times. 
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Since the research compares more than two groups, ANOVA is an appropriate 

tool, as it compares the different groups’ means. In order to determine whether 

the hypothesis 1a, is valid or not, appropriate null and alternative hypotheses 

need to be structured: 

 

Ho: Managers in coal production environment will report the same stress as 

managers from human resources, finance and technical services. 

 

Ha: Managers in the coal production environment will report a higher mean 

score for stress than managers from human resources, finance and 

technical services. 

 

Based on the null and alternative hypothesis statements, a two-tailed test is the 

appropriate test. Table 5-10 summarises the SPSS output for the ANOVA test. 

The conclusion is that the null hypothesis can be rejected at the 95% 

confidence level. The probability indicates that there is less than 4% chance of 

being wrong if the null hypothesis is rejected. Since the mean for HR is higher 

than that of PS as discussed above, the null hypothesis cannot be rejected, 

hence the alternative hypothesis cannot be accepted. 

 

Qualitative Data Analysis 

 

Table 5-19 indicates results from the research interview question F2 relating to 

stress in the workplace. There is a high level of similarity between production 

and the other three departments to the stress-related question (F2). The 
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answers given by each group, such as “we are stressed by failure to achieved 

goals”; “we are stressed by high work loads”, indicates that all the departments 

are masculine. 

 

Results from F10 in the interview section are presented in Table 5-21. The 

sample mean score for stress perceived by managers is the highest for HR at 

6.9 followed by production at 6.667, then technical services at 5.2 and the 

lowest score is financial services at 3.50. The results in Table 5-22 indicates 

that 90% of the sampled HR managers scored above five (5) compared to 67% 

of production managers on the 10 point scale. This supports an earlier finding 

that HR experiences more stress than production services. 

 

Conclusion 

 

All three analyses indicate that there is not sufficient evidence to support the 

alternative hypothesis. They all indicate that HR is the most stressed followed 

by production services over financial and technical services. 

 

In previous research, Hofstede’s (2001) study found that masculine 

environments are characterised by high stress environments. Gardiner and 

Tiggermann (1999) found that women working in masculine environments are 

more stressed compared to women working in feminine environments. This 

concurs with the results of this research -as discussed above- relating to a link 

between masculinity and higher stress levels experienced by women in 
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masculine environments. It is noteworthy that male managers in production 

don’t share the same views as their female colleagues. 

 

6.2.2 Teamwork 

 

Hypothesis 1 b 

The coal production environment is associated with individuality while the 

human resources finance and technical services departments are associated 

with teamwork.  

 

Survey Questionnaire Analysis 

 

The six statements presented in the research questionnaire to the respondents 

attempted to determine the degree to which teamwork differs between coal 

production and the other three departments, namely: HR, TS and FS. The 

cumulative percentage of sampled departments scoring more than three (3) in 

the six point Likert scale, are HR (86%), PS (82%), TS (78%) and FS (70%) 

(see Appendix 2.2.2). The results from financial and technical services samples 

are less than those of production services at 82%. This indicates the first 

evidence that TS and FS experience more individuality than production 

services.    

 

Table 5-7 reflects that the mean of the sample results from HR (9.700) and FS 

(9.833) is lower than production services departments at 10.778. This is 

supported by the 95% confidence interval for mean in Table 5-7 which indicates 
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that the hypothesis 1b may not have a merit. However it is not possible at this 

stage to conclude whether 82% of the sample in production services is 

statistically significant or whether the result will be similar if the experiment is 

repeated several times. 

 

ANOVA is the appropriate statistical test since it compares the means of more 

than two different groups. In order to determine whether the hypothesis 1b, is 

valid or not, the appropriate null and alternative hypothesis need to be 

structured: 

 

Ho:  Managers in coal production environment will associate themselves with 

teamwork same as managers from human resources, finance and 

technical services. 

 

Ha: Managers in the coal production environment will report a lower mean 

score for teamwork than managers from human resources, finance and 

technical services. 

 

As discussed above, based on the null and alternative hypothesis statements, 

the two tailed ANOVA test is the appropriate test. Table 5-10 summarises the 

SPSS output for the two-tailed ANOVA test. The conclusion is that the null 

hypothesis can not be rejected at the 95% confidence level. The probability 

indicates that there is less than 39% chance of being wrong if the null 

hypothesis is rejected. The alternative hypothesis cannot be accepted. 
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Qualitative Data Analysis 

 

Questions F4 and F6 in the interview section are relevant to the teamwork 

related question. Results in Table 5-19 indicate that “teamwork” was ranked the 

highest by all the departments. While “individual efforts” in F4 was expected to 

be highest in production, is ranked last. This supports the quantitative analysis 

that the alternative hypothesis cannot be accepted.  

 

Results from F10 in Table 5-21 indicates sample mean scores for individuality 

very high with HR at 3.5, followed by production services at 5.889, then 

technical services at 6.5 and lastly financial services at 6.849. The results 

support the aforementioned two analyses which show that production services 

do not experience more individuality than the three other departments. 

 

Conclusion 

 

Previous research indicates that male-dominated industries are significantly 

more masculine (Eagly and Karau, 2002; Burke et al., 2008). Such 

environments have low affinity for team work as stakes are high for individual 

achievement (Hofstede, 2001). The findings on teamwork indicate that more 

than 80% of male and female managers in production services equally 

experiences teamwork at their work place (see Appendix 2.2.2).  

 

The production environment is male dominated - there were only three female 

mangers from level D3 to E1 in the coal mining industry. Results from this 
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research indicate that financial and technical services experience more 

individuality than production services.  This research contradicts the findings of 

the former researchers relating to a link between masculinity and individuality.  

 

6.2.3 Sex Roles 

 

Hypothesis 1 c 

 Managers in coal production will report more inequality than managers from 

human resources, finance and technical services. 

 

Survey Questionnaire Analysis 

 

The seven statements presented to the respondents attempted to determine the 

degree to which gender inequality is experienced in departments within the coal 

mining industry. The cumulative sample score above 3 indicate that 75% of 

respondents agree that there is inequality in technical services, compared to 

70% in human resources, 67% in financial services and 62% in production 

services. (see Appendix 2.2.3) 

 

Table 5-8 reflects that production services scored the highest average mean of 

26.222, compared to financial at 25.167, human resources at 21.400 and 

technical services at 21.200. This presents evidence that hypothesis 1c may 

have merit. However it is not possible at this stage to conclude whether 62% of 

the sample is statistically significant or whether the result will be similar if the 

experiment is repeated several times. 
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ANOVA is an appropriate statistical test since it compares the means of the 

different groups. In order to determine whether the hypothesis 1c, is valid or not, 

appropriate null and alternative hypothesis need to be structured: 

 

Ho:  Managers in coal production environment will report same or less gender 

inequality than managers in managers from human resources, finance and 

technical services. 

 

Ha: Managers in the coal production environment will report a higher mean 

score for gender inequality than managers from human resources, finance 

and technical services. 

 

Based on the null and alternative hypothesis statements, a two-tailed ANOVA 

test is the appropriate test. Table 5-10 summarises the SPSS output for the 

ANOVA test. The conclusion is that the null hypothesis cannot be rejected at 

the 95% confidence level. The probability indicates that there is a less than 45% 

chance of being wrong if the null hypothesis is rejected. Hence the alternative 

hypothesis cannot be accepted at this stage. 

 

 Qualitative Data Analysis 

 

Gender inequality is addressed by interview questions F1 and F5 presented in 

Table 5-19. All the departments rank in first place “create a fair and equal 

opportunities for women” as a top priority for F1. This is different from the 
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results on F5, where production ranked “fewer opportunities” first, while the 

other three opt for “equality amongst sexes”.  

 

Results of F10 from the interview, shown in Table 5-21, indicate there is more 

inequality in production compared to the other three departments. Production 

scored the highest sample mean at 5.556, followed by technical services at 5.3, 

then human resources at 4.2 and lastly financial services at 3.953. All the 

female managers interviewed indicated they experience inequality, compared to 

67% of the male managers, who confirm inequality between male and female 

managers (see Table 5-22). 

 

Conclusion 

 

The two latter results support the findings that production services experiences 

more inequality than the other three departments, contradicting the ANOVA 

results, suggesting insignificant difference between the means of production 

and the other three departments. The difference can be related to the skew 

representation of female managers relative to male managers in the production 

services departments. It is concluded that the hypothesis is accepted on this 

basis. 

 

Results in Table 5-19 indicates that salary discrepancies is a concern, in line 

with previous research findings that the wage gap between the sexes is 

important when discussing feminine and masculinity issues (Broadbridge and 

Hearn, 2008).  
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The findings support previous research that it is expected that in a male 

dominated environment, there is significantly more inequality compared to 

feminine working environments (Mathur-Helm, 2005). This is supported by the 

expected stereotypical treatment of females in male dominated industries and 

cultures (Eagly and Karau, 2002; Chovwen, 2006). 

 

6.2.4 Power Distance 

 

Hypothesis 1 d 

Coal production environment is associated with higher power distance between 

managers and their line managers than in human resource, finance and 

technical services. 

 

Survey Questionnaire Analysis 

 

The eight statements presented to the respondents in the survey questionnaire 

attempted to determine the power distance in departments in the coal mining 

industry The cumulative score above 3 indicate that 78% of respondents agree 

that there is a higher power distance in HR, compared to 73% in financial 

services, 65% in production services and 61% in technical services (see 

Appendix 2.2.4). 

 

The primary objective of the exercise was developing to what greater or lesser 

extent the power distance is in the other departments compared to production 

services. Table 5-9 reflects that the mean of the sample results from financial 
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services is the highest at 16.982, compared to the production department at 

12.794. Looking at the 95% confidence interval for mean in Table 5.8, presents 

the first evidence that hypothesis 1d may not have merit. It is not possible at this 

stage to conclude whether 65% of the sample in production services is 

statistically significant or whether the result will be similar if the experiment is 

repeated several times. 

 

Since the research is comparing more than two groups, ANOVA test is 

appropriate since it compares the different groups’ means. In order to determine 

whether the hypothesis 1d, is valid or not, appropriate null and alternative 

hypothesis need to be structured: 

 

Ho: Managers in coal production environment will report the same or less power 

distance as managers from human resources, finance and technical 

services. 

 

Ha: Managers in the coal production environment will report a higher mean 

score for power distance than managers from human resources, finance 

and technical services. 

 

Based on the null and alternative hypothesis statements, a two-tailed test is the 

appropriate test. Table 5.9 summarises the SPSS output for the ANOVA test. 

The conclusion is that the null hypothesis cannot be rejected at the 95% 

confidence level. The probability indicates that there is less than a 43% chance 

of being wrong if the null hypothesis is rejected.  
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Qualitative Data Analysis 

 

The interview question F3 addresses the question on power distance and the 

results are presented in Table 5-19. All the departments awarded “power is 

important” the highest the highest score. This indicates a masculine 

environment. 

