Gordqn Institqte
of Business Science
University of Pretoria

Resilient or ready to leave?
Exploring the role of women’s career resilience in their turnover intentions in

South African manufacturing organisations

24104002

A research project submitted to the Gordon Institute of Business Science, University of
Pretoria, in partial fulfilment of the requirements for the degree of Master of Business

Administration.

04 March 2026



Abstract

Purpose: To provide rich insights into the phenomenon of high turnover rates of women
in the South African manufacturing sector by understanding the lived experiences of
gendered adversities (job demands) and women’s career resilience (CR) (personal job
resource) in the workplace, and by identifying how organisations can better support
(organisational job resources) women’s CR to prevent attrition. The research is

underpinned by the JD-R model.

Design, Methodology, and Approach: An inductive qualitative methodology was used
to understand the subjective experiences of gendered adversities and women’s CR,
identify the factors that contribute to it, critically evaluate the dynamic between them, and
explore the consequences of this dynamic on turnover intentions. Data was collected

through 18 semi-structured interviews with women in manufacturing.

Findings: The study highlights that CR, supported by organisational resources, helps
women navigate job demands, but when job demands outweigh job resources, some
women may not stay in their roles. Under these circumstances, women reach a tipping
point of whether to stay in or leave the organisation. At the tipping point, push factors,
pull factors, and retention anchors shape women’s decisions from turnover intention into

attrition.

Keywords: Career resilience, job resources, job demands, turnover intentions,

manufacturing
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1. Chapter 1: Introduction to the research problem

1.1. Background

South Africa (SA) faces a significant challenge of a high and rising rate of unemployment.
The official unemployment rate was 32,9% as of the first quarter in 2024, an increase of
0,8% from the previous quarter (StatsSA, 2024). The STEM (Science, Technology,
Engineering, and Mathematics) sectors, particularly manufacturing, are critical drivers of
employment and economic growth. Despite this, the South African manufacturing
sector’s contribution to the country’s Gross Domestic Product (GDP) has steadily
declined over the past 35 years and has moved from a contribution of 24% in 1990 to
13% in 2024 (African Development Bank, 2025). This trend has not improved, with the
sector seeing a decrease of 0,6% in the fourth quarter of 2024, contributing a negative
0,1% to the overall GDP, which is otherwise growing (StatsSA, 2025). The sector
experiences several challenges that impede its growth, including a skills gap (Bridges et

al. 2022; PricewaterhouseCoopers, 2024).

The manufacturing workforce has traditionally been male-dominated and comprises just
28% of women globally, resulting in an underrepresentation of women in the field (World
Economic Forum, 2025). This dominance is present in both employment numbers and
leadership positions. In 2023, within SA, women accounted for 497 thousand jobs in the
manufacturing sector (Statista, 2025a), in contrast to the one million jobs held by men
(Statista, 2025b). While this indicates that the country is slightly ahead of the global curve
at 32% representation of women in the workforce, this number has remained unchanged
since 2021 (StatsSA, 2023 July 24), inferring that women are leaving the industry as fast
as they are entering it. Additionally, women are leaving the sector faster than their male
counterparts (Gibbons, 2024). Worryingly, this suggests that the underrepresentation of
women is compounded by the high turnover rates in the industry, which range between
40% and 50% after just five to seven years in the workforce (Gibbons, 2024). Therefore,
it can be argued that the high turnover rate of women in manufacturing contributes to the
skills gap plaguing the slowdown of the sector. These statistics suggest that SA’s
manufacturing industry needs to urgently address the problem of retaining skilled women

to support economic growth.

The United Nations (UN) has recognised gender equality as a global challenge (United
Nations, 2025). In response to this, SA’s National Development Plan: Vision 2030 (NDP)
aims to tackle gender inequality by prioritising inclusive growth to improve equality and
reduce unemployment (Department of Planning, Monitoring and Evaluation, 2019).

Addressing the underrepresentation and retention of women in manufacturing supports



these national goals and aligns with the NDP and the UN’s Sustainable Development
Goal 5, which seeks to address the systemic issues that are unique to women (European
Parliament Research Service, 2024). Additionally, the South African government has
already implemented initiatives such as the NRF Thuthuka Programme and the Women
in Technology and Innovation Programme aimed at growing the representation and
retention of women in STEM (Madela, 2025; Public sector leaders, 2025). Critically, such
programs have focused on academic and research careers rather than industrial
manufacturing roles. Therefore, while initiatives like Thuthuka and the Women in
Technology and Innovation Programme support women in STEM in general, it does not
address the systemic adversities that women face in operational roles in manufacturing,
nor does it translate into retention strategies for the organisational environment. This
highlights a disconnect between national initiatives and private sector needs, which
suggests that further understanding is required to bridge the disconnect and support the

retention needs of women in the South African manufacturing sector.

1.2. Research problem

Women in male-dominated organisations, such as those in the manufacturing sector,
face significant challenges in the form of discrimination, marginalisation, unclear career
development opportunities, and workplace gender biases (O’Brien et al. 2023). The root
causes of these challenges stem from systemic and entrenched gendered practices and
informal norms that create ongoing adversities for women (Bridges et al., 2020; Bridges
et al., 2023; O’Brien et al., 2023). However, while it may be clear that women face
adversities in the workplace, the support in the form of job resources that help them
overcome these challenges and succeed is not well understood (Bridges et al., 2023). If
women decide that success is not attainable or not supported by the organisation, they
may choose to leave their jobs. This argument is supported by Bridges et al. (2020;
2023), who further caution that, without adequate support, these challenges manifest in
high turnover rates among women. These job resources may present as personal
resources, such as resilience, or organisational resources, such as workplace policies
that encourage and promote gender equity and diversity (Bakker & van Wingerden,
2020; O’Brien et al., 2023). However, in organisations that prioritise masculine norms,
workplace policies and procedures are often resisted or resented, as they are perceived
to advantage women, rather than intending to address systemic barriers in the workplace
(Bridges et al., 2023; O’Brien et al., 2023; Shivhare, 2025).

Additionally, Turner et al. (2021) argue that in the absence of a supportive work
environment, women need to rely on individual coping mechanisms to deal with

workplace adversities. These coping mechanisms could include adaptive behaviour,
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increasing one’s self-awareness, or changing jobs, with the latter resulting in turnover
(De Vos et al., 2020). However, Turner et al. (2021) further add that resilience can
positively support a worker’s well-being and can help women adapt and manage the
adversities of working in a challenging environment. This suggests that resilience has
become a critical personal resource that can potentially buffer these challenging job
demands and help women overcome the adversities that they face in a male-dominated
manufacturing organisation (Bakker & van Wingerden, 2020). Smith et al. (2020) support
this argument and found that resilience directly reduces stress and burnout, while
indirectly reducing turnover intentions. However, Bridges et al. (2023) argue that
organisations that prioritise traditional male-oriented norms and values, or gendered
organisations, negatively impact women’s ability to be resilient at work and may
potentially lead to turnover. Considering this argument, it is important to understand
resilience from the perspective of career resilience (CR), a subset of individual resilience,
which refers to an individual's ability to overcome and thrive in their career despite
adversity (Mishra & McDonald, 2017; Tokbaeva & Achtenhagen, 2023). It is important to
note that, in male-dominated manufacturing organisations, the role of women’s CR and
its effectiveness may be uniquely challenged due to the systemic barriers that women
face in these organisations. Hence, there is a need to extend the theory of CR from a
gendered perspective to understand how it is built and how to better inform strategies

and policies that support the development of women’s CR in manufacturing.

Studies have started to explore the constructs of resilience, CR, and turnover intentions.
Smith et al. (2020) highlighted the importance of resilience in reducing turnover
intentions. This is supported by a systematic literature review of CR by Mishra and
McDonald (2017), which found that there has been a growing interest in CR since the
1990s, with an increase in literature published on the construct largely from the teaching
and nursing professions. These studies have been particularly interested in CR to reduce
turnover intentions and prevent employee turnover (Mishra & McDonald, 2017). Tett and
Meyer (1993) defined turnover intentions as an employee’s deliberate desire to leave an
organisation, which was later extended by Park and Min (2020) as the desire to leave a
job. Additionally, it was noted that organisations that support CR could improve employee
retention, and that a supportive workplace helps improve CR (Mishra & McDonald, 2017;
Tokbaeva & Achtenhagen, 2023). Although the connection between CR and workplace
support is assumed, a gap exists in understanding why or how supportive environments
help build CR and hence reduce turnover intentions and attrition (Mishra & McDonald,
2017). Additionally, Wibowo and Paramita (2022) suggest that for individuals to thrive in

their careers, they need both resilience to overcome adversity and a supportive



environment to stay in their jobs. Considering the challenge of high turnover rates among
women in manufacturing, it is important to understand the role of women’s CR in their
decision to stay in or leave their jobs, particularly in an environment of a typically
unsupportive male-dominated manufacturing organisation. This is supported by Bridges
et al. (2023), who claim that there remain several gaps in knowledge about women’s
resilience, particularly in male-dominated organisations, and hence the role it plays in

their turnover intentions.

The relevance of understanding the role of women’s CR on their turnover intentions in
male-dominated organisations, such as those within the manufacturing sector, lies in
creating new knowledge and initiatives that can support the development of CR.
Addressing this gap will contribute to the body of knowledge of CR from a gendered lens.
Additionally, it will help organisations identify how to support CR, with the aim of making
a positive contribution to retaining skilled women in manufacturing, which is key to
stabilising the workforce and improving productivity. This aligns with efforts to address
the underrepresentation of women in manufacturing and contributes to the ambition of
correcting gender inequality (World Economic Forum, 2025). Moreover, continuing to
leave the gap unaddressed will perpetuate the state of underrepresentation in the
manufacturing sector and will be a missed opportunity in sustainably uplifting women in

society.

1.3. Purpose statement
Women's underrepresentation in male-dominated manufacturing organisations persists
as a challenge globally and in South Africa. While organisations have established
policies to support women’s careers, there is a disconnect between these policies and
their application in the workplace, which manifests in a high turnover rate of women in
male-dominated organisations, particularly in the manufacturing sector, due to the
unique challenges that women need to overcome in these environments (O’Brien et al.,
2023). In response to this, this study seeks to provide insights into the phenomenon of
high turnover rates of women in the manufacturing sector. It also aims to understand the
role that CR plays in overcoming workplace adversities, as women continue to remain
underrepresented in the industry, despite the benefits of gender equality in the workplace

and society.

This research study aims to explore the role of CR in influencing turnover intentions
among women who are working in or have worked in South African manufacturing
organisations. This will be achieved by doing three things. Firstly, the study will aim to

understand factors contributing to the adverse experiences and CR of women in these



male-dominated organisations. Secondly, it will identify how organisations can better
support women’s CR by addressing the systemic changes needed within these
organisations to create more equitable environments to support the retention of women.
Finally, the study will explore the conditions under which CR is not enough to prevent
attrition. The Job Demands-Resource (JD-R) model provides a theoretical grounding for
this study in understanding the dynamic between job resources, in the form of CR, and

job demands, in the form of adversities.

In a quantitative study that investigated the relationship between resilience and turnover
intentions, Wibowo and Paramita (2022) recommend using in-depth interviews to provide
deeper insights into the findings. Considering the gap in knowledge related to male-
dominated organisations, Bridges et al. (2023) specifically call for more research in
understanding women'’s resilience in these settings. Additionally, Mishra and McDonald
(2017) and De Vos et al. (2020) call for further research on the consequences of CR and
suggest that it may influence career longevity. Considering these gaps in the literature,
there is a need for a qualitative study that investigates the role of CR in turnover

intentions of women in male-dominated manufacturing organisations.

The purpose of this research is to contribute to the body of knowledge of CR and turnover
intentions. It aims to contextually extend the theory of CR as a dynamic process, and to
include a gendered lens on both the JD-R model and CR theory by responding to the
call by Bridges et al. (2023), De Vos et al. (2020), Mishra and McDonald (2017), and
Wibowo and Paramita (2022). It will explore the role of CR in women'’s turnover intentions
by understanding how adversity is experienced and how CR is developed and factored
into women'’s decisions to stay in or leave their jobs, to provide a theoretical explanation

for the phenomenon of high turnover rates of women in manufacturing.

The study will be conducted using an interpretivist and qualitative phenomenological
approach to understand the subjective lived experiences of women in manufacturing
organisations. Furthermore, the study will adopt an inductive research approach and a
phenomenological research strategy to gain new insights into the phenomenon (Sendze,
2023). For practical reasons, the study will take on a cross-sectional time horizon, and
non-probability purposive sampling will be used to collect in-depth data and to gain deep
insights into their lived experiences in these organisations. A thematic analysis will be

used to identify common themes that arise from the data.

The expected outcome of this research is to contribute to a better understanding of
women’s CR and turnover intentions for both women and organisations. Exploring this

link may help organisations understand how to support CR initiatives to reverse the trend



of attrition of women in manufacturing. Women make up 52% of the population in SA
(Department of Planning, Monitoring and Evaluation, 2019), despite this, they are
underrepresented in the manufacturing sector. However, addressing women’s turnover
is more than a diversity, equity, and inclusion (DEI) or socio-economic issue. It also

addresses strategic business benefits.

1.4. Significance
1.4.1. Significance for business
High turnover rates of women indicate a loss of capability, skill, and resources from the
manufacturing sector. In addition to the negative consequences of a loss of skill due to
employee attrition, there are added costs that businesses face that are associated with
replacing an employee. Moon et al. (2023) suggest that rapid worker turnover creates
staffing instability, disrupts co-worker peer relationships, and weakens knowledge
sharing. They further suggest that the loss of experience-based skills affects productivity
(Moon et al., 2023). In the context of the South African economy and its declining
manufacturing sector, it becomes critical to address these issues that affect productivity
within these organisations. Sendze (2023) adds that innovation thrives on diversity, and
hence, if the manufacturing sector is going to survive, women need to be represented in
the industry. Furthermore, Borg et al. (2023) argue that when employees are resilient, it
enables them to remain productive despite adversities, which makes the organisation
more competitive during challenging times. This study aims to better understand the
phenomenon of high turnover of women in manufacturing in SA to contribute to the
reversal of the decline of the sector. It will engage women across different stages of their
careers, and from different organisations and cultural backgrounds, to gain insights into
various career experiences and CR strategies that women engage in to inform retention
strategies (Jogulu & Franken, 2023). It will further seek to identify practical interventions
that can be adopted by these organisations to retain women in manufacturing,

dissuading them from “opting out” of manufacturing (Trzebiatowski et al., 2023).

1.4.2. Academic significance
This study is academically significant as it contributes to the broadening of the theory on
CR. While the construct has been widely researched, its gendered context in male-
dominated organisations remains a gap in the literature. Therefore, this study aims to
contribute to a better understanding of CR from a gendered lens by including the
experiences of women in manufacturing. Additionally, the study will contribute to the call
for a better understanding of the consequences of CR by exploring turnover intentions
as a consequence of CR (Mishra & McDonald, 2017). Its gendered lens will lead to in-

depth insights on how patriarchal legacies persist and influence women’s CR and
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turnover in the workplace. Additionally, the JD-R model assumes that job demands are
universal; however, women in male-dominated industries face unique demands that
challenge their job resources. These unique demands may be underestimated if not
considered in a gendered context. Moreover, job resources may not be equal, which
challenges women's CR. Hence, this study aims to extend the understanding of the JD-
R model to include a gendered perspective. In exploring the consequences of CR, this
research also adds depth, exposing the limitations of the JD-R in circumstances where
job resources fail to buffer against job demands in a gendered context. The research
focuses on the lived experiences of the underrepresented in a critical sector, and hence
its finding has the potential to impact theory and practice associated with CR with

significant contextual relevance.