 

Results from Table 5-21 on item F10 show the sample mean score for technical 

services is higher than the others at 6.500, compared to production services at 

5.889, financial services at 4.523 and human resources at 3.5. The percentage 

of female managers scoring above 5 is 67% compared to 17% of the male 

managers in production (see Table 5-22) 

 

It is interesting to note that the average mean scores for all the departments is 

less than 5, suggesting the departments are experiencing a lower power 

distance.  

 

Conclusion 

 

Hypothesis 1d is rejected based on the results of the ANOVA test and those 

from Table 5-21. The results in Table 5-22 indicate that females in production 

experience high power distance. Hofstede (2001) defines an environment with 

high power distance as masculine. Masculine environments are expected to 

have a significantly high power distance than feminine work environments. 
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These are characterised by high levels of competitiveness as reported by Liff 

and Cameron (1997). 

 

6.2.5 Summary of Results  

 

The question F7a in the interview asks the question whether the masculinity 

and femininity of the workplace is important for the success of a manager. The 

answers presented in Table 5-21, indicate that 78% of the female managers 

agreed compared to 71% of the male managers. This supports similar research 

carried out by Cames and others on profiles of successful managers in the 

banking industry (Cames et al, 2001). 

 

The reliability test indicates that the sample is either not representative of the 

population or respondents did not understand the questionnaire. Hypotheses 1a, 

1b and 1d are rejected – with the exception of hypothesis 1c. 

 

ANOVA Post Hoc Tests show that HR had the highest mean score on stress. 

There are no statistically significant differences between production and other 

departments on stress, equality, Individuality and Power. (See Appendix 3.1) 

 

Further analysis was carried out using Levene's Test for equality of variances 

and t-test for equality of means. The results indicate no statistically significant 

differences between the scores of male and female managers in the 

departments for Section B of the Questionnaire on Work Stress, Team Work, 

Sex Roles and Power Distance. (See Appendix 3.3). 
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6.3 Analysis of PAQ Results 

6.3.1 Determining profiles of a Successful Manager 

 

Hypothesis 2 a 

Male Managers will view a “successful Manager” as significantly more 

masculine than female managers 

 

PAQ Analysis 

 

The results tabulated in Table 5-11 show that of the 18 female managers 

sampled, 22% perceived a successful manager as masculine, 17% as feminine, 

39% as androgynous and 22% are undifferentiated. This is clearly different from 

their male counterparts where 12% of the males sampled perceived a 

successful manager as masculine, 12% as feminine, 35% as androgynous and 

41% as undifferentiated.  

 

There was close similarity between male and female perceptions about levels of 

instrument traits a successful manager possesses; with a correlation coefficient 

of (r2 = 0.975). It is interesting to note in both cases that seven out of eight items 

sampled, the means are above 3 (see Table 5-12). The female managers’ 

sample means were higher than the males on all items, except “makes 

decisions easily”. There was also a close comparison by male and female 

managers on the expressive traits with a correlation coefficient of r2 = 0.971. In 

addition, the female managers scored higher than the male managers on all the 

expressive traits means except “gentle”. 
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The results in Table 5-10 indicate that of the male managers in the sample, 

47% rated the instrumental traits above the mean compared to 61% of the 

female managers. There is also a difference in the expressive traits, with 47% 

of male managers’ traits above the sample mean, compared to 56% of the 

female managers. Female managers see instrumental traits as more important 

than expressive traits, compared to male managers at percentage differences of 

14% and 9% respectively.  

 

It is necessary to perform and interpret normality and equal variance tests prior 

to determining the appropriate statistical test. Examination of the total sample 

means in Table 5-17 shows that the difference between female and male 

managers is high. This is confirmed by the 95% confidence internal for mean. 

 

 In order to determine whether the hypothesis, is valid or not, appropriate null 

and alternative hypothesis need to be structured: 

 

Ho: Male Managers will view a “successful Manager” as significantly less or 

equally masculine as female managers 

 

Ha: Male Managers will score significantly above the mean on masculinity score 

and below the mean on femininity score compared to female managers 

 

It was decided to use The Mann-Whitney Test – which is suitable for testing for 

equality of means for samples that are not normally distributed. This is a non-

parametric equivalent of ANOVA/T-tests. Based on the null and alternative 
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hypothesis statements, the non-parametric test results are summarised in Table 

5-18 of the SPSS output The conclusion is that the null hypothesis cannot be 

rejected at the 95% confidence level. The probability indicates that there is less 

than 19% and 36% for femininity and masculinity choices being wrong if the null 

hypothesis is rejected. 

 

Not rejecting the null hypothesis implies that there is not sufficient evidence to 

support the alternative hypothesis, hence hypothesis 2a does not hold true at 

the 95% confidence level. 

 

Qualitative Data Analysis 

 

It can be seen from question F8 in Table 5-20 that both male and female 

respondents see a “successful manager” as ”someone who is team orientated” 

and “has a vision” All this presents the expressive nature of the position. Both 

the female and male managers ranked the more masculine characteristic 

“having technical knowledge” first (see F8 in Table 5-20). These responses 

reflect the balance between expressive and instrumental traits reflected in the 

PAQ. 

 

At item level, on the instrumental traits, female managers rated seven items out 

of eight traits higher than male managers.  The only trait to be marginally lower 

is “makes decisions easily” with mean of 3.444 compared to 3.529 by male 

managers (see Table 5-12). The same applies to “expressive traits” where 

female managers also rated seven out of the eight traits above male managers. 



 71 

The only trait marginally lower is “gentle “which the females managers averaged 

2.333 compared 2.471 by the male managers.  

 

The results of Question F7b in the interview questions in Table 5-20 indicate 

that 39% of the female managers perceive a “successful manager” as 

androgynous compared to 47% of the male managers. It is also interesting to 

note that 33% of the female managers view a “successful manager” as 

masculine compared to 29% of the males. There is no clear distinction between 

male and female managers. 

 

Conclusion 

 

The relative importance of both instrumental and expressive traits is much 

clearer for females than for male managers. Female managers view a 

successful manager as androgynous.  

 

This is in line with the research conducted by Brenner at al (1989) that female 

managers described “successful middle managers” as possessing both 

stereotypically masculine and feminine characteristics. It contradicts Schein 

(1994) “Think manager, think male” and Cames et al (2001) who found that 

females view a successful manager as masculine. This is the main finding of 

this study. 

 

This contradicts researchers such as Willemsen (2002) who mentions that 

“successful managers” are perceived to be men. The hypothesis 2a is based on 
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characteristics in the participants definition of the “successful manager” when 

completing the PAQ. When the link with Hofstede‘s masculinity theory is 

investigated, the comparisons from the four departments support the 

expectation that managers from HR will would perceive the successful manager 

to have the highest levels of instrumental traits relative to  the other three 

departments (see Table 5-14). 

 

Hypothesis 2 b 

Managers in departments with fewer women regard masculinity as more 

important. 

 

It can be seen from Table 5-3 that the production services sample has only 

three female managers (the only females in the coal mining industry), and 

hence proportionally the least women. Hypothesis 2b expects these women to 

rate masculinity very high.  

 

The results tabulated in Table 5-24 show that of the three female managers 

sampled, non selected androgynous, except perceiving a “successful manager 

“as masculine (33%), feminine (33%) and undifferentiated (33%). This is clearly 

different from their male counterparts with 17% of the males sampled perceiving 

a “successful manager” as masculine, another 17% as feminine, 33% as 

androgynous and 33% are undifferentiated.  

 

The results in Table 5-24 indicate that of the male managers in the sample, 

50% rated the instrumental traits above the mean compared to 33% of the 
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female managers. There is clearly a difference in the expressive traits, with 50% 

males managers’ traits above the sample mean compared to 33% of the female 

managers. Male managers in production see instrumental as well as expressive 

traits as more important than female managers in production. 

 

Since the research is comparing more than two groups, ANOVA is appropriate 

since it compares the different groups’ means. In order to determine whether 

the hypothesis, is valid or not, appropriate null and alternative hypothesis need 

to be structured: 

 

Ho: Managers in departments with fewer women regard femininity as more 

important.  

 

Ha: Managers in departments with fewer women will report a higher mean score 

for instrumental traits than managers from departments with equal or 

number of female compared to male managers. 

 

Based on the null and alternative hypothesis statements, a two-tailed test is the 

appropriate test. Table 5-23 summarises the SPSS output for the two-tailed 

ANOVA. The conclusion is that the null hypothesis can not be rejected at the 

95% confidence level. The probability indicates that there is less than 28% and 

34% on femininity and masculinity chance of being wrong if the null hypothesis 

is rejected.  
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Not rejecting the null hypothesis implies that there is not sufficient evidence to 

support the alternative hypothesis. 

 

Qualitative Data Analysis  

 

From the interview section two of the three female managers in coal production 

see a “successful manager” as masculine, while the third perceive a “successful 

manager” androgynous. Five but one male managers interviewed in production 

see a “successful manager” as androgynous. The female respondents see a 

“successful manager” as “someone with technical skills” and two respondents 

indicates “He must make decisions” while the third female said “He must be a 

doer” It is interesting to note how the masculine word “he” is referred to in the 

interviews. Most of the answers given show a successful manager to be 

masculine from a female perspective in coal production.  

 

Male managers seem to see a successful manager as “team orientated”; 

“motivates people” and who can “develop other leaders” which indicates the 

expressive nature of their perceptions. 

 

Conclusion 

 

The results indicate that managers view a “successful manager” as 

androgynous in the production department. If the sample was equally 

representative of males and female, the outcome will be interesting, since the 
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female content analysis indicated masculinity. The overall results support the 

rejection of hypothesis 2b.  

 

The results indicates that the women in production are still trapped, and they fell 

they are not fully accepted in their workplace. This supports previous research 

done by Helgesen (1990) and Dreher (2003). 

 

6.3.2 Summary on the departments leadership styles in the coal 

mining in dustry 

 

Human resources managers’ profiles of the successful manager  

 

As expected, the human resources department, was the only department that 

significantly showed to be masculine, has the highest expressive and 

instrumental scores - above the three other departments (see Table 5-14). 

Production was expected to score high on instrumental traits and low on 

expressive traits; their results show that 20% believed the style of the 

“successful manager” to be masculine, while 60% perceive it to be 

androgynous, 10% feminine and a further 10% are undifferentiated. There were 

mixed results with “independent” and “competitive” the least desired trait and 

“makes decisions easily” the most desired trait (see Table 5-15) 

 

 

 

 



 76 

Financial services managers’ profile of the successful manager . 

 

There were only six respondents from financial services, with 16.7% opting for 

feminine, none for masculine, 33% androgynous and 50% undifferentiated. 