In conclusion, this study aims to take a step towards a better understanding of women’s
turnover intentions in male-dominated organisations, particularly within the
manufacturing sector, by exploring how women’s CR in overcoming adversity shapes
their decision to stay or leave. Chapter 2 will review the academic literature related to
the constructs of the study and introduce the argument outlining this study’s line of inquiry

before presenting the research questions.



2. Chapter 2: Literature review

2.1. Introduction
This chapter aims to provide a theoretical analysis of the recent research and debate
relating to the constructs of women's CR and turnover intentions, and the dynamic
between them in the context of male-dominated manufacturing organisations, using the
Job Demands-Resources (JD-R) model as the grounding framework. This chapter starts
with a discussion on the context of women’s work environments and its relevance to the
additional job demands it imposes on women’s resources in the form of gendered
adversities. This emphasises the need for this research study in exploring the role of CR
as a personal job resource in overcoming these adversities. This is followed by an
introduction to the JD-R model as the theoretical framework to understand the dynamic
between job demands and job resources. Importantly, women face unique gendered job
demands and unequal job resources in manufacturing organisations, which reinforces
the need to extend the JD-R model to include gendered experiences (O’Brien et al. 2023;
Shivhare, 2025). Thereafter, the literature related to these job demands, in the form of
adversities that are unique to women in male-dominated manufacturing organisations, is
discussed. The literature review then moves on to discuss women's responses to these
adversities using CR as a critical personal job resource, and unpacks the role of

organisational resources in supporting women’s CR.

It is important to note that while literature has explored the construct of CR, an
understanding of its gendered lens is limited and emphasises the need for this research
(Bridges et al., 2023). Additionally, despite increasing emphasis on organisational
resources in the form of diversity, equity, and inclusion (DEI) policies and targets, women
in male-dominated organisations, such as manufacturing, continue to leave the sector
faster than their male counterparts (Gibbons, 2024). Therefore, this chapter also critically
evaluates the dynamic between job demands in the form of gendered adversities and
job resources in the form of women’s CR, supported by organisational resources, with
the intention of understanding the role of CR in shaping their turnover intentions. It
further explores the consequences of this dynamic to understand the circumstances
under which turnover intention is tipped into attrition. The chapter concludes with a
discussion of the insights from the literature review, which were used to formulate the

research questions to follow in Chapter 3.



2.2. Male-dominated organisations: The patriarchy within a gendered
organisation

This research argues that male-dominated organisations are often underpinned by
patriarchal legacies, which create gendered adversities for women (Bridges et al., 2020).
In 1990, Joan Acker introduced the Theory of Gendered Organisations and argued that
organisational processes and practices are inherently gendered, prioritising men in the
workplace (Acker, 1990). Since then, women have made progress in sectors that have
traditionally been reserved for men, such as manufacturing. Despite this progress,
women remain underrepresented in these industries and are faced with several
adversities in the workplace. These adversities, which amplify job demands for women,
stem from patriarchal legacies that have become organisational norms, and from
organisations that favour behaviours, attitudes, and practices that are traditionally
associated with masculinity (Bridges et al., 2020). These adversities are embedded in
the workplace and create gender-based inequalities that favour men (Bridges et al.,
2020; Duarte et al., 2023).

Duarte et al. (2023) argued that gender inequality is a representation of an expression
of patriarchy and further defined patriarchy as a social organisation of systems that follow
a gender-based hierarchy in which men predominantly hold the privilege of power and
where masculinity is the accepted standard. Larsson and Alvinius (2020) added that men
are typically expected to be assertive, authoritative, and dominant, while women are
expected to be warm, helpful, and supportive. These preferences for male characteristics
therefore devalue the soft skills that are essential in supporting inclusion in the
workplace, such as collaboration, empathy, and self-regulation (Mitsea et al., 2021).
Duarte et al. (2023), supported by Khan et al. (2025), further added that patriarchy is
more than just the attitudes and beliefs of individuals, but rather a deeper systemic issue
that perpetuates within organisations and cultural frameworks. This reinforces the
argument that patriarchal norms within a gendered organisation create unique job

demands for women, which in turn shape their turnover intentions (Shivhare, 2025).

Despite the progress made in addressing traditional patriarchal norms within society in
general, Chettri (2023) argued that spatialised patriarchy, in which patriarchal norms are
embedded through control within a workplace, continues to persist within manufacturing
through physical and organisational structures. These systems of patriarchy continue to
perpetuate gendered stereotypes and promote traditional gender roles, which contribute
to the adversities that women need to constantly navigate and overcome to sustain or
progress in their careers (Chettri, 2023; Duarte et al., 2023; Khan et al., 2025; Shivhare,
2025). Additionally, the study by Kinnear and Naidoo (2024) found that job demands in
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the form of work stressors for female manufacturing managers in South African
organisations stemmed from the patriarchal work environment. This study explored this
context further and broadened it to include women with postgraduate qualifications

working in manufacturing organisations, rather than focusing on managers alone.

2.3. Theoretical grounding: The Job Demands-Resource Model
This research will be grounded in the JD-R model as the primary framework and is
complemented by CR theory to deepen the understanding of CR as a dynamic resource.
The JD-R model provides a framework for understanding how work-related demands
and resources shape employee career outcomes, such as turnover intentions (De Vos
et al., 2020; Demerouti et al., 2001; Hartmann et al., 2020). In the context of a male-
dominated manufacturing organisation, women face gendered job demands in the form
of adversities that challenge their career aspirations (Bridges et al., 2020; Duarte et al.,
2023; O’Brien et al., 2023; Shivhare, 2025). Simultaneously, women have lower or
inadequate access to organisational resources that support their careers (Shivhare,
2025). Hence, women need to turn to personal resources to fill the void, making
resilience, particularly CR, a critical personal resource in overcoming these adversities
and job demands (Mishra & McDonald, 2017). CR theory will complement the JD-R
model by providing deeper insights into CR as a personal job resource that supports
women's abilities to adapt, recover, and thrive in their careers despite adversity, and will
be used to explore the conditions of the tipping point at which CR fails to prevent attrition
(Mishra & McDonald, 2017). This approach will extend the JD-R model and CR theory
to include a gendered perspective that considers the unique adversities that women face,
as well as the unequal job resources available to them within South African
manufacturing organisations. This is crucial for informing gender specific retention
strategies and polices that support women’s CR and long-term career sustainability in

the manufacturing sector (Bridges et al., 2020).

2.4. Job demands in male-dominated manufacturing organisations
Patriarchal norms create an environment where gender inequality persists and is evident
in the added job demands they place on women in manufacturing. De Vos et al. (2020)
explained that a career is a progression of work experiences over time. The adversities
experienced by women throughout their careers in manufacturing due to patriarchal
legacies, such as added workload, informal gendered practices, competency bias, and
work-family conflict (WFC), challenge their well-being, leadership aspirations, and career
progression, often leading to high turnover rates (Bishu & Headley, 2020; Bridges et al.,
2020; Duarte et al., 2023; O’Brien et al., 2023; Shivhare, 2025). These insights directly
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address the amplified job demands that women face in manufacturing and are discussed

in further detail in the next sub-sections of the literature review.

2.41. Workload
A significant adversity that women face in manufacturing is the constant trade-off
decisions between career, social, and cultural responsibilities (Bishu & Headley, 2020).
Women are expected to perform both at work and to continue with responsibilities at
home, which creates a dual burden that men do not typically encounter (Kinnear &
Naidoo, 2024). Additionally, O’Brien et al. (2023), supported by Akanji et al. (2024),
argued that women feel the need to overperform to prove their competence and gain
respect in the industry, and hence may work longer hours to outperform their male
counterparts. These expectations of work overload heighten job demands and challenge
women’s CR (Fatima et al., 2024). This is especially true when organisational resources,
such as flexible work arrangements, are also absent (Bishu & Headley, 2020; Borg et
al., 2023). The pressure to succeed adds to job demands and may lead to women
prioritising work over family commitments by working longer hours due to informal norms,
practices, and expectations (O’Brien et al., 2023). The constant trade-offs between work
and family due to workload open the door to additional adversity in the form of WFC.
Additionally, Barber et al. (2023) argued that roles that adhere to a set schedule or
working hours may be less likely to experience always-on expectations after work hours.
This suggests that the contrary may be true and relevant to manufacturing roles that are
typically exposed to a 24-hour operation. Further to this, Lu et al. (2020) argued that
factory-roles experience significantly higher adversities in the form of job stressors, such
as the physical environment and exposure to risks, that affect their mental health.
Therefore, it may be argued that women in factory-based roles face significantly more

adversities that challenge their CR.

2.4.2. Work-Family Conflict
Manufacturing is typically a 24-hour operation. For women who need to balance home
and work commitments, this makes it difficult to be present for the job at all times,
including out-of-contract working hours (Bishu & Headley, 2020). Additionally, Kinnear
and Naidoo (2024) argued that female manufacturing managers in SA experienced a
double shift of balancing work and family responsibilities, which created a burden of high
job demands and led to fatigue and poor well-being, which in turn challenged their
personal resources needed for CR. Inflexible work arrangements add to the burden and
indicate that job resources may be inadequate to balance job demands in the form of
workload and WFC (Shivhare, 2025). In contrast, work-life balance, defined by Noda

(2020) as an attempt to balance work and family life, is an important contributor to
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wellbeing, and therefore supports CR, and is strengthened by the implementation of
work-life balance policies. Allen et al. (2020) added that women in particular feel greater
expectations regarding WFC than their male counterparts due to gender and cultural
expectations. This further emphasises that a lack of supportive organisational policies,
such as flexible hours and time-based interventions, compounds the job demands that
women face in the form of WFC, and suggests that retention strategies should integrate
policies that support a work-life balance (Allen et al., 2020). This argument is confirmed
by the meta-analysis by Allen et al. (2020), which emphasised that working longer hours

likely resulted in WFC and is associated with burnout and turnover intentions.

Additionally, Kulik and Liberman (2022) found that work-family stressors impacted
women’s personal relationships with their partners. Adding a further layer of complexity,
O’Brien et al. (2023) argued that due to underlying informal practises and expectations
of working long hours and presenteeism, women are conflicted in their decision to have
children. Contrary to this thought, a study by Bishu and Headley (2020) highlighted that
89% of women in male-dominated professions had children; however, the demands on
time outside of typical working hours were a big influence on their decision to stay in or
leave the field. These demands included caregiving responsibilities that consumed
personal resources. For example, the typical manufacturing environment operates 24
hours, with shifts that run outside the typical 9:00 AM to 5:00 PM job, this, along with the
informal practices of longer hours and expectations of presenteeism, presented women
with a challenge of balancing professional and personal demands such as finding
childcare that cater to their out of hours needs (O’Brien et al., 2023). This discussion
highlights some of the circumstances under which gender inequality becomes more
pronounced when job demands extend beyond the workplace and compete with
personal responsibilities. This is compounded by the disproportionate share of
household responsibilities that are assigned to women due to societal gender norms
(Bishu & Headley, 2020). It may therefore be argued that women who have family
commitments may be perceived as less flexible or less committed to their roles if they
choose to prioritise family and a work-life balance, which could influence career
decisions, career progression, and ultimately their turnover intentions. Women,
therefore, find themselves in a constant daily negotiation of balancing the double burden
of gendered work and social expectations, which can lead to stress and challenges their
CR (Kinnear & Naidoo, 2024). This discussion adds depth and insight into the gendered

job demands that women face in manufacturing.
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2.4.3. Gendered norms and stereotypes

While WFC illustrates the struggle between professional and personal demands, its
existence is rooted in assumptions that stem from gendered norms and stereotypes.
These assumptions reinforce stereotypes and influence workplace roles, usually to the
disadvantage of women, and create implicit biases that shape perceptions of people
(Chettri, 2023; Duarte et al., 2023; Shivhare, 2025). Furthermore, Galea et al. (2020)
argued that informal gendered institutions in male-dominated sectors challenge women’s
retention and career progression. Additionally, gendered assumptions create a bias that
suggests that certain roles need to be occupied by men or by individuals with masculine
character traits such as the ability to exert dominance over others (Duarte et al., 2023).
This was further supported by Akaniji et al. (2024), who argued that men were perceived
to be better at managerial roles than women. While this study focused on the engineering
sector, its argument is transferable to the South African manufacturing sector. This
presents a challenge to many women who may feel they need to deviate from their
natural traits to conform to the expectations of socialised norms (Shivhare, 2025). On
the other hand, women may be assumed to possess nurturing traits and be expected to
take on the role of collaborator or caregiver within a team, even if this skill is not their
strength (Larsson & Alvinius, 2020).

Additionally, manufacturing jobs are designed to implicitly favour men (Acker, 1990;
Shivhare, 2025). This is evident in the physical environment, for example, PPE (personal
protective equipment) has been designed based on the requirements of males (Janson
et al., 2022). However, Burns et al. (2022) provided a different perspective and argued
that even in female-dominated work environments, specific female needs in the
workplace, such as breastfeeding requirements, were inconsistent. Therefore, it may be
inferred that women’s nuanced physical environmental needs are seen as an individual’s
responsibility rather than a legitimate organisational concern to be addressed.
Furthermore, these male preferences in the workplace may not be written in policy but
rather embedded in organisational norms and expectations that take the form of
additional job demands for women (Shivhare, 2025). These expectations and
stereotypes create workplace adversities that challenge women'’s careers (Bridges et al.,
2020; Shivhare, 2025). Bridges et al. (2023) and Shivhare (2025) highlighted that DEI
policies and targets have been used as a key resource for organisations to address these
gendered stereotypes, improve representation in the workplace, and ultimately support
women’s careers and prevent attrition (Bridges et al., 2023; Shivhare, 2025). This

discussion introduces the role of organisational resources in strengthening CR.
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2.4.4. Cultural norms and expectations
The adversities created by gendered norms and stereotypes do not exist in isolation;
instead, they are compounded by cultural norms that are placed upon women and extend
into the workplace. This argument is supported by Chance (2022), who highlighted that
cultural norms are a unique adversity for women, particularly black female leaders, which
manifests as pressure for women to conform to cultural expectations in the workplace
and perpetuates the practice of questioning their competence. Chance (2022) also
highlighted that, over and above cultural norms, black women also need to overcome
racism. Additionally, Kinnear and Naidoo (2024) argued that cultural and gendered
norms placed a disproportionate amount of responsibility on women of colour in South
African manufacturing organisations to take care of family, and hence created an added
layer of adversity beyond the workplace that challenged their CR. This highlights the
extent to which cultural norms shape women’s turnover intentions, and the critical need
for organisational resources such as flexible work arrangements to balance these
adversities. While these challenges may not be true for all cultures, it reinforces Jogulu
and Franken’s (2023) argument that CR is contextual. Considering the unique diversity
of cultures in SA, cultural adversity adds to the complexity of challenges that women

need to navigate in the manufacturing environment.