Their expressive score was 50%, compared to 30% they scored on the 

instrument traits. Female managers scored more than males on expressive 

traits and the same on instrumental traits. “Feels superior “was the least desired 

trait and “stands up well under pressure” was the most desired trait (see Table 

5-15) 

 

Technical services managers’ profile of the successful manager . 

 

There were ten respondents, seven of them female managers from financial 

services, 20% opting for masculine, none for femininity, 40% androgynous and 

40% undifferentiated. Their expressive score was 50%, compared to 33% they 

scored on the instrument traits. Female managers scored more than males on 

expressive traits and the same on instrumental traits. “Feels superior “was the 

least desired trait and “stands up well under pressure” and “makes decisions” 

were the most desired trait (see Table 5-15) 

 

Production services managers’ profile of the successful manager. 

 

The first four hypotheses (H1a-H1d) were presumed to show that production was 

significantly more masculine than the other three departments. The final results 

show production is androgynous, in line with PAQ that shows it is 
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undifferentiated at 33.3%. The masculinity score is the same as the femininity 

score at 22.2% on profiles of successful managers. The managers scored high 

on “never gives up easily” and low on “feels superior”.  

 

Comparing results from the four departments 

 

It was expected that managers will hold views on “successful managers” in line 

with Hofstede’s masculinity and femininity expectations. But results showed that 

managers in both HR and Technical services are androgynous and managers in 

both financial services and production are undifferentiated (see Table 5-14). 

The findings were examined using the ANOVA-test and the results show that at 

95% confidence interval there is no significant differences. 

 

Table 5-15 shows detailed comparisons of the four departments. All the 

departments scored the lowest on “feels superior” except human resources, 

who scored lowest on both “independent” and “competitive” traits. 

 

Looking at the expressive traits in Table 5-16, HR scored the highest on four of 

the eight traits. While production services score highest on “helpful to others”, 

with financial services and technical services scoring the highest on “helpful to 

others”. The least liked trait was “emotional “- surprisingly production services 

had a higher mean than HR. Hence this is no in line with Hofstede’s theory on 

masculinity. 
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7 Conclusion 

7.1 Summary of results 
 
Table 7-1 Summary results of the Hypotheses as tested in this study 

 Construct Hypothesis Result 
H1a Stress Managers in the coal production 

environment will report more stress than 
managers from human resources, finance 
and technical services. 
 

Reject 

H1b Teamwork The coal production environment is 
associated with individuality while the 
human resources, finance and technical 
services departments are associated with 
teamwork. 
 

Reject 

H1c Gender 
inequality 

Managers in coal production will report 
more gender inequality than managers 
from human resources, finance and 
technical services. 
 

Accept 

H1d Power 
distance 

Coal production environment is associated 
with high power distance between 
managers and their line managers than in 
human resource, finance and technical 
services 
 

Reject 

H2a Successful 
manager 

Male Managers will view a “successful 
Manager” as significantly more masculine 
than female managers 
 

Reject 

H2b Masculinity Managers in departments with fewer 
women regard masculinity as more 
important 
 

Reject 
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The objective of this study was to: 

 

• Investigate whether the coal production environment is more masculine 

than the human resources, financial and technical services departments 

in the coal mining industry. It was undertaken to determine whether the 

nature of the coal production environment has an effect on the shortage 

of female managers in coal production. 

 

• Determine the profile of a successful manager in the coal mining 

industry, both female and male.  

 

• Determine whether perceptions by male and female managers of a 

“successful manager” are significantly different. 

 

• Determine whether gender representation is more significant than 

masculinity/femininity of the workplace in addressing the shortage of 

female managers in coal production. This was addressed by assessing 

departments with fewer female managers to evaluate whether they 

consider masculinity to be important for success as a manager. 

 

• Determine female managers’ assumptions concerning the masculine 

characteristics of a “successful manager” 
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The literature surveyed identified stress, teamwork, gender inequality and 

power distance as being vital for determining the masculinity of the workplace in 

the absence of Hofstede’s  masculinity scores for working areas in the mining 

industry.  

 

All three female managers currently employed in coal production in the coal 

mining industry, participated in the research.  All three regarded production as 

masculine, while male managers inclined to the feminine side.  

 

In the interviews, 78% of the female managers compared to 71% of the male 

managers in the total sample, agreed that masculinity of a working place affects 

the success of a manager. 

 

Among the female managers, 39 % regarded successful managers as 

significantly androgynous, while a further 41% were undifferentiated in the 

study. The fact that only 22% of the female managers agreed that a “successful 

manager” is masculine, reveals  a major shift from masculine to androgynous 

characteristics in a successful manager.  

 

There is not much difference between men and women regarding the profile of 

a “successful manager”.  Among male managers, 35% of the participants in this 

research indicated that a “successful manager” is also androgynous. 
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The two paragraphs above summarise the view that the mining environment is 

evolving; suggesting that the effect of legislation on the transformation of the 

industry is valid. Rather than confirm that managers view “successful 

managers” as more masculine, it would be appropriate to conclude “successful 

managers” constitute the balance between masculinity and femininity. 

 

Triangulation was used as a basis to determine results in this research. 

Qualitative and quantitative methods were employed to determine the 

masculinity of the production services and were also used in the analysis of the 

PAQ tool to determine the profile of a successful manager.  

 

Of all the factors concerning masculinity, only one of the four was statistically 

demonstrated to be experienced by managers in the coal mining industry - as 

summarised in Table 7.1.The two hypotheses on profiling a successful manager 

were not accepted.  The isolation of these factors has the following implications: 

 

• This research is based on extended previous work on leadership and 

gender–role stereotyping by demonstrating gender differences on 

managers’ view on the successful manager. It shows that perceptions of 

women about leadership are evolving in the direction that successful 

managers are masculine (Schein, 1994; Cames et al, 2001). This is 

supported by the fact that a large percentage of male managers are 

either androgynous or undifferentiated.    
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• Because of the disproportional representation of male and female 

managers in the sample, the final results may be challenged if the 

research is repeated with a different sample spread of male and female 

participants.  

 

The results indicate that the production environment is androgynous. It is worth 

noting that HR is more masculine than the production environment 

 

7.2 Recommendations 
 

• This research provides a general basis for future study in the area of 

gender culture. More specifically, it provides a substantive body of 

knowledge on the role of masculinity on the success of a manager in the 

coal mining industry in South Africa. 

 

• This study, although focusing specifically on the profile of “successful 

managers” in the coal mining industry, has an application and benefit for 

the mining industry as a whole and can fruitfully be extended to other 

male dominated industries. 

 

• Any mining company, including recent entrants, wishing to understand 

and address the plight of women in their business, could evaluate the 

working environment and either address the culture or values within that 

business to encourage female managers to stay in the business. 
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• This research will assist organisations to understand factors important for 

success as a manager. In male dominated industries, it could assist 

organisations in either changing their cultures and work environments to 

develop more appropriate environments for women to achieve their 

potential.  

 

• It is further recommended that companies should focus on interventions 

aimed at breaking culture barriers, leadership development, 

organisational structures and values to address shortage of female 

managers. 

 

• The theory on which the questionnaire for this study was based, was 

adapted from a study by Spence and Helmreich (1980) on PAQ and 

Ohlsson and Odelj (2006) -masculinity questionnaire.  

 

• Reliability tests indicate that the masculinity questionnaire needs to be 

reviewed.  

 

 An interesting comparative study would be to compare mining to other male 

dominated industries. It will also be important to investigate whether the 

masculinity of the workplace affect turnover, taking into consideration the 

changing landscape and leadership styles in male-dominated industries. 
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Part 1. The Survey will take you 15 to 30 Minutes 

The purpose of this study is to determine the degree to which the workplace is 

feminine or masculine in terms of the perceived stress, level of team work, 

gender inequality and power distance. Thank you for your assistance in this 

regard. This information will be confidential and it will only be used for the 

purpose as stated above. 

 

Please complete all the sections of the questionnaires 

 
Section A 

(10 Minutes) 

 
This Section is for statistical purposes only. Instructions:  Please answer the 

following questions by marking an “X” across the relevant block 

 
 

A1. What is your age? 
20 to 29 30 to 39 40 to 49 50 to 59 Above 60 
 

A2. What is your gender?  
Female Male 
 

A3. For how long are you in your current position? 
Less than 6 
months 

6 months 
to 11 
months 

1 to 2 
years 

3 to 5 
years 

6 to  10 
years 

More than 
10 years 

 
A4. In which department do you work? 

Human 
Resource 

Finance Technical 
Services 

Production  

 
A5. How many hours do you usually work daily? 

Less than 8 
hours 

8 to 9 hours 9 to 10 
hours 

More than 
10 hours 

 
 
 
 
 



 9-3 

SECTION B 
 
Instructions : Please answer the following questions by marking an “X” across 

the relevant block, Please complete all questions under B, C, D and E  

 
B. Work Stress 
      B.1 I feel stressed at work. 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

  

B2. I have high work load 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 
B3. I often take work home 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 
B4. I often take sick leave 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 

B5. I get a good night's sleep without worrying about work  

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 
 

C. Team Work 

C1. I prefer to work individually rather than in a team 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 
C2. I get on well with my co-workers. 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 
C3. I have the freedom to have my own approach on the job 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 
C4. I get support from my colleagues 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

C5. There is competition in my workplace  
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Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 

C6. My individual decisions are of higher quality than those made by the 

team 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 

 

D. Sex Roles 

D1. Men are given preference in my workplace  

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 
D2. There is cooperation between male and female in the workplace  

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 
D3. Men cooperate more with other men than with women  

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 

D4. I feel men and women are treated equally on remuneration   

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 
D5. I feel men and women have equal promotion opportunities 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 

D6. Men and women are treated equally on performance management 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 

 

D7. Women are given the same training opportunities as men 

Totally 
Disagree 

Disagree to a 
large extent 

Slightly 
Disagree 

Slightly Agree Agree to a 
large Extent 

Totally Agree 
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E. Power Distance-Relationship gap between the manager and supervisor 
  

E1. My line manager is available for me. 
Totally 
Disagree 

Disagree to 
a large 
extent 

Slightly 
Disagree 

Slightly 
Agree 

Agree to a 
large Extent 

Totally 
Agree 

 
E2. I have a good relationship with my line manager 

Totally 
Disagree 

Disagree to 
a large 
extent 

Slightly 
Disagree 

Slightly 
Agree 

Agree to a 
large Extent 

Totally 
Agree 

 
E3. I feel free to present my opinions to my line manager 

Totally 
Disagree 

Disagree to 
a large 
extent 

Slightly 
Disagree 

Slightly 
Agree 

Agree to a 
large Extent 

Totally 
Agree 

 
E4. I differ in opinions to my line supervisor 

Totally 
Disagree 

Disagree to 
a large 
extent 

Slightly 
Disagree 

Slightly 
Agree 

Agree to a 
large Extent 

Totally 
Agree 

 
E5.  I believe my job provide me with status 

Totally 
Disagree 

Disagree to 
a large 
extent 

Slightly 
Disagree 

Slightly 
Agree 

Agree to a 
large Extent 

Totally 
Agree 

 
E6. I feel working for a large company is more desirable than working in a 
small company. 

Totally 
Disagree 

Disagree to 
a large 
extent 

Slightly 
Disagree 

Slightly 
Agree 

Agree to a 
large Extent 

Totally 
Agree 

 
E7. I need my line manager to tell me how to do my work. 

Totally 
Disagree 

Disagree to 
a large 
extent 

Slightly 
Disagree 

Slightly 
Agree 

Agree to a 
large Extent 

Totally 
Agree 

 
E8. I view it as important to become rich 

Totally 
Disagree 

Disagree to 
a large 
extent 

Slightly 
Disagree 

Slightly 
Agree 

Agree to a 
large Extent 

Totally 
Agree 
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PART 2.  

(10 Minutes) on the questionnaire 

 

Personal Attributes Questionnaire (PAQ)  

 

Introduction 

 

The items below inquire about what kind of person you think you are.  Each 

item consists of a pair of characteristics, with the letters A-E in between.  For 

example:  

                              Not at all Artistic     A.....B.....C.....D.....E     Very Artistic  

 

Each pair describes contradictory characteristics--that is, you cannot be both at 

the same time, such as very artistic and not at all artistic.  

 

The letters form a scale between the two extremes.  You are to choose a letter 

which describes where you fall on the scale.  For example, if you think you have 

no artistic ability, you would choose A. If you think you are pretty good, you 

might choose D.  If you are only medium, you might choose C, and so forth.  

 

Purpose 

 

The purpose of this study is to determine the degree to which the workplace is 

feminine or masculine in terms of the perceived stress, level of team work, 

gender inequality and power distance. Thank you for your assistance in this 

regard. This information will be confidential and it will only be used for the 

purpose as stated above. 

 

N.B Please complete all the sections of the questionnaire  

 
Instructions : Please answer the following questions by marking an “X” across 
the relevant block 
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Note: Complete one on a) yourself, b) one on ideal manager and c) one on your 
line manager 
 
 
Respondent Intend for: 

Participant Self 

 

What is your gender?  

Female Male 

 

Which department are you? 

Human Resource Finance Technical Services Production  

 
 A B C D E  
1. Not at all aggressive      Very aggressive 
2. Not at all Independent      Very independent 
3. Not at all emotional      Very emotional 
4. Very submissive      Very dominant 

5. Not at all excitable in a major crisis      Very excitable in a major 
crisis 

6. Very passive      Very active 
7. Not at all able to devote  self      
completely to others 

     Able to devote self   
completely to others 

8. Very rough      Very gentle 
9. Not at all helpful to others      Very helpful to others 
10. Not at all competitive      Very competitive 
11. Very home oriented      Very worldly 
12. Not at all kind      Very kind 

13. Indifferent to others approval      Highly needful of others 
approval 

14. Feelings not easily hurt      Feelings easily hurt 
15. Not at all aware of feelings of 
others 

     Very aware of feelings   
of others 

16. Can make decisions easily      Has difficulty making 
decisions 

17. Gives up very easily      Never gives up easily 
18. Never cries      Cries very easily 
19. Not at all self-confident      Very self-confident 
20. Feels very inferior      Feels superior 
21. Not at all understanding  
      of others 

     Very understanding of  
others 

22. Very cold in relations with others      Very warm in relations with 
others 

23.  Very little time for security      Very strong need for security 

24.  Goes to pieces under pressure      Stands up well under 
pressure 
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Respondent Intend for: 

Line Manager 

 

What is their gender?  

Female Male 

 

Which department are they? 

Human Resource Finance Technical Services Production  

 
 
 A B C D E  
1. Not at all aggressive      Very aggressive 
2. Not at all Independent      Very independent 
3. Not at all emotional      Very emotional 
4. Very submissive      Very dominant 

5. Not at all excitable in a major crisis      Very excitable in a major 
crisis 

6. Very passive      Very active 
7. Not at all able to devote  self      
completely to others 

     Able to devote self   
completely to others 

8. Very rough      Very gentle 
9. Not at all helpful to others      Very helpful to others 
10. Not at all competitive      Very competitive 
11. Very home oriented      Very worldly 
12. Not at all kind      Very kind 

13. Indifferent to others approval      Highly needful of others 
approval 

14. Feelings not easily hurt      Feelings easily hurt 
15. Not at all aware of feelings of 
others 

     Very aware of feelings   
of others 

16. Can make decisions easily      Has difficulty making 
decisions 

17. Gives up very easily      Never gives up easily 
18. Never cries      Cries very easily 
19. Not at all self-confident      Very self-confident 
20. Feels very inferior      Feels superior 
21. Not at all understanding  
      of others 

     Very understanding of  
others 

22. Very cold in relations with others      Very warm in relations with 
others 

23.  Very little time for security      Very strong need for security 

24.  Goes to pieces under pressure      Stands up well under 
pressure 
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Respondent Intend for: 

Ideal Manager 

 

What is your preferred gender?  

Female Male Either 

 

Which department are they? 

Human Resource Finance Technical Services Production  

 
 
 A B C D E  
1. Not at all aggressive      Very aggressive 
2. Not at all Independent      Very independent 
3. Not at all emotional      Very emotional 
4. Very submissive      Very dominant 

5. Not at all excitable in a major crisis      Very excitable in a major 
crisis 

6. Very passive      Very active 
7. Not at all able to devote  self      
completely to others 

     Able to devote self   
completely to others 

8. Very rough      Very gentle 
9. Not at all helpful to others      Very helpful to others 
10. Not at all competitive      Very competitive 
11. Very home oriented      Very worldly 
12. Not at all kind      Very kind 

13. Indifferent to others approval      Highly needful of others 
approval 

14. Feelings not easily hurt      Feelings easily hurt 
15. Not at all aware of feelings of 
others 

     Very aware of feelings   
of others 

16. Can make decisions easily      Has difficulty making 
decisions 

17. Gives up very easily      Never gives up easily 
18. Never cries      Cries very easily 
19. Not at all self-confident      Very self-confident 
20. Feels very inferior      Feels superior 
21. Not at all understanding  
      of others 

     Very understanding of  
others 

22. Very cold in relations with others      Very warm in relations with 
others 

23.  Very little time for security      Very strong need for security 

24.  Goes to pieces under pressure      Stands up well under 
pressure 
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F. Interview Questions 
 

F1. What do you feel the company should be doing to promote gender equality? 

…………………………………………………………………………………………………… 

 

F2. What stress you most in your workplace? (Satisfied/comfortable/overwhelmed) 

…………………………………………………………………………………………………… 

 

F3. What is your view on power and prestige? (gap/ working relationship) 

…………………………………………………………………………………………………… 

 

F4. Do you perceive team efforts will advance your career over individual efforts. 

…………………………………………………………………………………………………… 

 

F5. Is there gender inequality in the workplace? (Salary, opportunities, responsibilities) 

…………………………………………………………………………………………………… 

 

F6. How will you define your workplace? (Hostile, supportive, hectic, teamwork) 

…………………………………………………………………………………………………… 

 

F7a. Is workplace area or department important for the success of a manager? 

…………………………………………………………………………………………………… 

 

F7b. Are “successful managers” more masculine or feminine?  

…………………………………………………………………………………………………… 

 

F8. What constitute a “successful manager” for you? 

…………………………………………………………………………………………………… 

 

F9. What would make it more likely for women to stay in production? 

…………………………………………………………………………………………………… 

 

F10. On a Scale of 1 to 10 how will you describe your department based on  

a) Stress level (High 10, Low 1)…………………………… 

b) Power Distance (High 10, Low 1)……………………… 

c) Inequality between male and female managers (equal 1, unequal 10)……. 

d) The level of individuality to teamwork (Individual 10, teamwork 1)…………. 
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Appendix 2 Reliability results for masculinity survey questionnaire 
 

Appendix 2.1.1 Scale: Work Stress 

Table A2.1.1 All item included statistics for work stress 

Item Mean Std. Deviation N 

B1 3.5429 1.26823 35 

B2 4.6000 1.24144 35 

B3 4.2857 1.42605 35 

B4 1.2571 .61083 35 

B5 2.8857 1.52954 35 

 

 

Table A2.1..2 Total item statistics for work stress 

Item Scale Mean if 
Item Deleted 

Scale Variance if 
Item Deleted 

Corrected Item-
Total Correlation 

Cronbach's Alpha 
if Item Deleted 

B1 13.0286 7.676 .314 .241 

B2 11.9714 8.382 .218 .322 

B3 12.2857 8.622 .099 .427 

B4 15.3143 10.516 .151 .380 

B5 13.6857 7.163 .242 .299 
 

 
Table A2.1.3 All items included scale statistics for work stress 

Mean Variance Std. Deviation N of Items 

16.5714 11.487 3.38931 5 
 

Appendix 2.1.2 Scale: Team Work 

Table A2.1.4 Item change comparison statistics for team work 

All items included and Reversal of 

items C2 &C4 Cases 

Item C5 removed Case 

 N Mean Std. Deviation Mean Std. Deviation 

C1 35 4.6000 1.31059 4.60 1.311 

C2 35 1.7429 .95001 1.74 .950 

C3 35 2.2286 1.08697 2.23 1.087 

C4 35 2.0286 .92309 2.03 .923 

C5 35 4.7429 1.22097 ******* ***************** 

C6 35 3.3429 1.16171 3.66 1.162 
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Table A2.1.5 Item-Comparative total statistics for team work 

 
All items included Case 

 Scale Mean if 
Item Deleted 

Scale Variance if 
Item Deleted 

Corrected Item-
Total Correlation 

Cronbach's Alpha 
if Item Deleted 

C1 14.0857 7.728 .042 .316 

C2 16.9429 6.232 .552 -.072a 

C3 16.4571 7.550 .171 .205 

C4 16.6571 5.997 .642 -.135a 

C5 13.9429 8.761 -.069 .393 

C6 15.3429 10.232 -.246 .499 

Reversing items C2 and C4 Case 

C1 11.9143 7.610 .251 .301 

C2 14.7714 8.417 .330 .271 

C3 14.2857 7.916 .334 .253 

C4 14.4857 7.728 .499 .176 

C5 14.2571 10.785 -.142 .554 

C6 12.8571 9.597 .027 .450 

Removing item C5 Case 

C1 9.66 7.291 .251 .550 

C2 12.51 8.022 .346 .486 

C3 12.03 7.558 .342 .483 

C4 12.23 7.064 .585 .361 

C6 10.60 8.424 .150 .597 

 

 

Table A2.1.6 Item scale comparison statistics for team work 

 

Mean Variance Std. Deviation N of Items 

All items included Case 

18.6857 9.751 3.12270 6 

Items C2 and C5 reversed Case 

16.5143 11.139 3.33759 6 

Item C5 removed Case 

14.26 10.785 3.284 5 
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Appendix 2.1.3 Scale: Sex Roles 

 

Table A2.1.7 All item included statistics for sex roles 

 
 Mean Std. Deviation  N 

D1 4.0000 1.45521 35 

D2 2.6286 1.37382 35 

D3 4.1143 1.40945 35 

D4 3.3714 1.83248 35 

D5 3.5429 1.59674 35 

D6 3.0000 1.45521 35 

D7 2.5714 1.48097 35 

 

 

 

 

Table A.2.1.8 All item included total statistics for sex roles 

 
 Scale Mean 

if Item 
Deleted 

Scale 
Variance if 

Item Deleted  

Corrected 
Item-Total 

Correlation 

Cronbach's 
Alpha if Item 

Deleted 

D1 19.2286 49.711 .613 .860 

D2 20.6000 50.247 .631 .858 

D3 19.1143 54.045 .405 .884 

D4 19.8571 46.126 .600 .866 

D5 19.6857 43.810 .854 .826 

D6 20.2286 46.946 .770 .840 

D7 20.6571 47.408 .726 .845 

 

 

 

Table A2.1.9 Scale statistics for sex roles 

Mean Variance  Std. Deviation  N of Items  

23.2286 64.417 8.02601 7 
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Appendix 2.1.4 Scale: Power Distance  

 

Table A2.1.10 Item change comparison statistics for power distance 

 
  All items included  Reverse items E4, 

E5 & E6 
Remove items E4, 

E5 & E6 
 

N Mean 

Std. 