2.4.5. Competency bias
The gendered and cultural norms covered in prior subs-sections of this literature review
highlight the stereotypes and expectations about women's roles in the workplace;
however, these norms also influence how women's competence is perceived in male-
dominated industries (O’Brien et al., 2023). Kenny and Donnelly (2020) argued that male
colleagues in a male-dominated sector consider it rare for women to be technically
competent and frequently question the technical expertise of women in these
environments. Turner et al. (2021) agreed with this and added that women respond to
this adversity by working harder to prove their competence. Akaniji et al. (2024) confirm
this discussion and further define working harder to include physical and mental efforts.
Adding to this, Bishu and Headley (2020) argued that women in male-dominated
professions needed to continuously prove their competence to counter stereotypes of

technical capability. However, it may come at a cost of exhaustion and burnout.

This suggests that DEI targets may not address the challenge of turnover in
manufacturing and that simply adding women to manufacturing and leadership roles to
meet a DEI quota does not address the systemic and entrenched gendered and cultural
stereotypes in a male-dominated organisation. O’'Brien et al. (2023) added that quotas

further challenge the credibility of women as they face scepticism about their
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competence, even if they are appropriately qualified for the role. Also, of concern in
relation to quotas is that if women are not adequately skilled or equipped for the role and
fail, it runs the risk of perpetuating the stereotype that women are less capable than men
(O’Brien et al., 2023). Furthermore, Lombard and Cheryan (2024) added that women
often represent symbolic inclusion in the manufacturing space without having substantial
influence. This means they are present but not heard, with times when their work is not
given recognition, and creates a perception of being undervalued, which then reinforces
a constant need to prove their competence (Lombard & Cheryan, 2024). Galea et al.
(2020) further added that the constant need to prove themselves left women feeling
undervalued and that their voice was diminished. This creates a vicious circle in which

they feel a need to prove their competence and yet still feel undervalued.

Beyond gendered, cultural, and societal norms, due to the current under-representation
in the sector, women assume a personal pressure of responsibility as they feel that they
cannot take their presence in the field for granted (Kenny & Donnelly, 2020). However,
this suggests that women experience greater pressure to prove their technical
competence and to outperform their male counterparts (Kenny & Donnelly, 2020).
O’Brien et al. (2023) support this and added that despite their experience, women feel
the need to continuously prove themselves and outperform their male counterparts to
gain respect in the industry. Ahmad et al. (2019) demonstrated through a quantitative
relationship that career competency significantly predicts CR, which in turn predicts
career success. However, it can be inferred that when competence is constantly

challenged, it amplifies job demands and challenges women’s CR.

2.4.6. ldentity conflict
Trzebiatowski et al. (2023) argued that women, especially those in leadership, face a
dilemma in which they are expected to display both warmth, a stereotypically feminine
characteristic, and competence, a stereotypically male characteristic. Kenny and
Donnelly (2020) further added that women were regarded as having good planning skills,
which made them more suited for office housekeeping duties. These stereotypes also
externalise women in the workplace, and worryingly, women who did not want to stand
out felt pressured to assimilate and had to learn to act as females in a male-dominated
environment to fit in (Kenny & Donnelly, 2020). Contrary to this expectation, women are
also pressured to minimise expressions of emotion (Kenny & Donnelly, 2020). Jogulu
and Franken (2023) offered a different perspective in which women in male-dominated
industries were expected to act as “one of the boys” to fit in. Akanji et al. (2024) also
added that gendered role expectations and masculine preferences in male-dominated

Nigerian workplaces create expectations that leadership roles are better suited for men
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and further added that the patriarchal nature of a male-dominated organisation is a
hindrance to women’s career progression. As a result, some women have resorted to
taking on masculine characteristics to overcome this adversity. Therefore, it may be
inferred that women need to spend time managing perceptions of self-presentation and
engaging in negotiating their identity in these settings, in addition to proving their
competence. Additionally, these constant contradictions present women with identity
conflict, which makes it more difficult for them to navigate their careers and can lead to

emotional strain, career stagnation, and potentially attrition (Kenny & Donnelly, 2020).

2.4.7. Sexual harassment and discrimination
A systematic review by Riddle and Heaton (2023) revealed a concerning observation
that sexual harassment of women in the workplace has grown as more women are
introduced into male-dominated industries. The study by Galea et al. (2020) confirms this
and adds that women in construction, a male-dominated industry, experience sexual
harassment as well as sexual discrimination in the workplace. The study adds that these
experiences are due to sexist practises by male managers and peers and include
violation of women’s privacy, sexualised comments on their appearance, and being
assigned administrative tasks that are not aligned with their role (Galea et al., 2020).
Additionally, women in non-traditional gendered roles or in roles that perform the same
work as men are more likely to experience sexual harassment (Riddle & Heaton, 2023).
This highlights that while the majority of women need to deal with underlying gendered
adversities, overt gendered adversities still exist, which challenge women’s CR and

influence their turnover intentions.

In summary, the literature review highlighted that women face several gendered
adversities in manufacturing environments, which amplify job demands and therefore
require job resources to balance and overcome these adversities to progress and thrive
in their careers. As a result, the next section of this literature review explores the job

resources available to women in these environments to support this intent.

2.5. Job resources in male-dominated manufacturing organisations
Demerouti et al. (2001) position, through the JD-R model, that work conditions are
grouped into two categories: job demands and job resources. The previous section of
this literature review established that women face multiple adversities that are unique to
them and amplify job demands. Job resources, therefore, play a key role in buffering
against these adversities and in preventing turnover intentions. The sub-section that

follows explores the job resources available to women in the manufacturing environment.
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2.5.1. Women'’s individual resilience
Hartmann et al. (2020) defined resilience as a dynamic process of the ability to adapt
and overcome significant adversity. Considering the multiple adversities that women face
in male-dominated manufacturing organisations, resilience is fundamental to
understanding how women successfully overcome these adversities (Hartmann et al.,
2020). Additionally, it can be argued that personal development in the area of resilience
is an essential factor in navigating the workplace and preventing turnover intentions
(Bridges et al., 2020). O’Brien et al. (2023) supported this argument and positioned that
women feel the need to develop resilience to support their career, while Kenny and
Donnelly (2020) added that to persist in male-dominated sectors, women have turned to
personal resources such as individual resilience to navigate their careers. Despite the
need to understand resilience and considering the existing theory on the psychological
construct, there is a lack of understanding of how resilience is developed and how it
influences work outcomes (De Vos et al., 2020; Hartmann et al., 2020). This indicates a
need to understand how women develop resilience and how it affects their turnover
intentions as an outcome. Additionally, Hartmann et al. (2020) call for further research
on resilience in the workplace that is based on theory and grounded in empirical evidence
through real-world data. CR extends the concept of individual resilience into the
professional context, and hence, this study addresses this call by using CR theory to
explore the role of CR in manufacturing as a personal resource that extends into the

workplace to act as a job resource, to buffer against job demands (Borg et al., 2023).

2.5.2. Women'’s Career Resilience as a personal job resource
Jogulu and Franken (2023) highlight that a career is a personal journey through which
individuals lean on behaviours, skills, and competencies to build resilience and navigate
adversity. Following the direction of Borg et al. (2023), Hartmann et al. (2020), and
Mishra and McDonald (2017), this study conceptualises resilience as a process. It
focuses specifically on the CR of women within male-dominated manufacturing
organisations to understand how they adapt to adversities in the workplace and its role
in influencing their turnover intentions. CR is defined by London (1983) as an individual's
ability to maintain career progress in a challenging or unsupportive environment. Mishra
and McDonald (2017) added to this by defining CR as a process that can be developed,
and as an individual’s ability to not just maintain career progress, but to persist, adapt,
and thrive despite adversities over time. This positions CR as a critical personal resource
that supports career longevity. However, Borg et al. (2023) argued that although CR is a
valuable individual resource in buffering against job demands, it is not reliant on personal

resources alone. Instead, it is strengthened through organisational support (Borg et al.,
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2023). Jogulu and Franken (2023) further elaborated that CR, particular to the female
workforce, is contextual and shaped by gender norms, organisational structures, family
responsibilities, and available resources. Considering the systemic adversities that
women experience in these organisations, this study argues that the concept of CR
reflects the type of individual resilience that women require to overcome these career
disruptions without derailing their careers. However, it is important to consider that
personal resources alone are insufficient to maintain a career. Therefore, it must be
accompanied by organisational support which creates an environment where women’s
CR is amplified and sustainable (De Vos et al., 2020; Borg et al., 2023; Gregor et al.,
2023). Hence, this study argues that women’s CR needs to move past personal
resources and suggests that CR building needs to be embedded in organisational
practices rather than left solely to women employees. This interaction between personal
resources and organisational resources positions the question of how could CR be
supported through organisational interventions and how could these interventions better

support women's CR to retain them in male-dominated manufacturing organisations.

2.5.3. Career resilience building strategies
While Mishra and McDonald (2017) argued that CR is a process that can be developed,
Xue (2021) argued that resilience-building strategies are largely contingent on the
availability of resources. Jogulu and Franken (2023) and Borg et al. (2023) contributed
to the discussion by adding that women in particular build CR through personal resources
that are strengthened by organisational resources such as professional and social
support systems by leveraging their networks, continuously learning, and balancing
WFC. However, these strategies are different across cultures (Jogulu & Franken, 2023).
This is especially relevant in SA, considering its diverse workforce. In cultures with strong
traditional gender norms and expectations, CR involves strategies that require navigating
restrictions and gender obligations at home and the workplace (Jogulu & Franken, 2023).
In the context of the JD-R model, resilience-building activities strengthen personal
resources and therefore contribute to the overall job resources available to buffer job
demands more effectively. This subsection of the literature review aims to address how
women build CR in manufacturing and sets the foundation for the next section, which

provides insights into how organisations could better support women's CR.

2.5.3.1. Personal network leveraging and mentoring
Bishu and Headley (2020) found that women in male-dominated professions often
leverage internal and external support networks to maintain their careers. Jogulu and
Franken (2023) added that network leveraging includes peer-to-peer collaboration,

knowledge sharing, and seeking support from mentors, in and outside of the workplace,
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and that it has been a key contributor to navigating job demands. Chance (2022) further
added that women'’s resilience through adversity was strengthened by mentorship and
sponsorship, and further argued that females make good mentors due to their relatable

experiences, while male allies make good sponsors due to their position of influence.

Furthermore, psychosocial mentoring, which focuses on the social and emotional well-
being of the mentee, has a direct benefit of improving CR (Borg et al., 2023). This implies
that women need to feel safe enough to be vulnerable with their mentors and aligns with
Tsuei et al. (2019), who argued that mentees need to feel psychologically safe to
facilitate relationship building with their mentors. Additionally, a longitudinal study by
Carter and Youssef-Morgan (2019) highlighted that formal mentoring programs directly
improved personal resources and hence improved employees’ abilities to deal with
adversities. However, despite the benefits of mentoring and networking, Durbin et al.
(2020) and Borg et al. (2023) argued that while mentoring is a critical source of career
support for women in male-dominated organisations, it is scarce, which highlights the
importance of gendered CR in research. Additionally, Jogulu and Franken (2023)
highlighted that access to networking and mentoring outside of the workplace may be
challenging for some women, as certain cultures expect women to stay home to attend
to family responsibilities. As a potential response to this challenge, Durbin et al. (2020)
found that a female-led online mentoring platform provides substantive representation
and makes women more accessible despite being underrepresented in the industry. The
online platform adds the benefit of access without women needing to leave home or the
workplace. O’Brien et al. (2024) added that virtual mentoring was one of the most
successful interventions at providing women with career support, and the online platform
allows female mentors to be accessed globally, reducing the strain on the few women
willing to mentor within an organisation. Furthermore, Hill and Laguado (2019) argued
that male mentors can intentionally create safe environments for female mentees to be
vulnerable, thereby increasing the number of potential mentors and helping reduce the
strain on the few female mentors. The findings by Durbin et al. (2020) show that such
support structures foster CR and buffer the effects of job demands in male-dominated
organisations. Additionally, O’Brien et al. (2024) advocate for organisations to create
networking events for women during work hours to overcome the restrictive networking

imposed on women due to gender obligations at home.

Durbin et al. (2020) defined a mentor as a person who supports a mentee’s career, well-
being, and professional development by giving support based on relevant knowledge
and experiences. O’Brien et al. (2023) highlighted that women often independently

search for this support in navigating their careers, and while some companies offer
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formal mentoring schemes, these are usually reserved for top talent, graduates, or senior
management (Durbin et al., 2020). Therefore, while these programs may offer support
to a few, it leaves majority of women without support. Kenny and Donnelly (2020) added
that women in male-dominated industries are often excluded from activities such as
networking and mentoring, which limits their opportunities to gain informal influence over
decision-making or referent power. Therefore, while O’'Brien et al. (2024) suggest that
mentoring may present as a critical job resource within the JD-R model that provides
women with support in navigating workplace adversities by building their CR, it is clear
that mentoring alone cannot change the systemic patriarchal norms in manufacturing
and must be accompanied by inclusive and equitable policies. Additionally, while
mentoring helps to provide women with access to networks and learning opportunities
that can help in building CR, women still need to take advantage of these opportunities

to leverage continuous learning to strengthen personal resources (Xue, 2021).

2.5.3.2. Continuous learning
CR is defined as a dynamic process, and as such will evolve through experiences and
reflection (Hartmann et al., 2020). This is supported by a study by Xue (2021), which
shared transferable insights on building CR and highlighted that continuous professional
learning and reflection helped to develop resilience and build a reservoir of resources
that could be used later when facing new adversities. This finding indicated that learning
is a critical component of building CR and suggests that formal training programs and
mentoring could be key for women in developing CR in manufacturing (Borg et al., 2023).
Additionally, Fitzpatrick et al. (2023) argued that continued formal professional
development and career planning are key to retention. Further to professional
development, Borg et al. (2023) highlighted that learning from adversity was an important
consideration in building CR. Adding to this, Kinnear and Naidoo (2024) argued that
South African female manufacturing managers used personal resources, such as
journalling and reflection, as a strategy to manage stress. Hence, this suggests that
allowing women the space and time for practicing these personal strategies could
provide them with a vital resource in building CR and therefore strengthen their personal
job resources. Additionally, Bardoel and Drago (2021) argued that resources can be
gained or depleted. When looking at CR as a personal job resource, this implies that
women who protect or attempt to gain more resources are more likely to remain resilient

in their careers.

2.5.3.3. Family support
In addition to networking and continuous development, Gettings and Hall (2024),
McMahon and Abkhezr (2025), and Wan et al. (2024) found that social and family
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support emerged as a key contributor in building resilience, which suggests that CR is
reinforced through social interaction. This is particularly important for women in
manufacturing who are often excluded or isolated in the workplace (Kenny & Donnelly,
2020). It may then be inferred that women in manufacturing rely on family as a supportive
resource when organisational support is inadequate. Additionally, Wan et al. (2024)
argued that supportive husbands were of particular importance to married women. This
was supported by Halinski and Duxbury (2024), who argued that spouses who
contributed at home, through activities such as childcare, offered a key resource in
managing job demands. Therefore, it can be inferred that if this supportive external
structure does not exist or is interrupted, it may challenge women's ability to build or
sustain CR. Therefore, the existence of adversities that are prominent in manufacturing,
such as work overload and an “always on” culture, may lead to women prioritising work
over family commitments, which can thereby reduce the time spent with family and hence
erode family support (O'Brien et al., 2023). This discussion highlights the
interconnectedness of job demands and job resources in manufacturing, and adds

nuanced insight into understanding the factors that support women’s CR.