Deviation Mean 

Std. 

Deviation Mean 

Std. 

Deviation 

E1 35 2.1429 1.24009 2.1429 1.24009 2.1429 1.24009 
E2 35 1.9714 1.17538 1.9714 1.17538 1.9714 1.17538 
E3 35 1.9143 1.19734 1.9143 1.19734 1.9143 1.19734 
E4 35 3.8286 1.15008 3.8286 1.15008 ********* ********* 
E5 35 2.7143 1.31890 2.7143 1.31890 ********* ********* 
E6 35 2.4571 1.59674 2.4571 1.59674 ********* ********* 
E7 35 1.8571 1.08852 1.8571 1.08852 1.8571 1.08852 
E8 35 3.5143 1.63368 3.5143 1.63368 3.5143 1.63368 

 

 

 

Table A2.1.11 Item scale comparison statistics for power distance 

 
Mean Variance Std. Deviation N of Items 

All items included Case 

23.4000 15.188 3.89721 8 

Items E4,E5 & E6 reversed Case 

20.4000 16.600 4.07431 8 

Items E4,E5 & E6 removed Case 

11.4000 12.365 3.51635 5 
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Table A2.1.12 Item-comparative total statistics for power distance 

 
All items included Case 

 Scale Mean if 
Item Deleted 

Scale Variance if 
Item Deleted 

Corrected Item-
Total Correlation 

Cronbach's Alpha 
if Item Deleted 

E1 21.2571 11.020 .319 -.133a 
E2 21.4286 12.252 .189 -.018a 
E3 21.4857 11.492 .279 -.091a 
E4 20.2286 16.946 -.325 .306 
E5 19.1143 13.928 -.049 .155 
E6 18.8571 13.950 -.110 .224 
E7 21.5429 13.079 .117 .040 
E8 19.8857 12.281 .021 .107 

Reversing items E4,E5 &E6 Case 
E1 18.2571 10.667 .543 -.176a 
E2 18.4286 11.546 .460 -.090a 
E3 18.4857 11.845 .403 -.053a 
E4 16.5714 15.017 .029 .196 
E5 17.6857 17.928 -.275 .381 
E6 17.9429 14.703 -.053 .272 
E7 18.5429 16.138 -.083 .253 
E8 16.8857 15.575 -.127 .331 

Removing item E3, E4 & E5 Case 

E1 9.2571 7.314 .524 .118 
E2 9.4286 8.370 .384 .246 
E3 9.4857 8.139 .409 .224 
E7 9.5429 11.079 .014 .488 
E8 7.8857 10.398 -.067 .623 
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Appendix 2.2 Data for Masculinity and Femininity of the Workplace 
 

Appendix 2.2.1 Work Stress 

Table 2.2.1.1 Sample response to work stress related questions 

  Human Resource - Percentage (%) 

Item Statement 1 2 3 4 5 6 Total  
B1 I feel stressed at work. 10 10 0 20 60 0 100 
B2 I have high work load 0 0 0 10 70 20 100 
B3 I often take work home 0 0 0 20 20 60 100 
B4 I often take sick leave 80 10 0 10 0 0 100 
B5 I get a good night's sleep 

without worrying about work 
0 30 10 20 20 20 100 

  Financial Services - Percentage (%) 

B1 I feel stressed at work. 0 0 50 33 17 0 100 
B2 I have high work load 0 0 50 33 17 0 100 
B3 I often take work home 0 0 0 33 50 17 100 
B4 I often take sick leave 0 17 33 17 33 0 100 
B5 I get a good night's sleep 

without worrying about work 
17 0 33 50 0 0 100 

  Technical Services - Percentage (%) 

B1 I feel stressed at work. 10 30 20 40 0 0 100 
B2 I have high work load 10 10 0 10 50 20 100 
B3 I often take work home 0 30 0 50 10 10 100 
B4 I often take sick leave 90 10 0 0 0 0 100 
B5 I get a good night's sleep 

without worrying about work 
10 10 30 10 0 40 100 

  Production Services - Percentage (%)  

B1 I feel stressed at work. 11 11 22 44 0 11 100 
B2 I have high work load 11 0 22 0 67 0 100 
B3 I often take work home 11 11 0 22 44 11 100 
B4 I often take sick leave 78 22 0 0 0 0 100 
B5 I get a good night's sleep 

without worrying about work 
11 0 0 11 67 11 100 
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Table A2.2.1.2 Descriptive to sample response to work stress related questions 
 
 Percentage (%)  
Dept  Stats Gender  1 2 3 4 5 6 Cum 

over 3 
F 12 12 4 20 24 28 72 
M 24 8 0 12 44 12 68 

Mean  

M & F 18 10 2 16 34 20 70 
F 0 20 0 20 20 20 
M 0 0 0 20 40 0 

Median 

M & F 0 10 0 20 20 20 
F 27 11 9 0 26 33 
M 43 18 0 11 38 18 

H
um

an
 R

es
ou

rc
es

 

Standard 
Deviation 

M & F 35 12 4 5 30 24 

 

F 0 0 47 33 13 7 53 
M 7 7 20 33 33 0 66 

Mean  

M & F 3 3 33 33 23 3 51 
F 0 0 16 33 0 0 
M 0 0 33 33 33 0 

Median 

M & F 0 0 33 33 17 0 
F 0 0 30 0 18 15 
M 15 15 18 24 24 0 

F
in

an
ci

al
 S

er
vi

ce
s 

Standard 
Deviation 

M & F 7 7 20 12 19 7 

 

F 23 14 14 26 11 11 48 
M 27 27 0 13 13 20 46 

Mean  

M & F 24 18 10 22 12 14 48 
F 14 14 0 14 0 14 
M 0 0 0 0 0 0 

Median 

M & F 10 10 0 10 0 10 
F 36 0 20 23 19 12 
M 43 37 0 18 30 30 

T
ec

hn
ic

al
 S

er
vi

ce
s 

Standard 
Deviation 

M & F 37 11 14 22 22 17 

 

F 20 0 0 27 47 7 81 
M 27 13 13 10 30 7 47 

Mean  

M & F 24 9 9 16 36 7 59 
F 0 0 0 0 67 0 
M 17 17 0 17 33 0 

Median 

M & F 11 11 0 11 44 11 
F 45 0 0 43 45 15 
M 22 14 18 9 30 9 

P
ro

du
ct

io
n 

S
er

vi
ce

s 

Standard 
Deviation 

M & F 30 9 12 13 34 6 
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Appendix 2.2.2 Teamwork 
 
Table 2.2.2.1 Sample response to team work related questions 
 
  Human resources - Percentage (%) 
Item Statement 1 2 3 4 5 6 Total 
C1 I prefer to work individually rather 

than in a team 40 20 20 20 0 0 
100 

C2 I get on well with my co-workers. 0 0 0 0 50 50 100 
C3 I have the freedom to have my own 

approach on the job 0 0 10 0 30 60 
100 

C4 I get support from my colleagues 0 0 10 0 60 30 100 
C5 There is competition in my 

workplace 0 0 10 10 50 30 
100 

C6 My individual decisions are of higher 
quality than those made by the team 10 20 10 30 30 0 

100 

  Financial Services - Percentage (%) 
C1 I prefer to work individually rather 

than in a team 0 33 17 33 17 0 
100 

C2 I get on well with my co-workers. 0 33 17 33 17 0 100 
C3 I have the freedom to have my own 

approach on the job 0 0 0 17 17 67 
100 

C4 I get support from my colleagues 0 17 17 0 50 17 100 
C5 There is competition in my 

workplace 0 0 17 0 67 17 
100 

C6 My individual decisions are of higher 
quality than those made by the team 0 17 33 50 0 0 

100 

  Technical Services  - Percentage (%)  
C1 I prefer to work individually rather 

than in a team 40 20 10 20 10 0 
100 

C2 I get on well with my co-workers. 10 0 0 0 60 30 100 
C3 I have the freedom to have my own 

approach on the job 0 0 20 30 50 0 
100 

C4 I get support from my colleagues 0 10 0 20 60 10 100 
C5 There is competition in my 

workplace 10 0 10 10 40 30 
100 

C6 My individual decisions are of higher 
quality than those made by the team 0 30 20 50 0 0 

100 

  Production Services-Percentage (%) 
C1 I prefer to work individually rather 

than in a team 44 22 22 11 0 0 
100 

C2 I get on well with my co-workers. 0 0 0 11 56 33 100 
C3 I have the freedom to have my own 

approach on the job 0 0 11 11 56 22 
100 

C4 I get support from my colleagues 11 0 0 11 56 22 100 
C5 There is competition in my 

workplace 0 0 0 11 78 11 
100 

C6 My individual decisions are of higher 
quality than those made by the team 11 22 11 33 22 0 

100 
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Table A2.2.2.2 Sample response to team work related questions 
 
 Percentage (%)  
Dept  Stats Gender  1 2 3 4 5 6 Cum 

over 3 
F 4 4 0 12 44 36 92 
M 0 4 16 4 44 32 80 

Mean  

M & F 2 4 8 8 44 34 86 
F 0 0 0 10 30 20 
M 0 0 20 0 40 40 

Median 

M & F 0 0 10 5 40 30 
F 9 9 0 18 26 33 
M 0 9 9 9 9 18 

H
um

an
 R

es
ou

rc
es

 

Standard 
Deviation 

M & F 4 9 4 13 13 23 

 