2.5.4. Organisational support to strengthen CR as a job resource
The strategies covered in prior sub-sections of the literature review focused on individual
strategies to strengthen CR. However, Borg et al. (2023), De Vos et al. (2020), and
Gregor et al. (2023) emphasised that personal resilience alone cannot dissuade turnover
intentions, and it must instead be strengthened by organisational support to create a
supportive work environment (O’Brien et al., 2023). The discussion to follow seeks to
shift the focus of the burden of resilience primarily from women to exploring systemic
organisational supports that create an enabling environment and strengthen CR (O’Brien
et al., 2023). In the context of the JD-R model, this research positions organisational

resources as job resources that support personal resources and strengthen CR.

2.5.41. Diversity, Equity, and Inclusion (DEI) targets and policies
DEI targets and policies have become a key resource to address underrepresentation,
and while O’Brien et al. (2023) acknowledged that organisations have taken steps to
introduce gender equity policies in the workplace, it has also been criticised that there is
a disconnect between these policies and their implementation. Equally important to note
is that although there has been a focus on organisational policies to promote diversity,
there has been little focus on how to support women’s careers and hence their CR
(O’Brien et al., 2023). O’Brien et al. (2024) built on this and added that embedded and

sustainable organisational systems are required for change as opposed to short-term
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diversity programs. This suggests that continuous organisational support is required to

enable women to progress in their careers and hence build CR and increase retention.

Furthermore, Duarte et al. (2023) argued that simply including women in a patriarchal
system will not bring about change but will rather maintain it. This suggests that while
progress is made in improving female representation in manufacturing, the adversities
they face will remain until the underlying systems, structures, and norms that lead to
informal practices are addressed (Shivhare, 2025). Women may be included to improve
DEI numbers; however, they are not empowered to make decisions or are expected to
conform to masculine norms to succeed (Duarte et al., 2023). This may satisfy
organisational targets, but it does not address the adversities that challenge women. This
further supports the argument that there is a disconnect between policy and application
(O’Brien et al., 2023). A reason for these disconnects could be the entrenched gendered
practices, for which there is a gap in understanding the role of these informal practices
and their contribution to retention failures, and hence, this supports the need for this
research (Bridges et al., 2020). Ringblom and Johansson (2020) suggest that when
organisations own the issue of gender equality, they offer training to bring about
knowledge of the issue and to encourage changes in terms of employee attitudes. Safari
and Gekara (2025) added that mandatory training workshops for all employees were
required to drive organisational culture changes, with particular emphasis on
unconscious biases, discrimination, sexism, and gender stereotypes. Safari and Gekara
(2025) further added that training programs aimed at managers were important to
improve their understanding of the implications of their gender biases. This highlights the

importance of gender specific DEI trainings in creating a supportive work environment.

2.5.4.2. Managerial support
The prior sub-section emphasised the need for DEI policies and targets to create a
foundation for equity by bringing focus to representation metrics. However, it also
critically highlighted the need for practical day-to-day interventions that translate policy
into action to prevent policy disconnects. Therefore, managerial support plays a pivotal
role in bridging the gap between policy and action and is crucial in building employee CR
(Borg et al., 2023). This was further supported by Bridges et al. (2022), who argued that
a supportive supervisor created a supportive culture through advocacy and behaviours
such as encouraging inclusion and learning, and hence, facilitated CR building.
Conversely, as managerial support is typically left to the discretion of the manager, a
lack of management support left women feeling unsupported in their careers when
entering a new role, which challenges their CR (O’Brien et al., 2023). This reinforces the

argument that policies alone are not adequate to address systemic and entrenched
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gendered stereotypes; instead, these policies need to be accompanied by advocacy and

leadership role modelling.

2.5.4.3. Advocacy and role modelling
Borg et al. (2023) and Bridges et al. (2022) established that managerial support plays a
key role in supporting women’s CR; however, when manager behaviours fail to advocate
for inclusiveness, it leaves women to face the burden of resilience alone. Consequently,
organisational cultural changes are required to move from a mindset of compliance to
advocacy and to embedded inclusion (Bridges et al., 2022). Therefore, it can be argued
that advocacy needs to start from senior leadership levels and filter throughout the
organisation. However, it is important to recognise that senior management and
leadership teams in manufacturing continue to remain highly male-dominated, with few
women being represented in these roles (Campuzano, 2019; Yanadori et al., 2021).
Campuzano (2019) argued that women are under-represented in leadership because of
gendered stereotypes that shape the organisational culture. In alignment, Yanadori et al.
(2021) added that the underlying cause of underrepresentation at these levels is the
assumption that women do not have the capacity to be effective leaders because of
stereotypical gender roles in which men are expected to be agentic, whereas women are
expected to be gentle and sympathetic. Contrary to this assumption, a study by O’Brien
et al. (2023) highlighted that where organisations have done well in supporting women’s

careers, women were actually represented in leadership roles.

Additionally, women leadership roles serve as role models and a source of motivation
for women persisting through adversity (Bridges et al., 2020). This suggests that
representation of women in leadership positions can positively influence efforts to step-
change a cultural shift for advocacy and inclusion of women (O’Brien et al., 2023).
However, Khan et al. (2025) argued the contrary and pointed out that women may be
included in decision-making forums as token representatives without real power to affect
change. Therefore, it can be inferred that for effective representation of women in
leadership to drive organisational change, they need to be given decision-making power.
Humbert et al. (2019) offered a different perspective and argued that men are seen as
more effective advocates for gender equality. However, the extent of their role in
advocating for change on women’s behalf is limited (Humbert et al., 2019). Additionally,
while it is recognised that organisational culture plays a role in supporting gender
inclusion, it remains unclear as to what, or how, organisational culture needs to change
to effectively address this challenge and remove workplace adversities (Bridges et al.,
2020). Addressing this gap will provide a better understanding of the organisational

support required to strengthen women’s CR.
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2544. Flexible work arrangements
Advocacy and role modelling speak to an organisational culture change; however, its
impact will be superficial if not accompanied by structural changes that address the
adversities that women face. The study by Bishu and Headley (2020) highlighted that
work flexibility was important in retaining women in male-dominated fields, as it improves
work-life balance and reduces burnout. Shifrin and Michel (2022) supported this and
added that flexible work arrangements are becoming increasingly available to employees
and further argued that it is linked to various positive outcomes, such as reduced WFC,
improved role satisfaction, and better employee health. Tsen et al. (2022) further added
that when employees have complete control over their work schedule, it can minimise
employee turnover intentions. Where complete control is not possible, Wang et al. (2019)
argued that non-standard personalised work arrangements negotiated between
employees and line managers, known as idiosyncratic or i-deals, offer an alternative

approach in managing the unique needs of a diverse workforce.

Additionally, supportive policy considerations for women with family responsibilities
helped in creating a work environment that provided tangible resources to support job
demands and hence women’s CR (Bishu & Headley, 2020). However, despite the
introduction of DEI policies, in some organisations, women in manufacturing who used
family-friendly policies to balance work and personal life were perceived negatively due
to the unspoken embedded norms and expectations within these organisations
(Shivhare, 2025). This reinforces the argument that policies alone are insufficient to
address the systemic challenges within a patriarchal system. Instead, a combination of
advocacy, role modelling, and policy implementation is required to drive change and
provide adequate job resources to support job demands (Bishu & Headley, 2020; O’Brien
et al., 2023).

2.5.4.,5. Organisational culture
Bridges et al. (2020) argued that organisational culture plays a role in creating a
supportive work environment that promotes gender inclusion; however, what or how it
needs to change to effectively remove workplace adversities and support CR is unclear.
Additionally, O’Brien et al. (2023) shared that male-dominated organisational cultures
influence leadership behaviours towards practices that marginalise women. In response
to this, Campuzano (2019) suggested that leaders can influence organisational culture
through their behaviour. Furthermore, Campuzano (2019) added that the influence of
women’s leadership in male-dominated organisations can help change the
organisational culture to one of inclusion and empowerment. This discussion is

supported by Bridges et al. (2023), who added that organisations that learn and change
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their behaviours towards a more inclusive organisational culture help to build women’s

CR in male-dominated industries.

Additionally, organisations with a high-power distance culture, in which employees
accept hierarchy and inequality in power distribution, strongly influence turnover
intentions and attrition (Wong & Cheng, 2019). This organisational culture creates a
communication barrier between subordinates and line managers, resulting in employees
failing to express their dissatisfaction or need for support, which in turn affects their
turnover intentions (Pan, 2025; Wong & Cheng, 2019). In manufacturing organisations,
where patriarchal norms infer a high power-distance culture, women may face difficulties
in expressing their need for support in overcoming the several workplace adversities they
face, which may affect their CR and influence their turnover intentions (Chettri, 2023;
Duarte et al.,, 2023). Furthermore, Navarro and Naranjo (2025) argued that factory
organisational cultures prioritise efficiency and competitiveness, and also added that the
organisational culture requires improvement in conditions that strengthen well-being and
retention. Further to this, Naz et al. (2020) emphasised that a supportive work
environment has a positive and significant effect on employee retention, and hence it
can be inferred that it is critical in reducing turnover intentions. This discussion further

reinforces the need to understand the organisational context of women in manufacturing.

In summary, the literature highlighted that CR is a critical personal job resource that helps
women navigate and overcome the adversities they face in manufacturing. However, it
further highlights that CR needs to be supported by organisational job resources to be
effective. In relation to the JD-R model, when job demands exceed job resources, it may
lead to turnover intentions and attrition. As a result, the following sub-sections of this

literature review explore women'’s turnover intentions and the tipping point into attrition.

2.6. Turnover intentions
Turnover intentions have been defined as an employee’s deliberate desire to leave their
job (Park & Min, 2020; Tett & Meyer, 1993). Considering the multiple adversities that
women face in the workplace, they may question whether staying is worth the cost,
weighing job resources against job demands, which may influence their desire to leave.
Therefore, CR must be supported by organisational job resources to provide women with
adequate overall resources to overcome the multiple job demands they face daily in
manufacturing (Borg et al., 2023). Failure to support their CR may lead to imbalances in
job resources, which may shape turnover intentions as job demands outweigh job
resources (Polson, 2020). Bolt et al. (2022) suggested that, due to the significant impact

on business productivity, performance, and cost, turnover intentions have been a widely

25



researched field; however, there is more to be done to examine it as an outcome of the

dynamic between CR and turnover intentions (Bridges et al., 2023).

Despite the mature nature of research on turnover intentions, the theories have had
limited empirical testing using real-world data, which may limit their accuracy in practice
(Bolt et al., 2022). Furthermore, research has not differentiated occupations (Bolt et al.,
2022). This is important as context matters. Women in traditionally male sectors, such
as manufacturing, may have different workplace experiences, which call for different CR
strategies. Additionally, Bolt et al. (2022) found that the dominance of quantitative
research in this field has not allowed for in-depth exploration of the experiences of
turnover intentions. This study will address this gap by exploring the circumstances under
which women feel that CR is insufficient to prevent attrition and will provide qualitative
empirical evidence and insights into what supports women's CR, enabling them to
remain in their roles. Additionally, it is worth noting that it will take the efforts of both men
and women in a sustained manner to change the workplace culture so that the emphasis
can move away from the individual and towards correcting the system, such that CR as
a personal resource is not the sole source of job resources available to buffer against
job demands (Polson, 2020). In the absence of a supportive organisation, women’s CR
is strained, and there may be factors that either push, pull, or anchor women to their

organisations and influence their turnover decisions.

2.6.1. Push factors
Bishu and Headley (2020) argued that while women are allowed into male-dominated
organisations, the opportunities available to them are not always equal. Moreover,
Kinnear and Naidoo (2024) argued that structural problems within the manufacturing
industry could result in women leaving the sector for industries that are more
accommodating to their needs. For instance, women across all levels of the organisation
typically earn significantly less than their male counterparts despite holding similar
qualifications or managing similar responsibilities (Yanadori et al., 2021). In this case,
the pay disparity represents a job demand in the JD-R framework, and the persistence
of underpayment provides insight into the deep-set structural inequalities that shape
women’s intentions to leave their roles, as it erodes their job resources and CR. Hence,
gender pay disparities signal that women's contributions are valued less and act as a
push factor for women to seek more equitable employment. In addition to this, women
may see a lack of career progression as a significant adversity and may look externally
if they feel they are held back in their current organisation (Jogulu & Franken, 2023).
Furthermore, Wiesche et al. (2024) argued that if employees notice peers who exited the

organisation and are succeeding, this may push remaining employees to leave,
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especially if they perceived themselves to hold similar technical capabilities, as it
indicates viable external career opportunities. From this discussion, it can be inferred
that there are internal factors that push women to leave their current organisations for

more job resources or fewer adversities in external organisations or roles.

2.6.2. Pull factors

In contrast to push factors, there may be external pull factors that attract women toward
external organisations or roles. According to O’'Brien et al. (2024), supportive parental
leave was an important policy, especially for mothers, that allowed women to progress
in their careers and to support their CR. Additionally, Sendze (2023) added that a high
level of workplace flexibility and work-life balance is important for women to stay in their
roles. Conversely, Galea et al. (2020) argued that poor parental policies and practises
challenged women'’s retention in a male-dominated sector. It can therefore be argued
that parental policies and flexibility are pull factors, and should an external organisation
offer better parental policies, it may make leaving more attractive, thereby increasing
women’s turnover intentions. This is an important consideration for organisations,
particularly as they consider transitioning from hybrid arrangements to five-day work
weeks after the COVID-19 pandemic.

2.6.3. Retention anchors
Despite the turnover rate of women in manufacturing, those who remain do so
intentionally. Women persist in their careers despite adversities because they feel a deep
sense of purpose, see their presence as transformative, and aim to serve as role models
for future generations of women (Sendze, 2023). This sense of purpose acts as a
personal resource that transcends CR and serves as a retention anchor that keeps them
embedded in the field (Sendze, 2023). Oelberger (2019) added to the discussion and
argued that people who consider their work to be deeply meaningful may experience a
high devotion to work, which allows them to tolerate adversities such as long work hours
and WFC to fulfil their purpose. This implies that when women find purpose in their work,
it may initially act as a retention anchor that prevents turnover intentions and attrition.
However, Oelberger (2019) further argued that tolerating these adversities comes at a
cost of personal resources, and despite their purpose, they may leave because the strain
of these adversities has outweighed their resources. This suggests that while women
may stay in manufacturing, driven by a strong sense of purpose, they may choose to

leave an organisation that does not support their purpose and CR.

Additionally, Sendze (2023) argued that women may stay in an organisation after

considering the tradeoffs they need to make if they decide to leave their job, for example,
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sacrificing benefits such as health plans and job security. This suggests that women may
stay in their roles not because of CR but rather out of necessity. To prevent disruption to
their families’ lives, women also tend to stay in an organisation if the alternative
opportunity requires them to relocate from their community (Sendze, 2023). Mueller-
Gastell and Pedulla (2025) added to the discussion and argued that women with partners
are less likely to seek jobs that require relocation. These factors of financial security and
family commitments that prevent women from relocating act as retention anchors to their

current organisation or roles.