F 0 0 20 33 20 27 80 
M 0 27 13 7 40 13 60 

Mean  

M & F 0 13 17 20 30 20 70 
F 0 0 33 50 0 17 
M 0 33 0 0 33 0 

Median 

M & F 0 17 17 25 17 8 
F 0 0 18 33 30 28 
M 0 28 18 15 37 30 

F
in

an
ci

al
 S

er
vi

ce
s 

Standard 
Deviation 

M & F 0 14 12 22 37 27 

 

F 6 9 9 20 46 11 77 
M 0 7 13 27 33 20 80 

Mean  

M & F 4 8 10 22 42 14 78 
F 7 7 7 21 57 7 
M 0 0 17 33 17 0 

Median 

M & F 5 5 10 20 45 5 
F 8 13 8 24 26 12 
M 0 15 18 15 33 30 

T
ec

hn
ic

al
 S

er
vi

ce
s 

Standard 
Deviation 

M & F 5 13 10 19 25 15 

 

F 7 7 0 7 60 20  
M 3 3 7 20 50 17 87 

Mean  

M & F 4 4 4 16 53 18 82 
F 0 0 0 0 50 17 
M 0 0 8 17 40 8 

Median 

M & F 6 0 6 11 56 17 
F 15 15 0 15 28 18 
M 7 7 9 7 26 17 

P
ro

du
ct

io
n 

S
er

vi
ce

s 

Standard 
Deviation 

M & F 8 10 6 10 20 13 
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Appendix 2.2.3 Sex Roles 
 
Table 2.2.3.1 Sample response to sex roles related questions  
 
  Human Resource - Percentage (%) 
Item Statement 1 2 3 4 5 6 Total 
D1 Men are given preference in my 

workplace 10 0 0 20 40 30 
100 

D2 There is cooperation between male 
and female in the workplace 10 20 0 40 30 0 

100 

D3 Men cooperate more with other men 
than with women 0 10 40 10 20 20 

100 

D4 I feel men and women are treated 
equally on remuneration   10 0 40 20 10 20 

100 

D5 There is competition in my 
workplace 10 0 20 20 30 20 

100 

D6 Men and women are treated equally 
on performance management 10 0 0 20 40 30 

100 

D7 Women are given the same training 
opportunities as men 7 9 16 21 29 19 

100 

  Technical Services - Percentage (%)  
D1 Men are given preference in my 

workplace 0 10 0 30 50 10 
100 

D2 There is cooperation between male 
and female in the workplace 0 40 0 30 30 0 

100 

D3 Men cooperate more with other men 
than with women 30 0 20 10 20 20 

100 

D4 I feel men and women are treated 
equally on remuneration   0 20 20 30 20 10 

100 

D5 There is competition in my 
workplace 0 0 0 50 40 10 

100 

D6 Men and women are treated equally 
on performance management 0 0 10 20 40 30 

100 

D7 Women are given the same training 
opportunities as men 6 10 10 27 36 11 

100 

  Financial Services - Percentage (%) 
D1 Men are given preference in my 

workplace 10 0 10 10 10 20 
100 

D2 There is cooperation between male 
and female in the workplace 0 0 10 20 10 20 

100 

D3 Men cooperate more with other men 
than with women 0 0 20 10 20 10 

100 

D4 I feel men and women are treated 
equally on remuneration   20 20 0 0 0 20 

100 

D5 There is competition in my 
workplace 20 10 0 20 0 10 

100 

D6 Men and women are treated equally 
on performance management 10 10 10 10 10 10 

100 

D7 Women are given the same training 
opportunities as men 9 6 7 10 7 13 

100 
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Table 2.2.3.1 Sample response to sex roles related questions (continuation)  
 
  ProductionServices-Percentage (%)  
D1 Men are given preference in my 

workplace 10 20 0 20 40 0 
100 

D2 There is cooperation between male 
and female in the workplace 0 0 10 0 40 40 

100 

D3 Men cooperate more with other men 
than with women 20 0 30 10 10 20 

100 

D4 I feel men and women are treated 
equally on remuneration   30 10 0 30 20 0 

100 

D5 There is competition in my 
workplace 10 20 20 0 40 0 

100 

D6 Men and women are treated equally 
on performance management 10 10 10 0 40 20 

100 

D7 Women are given the same training 
opportunities as men 11 11 11 10 33 13 

100 
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Table A2.2.3.2 Sample response to sex roles related questions 
 
 Percentage (%)  
Dept  Stats Gender  1 2 3 4 5 6 Cum 

over 3 
F 0 4 13 27 36 20 83 
M 16 7 20 17 20 20 57 

Mean  

M & F 8 6 17 22 28 20 70 
F 0 0 14 20 40 20 
M 20 0 17 20 20 20 

Median 

M & F 10 0 16 20 30 20 
F 0 8 15 9 8 12 
M 8 9 23 14 16 12 

H
um

an
 R

es
ou

rc
es

 

Standard 
Deviation 

M & F 4 8 18 9 11 10 

 

F 24 4 24 19 10 19 48 
M 5 19 10 14 19 33 66 

Mean  

M & F 14 12 17 17 14 26 67 
F 0 0 33 33 0 0 
M 0 33 0 0 0 33 

Median 

M & F 17 17 17 17 17 .33 
F 32 13 25 18 16 26 
M 13 18 16 18 26 27 

F
in

an
ci

al
 S

er
vi

ce
s 

Standard 
Deviation 

M & F 15 13 14 14 12 9 

 

F 5 9 7 24 36 19 79 
M 5 16 12 39 28 0 67 

Mean  

M & F 5 11 9 28 34 13 75 
F 0 0 33 33 0 0 
M 0 33 0 0 0 33 

Median 

M & F 17 17 17 17 17 .33 
F 32 13 25 18 16 26 
M 13 18 16 18 26 27 

T
ec

hn
ic

al
 S

er
vi

ce
s 

Standard 
Deviation 

M & F 15 13 14 14 12 9 

 

F 19 14 10 5 38 14 57 
M 10 12 14 14 33 14 61 

Mean  

M & F 13 13 13 11 37 14 62 
F 33 0 0 0 33 0 
M 0 17 17 17 33 .17 

Median 

M & F 11 11 11 11 44 11 
F 18 18 25 13 23 26 
M 12 8 12 15 15 25 

P
ro

du
ct

io
n 

S
er

vi
ce

s 

Standard 
Deviation 

M & F 12 10 12 13 14 12 
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Appendix 2.2.4 Power Distance 
 
Table 2.2.4.1 Sample response to power distance related questions 
 
  Human Resource - Percentage (%) 
Item Statement 1 2 3 4 5 6 Total 
E1 My line manager is available for me. 0 10 10 0 40 40 100 
E2 I have  a good relationship with my line 

manager 0 0 0 10 20 70 
100 

E3 I feel free to present my opinions to my 
line manager 0 0 0 10 20 70 

100 

E4 I differ in opinions to my line supervisor 20 0 10 30 30 10 100 
E5 I believe my job provide me with status 0 0 10 20 50 20 100 
E6 I feel working for a large company is 

more desirable than working in a small 
company. 0 0 0 10 40 50 

100 

E7 I need my line manager to tell me how 
to do my work. 30 40 20 0 0 10 

100 

E8 I view it as important to become rich 10 10 10 40 0 30 100 
  Financial Services - Percentage (%) 
E1 My line manager is available for me. 0 0 33 0 50 17 100 
E2 I have  a good relationship with my line 

manager 0 0 33 0 50 17 
100 

E3 I feel free to present my opinions to my 
line manager 0 0 0 33 50 17 

100 

E4 I differ in opinions to my line supervisor 0 0 17 0 67 17 100 
E5 I believe my job provide me with status 0 0 17 67 17 0 100 
E6 I feel working for a large company is 

more desirable than working in a small 
company. 0 17 17 50 0 17 

100 

E7 I need my line manager to tell me how 
to do my work. 0 0 0 33 17 50 

100 

E8 I view it as important to become rich 33 50 0 17 0 0 100 
  Technical Services - Percentage (%) 
E1 My line manager is available for me. 0 10 10 0 40 40 100 
E2 I have  a good relationship with my line 

manager 0 10 0 10 50 30 
100 

E3 I feel free to present my opinions to my 
line manager 0 0 10 0 40 50 

100 

E4 I differ in opinions to my line supervisor 0 30 0 60 0 10 100 
E5 I believe my job provide me with status 10 10 10 30 40 0 100 
E6 I feel working for a large company is 

more desirable than working in a small 
company. 10 10 30 10 10 30 

100 

E7 I need my line manager to tell me how 
to do my work. 50 20 30 0 0 0 

100 

E8 I view it as important to become rich 10 40 10 20 20 0 100 
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Table 2.2.4.1 Sample response to power distance related questions (Continuation) 
 
  Production Services - Percentage (%)  
E1 My line manager is available for me. 0 11 11 0 44 33 100 
E2 I have  a good relationship with my line 

manager 0 0 11 0 44 44 
100 

E3 I feel free to present my opinions to my 
line manager 0 0 0 22 33 44 

100 

E4 I differ in opinions to my line supervisor 0 11 11 56 22 0 100 
E5 I believe my job provide me with status 11 0 0 22 44 22 100 
E6 I feel working for a large company is 

more desirable than working in a small 
company. 11 22 11 11 11 33 

100 

E7 I need my line manager to tell me how 
to do my work. 67 33 0 0 0 0 

100 
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Table A2.2.4 Sample response to power distance related questions 
 
 Percentage (%)  
Dept  Stats Gender  1 2 3 4 5 6 Cum 

over 3 
F 13 8 3 15 23 40 78 
M 3 8 13 15 28 35 78 

Mean  

M & F 8 8 8 15 25 38 78 
F 0 0 0 20 20 50 
M 0 0 10 0 20 20 

Median 

M & F 0 0 10 10 25 35 
F 18 15 7 9 20 24 
M 7 15 15 23 24 30 

H
um

an
 R

es
ou

rc
es

 

Standard 
Deviation 

M & F 12 14 7 14 19 24 

 

F 4 8 13 29 42 4 75 
M 4 8 17 21 21 29 71 

Mean  

M & F 4 8 15 25 31 17 73 
F 0 0 0 17 50 0 
M 0 0 17 33 33 33 

Median 

M & F 0 0 17 25 33 17 
F 12 24 17 38 39 12 
M 12 15 18 17 17 21 

F
in

an
ci

al
 S

er
vi

ce
s 

Standard 
Deviation 

M & F 12 16 14 25 26 15 

 

F 13 11 14 16 29 18 63 
M 4 29 8 17 17 25 59 

Mean  

M & F 10 16 13 16 25 20 61 
F 7 0 14 14 29 14 
M 0 33 0 0 17 17 

Median 

M & F 5 10 10 10 30 20 
F 19 17 15 19 24 18 
M 12 12 15 25 15 30 

T
ec

hn
ic

al
 S

er
vi

ce
s 

Standard 
Deviation 

M & F 17 13 12 21 20 20 

 

F 17 13 4 4 29 33 66 
M 10 13 8 25 25 19 69 

Mean  

M & F 13 13 7 15 26 24 65 
F 0 0 0 0 33 33 
M 0 8 8 17 25 17 

Median 

M & F 6 11 11 17 28 28 
F 25 17 12 12 21 25 
M 23 15 9 30 20 19 

P
ro

du
ct

io
n 

S
er

vi
ce

s 

Standard 
Deviation 

M & F 23 13 6 20 18 18 
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Appendix 3. Hypothesis Testing Results 

 

Appendix 3.1 Masculinity and femininity Survey Questionnaire Results 

 

Table A3.1.1a Multiple Comparisons of production services versus other departments 

95% Confidence 
Interval 

D
ep

en
de

nt
 

V
ar

ia
bl

e 

(I
) 

D
ep

ar
tm

en
t (J

) 
D

ep
ar

tm
en

t 

M
ea

n 
D

iff
er

en
ce

 
(I

-J
) 

Std. 
Error Sig. 