This challenges the assumption that turnover is always a voluntary choice. Instead,
women may stay in manufacturing despite adversities because of a moral obligation or
as a function of circumstances (Sendze, 2023). This suggests that retention is fragile.
Additionally, staying in an organisation while facing high job demands, without adequate
job resources, and a fatigued CR may lead to emotional strain. If burnout, stress, or lack
of career progression weakens this moral obligation or if circumstances change, turnover
intentions may be influenced, and attrition may increase (De Vos et al.,, 2020;
Trzebiatowski et al., 2023). This is particularly dangerous to organisations as they may
misinterpret retention as satisfaction, and without adequate support, they may risk losing
women when job demands outweigh obligation or circumstance (Polson, 2020). This

reinforces the argument that CR alone cannot guarantee retention.

2.7. The dynamic between turnover and career resilience
Caporale-Berkowitz et al. (2022) suggested that building resilience can improve
retention, while Polson (2020) added that resilience is key to the success of women in
male-dominated organisations. Turner et al. (2021) supported this and emphasised that
resilience is mandatory alongside technical competence. This suggests that CR is a
prerequisite to maintaining a career in a male-dominated organisation and reinforces its
role as a critical personal job resource in the JD-R model. However, if job demands
outweigh job resources, women may not stay in their roles (Polson, 2020). This suggests
that, despite being resilient, an individual may still struggle in an unsupportive
environment, whereas a supportive environment may help an individual build resilience
(De Vos et al., 2020). So, while CR may be necessary in overcoming adversities, it may
be insufficient for retention and should be supported with adequate job resources (Jogulu
& Franken, 2023). Therefore, it is equally important to consider that in the absence of
adequate organisational support, the burden of resilience remains primarily on women
in sustaining their careers (O’Brien et al., 2023). This provides a mechanism for tolerance
of inequality and systemic adversities rather than overcoming it, and hence it is equally

important to explore the limits of CR by understanding how it influences turnover
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intentions (Polson, 2020). Furthermore, Gong et al. (2026) offered a different perspective
on the role of CR on turnover intentions and argued that employees may explore external
opportunities as a mechanism to secure long-term career sustainability and hence may
use attrition as a career strategy to maintain career longevity. Therefore, it may be
inferred that turnover may be reframed as a CR strategy, rather than a failure of CR,
which further emphasises the significance of adequate organisational resources in

supporting women’s CR and retention.

Additionally, Gregor et al. (2023) argued that resilience was tested to its limit during the
COVID-19 pandemic and that women in STEM academia demonstrated resilience in
enduring adversity, such as increased workloads. Despite demonstrating resilience,
some participants left their jobs while others were considering leaving, citing a lack of
supportive workplace environments as the key influence in their decision (Gregor et al.,
2023). This provides evidence that CR is shaped by the interaction between the
characteristics of the individual and their environment and is thus influenced by both
individual and organisational resources to sustain a career (Mishra & McDonald, 2017).
This further supports the argument that CR must be supported by organisational job

resources to prevent attrition (Gregor et al., 2023; Kenny & Donnelly, 2020).

It has been asserted that resilience is built over time; hence, it might be expected that
CR will increase with age and years of experience. However, the findings by Turner et
al. (2021) challenged this idea and found no correlation between experience and
resilience. This implies that CR is not automatically built through time in role but rather
through intentional actions. Importantly, prolonged CR may lead to burnout and several
mental health challenges, which further emphasise that resilience alone cannot dissuade
turnover intentions (De Vos et al., 2020; Gregor et al., 2023). Trzebiatowski et al. (2023)
argued that women experience a disproportionate level of burnout due to the need to
regulate their behavior by adapting to gendered expectations in male-dominated
occupations. This implies that if a woman experiences burnout or work-related stress for
a prolonged period without adequate support, it may lead to turnover as their coping
mechanism (De Vos et al.,, 2020; Trzebiatowski et al., 2023). Hence, this further
emphasises that it is equally important to seek insights into what circumstances push

women over the tipping point of turnover intentions to leave, despite having built CR.

2.8. The tipping point of turnover intentions
This research argues that women leave their jobs once job demands outweigh job
resources, which may occur when CR is inadequate to buffer the effects of job stressors

(Polson, 2020). This tipping point, therefore, represents an imbalance of resources and
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may be triggered by repeated exposure to adversities (Bridges et al., 2020). Critically,
this highlights that CR has limitations in buffering job demands and challenges the
assumption that CR ensures retention. Furthermore, if women feel undervalued and
unsupported, they may consider leaving the organisation despite their CR, which
suggests that organisational culture and job resources must improve to prevent attrition.
This insight aligns with the JD-R model in which undervaluation represents a job demand
that drains job resources, limits their success, and shapes their turnover intentions
(Lombard & Cheryan, 2024). This suggests that women leave their jobs as a response
to inadequate job resources, and that manufacturing organisations need systemic
interventions as opposed to just individual CR strategy. Understanding the dynamic
between CR and turnover intentions provides better insight into the limits of CR. The
figure below provides an overview of the structure of the literature review in relation to
the JD-R framework.

Exploring the role of women’s career resilience in their turnover intentions in
South African manufacturing organisations (Overarching RQ)

Job Demands Job Resources Outcomes

Gendered - - .
areer Organisational Career Resilience:
Personal resource

FA resources
S it o

South African manufacturing organisations (Context)

Figure 1: Conceptual framework of the literature review (Author’s own)

2.9. Conclusion of Literature review

In summary, women in male-dominated manufacturing organisations face several
gendered job demands in the form of career adversities, such as workload, WFC, and
gendered stereotypes. Women'’s CR is a critical personal job resource that helps buffer
against these job demands and support career longevity; however, it must be
strengthened through organisational support (Borg et al., 2023). At present, the
introduction of organisational policies has been used as a key organisational job
resource to support women’s CR and address these job demands; however, there is a
disconnect between these policies and their practical application due to embedded
gendered norms in the organisational culture of patriarchal organisations (Bridges et al.,
2023; O’Brien et al., 2023; Shivhare, 2025).

In the absence of adequate tangible organisational support, CR can buffer against these

job demands, but not indefinitely. Thus, there is a need for further qualitative research
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on the consequences of the dynamic between CR and turnover intentions (De Vos et al.,
2020; Gregor et al., 2023; Mishra & McDonald, 2017). Additionally, a gap remains in
understanding women’s CR, particularly in male-dominated organisations and the role it
plays in shaping their turnover decisions (Bridges et al., 2023). These gaps emphasise
the need for this research, which is grounded in the JD-R model, to explore the dynamic
between women’s CR and turnover intentions. Figure 1 represents a theoretical model
of the dynamic between job demand and job resources. It presents job demands in the
form of gendered career adversities, job resources in the form of a combination of CR
as a personal job resource and organisational job resources, and the outcomes of this
dynamic as turnover intentions or attrition. Addressing these gaps will add business
value as it will inform practical and contextualised retention strategies to better address
the phenomenon of the high turnover of women in manufacturing. Additionally, it will
contribute to the body of knowledge by extending CR theory and the JD-R model to

include a gendered lens.

Chapter 3 will outline the research questions that have been developed based on the
literature review, with the aim of providing a deeper understanding of the dynamic
between the job demands that women face in manufacturing and the resources available
to them in the form of CR and organisational support, and ultimately the consequences

of this dynamic on their turnover intentions.
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3. Chapter 3: Research questions

This study seeks to provide qualitative empirical evidence and insights into women's CR
by exploring their lived experiences. It will provide an understanding of their adversities
that amplify job demands and the resources at their disposal in buffering against these
demands. It will explore how CR, as a critical personal job resource, is developed and
supported by organisational job resources. The study will further explore the dynamic
between CR and turnover intentions to provide insight into why women stay in or leave

their roles in the manufacturing sector.

Considering the gaps in the body of knowledge, informed by the literature review in
Chapter 2, the overarching research question is: What role does CR play in women’s
decisions to leave or remain in a South African male-dominated manufacturing
organisation? To answer this question, the study will seek to answer 4 sub-questions

that were formulated based on the literature review.

Sub-question 1: What factors contribute to the adversities of women in a male-
dominated manufacturing organisation?

Sub-question 1 aims to address the job demands component of the JD-R model, in
relation to the overarching research question, by identifying the significant and unique
adversities that women face in male-dominated South African manufacturing
organisations, which amplify job demands and challenge women’s CR (Bridges et al.,
2020; Shivhare, 2025). This sub-question further seeks to gather empirical evidence to
validate the argument by Duarte et al. (2023) on the adversities that women face due to
a patriarchal organisational culture, and is expected to reveal that patriarchal norms
create a working environment that allows for adversities to persist. This sub-question is
significant as it provides insight into the daily experiences of women in manufacturing,
and is expected to unpack the significance of the adversities that women face, which
consequently strains their CR and influences their turnover intentions. Therefore,
understanding these adversities will highlight the job demands that need to be addressed

by organisational resources to reduce the strain on women’s CR and support retention.

Sub-question 2: What factors contribute to the development of career resilience
among women in a male-dominated manufacturing organisation?

Mishra and McDonald (2017) defined CR as a resource that can be developed to support
career longevity. Sub-question 2 expands on the understanding of CR as a personal job
resource and unpacks the strategies that women use to develop their CR in a male-
dominated South African manufacturing organisation. Considering the systemic

adversities that women experience in these organisations, this sub-question contributes
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to the overarching research question by providing a deeper understanding of CR from a
gendered context and positions it as a critical personal job resource within the JD-R

model to buffer against job demands.

Sub Question 3: How could organisations better support women's CR to retain
them in male-dominated manufacturing organisations?

Although women’s CR is a valuable personal job resource in buffering against job
demands, it must be supported by organisational job resources (Borg et al., 2023; Jogulu
& Franken, 2023). Sub-question 3 aims to identify practical contributions for
organisational job resources that strengthen CR and improve retention strategies for

women.

Sub-questions 2 and 3 address the job resources component of the JD-R model from

the perspective of the individual, as well as the organisation.

Sub-question Q4: Under what circumstances do women feel that CR is insufficient
to prevent them from leaving the organisation?

Once job demands exceed job resources, which may occur when CR is inadequate to
buffer the effects of job stresses due to repeated exposure to adversities, women may
consider leaving their roles (Bridges et al., 2020). Sub-question 4 provides insights into
the contextual limits of the JD-R model and unpacks the consequences of circumstances
under which job demands exceed job resources, which may lead to the tipping point of

turnover intention into attrition.

By addressing each sub-question, the research aims at building a layered perspective to
provide greater insight into addressing the overarching research question, thereby
contributing to practical strategies for both women and organisations to support CR and

improve retention in manufacturing.
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4. Chapter 4: Research Methodology and Design
4.1. Introduction

This chapter discusses the research methodology and design used in this study. The
research adopted an interpretivist and qualitative phenomenological approach and was
conducted using an inductive research strategy to gain new insights. A thematic analysis
was used to identify common themes from the data to provide a theoretical explanation
of the real-world phenomenon of high turnover in the manufacturing sector. The data
was collected through semi-structured interviews over Microsoft Teams and face-to-face,
where possible, and controls were implemented to ensure the quality of the data

collected.

4.2. Choice of methodology
The overall purpose of this study was to understand and gain new insights into the
phenomenon of high turnover rates of women in manufacturing. More specifically, the
study explores the lived experiences of women in these organisations to provide a deep
understanding of the adversities that they face and the role of CR in their turnover
intentions. This required an exploratory and qualitative approach as the research sought

to gain new insights related to the phenomenon (Leavy, 2014; Saunders et al., 2016).

Considering that the CR of women and the role it plays in shaping women’s turnover
decisions in male-dominated manufacturing organisations is a gap in knowledge, there
is little existing literature on the topic, and hence, this study sought to draw meaning from
the insights collected. Therefore, it was conducted using an interpretivist approach. It
further adopted an inductive research approach and undertook a phenomenological
research strategy, as it aimed to understand the complex and subjective experiences
and processes of women’s CR that lead to turnover intentions. This is supported by
Creswell (2007), Leavy (2014), and Saunders et al. (2016), who suggest that an
interpretivism philosophy and a phenomenology research strategy are focused on lived
experiences and aim to understand how individuals interpret and subjectively give
meaning to their experiences in their natural setting. Additionally, an inductive approach
enabled the development of theory based on themes that emerged from the collected
data (Leavy, 2014; Thomas, 2006). Furthermore, an inductive approach was appropriate
as the goal was to understand why the phenomenon was happening; and hence, this
approach allowed for flexibility as it made allowance for changes in focus as the research

progressed (Saunders et al., 2016; Thomas, 2006).

Much of the research on CR has relied on quantitative measures (Gettings & Hall, 2024),

which are inadequate in providing insight into lived experiences. Additionally, the
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dominance of quantitative research in the field of turnover intentions has not allowed for
an in-depth exploration of these experiences (Bolt et al., 2022). For this reason, this study
undertook a mono-qualitative approach to explore and gain an in-depth understanding
of the role of women’s CR in shaping turnover intentions in manufacturing organisations.
In addition, this study took on a cross-sectional time horizon to allow for data to be
collected at a particular snapshot in time (Saunders et al., 2016). This approach made
sense for data comparison, as it eliminated time as a variable, and was selected for
practical reasons, as a longitudinal study would surpass the time frame allowed for this

research.

4.3. Population
The population for this study was women who work in or have worked in male-dominated
manufacturing organisations, where women are the minority in operational or leadership
roles. Amirtham and Kumar (2023) provided evidence of the underrepresentation of
women in the manufacturing sector worldwide, due to the adversities they face
individually and in the work environment. Additionally, Huang et al. (2020) found
evidence of significant gender differences in the manufacturing sector. This population
was therefore relevant to this research as women in these environments face significant
adversities, in the form of higher job demands, and, thus, require CR in the absence of
adequate organisational support to sustain their careers. Their insights from personal
experiences allowed for a deeper understanding of the relationship between women’s
CR and the tipping point of attrition in real-world settings. Additionally, it provided an

understanding of how organisational job resources support CR to enhance retention.

4.4. Unit of analysis
This study focused on an individual woman in a male-dominated manufacturing
organisation as the unit of analysis and sought to draw insight from their narratives and
lived experiences. This allowed for a better understanding of the phenomenon of high
turnover rates in these environments by uncovering the factors that shaped women's CR

and their turnover intentions.

4.5. Sampling method and size
This study aimed to gather in-depth insights from women’s experiences of CR in male-
dominated manufacturing organisations. The entirety of the population of women in these
organisations is unknown; hence, a sampling frame was absent (Creswell, 2007;
Saunders & Lewis, 2018). Therefore, this study used a non-probability purposive and
snowball sampling method (Sendze, 2023). This was supported by Leavy (2014) and

Saunders et al (2016), who positioned purposive sampling as a method that allows the
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researcher to select respondents based on judgment and logic that best position one to
answer the research question. Initial participants were reached through the researcher’s
professional network and through LinkedIn. Additionally, a criterion sampling strategy
was used, and exclusion criteria were set ahead of the sampling process to identify
appropriate interview participants (Campbell et al., 2020). Suitability of the candidates
was established by sharing the criteria with potential candidates ahead of the interview
and was confirmed in section A of the interview questionnaire during the interview. In
line with the approach by Jogulu and Franken (2023), snowball sampling was used to
access a broader network of eligible participants by inviting initial participants to refer
peers who met the same criteria, and was used due to the limited number of women in
manufacturing who met the selection criterion. However, considerations were taken to
include a diverse range of participants such that the data represented women in varied

industries, races, roles, and stages of their careers.