Lower 
Bound 

Upper 
Bound 

Financial -1.30000 1.59029 .880 -5.9998 3.3998 

HR -3.90000 1.37723 .065 -7.9702 .1702 

Technical 

Production -.13333 1.41497 1.000 -4.3151 4.0484 

Technical 1.30000 1.59029 .880 -3.3998 5.9998 

HR -2.60000 1.59029 .457 -7.2998 2.0998 

Financial 

Production 1.16667 1.62309 .914 -3.6301 5.9634 

Technical 3.90000 1.37723 .065 -.1702 7.9702 

Financial 2.60000 1.59029 .457 -2.0998 7.2998 

HR 

Production 3.76667 1.41497 .090 -.4151 7.9484 

Technical .13333 1.41497 1.000 -4.0484 4.3151 

Financial -1.16667 1.62309 .914 -5.9634 3.6301 

W
or

k 
S

tr
es

s 

Production 

HR -3.76667 1.41497 .090 -7.9484 .4151 

Financial 1.96667 1.49577 .635 -2.4538 6.3872 

HR 2.10000 1.29537 .464 -1.7283 5.9283 

Technical 

Production 1.02222 1.33087 .898 -2.9109 4.9554 

Technical -1.96667 1.49577 .635 -6.3872 2.4538 

HR .13333 1.49577 1.000 -4.2872 4.5538 

Financial 

Production -.94444 1.52661 .943 -5.4561 3.5672 

Technical -2.10000 1.29537 .464 -5.9283 1.7283 

Financial -.13333 1.49577 1.000 -4.5538 4.2872 

HR 

Production -1.07778 1.33087 .883 -5.0109 2.8554 

Technical -1.02222 1.33087 .898 -4.9554 2.9109 

Financial .94444 1.52661 .943 -3.5672 5.4561 

T
ea

m
 W

or
k 

Production 

HR 1.07778 1.33087 .883 -2.8554 5.0109 
 
 
 
 
 
 
 
 



 9-27 

Table A3.1.1b Multiple Comparisons of production services versus other departments 

 
95% Confidence 

Interval 
D

ep
en

de
nt

 
V

ar
ia

bl
e 

(I
) 

D
ep

ar
tm

en
t 

(J
) 

D
ep

ar
tm

en
t 

M
ea

n 
D

iff
er

en
ce

 
(I

-J
) 

Std. 
Error Sig. 

Lower 
Bound 

Upper 
Bound 

Financial -3.96667 4.16063 .823 -16.2627 8.3294 

HR -.20000 3.60321 1.000 -10.8487 10.4487 

Technical 

Production -5.02222 3.70195 .611 -15.9627 5.9183 

Technical 3.96667 4.16063 .823 -8.3294 16.2627 

HR 3.76667 4.16063 .844 -8.5294 16.0627 

Financial 

Production -1.05556 4.24643 .996 -13.6052 11.4941 

Technical .20000 3.60321 1.000 -10.4487 10.8487 

Financial -3.76667 4.16063 .844 -16.0627 8.5294 

HR 

Production -4.82222 3.70195 .642 -15.7627 6.1183 

Technical 5.02222 3.70195 .611 -5.9183 15.9627 

Financial 1.05556 4.24643 .996 -11.4941 13.6052 

S
ex

 R
ol

es
 

Production 

HR 4.82222 3.70195 .642 -6.1183 15.7627 

Financial -2.30000 1.81984 .663 -7.6782 3.0782 

HR -1.40000 1.57603 .851 -6.0577 3.2577 

Technical 

Production .36667 1.61922 .997 -4.4187 5.1520 

Technical 2.30000 1.81984 .663 -3.0782 7.6782 

HR .90000 1.81984 .970 -4.4782 6.2782 

Financial 

Production 2.66667 1.85737 .567 -2.8225 8.1558 

Technical 1.40000 1.57603 .851 -3.2577 6.0577 

Financial -.90000 1.81984 .970 -6.2782 4.4782 

HR 

Production 1.76667 1.61922 .756 -3.0187 6.5520 

Technical -.36667 1.61922 .997 -5.1520 4.4187 

Financial -2.66667 1.85737 .567 -8.1558 2.8225 

P
ow

er
 D

is
ta

nc
e 

Production 

HR -1.76667 1.61922 .756 -6.5520 3.0187 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 9-28 

Appendix 3.2  Correlations for Departments relating to Section B of 
Questionnaire 
 
Table A3.2.1 Item correlation for technical services departments 
 
  

W
or

k 
S

tr
es

s 

T
ea

m
 

W
or

k 

S
ex

 R
ol

es
 

P
ow

er
 

D
is

ta
nc

e 

Pearson Correlation 1.000 -.551 0.186 0.031 

Sig. (2-tailed)  0.099 0.607 0.933 

Work Stress 

N 10 10 10 10 

Pearson Correlation -0.551 1.000 0.445 -0.231 

Sig. (2-tailed) .099  0.198 0.520 

Team Work 

N 10 10 10 10 

Pearson Correlation 0.186 0.445 1.000 0.412 

Sig. (2-tailed) 0.607 0.198  0.237 

Sex Roles 

N 10 10 10 10 

Pearson Correlation 0.031 -0.231 0.412 1.000 

Sig. (2-tailed) 0.933 0.520 0.237  

Power Distance 

N 10 10 10 10 
  
 

Table 3.2.2 Item correlation for financial services departments 
 

 

 
 

 

  

W
or

k 
S

tr
es

s 

T
ea

m
 

W
or

k 

S
ex

 R
ol

es
 

P
ow

er
 

D
is

ta
nc

e 

Pearson Correlation 1.000 -.810 -.067 -.146 

Sig. (2-tailed)  .051 .900 .783 

Work 
Stress 

N 6 6 6 6 

Pearson Correlation -.810 1.000 .076 -.103 

Sig. (2-tailed) .051  .886 .846 

Team 
Work 

N 6 6 6 6 

Pearson Correlation -.067 .076 1.000 .390 

Sig. (2-tailed) .900 .886  .444 

Sex 
Roles 

N 6 6 6 6 

Pearson Correlation -.146 -.103 .390 1.000 

Sig. (2-tailed) .783 .846 .444  

Power 
Distance 

N 6 6 6 6 
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Table A3.2.3 Item correlation for human resources department 

 

  Work 
Stress 

Team 
Work 

Sex 
Roles  

Power 
Distance 

Pearson Correlation 1.000 -0.010 0.478 0.542 

Sig. (2-tailed)  0.977 0.162 0.106 

Work Stress 

N 10 10 10 10 

Pearson Correlation -0.010 1.000 -.227 -.471 

Sig. (2-tailed) 0.977  0.528 0.169 

Team Work 

N 10 10 10 10 

Pearson Correlation 0.478 -0.227 1.000 0.499 

Sig. (2-tailed) 0.162 0.528  .142 

Sex Roles 

N 10 10 10 10 

Pearson Correlation 0.542 -0.471 0.499 1.000 

Sig. (2-tailed) 0.106 0.169 0.142  

Power 
Distance 

N 10 10 10 10 
 
 

 
Table A3.2.4 Item correlation for production services departments 
  

W
or

k 
S

tr
es

s 

T
ea

m
 

W
or

k 

S
ex

 
R

ol
es

 

P
ow

er
 

D
is

ta
nc

e 

Pearson Correlation 1.000 0.525 -0.216 -0.402 

Sig. (2-tailed)  0.146 0.578 0.284 

Work 
Stress 

N 9 9 9 9 

Pearson Correlation 0.525 1.000 -0.456 -0.321 

Sig. (2-tailed) 0.146  .217 0.400 

Team 
Work 

N 9 9 9 9 

Pearson Correlation -0.216 -0.456 1.000 0.177 

Sig. (2-tailed) 0.578 0.217  0.648 

Sex Roles  

N 9 9 9 9 

Pearson Correlation -0.402 -0.321 0.177 1.000 

Sig. (2-tailed) 0.284 0.400 0.648  

Power 
Distance 

N 9 9 9 9 
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Appendix 3.3 T-test 

  

Table A3.3.1 group descriptive statistics for hypothesis 5 

 

 

 

Table A3.3.2 Independent samples test for hypothesis 5 
 

Levene's 
Test for 
Equality of 
Variances 

t-test for Equality of Means 

95
%

 
C

on
fid

en
ce

 
In

te
rv

al
 o

f t
he

 
D

iff
er

en
ce

 

 

F Sig. t df 

S
ig

. (
2-

ta
ile

d)
 

M
ea

n 
D

iff
er

en
ce

 

S
td

. E
rr

or
 D

iff
er

en
ce

 
Lower Upper 

Equal 
variances 
assumed 

0.240 0.628 1.547 33 0.131 0.601 0.389 -0.189 1.392 

Equal 
variances not 
assumed 

  
1.549 32.973 0.131 0.601 0.388 -0.189 1.391 

 

 

 

 

 

 

 

 

 

 

 

 

Gender 

N Mean 

Std. 