The participation criteria were adapted from Sendze (2023) and Gettings and Hall (2024)
and were open to women who graduated, were 18 years or older, and worked in, or had
worked in, a self-identified male-dominated manufacturing organisation. Additionally,
participants were recruited from the South African manufacturing sector based on the
significant adversities they experience in these typically male-dominated environments
(Huang et al., 2020). Kenny and Donnelly (2020) added that when participants were not
restricted to a particular organisation or group, it provided broader and deeper insight
into the gendered structure of the sector; hence, the participation was open to women
working in any manufacturing organisation in South Africa without restriction to a single
organisation. Additionally, women who hold graduate qualifications are more likely to
have higher career expectations (Almukhambetova et al., 2023). Interviewing them
shared a perspective on how expectations matched real experiences of working in the
sector. These manufacturing professionals worked in different roles, across work levels,
to add a rich diversity of context to the research. As this study aimed to gain an in-depth
understanding of women’s experiences, participants were required to have a minimum
of five years of work experience, as it was likely that they would have experienced and
navigated challenges during this period. It also allowed for insight into how CR was

developed and how turnover intention changed over time.

Interviews were conducted until saturation was achieved. Hennink et al. (2017) pointed
out that saturation was a critical principle in defining the sample size of qualitative
research and suggested two approaches to determine data saturation. The first was code
saturation, which was achieved at nine interviews and represented the point at which the

range of core themes could be identified, while the second was meaning saturation,
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whereby an in-depth understanding of the issues was achieved and required 16-24
interviews (Hennink et al., 2017). O’Brien et al. (2023) adopted a sample size of 15 in a
study of women leaders in male-dominated organisations. However, this sample size
was limited based on the number of available women in leadership positions. This study
aims to gain a deep understanding of the phenomenon, and so, the sample size was
extended to 16 in line with the findings from Hennink et al. (2017). However, through
snowball sampling, a sample size of 18 was achieved at meaning saturation. A small
sample size is a strength in qualitative data and is suited to an inductive approach
because when themes arise, they are likely to represent real-world relevance (Saunders
et al., 2016).

4.6. Instrument: Discussion guide
In qualitative research, the researcher is regarded as the measurement instrument
through which the research is conducted (Lofland, 2006). This allowed the researcher to
observe the social aspects of the interview to understand their perceptions, feelings, and
behaviours (Lofland, 2006). Additionally, in a quantitative study that explored the
relationship between resilience and turnover intentions, Wibowo and Paramita (2022)
recommend using in-depth interviews to provide deeper insights into the findings. Taking
the recommendation, for this study, a semi-structured interview guide was used as a
measurement tool to explore and provide an in-depth understanding of women’s
experiences of adversity and CR in a manufacturing organisation and its role in shaping
their turnover intentions (Sendze, 2023). The semi-structured format created a degree
of consistency between interviews and guided the researcher through the interview while
still allowing for flexibility in probing deeper as and when critical themes and angles arose
(Leavy, 2014). The researcher kept track of themes that emerged throughout the
interviews and developed a list of prompts and probes to facilitate the interviews as they
progressed. The interview questions were adapted from literature and designed around
the constructs of the JD-R model and CR theory to align with the research questions.
The nature of this study was exploratory, and as such, the questions were open-ended,
which allowed participants to ask for clarity when required. The questions were also
designed to validate the literature and to gain additional insights into the role of women’s
CR in turnover intentions within male-dominated manufacturing organisations. To test
the appropriateness of the questions and participants’ understanding of them, two pilot
interviews were conducted with women in a manufacturing organisation (Dunwoodie et
al., 2022; Kinnear & Naidoo, 2024). Amendments were made based on the results of the
test pilot to ensure the quality and reliability of future interviews. These amendments

were minor and included clarification of the meaning of adversities to extend to
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challenges or setbacks. Another amendment was to clarify that the adversities and
examples thereof needed to relate to being a female in a male-dominated manufacturing
organisation, such that the responses captured the job demands that were unique to
women in manufacturing. Additionally, Creswell (2013) and Saunders et al. (2016)
suggested that a pilot assists the researcher in learning the skills required to facilitate
the flow of conversation. A key learning revealed that a recap of the discussion after
each question allowed the participant to validate if their experience was correctly
understood and to reduce the risk of ambiguity (Kinnear & Naidoo, 2024). Furthermore,
prompts and probes were found to be useful in guiding the flow of the interview and were

refined as the interviews proceeded.

4.7. Data gathering process
Creswell (2013) and Saunders et al. (2016) suggested that interviews help collect reliable
and valid data that is relevant to the research question, as they help to build personal
rapport and encourage respondents to feel comfortable in sharing sensitive information.
The researcher found that thanking participants for their time and explaining their
contribution to the research at the start of the interview made most candidates more
receptive to sharing insights as they understood the value of their time in adding depth
to the research. For this study, a non-standardised, semi-structured, in-depth interview
strategy was used to collect data that may be considered sensitive, as they pertain to
individual experiences in professional organisations (Creswell, 2007; Saunders et al.,
2016). Before the interviews, participants were provided with a consent form, which was
approved by the ethics board (Sendze, 2023). Sixteen participants were interviewed via
video using Microsoft Teams, while two candidates preferred face-to-face interviews,
which were recorded using Microsoft Teams (Gettings & Hall, 2024; Kenny & Donnelly,
2020). The face-to-face interviews allowed for personal contact and enabled the
researcher to easily collect data from non-verbal cues (Creswell, 2007; Saunders et al.,
2016). The interviews were conducted in quiet rooms at the participant’s availability, to
minimise distractions and produce high-quality video recordings, and all interviews were
conducted in English, which is one of the official languages of South Africa (Akanji et al.,
2024). The semi-structured in-depth interviews allowed for a deep understanding of the
adversities that women experience in manufacturing organisations and how CR helped
them navigate their careers through their narratives (Leavy, 2014; Saunders et al., 2016).
Saunders et al. (2016) further added that these experiences may vary between
interviews, while Leavy (2014) added that the use of semi-structured in-depth interviews
would allow the researcher the flexibility to probe deeper as and when critical themes

and angles arise.
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The interview guide was shared with participants ahead of the interview, and the
researcher provided an overview of the context of the research at the start of the
interview, which helped to focus the discussion (Sendze, 2023). Considering the nature
of the research as exploratory, semi-structured interviews also enabled the researcher
to reorder, omit, or add questions based on the specific organisational context to add
significance and depth to the data collected (Saunders et al., 2016). This flexibility,
provided by semi-structured interviews, was important in understanding the subjective

and complex insights relating to CR and turnover intentions.

The duration of the interview was established and articulated at the start of each
interview and was set up at a time that was convenient for the participant and when the
interviewee was least under pressure (Saunders et al., 2016). The interviews sought to
explore themes; hence, Saunders et al. (2016) suggested an interview duration of 60
minutes to allow for sufficient time to probe for deeper insights, which was supported by
Shivhare (2025), who used qualitative semi-structured in-depth interviews that averaged
between 35 and 90 minutes. This study adopted a 60-minute interview duration, which
typically ran between 50 and 60 minutes in all 18 interviews. Throughout the interview,
prompts and probes were used to encourage participants to elaborate on their responses
and to further describe their lived experiences (Sendze, 2023). The interview questions
were designed such that the participants could express their experiences in their own
words, rather than imposing or applying the existence of constructs and relationships

presented in the literature review (Kenny & Donnelly, 2020).

4.8. Analysis approach
Qualitative data consists of non-numeric data that needs to be analysed to extract
meaning and to develop a theory through the classification of the data into categories
(Saunders et al., 2016). For this study, Microsoft Teams interviews were video recorded,
while face-to-face interviews were audio recorded (Creswell, 2007; Saunders et al.,
2016). These recordings were transcribed exactly and as soon as possible after the
interviews were collected to detect emerging themes as the research progressed
(Sendze, 2023). Special attention was given to maintaining the anonymity of the
interviewees and their workplaces, and in doing so, they were assigned pseudonyms
such as P1, P2, P3 and so forth (Akanji et al., 2024). Field notes were also taken to
interpret the tone and non-verbal cues in the interview (Saunders et al., 2016; Sendze,
2023). Transcriptions were stored electronically and backed up to prevent loss of data.
The data collected will be retained for 10 years in accordance with the ethical guidelines

of GIBS and will be permanently deleted once this period lapses.
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This study used an inductive approach in which data was collected and analysed to
explore the themes and theories that arose from the process (Leavy, 2014; Saunders et
al., 2016). A thematic analysis was applied to systematically identify, analyse, and
categorise data into themes (Braun & Clarke, 2006), and Atlas Tl was used for the
analysis to enhance reliability. A six-step thematic analysis as outlined by Braun and
Clarke (2006) was applied to generate codes and group them into themes that captured
important information related to the research question. Firstly, the transcribed data were
read and re-read in an active manner to note initial meanings and patterns (Braun &
Clarke, 2006). The next steps moved on to formal coding of the data, in which interesting
aspects of the data were identified, before grouping the codes into sub-themes and
overarching themes (Braun & Clarke, 2006). Steps four and five involved refining the
themes to develop a satisfactory thematic map detailing how the themes fit together and
the message they relay about the data, before naming them concisely to enhance clarity
(Braun & Clarke, 2006). Lastly, step six was to relay the findings of the data based on
the themes, which are supported with quotes (Braun & Clarke, 2006). Variations in
responses were noted to improve the validity of the findings. Additionally, Braun and
Clarke (2006) positioned that the criticality of a theme may not be dependent on
quantifiable measures but rather on its relevance to the research question. The
application of a thematic analysis ensured an in-depth understanding of the themes
related to women’s CR and turnover intentions in male-dominated manufacturing
organisations, to align with the research question. Additionally, the researcher herself
was a female manufacturing operations manager who met the sample criteria and had
personal experiences of gendered adversities; hence, she was aware that the process
of data analysis may be prone to bias (Kinnear & Naidoo, 2024). To address this, she
aimed to identify these biases and monitor her personal emotions during the process of
data interpretation by writing up key points of interpretation after each interview (Kinnear
& Naidoo, 2024). Figure 2 is a visual representation of the six-step methodology that was

followed when undertaking the thematic analysis.
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Figure 2: Six-step thematic analysis (Braun & Clarke, 2006)
4.9. Quality controls

Ensuring quality and rigour in qualitative research is critical for the reliability and
credibility of the research findings. Reliability, bias, and validity are issues that may arise
related to data quality when using semi-structured interviews in qualitative research
(Saunders et al., 2016). The semi-structured nature of the interviews may lead to
challenges in reliability as the questions have not been standardised; however, it must
be considered that the research is conducted at a point in time to reflect the real-world
situation and is not intended to be repeatable (Marshall & Rossman, 2016). Creswell
(2013) and Saunders et al. (2016) added that non-standardised interviews are designed
to allow for flexibility; hence, replication is not realistic. However, for this reason, greater
rigour is needed in the research process, requiring documentation of the research
design, methodology, and data collection in detail (Saunders et al., 2016). Additionally,
in reflection of the researcher’s social position as an Indian female and professional
position as a manager within the manufacturing field, the researcher took care to prevent
bias during the analysis and interpretation of the data to prevent the data from being
compromised (Creswell, 2013). Furthermore, considering the researcher’s current role
in manufacturing and her personal experiences of gendered adversities, interviewer bias
may stem from the interviewer’s tone and non-verbal cues, which could create bias in
the response from the interviewee (Kinnear & Naidoo, 2024; Saunders et al., 2016).
Therefore, the interviewer was aware of their approach to questioning and their
behaviour throughout the interview to reduce this risk by phrasing questions clearly,

concisely, and with a neutral tone, while avoiding leading questions that may introduce
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bias on the part of the researcher (Saunders et al., 2016). Furthermore, non-verbal
gestures, an open posture, and neutral responses were used when engaging the
interviewee to avoid introducing bias. Additionally, the researcher aimed to interview
participants of differing backgrounds to further mitigate researcher bias. Validity and
reliability concerns related to response bias, which stems from a lack of trust between
the interviewer and interviewee, were guarded against by sharing a Participant Pre-
Information sheet ahead of the interview, outlining key facts about the nature of the
research and the use of the data collected (Saunders et al., 2016). This aimed to reduce
anxiety and build credibility ahead of the interview. Additionally, sensitive questions
related to turnover intentions were left to the end of the interview, leaving more time to

build rapport and trust between interviewer and interviewee (Saunders et al., 2016).

In summary, two pilot interviews were used to test the instrument prior to data gathering,
and meaning saturation was used as a quality control measure. The pilot interviews
ensured an effective interview process (Dunwoodie et al., 2022), while saturation
confirmed that the depth of the data collected was adequate (Hennink et al., 2017). Data
collection concluded after the 18" interview when no additional themes emerged, even
after probing (Sendze, 2023). Interviews were 60 minutes long and were set up at a time
that was convenient for the interviewee to ensure that participation is not onerous, but
equally that the interview duration was substantive enough to gather meaningful data.
These quality control measures allowed for the collection of credible and reliable data.
Figure 3 below represents an adapted illustration of the research onion model by
Saunders and Lewis (2016) and outlines the planning process used for this research,

while Figure 4 summarises the research methodology.

Research
philosophy:
Phenomenology,

Data collection and analysis Time horizon: '\ Research strategy:\ Methodological | Research
techniques: Semi structures interviews | Cross sectional /' Semi-structured /' choice: Mono / approach:
Thematic analysis Qualitative Inductive

interviews

Figure 3: Graphical representation of the planning process using the research onion

model (adapted from Saunders and Lewis, 2016)
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Technique

Semi-structured interview

Type of data

Primary

Population

Women who work in, or have worked in, manufacturing organisations

Unit of analysis

An individual woman in a male-dominated manufacturing organisation

Sample size A ——

T tawomen
Instrument ———
Sampling A ——
Analysis A ——

Thematic

Figure 4: Overview of the research methodology

4.10. Ethical clearance
As this research required human participation, approval was first obtained from the
Ethics Review Committee of the Gordon Institute of Business Science (GIBS) before
commencing with the interviews (Borg et al., 2023; Kinnear & Naidoo, 2024). The
consent form for voluntary participation is presented in Appendix A and was shared with

each participant prior to the interview for signing (Akaniji et al., 2024).

4.11. Limitations

A phenomenological qualitative research methodology using semi-structured interviews
allowed for the collection of rich, in-depth data; however, a significant limitation of the
approach was its subjectivity (Creswell, 2007; Saunders et al., 2016). The value of the
research was in the retelling of women’s lived experiences of CR in male-dominated
manufacturing organisations. These narratives may have been subject to recency bias,
in which the most recent experiences were recalled better (Cakici & Zaremba, 2023).
Sampling also presented as a limitation, as women in manufacturing environments
remain a minority and limit the availability of willing participants (Amirtham & Kumar,
2023).