Deviation 

Std. Error 

Mean 

Male 17 2.82 1.131 0.274 

Female 18 2.22 1.166 0.275 
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Appendix 3.4 Non parametric Test   

 

Table A3.4.1 Ranks-Masculinity and femininity for hypothesis 6 
 

 
Gender N 

Mean 
Rank 

Sum of 
Ranks 

Male 17 15.65 266.00 

Female 18 20.22 364.00 

Femininity 

Total 35   

Male 16 15.84 253.50 

Female 18 18.97 341.50 

Masculinity 

Total 34   
  

 

 
Table A3.4.2 Multiple Comparisons for masculinity and femininity for hypothesis 6 
 

95% Confidence 
Interval 

D
ep

en
de

nt
 

V
ar

ia
bl

e 

(I
) 

D
ep

ar
tm

en
t 

(J
) 

D
ep

ar
tm

en
t 

M
ea

n 
D

iff
er

en
ce

  
(I

-J
) 

S
td

. E
rr

or
 

S
ig

. 
Lower 
Bound 

Upper 
Bound  

Financial -2.967 1.984 .533 -8.83 2.90 
HR -3.000 1.718 .399 -8.08 2.08 

Technical 

Production -1.022 1.765 .953 -6.24 4.19 
Technical 2.967 1.984 .533 -2.90 8.83 
HR -.033 1.984 1.000 -5.90 5.83 

Financial 

Production 1.944 2.025 .820 -4.04 7.93 
Technical 3.000 1.718 .399 -2.08 8.08 
Financial .033 1.984 1.000 -5.83 5.90 

HR 

Production 1.978 1.765 .741 -3.24 7.19 
Technical 1.022 1.765 .953 -4.19 6.24 
Financial -1.944 2.025 .820 -7.93 4.04 

F
em

in
in

ity
 

Production 

HR -1.978 1.765 .741 -7.19 3.24 
Financial -.467 1.463 .991 -4.80 3.87 
HR -2.300 1.267 .365 -6.05 1.45 

Technical 

Production -1.050 1.344 .893 -5.03 2.93 
Technical .467 1.463 .991 -3.87 4.80 
HR -1.833 1.463 .670 -6.17 2.50 

Financial 

Production -.583 1.530 .986 -5.11 3.95 
Technical 1.463 .670 -2.50 6.17 6.05 
Financial 1.344 .834 -2.73 5.23  

HR 

Production 1.344 .893 -2.93 5.03  
Technical 1.530 .986 -3.95 5.11  
Financial 1.344 .834 -5.23 2.73  

M
as

cu
lin

ity
 

Production 

HR -1.250     
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Appendix 4 –Content Analysis Data 

Appendix 4.1 
 
Table A4.1 Content Analysis for HR, technical and financial services 
departments 
 
Item Question Content Rank 
F1 What do you feel the 

company should be doing to 
promote gender equality? 

Create fair and equal opportunities 
Create  an enabling environment 
Increase pipeline feed quality 
Embrace women capabilities 
Development of women 
Strategy for fast tracking women 
Start a crèche 
Create suitable job profiles 

10 
7 
7 
5 
5 
2 
1 
1 

F2 What stress you most in your 
workplace 

Lack of leadership 
Failure to achieve goals 
Workload 
Gender stereotyping 
Lack of talent /skills 
Not empowered 
Lack of teamwork 
Masculine environment 
Conflicts 
Race inequality 

8 
7 
4 
3 
3 
3 
3 
2 
1 
1 

F3 What is your view on power 
and prestige? (gap/ working 
relationship) 

Power is important 
Power is bad 
Not bothered by power 
Power must be controlled 

10 
10 
6 
3 

F4 Do you perceive team efforts 
will advance your career over 
individual efforts? 

Team effort 
Individual efforts 
Balance between team & individual 

13 
8 
6 

F5 Is there gender inequality in 
the workplace 

There is equality 
Salary discrepancies 
Gender inequality 
More responsibilities  
Fewer responsibilities  
More opportunities  
Men are preferred 
Fewer opportunities 

14 
12 
3 
3 
2 
2 
2 
1 

F6 How will you define your 
workplace? (Hostile, 
supportive, hectic, teamwork) 

Very supportive 
Teamwork orientated 
Friendly 
Hostile 
individualistic 
Less supportive 
Blaming culture 
No structure 
More masculine 
 

16 
10 
8 
5 
4 
3 
1 
1 
1 
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Table A4.2 Content Analysis for production services departments 
 
Item Question Content Rank 

 
F1 

 
What do you feel the company 
should be doing to promote 
gender equality? 

 
Create  an enabling environment 
Minimise gender stereotyping 
Create fair and equal opportunities 
Embrace women capabilities 
Development of women 
Prepare women to work underground 
 

 
4 
3 
2 
1 
1 
1 

 
F2 

 
What stress you most in your 
workplace 

 
Legal responsibilities 
Failure to achieve goals 
Workload 
Lack of leadership 
Gender stereotyping 
Not empowered 
 

 
3 
3 
2 
1 
1 
1 

 
F3 

 
What is your view on power and 
prestige? (gap/ working 
relationship) 
 

 
Power is important 
Power is bad 
Power must be controlled 
 

 
3 
2 
1 

 
F4 

 
Do you perceive team efforts 
will advance your career over 
individual efforts? 
 

 
Team effort 
Balance between team & individual 
Individual efforts 
 

 
6 
2 
1 

 
F5 

 
Is there gender inequality in the 
workplace 

 
Fewer opportunities 
There is equality 
Salary discrepancies 
More responsibilities  
Fewer responsibilities  
More opportunities  
 

 
3 
2 
2 
1 
1 
1 

 
F6 

 
How will you define your 
workplace? (Hostile, supportive, 
hectic, teamwork) 

 
Very supportive 
Hostile 
Less supportive 
Individualistic 
High workload 
Teamwork orientated 
 

 
3 
3 
3 
2 
2 
1 
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Table A4.3 Content Analysis by Male Managers on “successful managers” 
 
Item Question Content Rank 

 
F7a 

 
Is workplace area or 
department important for the 
success of a manager 
 

 
Influence of workplace is important 
Influence of workplace not important 
 

 
12 
5 

 
F7b 

 
Are “successful managers” 
more masculine or feminine? 
 

 
Androgynous 
Masculine 
Feminine 
 

 
8 
5 
4 

 
F8 

 
What constitute a “successful 
manager” for you? 

 
Technical knowledge 
Team orientated 
Have a vision 
Must be able to lead 
Must take decisions 
Must develop subordinates 
Caring 
Must be results driven 
Must be disciplined 
Must provide support 
Inspirational 
Must be compassionate 
Must listen 
Must be confident 
Must motivate others 
Must have integrity 
Less power distance 
Good communicator 
Must delegate 
 

9 
8 
7 
6 
3 
3 
3 
3 
2 
2 
2 
2 
2 
1 
1 
1 
1 
1 
1 

 
F9 

 
What would make it more 
likely for women to stay in 
production? 

 
Must break male stereotyping 
Give women more opportunities 
Women must deliver  
Change “hard” language used 
Women must handle themselves well 
Balance femininity and masculinity 
Promotion and development 
Increased confidence 
Companies must value diversity 
Women must be trusted 
Change workplace culture 
 

 
8 
4 
3 
3 
2 
2 
1 
1 
1 
1 
1 
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Table A4.4 Content Analysis by Female Managers on “successful managers” 
 
Item Question Content Rank 

 
F7a 

 
Is workplace area or 
department important for 
the success of a manager 
 

 
Influence of workplace important 
Influence of workplace not important 
 

 
14 
4 

 
F7b 

 
Are “successful managers” 
more masculine or feminine? 

 
Masculine 
Androgynous 
Feminine 
 

 
7 
6 
5 

F8 What constitute a “successful 
manager” for you? 

 
Technical knowledge 
Have a vision 
Team orientated 
Must be able to lead  
Good communicator 
Must take decisions 
Must develop subordinates 
Must deliver results 
Less power distance 
Must be disciplined 
Caring 
Must provide support 
Inspirational 
Must be compassionate 
Must be confident 
Must have integrity 
Must delegate 
 

 
7 
7 
6 
3 
3 
2 
2 
2 
2 
1 
1 
1 
1 
1 
1 
1 
1 

 
F9 

 
What would make it more 
likely for women to stay in 
production? 

 
Review working hours/shifts 
Create enabling environment 
Need support from home 
Pay “women allowances” 
No window dressing (tokenism) 
Must break male stereotyping 
Give women more opportunities 
Change “hard” language used 
Women must handle themselves well 
Promotion and development 
Women must deliver  
Must be masculine 
Must have already completed family 
Need role models 
Recruit the right people 
 

 
4 
3 
3 
2 
2 
2 
1 
1 
1 
1 
1 
1 
1 
1 
1 
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Appendix 5 –PAQ frame work 

 

Appendix 5.1 PAQ analysis 

 

Analysis of PAQ (Not for the Participants) 

Devised by Spence and Helmreich (1978), the PAQ assesses masculinity and 

femininity in terms of respondents’ self-perceived possession of various traits 

that are stereotypically believed to differentiate the sexes. The authors 

emphasize that the PAQ taps on limited aspects of sex roles: certain self-

assertive or instrumental traits traditionally associated with masculinity and 

certain interpersonal or expressive traits traditionally associated with femininity. 

Although the PAQ should not be viewed as a global measure of masculinity and 

femininity, it has been widely used in research to provide a rough classification 

of participants in terms of their gender-role identity. PAQ should be taken before 

reading further.  

 

Scoring the PAQ .  

Put an X in the spaces to the left of the items for the following: 1, 4, 5, 11, 13, 

14, 18, and 23. These items can be ignored. The rest of the items are scored in 

the following manner: A = 0, B = 1, C = 2, D = 3, E = 4. Based on the responses 

you circled, enter the appropriate numbers for the remaining items in the spaces 

to the left of the items.  

 

The next step is to compute the scores on the femininity and masculinity 

subscales of the PAQ. To compute the score on the femininity subscale of the 

PAQ, add up the numbers next to items 3, 7, 8, 9, 12, 15, 21, and 22, and enter 

the score in the space below. To compute the scores on the masculinity 

subscale of the PAQ, add up the numbers next to items 2, 6, 10, 16*, 17, 19, 

20, and 24, and enter the score in the space below. Item 16 must be reverse 

scored so that a "4" is scored 

as a "0"; "3" as a "1"; "2" as a "2"; "1" as a "3"; and "0" as a "4". 
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SCORE ON THE FEMININITY SUBSCALE     ____________  

SCORE ON THE MASCULINITY SUBSCALE ____________  

 

Interpreting the score.   

 A chart shown below is used to classify the results in terms of gender-role 

identity. These norms are based on a sample of 715 college students studied by 

Spence and Helmreich (1978). The cut offs for “high” scores on the masculinity 

and femininity subscales are the medians for each scale. Obviously, these are 

very arbitrary cut-offs, and results may be misleading for people who score very 

close to the median on either scale, as a difference of a point or two could 

change their classification. Hence, if either of the scores is within a couple of 

points of the median, it should view gender-role classification as very tentative.  

 

The PAQ is usually analysed by a using a two axes division of the responses 

into four categories, on a two by two matrix. The final score depends on 

whether they lie above or below the mean with the masculine mean along the 

vertical axis and femininity mean along the horizontal axis (see Table A5.1). 

 

Table A5.1 PAQ analysis framework for this research 

  Feminine Score 

 Score 22 - 32 0 -21 

28 - 32 Androgynous Masculine Masculine 

Score 0 - 27 Feminine Undifferentiated 

 

 

 

 