Another limitation was the small sample size of the study, which focused on depth rather
than breadth. Hennink et al. (2017) considered between 16 and 24 to be a sound sample

size for a qualitative study to yield meaningful results, and the research intended to
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ensure that this sample size was attained. Another limitation was that the inexperience
of the researcher could have limited the depth and quality of the insights (Braun & Clarke,
2006).

This study focused on the experiences of women in South African male-dominated
manufacturing organisations. As a result, this study was sector-focused and does not
capture the insights of women in other sectors that may experience CR and turnover
intentions differently due to varying organisational environments. This limits the
generalisability of the research findings across all male-dominated organisations.
Furthermore, the participants of this study were limited to women who hold a graduate
qualification and had five years or more of work experience. This meant that the
experiences captured in this study may not be representative of women in the early
stages of their careers or of those who are less formally educated. Additionally, De Vos
et al. (2020) suggested that a sustainable career is influenced across three dimensions:
the individual, context, and time. This study explores aspects of the individual and their
context, but was limited by a cross-sectional time horizon and may not be fully

representative of an individual’s CR fluctuations over the duration of their full career.

Despite these limitations, the study offers critical contributions and valuable insights from
a gendered perspective to the theory on CR and turnover intentions within the
manufacturing sector, which establishes a baseline for future work that could address

the highlighted constraints.
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5. Chapter 5: Presentation of Results

5.1. Introduction
This chapter presents the findings of the study based on the research questions outlined
in Chapter 3. The interview questions were mapped to each sub-question derived from
the literature review. The findings were then analysed using the thematic analysis
approach as outlined in Chapter 4 to generate codes, which were grouped into key
themes that emerged from the research interviews. Thereafter, the themes are presented
and will be used to discuss the findings in Chapter 6. The thematic analysis generated
11 themes, 36 sub-themes, and a total of 91 unique codes from 18 interviews (See
Appendix C for details of codes generated). The emergent themes linked to each sub-
question are presented and explored in the subsections to follow. A sample description
is first presented to provide context for the results and to validate compliance with the

selection criteria.

5.2. Justification of a thematic analysis approach
Braun and Clarke (2006) argued that thematic analysis should be considered as a
foundational method for approaching qualitative research, as its flexibility allows the
development of themes from the data, rather than forcing the data to fit predetermined
themes. This study aims to provide a rich understanding of the adversities that women
navigate in manufacturing and the role of CR in overcoming these adversities to influence
turnover intentions and prevent attrition. Therefore, a thematic analysis approach was
selected whereby the researcher could identify themes from the narratives of participants
(Creswell, 2007). Beyond flexibility, a thematic analysis aligns with the interpretivist and
qualitative phenomenological approaches to understand the nuanced, subjective lived
experiences of women in manufacturing environments, providing new insights into the
research phenomenon (Sendze, 2023). The step-by-step approach undertaken during
the analysis is detailed in Chapter 4. The thematic analysis was critical in addressing the
research questions as it allowed themes to develop naturally from participants’
responses. Each theme that emerged was mapped against a research sub-question to

answer the overarching research question.

5.3. Sample description
Table 1 presents the summary data for the 18 interviewed participants. The identities of
the participants have been kept anonymous and have thus been assigned a participant
label to protect their identity, while pseudonyms were used to replace company names
to eliminate any identifiable markers in the transcriptions. The researcher sought to
explore the lived experiences of job demands, job resources, and the dynamic between

the two constructs in shaping the turnover intentions of women in South African
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manufacturing organisations. Participants were identified, based on the defined sample
criterion, by using purposive and snowball sampling. Two of the 18 interviews were

conducted face-to-face, while the remaining 16 were conducted using Microsoft Teams.

The sample consisted of participants with a diverse range of professions in different
segments and functions of manufacturing to ensure a deep understanding of the
experiences of women across the manufacturing sector. These industry segments
included automotive and fast-moving consumer goods (FMCG), while manufacturing
functions included operations, production planning, warehousing, and quality control. It
is important to note that 16 of the 18 participants had more than 10 years of experience
working in the manufacturing sector, with participants 6 and 11 representing 33 and 47
years of experience, respectively. This indicates that these interviews provided rich
insights into the adversities faced and the development of CR over time. All participants
met the sample criterion with over 5 years of experience in a self-identified male-
dominated manufacturing organisation in SA, and all held a postgraduate qualification.
Table 1 presents a summary of the participants’ demographics and provides insight into
their turnover intentions in their current roles and the factors that influence these
intentions. Notably, 7 of the 18 participants indicated an intention to leave. This
represents 39% of the sample population and is in line with the industry turnover rate
range of 40% to 50% after five to seven years in the workforce (Gibbons, 2024). This
emphasises the critical significance of this study in determining practical measures that

can support women’s CR to mitigate turnover intentions and prevent attrition.

Considering that the nature of the topic is sensitive and that some of the questions
invoked an emotional response, the researcher had to pay particular attention to
participants’ responses and non-verbal cues to detect and make minor adjustments to
the line of questioning while being careful not to break the trust and rapport developed

through the interview with the participant.

Table 1: Summary of research interview participants
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P1 Planning site Manufacturing 12 Degree: Electrical African Stay Supportive line
lead : Planning engineering manager
P2 World Class Manufacturing 19 Degree: White Stay Supported by the
Manufacturing : Continuous Operations organisation
lead (WCM) improvement Management
P3 Warehouse Manufacturing 17 National diploma: African Stay She needs financial
specialist : Operations Commercial stability and is
Administration supported by the

organisation
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P4

P5

P6

P7

P8

P9

P10

P11

P12

P13

P14

P15

P16

P17

P18

Maintenance
technician

Quality engineer

Manufacturing
Director

Safety, health
and
environmental
manager

Senior
technology
specialist

Transformation
engineer

Global
technology
manager

Market
collaboration
planner
Transformation
manager

Production
manager

Consultant

Management
consultant

Project Engineer

Chief operating

officer

Brand manager

Manufacturing
: Engineering

Manufacturing
: Quality

Manufacturing
: Operations

Manufacturing
: Safety,
health and
environment

Services
Banking

Manufacturing
: Engineering
Manufacturing
: Engineering
Manufacturing
: Planning

Manufacturing
: Projects

Manufacturing
: Operations

Services:
Consulting

Services:
Consulting

Manufacturing
: Projects

Services:
Technology

Services:
Marketing

5.4. Data saturation

33

55

11,5

National diploma:
Electrical and
mechanical
engineering

Master’s Degree:
Chemical
engineering, MBA
(in progress)
Degree:
Mechanical and
chemical
engineering

Degree:
Environmental
Science, Honours
Degree: Biological
Science, Master’'s
degree:
Environmental
Science (in
progress)

Degree: Chemical
Engineering, MBA

Master’s degree:
Chemical
Engineering
Degree:
Mechanical

engineering, GCC,

MBA

Degree: Applied
Maths and Pure
Chemistry
Master’s degree:
Chemical
engineering
Degree:
Mechatronics
engineering
Degree:
Mechanical
engineering,
PGDip

Degree: Chemical
Engineering, MBA

Degree:
Mechanical
Engineering,
Master’s degree:
Project
management (in
progress)
Degree: Supply
chain and
operations

management, MBA

Degree: Chemical
engineering, MBA

African

African

African

Indian

Indian

Indian

Indian

Indian

Coloure
d

African

Indian

African

Indian

African

White

Leave, but
stay in the
current
organisation

Stay

Leave

Stay

Stay

Stay

Leave

Leave

Leave

Stay

Leave

Stay

Stay

Leave

Stay

Growth — Her purpose
has been achieved, but
she cannot relocate
and has family
obligations

Renewed CR after
leaving the previous
company

To serve her purpose
to bring about a bigger
transformation for
women in
manufacturing
Committed to bringing
about change in her
current organisation

Left manufacturing.
She now experiences
fewer adversities in the
new company

Growth opportunities
have been provided

Career stagnation,
seeking more
organisational support

Career stagnation

Unsupportive
patriarchal organisation

Supported by senior
leadership with a clear
career path

To serve her purpose
to bring about a bigger
transformation for
women in
manufacturing

Already left her
previous organisation 3
months ago and is now
happy with the growth
in the new organisation
Supported by the
organisation

To serve her purpose
to bring about a bigger
transformation for
women in
manufacturing

Left manufacturing.
She now experiences
fewer adversities in the
new company

Following the guideline of Creswell (2007), data was gathered until each theme was

saturated and no new information adding to the understanding of the theme was found.

This point was reached after the eighteenth interview when no new codes were detected.

Figure 5 below shows that no new codes were obtained during the last three interviews.
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Figure 5: Thematic saturation

5.5. Suitability of sample
The suitability of the sample is critical in building credibility and reliability of the data
collected. In this study, non-probability purposive sampling was used to select 18 women
who have experience working in male-dominated South African manufacturing
organisations. To understand the lived experiences of the adversities that amplify job
demands for women working in these organisations, questions four and five prompted
interview participants to describe the adversities they faced and to share examples of
experiences when adversities or the organisational culture felt difficult to deal with. These
questions explored whether women still experience adversities in manufacturing and
prompted a depth of understanding of those experiences. Every participant interviewed
shared a narrative of a lived experience of a gendered adversity, with some providing
deeply personal experiences, highlighting that there are still significant adversities
unique to women in these environments that amplify job demands. Additionally, to
understand how these participants have reflected on CR or turnover decisions, interview
questions six to eleven asked participants to share their understanding and experiences
of building CR to overcome these adversities, while questions twelve to fourteen
explored their turnover intentions. Women'’s responses related to CR demonstrate that
most women have given thought to CR. Additionally, the questions related to turnover
intentions showed that women have considered either staying in or leaving their
organisations, and in some instances, participants have also shared circumstances
under which CR was insufficient in retaining them and tipped them over the point of
turnover intention. This confirms that these participants would be able to contribute to

this research topic.

The extracts related to the above are summarised in Tables 6, 7, and 8 of Appendix B

and confirm that interview participants have experienced gendered adversities in the
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manufacturing environment, have demonstrated CR in their career journey, and have
reflected on turnover decisions. It is important to note the vulnerability and honesty with
which participants shared their lived experiences of adversities, citing experiences of
humiliation, violence, and sexual harassment. They have also acknowledged the
emotional difficulty in revisiting these experiences. This reflects the trust established

during the interviews and the importance of the topic to the participants.

5.6. Presentation of results
Women remain under-represented in manufacturing organisations and continue to face
unique gendered adversities in the workplace, which amplify job demands (Bridges et
al., 2020; World Economic Forum, 2025). Inadequate job resources to balance job
demands lead to turnover intentions and, at times, attrition (Bridges et al., 2020. The
research questions sought to provide qualitative empirical evidence and insights into
women's CR and to provide an understanding of the adversities that amplify job demands
and the resources at their disposal in buffering against these demands. It further aimed
to explore how CR is developed and supported by organisational resources, and the
tipping point of when CR is insufficient to prevent attrition. This section presents the
results from the thematic analysis with the data clustered around the research questions

and categorised by emergent themes.

5.6.1. Results for sub-question 1
Sub-question 1 aimed to identify the adversities that women face in manufacturing.
Participants were asked questions to allow them to freely express their narratives of the
challenges they faced in their careers. To answer this question, interview questions four
and five prompted women to share insights on their experiences and examples of
adversities they faced in the workplace. Participants were open to interpreting the
questions freely, allowing them to focus on what they thought were most pertinent to the
topic, and were encouraged to ask for clarity if needed. The responses generated
findings that were rich in insights into the factors that contributed to the contextual
adversities that women face in the workplace. Some of which were sensitive and
emotional for the participant to relive, and were hence approached with empathy by the
researcher. To encourage trust and vulnerability with the participant, the researcher did
not disclose her position within her manufacturing organisation to prevent a power
imbalance created through hierarchy and avoided leading questions to allow the
participants to express their own thoughts (Creswell, 2007). Additionally, the researcher
avoided interrupting the participants and used icebreakers to break any emotional

tension (Creswell, 2007).
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Table 2: Summary of emergent themes related to sub-question 1

Research Sub Q1: What factors contribute to the adversities of women in
Question a male-dominated manufacturing organisation?

(0] hi
ViLa;:] el ng Theme Sub-Theme

1.1.  Patriarchal organisational culture

1.2.  Exclusionary physical
environment

1.3.  Hidden power dynamics

1. Structural and 1.4.  Gendered norms and stereotypes
cultural 1.5.  Cultural norms and expectations
barriers 1.6. Competence bias

1.7.  Intersection of competence and
Job demands race
in the form of 1.8.  Lack of voice and undervalued
Gendered 1.9. _ Lack of representation
adversities 2. Workplace 2.1.  Workload
demands 2.2. ldentity conflict

3. Systomic 3T Gomeor omgaton s
inequalities 2. gnation and limite

growth

4. WFC 41. Family oingati_or_1_s_and gendered

home responsibilities

5. Harassment 5.1.  Physical violence and sexual
and violence harassment

An overview of the results related to sub-question 1 is provided in Table 2 and is
categorised by themes that emerged from the data. The results showed that all
participants still experience gendered adversities in manufacturing that amplify job
demands. However, some participants experienced significantly more adversity than
others. These adversities were categorised into five themes. Additionally, the data
revealed that the adversities experienced in operational or factory-based roles typically

exceeded those of corporate roles in manufacturing.

Theme 1: Structural and cultural barriers

When asked to describe the adversities they experienced, most participants narrated
adversities related to deeply entrenched structural and cultural barriers that shaped their
daily experiences in the workplace. This theme highlights that these were not isolated
instances, but rather systemic issues that perpetuated inequality and undermined
women’s competence. Factors that contributed to this adversity included a patriarchal
organisational culture, exclusionary physical environment, hidden power dynamics,

gendered norms and stereotypes, cultural norms and stereotypes, competence bias, the
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intersection of competence and race, a lack of voice, and a lack of female representation

in leadership.

1.1: Patriarchal organisational culture

Patriarchal norms continue to perpetuate within the male-dominated manufacturing
space. A significant number of participants shared experiences in which males were
assumed to be more technically competent. Additionally, they explained that some
organisational cultures favour males and have an expectation of gendered roles, which
were defined as roles that were reserved for men, because males were assumed to be
better suited for specific roles or for leadership. The results found that these assumptions
lead to women being “denied certain roles” and passed over for leadership roles despite

their qualifications or career experience.

P17 (African): “You are denied certain roles because you do not fit the
description...certain tasks are known that they are for females and certain tasks are
known that they are for males, and those things don't change because they are

systematic pillars that drive how that organisation operates.”

Furthermore, several participants agreed that, in these organisational cultures, the
expression of emotion is often seen as unprofessional or as a weakness that can be

used against them in the future.

P4 (African): “It's something that would be used in the future as some sort of

ammunition.”

P15 (African): “My boss... he pulled me aside. He's like ‘Look, | feel like you were very

emotional in that meeting. You were too emotional, and you can't lead like that."”

Additionally, many participants explained they are at times isolated and excluded in the
workplace, and went on to describe accounts of informal male networks through the
“boys club” dynamics that continue to exclude them from informal decision-making
forums. Aside from informal networks, participants shared that exclusion also presented

as behaviours at work that undermined their authority or made them feel out of place.

P6 (African): “...being ignored, where they go directly to your team and give them

instructions, and you're not included. So, it was exclusion, pure exclusion.”

P17 (African): “Over the weekends, the cycling, running at Country Club, the golf. So, |
have learned over time that that's where actual discussions are happening, and in the

work environment, we are just there showing up to clock in for our 9:00 to 5:00.”
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1.2.: Exclusionary physical environment

Women’s experiences of patriarchal organisational culture show there is a perpetuated
historical foundation for gender bias in manufacturing. However, some participants also
shared insights into how this culture manifests in the physical environment where
facilities and tools have been created and designed for men, ignoring women’s needs.
This creates further exclusion for women in manufacturing. Most participants in corporate
roles did not raise concerns with their environment; however, some women recalled
experiences of environmental exclusion in the workplace when they were in factory-

based roles.

P6 (African): “In industry as well, there was no feminine uniforms, no ablutions for

females, you know, wearing PPE that was just predominantly only for males.”

However, the exclusion did not seem intentional but rather overlooked. This was
highlighted when a participant, who shared an experience of an exclusionary physical
environment in the factory as a new mother, also shared that her colleagues created a

psychologically safe environment that celebrated her as a mother-to-be.

P14 (Indian): “When I fell pregnant with both my kids, my organisation didn‘'t know how
to deal with me.... When | came back to work, a simple thing like having a room to
express milk in was not available. Then | had to make the difficult decision to say, okay,
well, I've got to put my child on formula...It just shows that it's like society wasn't ready

for women in engineering. Society wasn't ready for women to come into the factory.”

P14 (Indian): “They were lovely, and they had a baby shower and all of these wonderful
things.”

1.3.: Hidden power dynamics
Participants shared that within a patriarchal organisation, at an individual level, men often
resorted to displays of power to assert dominance and reinforce their hierarchy in the

organisation. This manifested in both subtle ways and public displays of humiliation.

P4 (African): “I'm in a good environment working for a good company, but there's also
this thing where the people are actually the ones who are making life a bit difficult or

making it difficult for you to grow.”

P11 (Indian): “As soon as you talk to them, they're going to bark and not talk back.”
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P17: (African): “The whole passage of the office was like, what is going on, because now
it was more sort of a child and parent interaction, where now you are shouting, and | felt

so disrespected. | did not have any words to respond because | was just so humiliated."

1.4.: Gendered norms and stereotypes

The narratives of the lived experiences of women highlight that explicit gender
discrimination is rare. However, implicit bias still commonly exists and challenges
women's CR through gendered expectations. This leaves women still finding themselves
boxed into roles that are stereotypically expected of women and leaves their competence

questioned.

P6 (Indian): “By default, get the clerical type of jobs, even though we have the technical

skill and abilities to contribute to that discussion.”

P14 (Indian): “The director had walked through the office... he asked me to make him a
cup of tea. So, | laughed because it’s not something I've ever done for anybody in a
workplace... And then later on, | had one of the senior managers come up to me saying,

‘Why didn't you make his tea?’... He was quite upset that you didn't make him tea.”

1.5: Cultural norms and expectations

A significant number of participants expressed that, beyond gender norms, traditional
cultural norms also carried into the workplace, compounding the adversities that women
need to navigate. These norms assumed that men hold more power and respect than
women. Critically, these cultural norms are more prominent for African and Indian

women. Additionally, they are typically imposed by African men.

P7 (Indian): “There's also a cultural element to it. So African males in the manufacturing
industry will not, or have this cultural element, that they will not be able to take instruction

from a female, much less an Indian female, so that also plays a role.”

P9 (Indian): “Some of the elderly African gentlemen, because of their culture, I've
generally felt that there's certain instances where they will not take opinions or feedback

from a female, like a young Indian.”
P10 (Indian): “I saw that cultural stereotypes affected black and Indian women more.”

These norms continue to persist, even as they progress in their careers and become
more pronounced as they aspire to lead male-dominated manufacturing organisations

that have an undercurrent of cultural nuances embedded in the organisational culture.

53



P6 (African): “(I was) promoted to become the first site lead...They had never had a
female standing and actually addressing them. They requested HR to tell me that I'm
being disrespectful by addressing them directly. | needed to bring my male supervisors

or unit managers to address them.”

P14 (Indian): “In a plant setting with the traditional Zulu males that were around, | did
struggle having to speak to them as equals. It wasn't very welcomed, even as somebody
in a position of authority. For example, at Factory X, there was one operator that refused
to speak to me because he wouldn't take instructions from a female. Yes, it was a cultural

thing.”

1.6.: Competence bias

The majority of participants consistently described experiences of needing to
continuously prove their competence in the manufacturing environment to gain respect
as a woman in a male-dominated organisation, despite their experience or qualification
for the role. However, this expectation to prove themselves to gain respect was not just
self-imposed. Instead, women’s competence was intentionally tested by males within the
organisation. Participants expressed that this testing of competence was unique to

women, while their male counterparts did not face the same challenges.

P2 (White): “Before jumping in to make improvement or jumping in to make change or
any jumping in, | had to make sure that | would build a relationship. Whereas, | felt with

male counterparts, they kind of got in there, they told people to jump, and they jumped.”

P4 (African): “To test my capabilities, they would withhold some information, just to

”

see...

P6 (African): “it was more (that) a woman cannot do this because she's never worked in

this company, so she cannot be a production manager, and | had to prove them wrong.”

P13 (African): “It is mentally exhausting... You want to go to work and be creative, be
innovative, but you go to work to deal with people, to prove yourself. Why should | spend

8 hours trying to prove myself, whereas | could be doing more value-adding work?”

Over and above proving their technical competence, participants added that women
need to prove that they can handle the manufacturing environment as females in a male-

dominated sector, which extends beyond proving just their technical capability.

P2 (White): “...prove yourself first, and it's not always clear as to what you have to prove

yourself in. You know, it's either the fact that you are tough enough to handle the
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nonsense that the shop floor can throw at you, or you're smart enough to actually see

things in a holistic way, or you are technical enough to actually pick up a spanner.”

Additionally, most of the participants interviewed have more than 10 years of work
experience in manufacturing. However, despite being in the industry for a significant
period, many women expressed frustration that their competence was still being

challenged.
P7 (Indian): “If I had to put it on a scale, | would say | am only 60% there...”

Interestingly, a few participants also shared that once a woman has proved her
competence and is successful at her job, she is seen as a threat in the work environment.
Some males then responded to this with intentional acts of added adversities, such as

micromanagement and microaggressions.

P2 (White): “I was getting accolades from his boss and his boss's boss, and they wanted
to meet with me on a regular basis ... So, I think he felt very threatened by that and then

the nastiness started coming out...”

On the other hand, participants reflected being passed over for leadership roles despite

successfully proving their competence in their roles.

P3 (African): "I had experience and qualifications to match the requirements, and for
some reason | didn't get the position, and | didn't get proper feedback as to why | didn't,

but someone who was a male, not experienced or not qualified, got the position."

Additionally, participants also expressed that simply adding women to manufacturing
without the relevant competence can set women up for failure and can be detrimental to

perceptions of gender within the workplace.

P4 (African): “They did employ someone who's supposed to be full-time on shift, and it
is a female, but unfortunately, it's a female who doesn't have any past trade test
experience. She's gonna take me a step back from the things that I've tried to do for

women in general.”

1.7.: Intersection of competence and race

Women in SA need to deal with the cultural and racial nuances of a diverse workforce.
Participants have shared insights that the racial injustices of the past have deeply
ingrained racial norms that add a layer of complexity to the adversities that women of
colour face in the workplace. These cultural norms and historical racial legacy typically

disadvantage women, and it can be inferred that there is an intersection between proving
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competence and race. In contrast, the results also showed that white women may face
privileges over women of colour in the workplace as a result of the same racial legacy.
This suggests that in the workplace, there is still work to be done in dissociating

contextual settings outside of work and what to enhance in an organisational culture.

P7 (Indian): “You've got to prove yourself more than or double the amount than anyone

else in the industry - being a female and then also being a black female.”

P6 (African): “Challenges were that there were also white colleagues who didn't want to

report to me.”

P18 (White): “Being a white woman comes with a certain set of privileges... If | was a
woman of colour and | was the same age, same qualification, | do believe that my
challenges would have been even worse.... in African culture, | think black women really

face a lot of challenges, especially trying to lead all the black gentlemen.”

1.8.: Lack of a voice and undervalued
Several participants described experiences of not being heard or ignored. These

experiences leave women feeling disrespected and undervalued.

P7 (Indian): “People are just deliberately undermining women in the workplace, and

consistently you feel undervalued.”

P12 (Coloured): "It took me a while to build up a reputation before you really had a voice

in that factory."

P17 (African): “I felt so disrespected, and | just did not have any words to respond
because | was just so humiliated. That's one thing, I'm a person who stands up for

themselves, but that day, my voice just died. It died. It was a horrible incident.”

1.9.: Lack of representation

A significant number of participants highlighted that they were the first or only female in
their position in their organisation. This was as recent as less than five years ago, giving
insight that gendered adversities are still relevant in manufacturing today. Additionally,
while this signals that women are breaking barriers, participants have shared that this
creates isolation, as their male counterparts may not know how to work with females,

and because of a lack of representation, women’s needs are not always considered.

P4 (African): “The males ... they had never had someone who was a female who was

working in the plant, on the factory floor with them. So, it was difficult at first, | won't lie.”
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P6 (African): “I became the first production manager.”

P14 (Indian): “They shared amenities and as a female... It's unsettling and
uncomfortable... these little considerations can really make a woman's journey a bit
easier and make her feel more part of the workplace and help her deliver to her fuller

potential.”
P16 (Indian): “I'm here for 18 years, and I've always been the only female engineer.”

This under-representation of women is further emphasised in leadership roles, where
females in positions of influence and leadership become scarcer. Participants have

expressed that this leaves them without role models or advocates.

P2 (White): “Company 1.0 was also very top-heavy with males, when they eventually did
invite a female in...she was finance, but she was given to this HR executive role, and
that was the only one. Finance and HR were the only females. Everything else was

male.”

P18 (White): "I feel like we're not given those examples. It's very hard to find good leaders

in manufacturing in South Africa who you really feel you want to emulate.”

Theme 1 highlights the structural and cultural adversities that women in manufacturing
face in the workplace. These adversities reflect the systems, processes, norms, and
organisational culture that challenge women’s CR and indicate the need for
organisational interventions that go beyond surface-level DEI policies and meaningfully

retain women in manufacturing.

Theme 2: Workplace demands
Beyond structural and cultural adversities, a theme of workplace-related demands
emerged from the data, and participants shared narratives of excessive workload and

identity conflict that arose from the roles they occupied.

2.1.: Workload

Several participants shared that they are expected to always be available or at work —
an “always on” culture. The researcher noticed that in most cases, these experiences
were shared by women who were based in factory roles. While this may not be an
expectation unique to women, it contributes to job demands over and above the unique
adversities that they face that their male counterparts do not experience. Furthermore,
participants shared that organisational cultures encourage these norms and

expectations rather than dispel them, meaning that women will continue to see this as a
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persistent adversity if the organisational culture does not change, which could lead to

burnout and attrition.
P3 (African): “I am expected to always be available.”

P8 (Indian): “...but there was an expectation, and it became more of a culture issue. But
after a while it became an expectation that whether or not you're on standby, if there's

something wrong with your plant, you need to be available.”

P10 (Indian): “The cultural aspect where | felt there wasn't that encouragement to say go
home, we'’ve got it. Why are you here so late? It was actually seen as a good thing that

you were there.”

2.2.: Identity conflict

Some women in manufacturing fit the description of having traditional feminine qualities.
However, in manufacturing, these characteristics are called into question, especially
when leading or demonstrating competence. To fit in with the expectations of masculine
characteristics, participants have tried to assimilate to the behaviours of the male-
dominated workplace, which left them feeling conflicted if it was not their natural
disposition. Additionally, participants shared crucible moments that shaped their
personality and the way that they respond in the workplace. Some of these experiences
show that women who emulate confidence, similar to their male counterparts, may feel
they come across as disrespectful or overly aggressive, but are also aware that if they
do not portray those characteristics, they are considered weak and their capabilities are

called into question.

P2 (White): “I was trying to build a reputation of being capable without being too female

about it, because that's what was asked of me.”

P8 (Indian): “The leadership style was more...authoritative.... | did not want to lose my
essence...., but | felt that that might have painted me as a softy in the environment. It

was honestly uncomfortable for me to try to become authoritative and commanding.”

P12 (Coloured): “There is something around showing weakness, and while in some
places it is very useful ... in the factory, a lot of it is around what you're going to put

forward, and if you crumble, it becomes a weakness."

P18 (White): “It's like the woman in manufacturing curse is that you have to be a certain

type of way to be taken seriously ...l recall in my production management role, having to
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really become... at times almost forceful leader in order to command that level of respect,

which | absolutely hated, because | feel like it changed me for the worse.”

This theme highlights workplace-related demands that women face in manufacturing.
While excessive workload is not unique to women, it compounds the gendered
adversities that women already face in the workplace. Additionally, identity conflict arises
when women’s personal values and identity do not meet the expectations, norms, or
behaviour of the organisational culture and its leadership, which leaves several women

feeling uncomfortable in the organisation.

Theme 3: Systemic inequalities

A third key theme that emerged from the data was that of systemic inequalities. This
indicates that these adversities are not accidental and persist through workplace
practices and policies. Participants recalled and shared experiences of organisational
policies or practises that inherently disadvantage females, such as gender-related pay

disparities, career stagnation, and being constantly undervalued.

3.1.: Pay disparity
Gender-related pay disparity was a significant, but subtle, sub-theme that arose from the

data. Participants expressed frustration with pay disparities despite equal responsibility.
P2 (White): “The little woman always earning the little salary...”

P4 (African): “A big gap between me and other people in my department, other people

in the same position as me, but there's a huge gap in terms of pay."

3.2.: Career stagnation and limited growth
Career stagnation was another sub-theme that added to the adversities that women face
in manufacturing. Participants shared experiences of being held back in their careers

despite having the right qualifications and experience.

P4 (African): "So I needed that sort of growth in a different section, which | was denied...

and not because | wasn't qualified enough.”

P5 (African): “When positions are open, you get qualified, you go for interviews, but you

never get the job. And it's like, what is happening? Is there something wrong with me?”

This theme highlights the systemic inequalities of pay disparity and career stagnation
that persist due to the structures and norms that marginalise women in manufacturing.

Addressing these inequalities, therefore, requires more than women’s personal resolve
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and CR. It requires organisational resources and reforms to remove this adversity and

support women'’s retention in manufacturing.

Theme 4: WFC
WEFC is a fourth significant theme that arose from the data. Participants explained that
they are expected to balance work demands and still continue with responsibilities at

home, which include family obligations and gendered home responsibilities.

4.1.: Family obligations and gendered home responsibilities

A participant recalled that in the past, having a family was seen as a detriment to the
organisation. Today, this sentiment is not overtly expressed. However, women still
experience the personal demands of caregiving responsibilities at home, and several
participants expressed difficulty in balancing these family responsibilities with
expectations in the workplace. Additionally, many participants, particularly Indian and
African women, highlighted that there are expectations to still take sole care of the home
and family despite working. This demand of their time is compounded by job demands
in the manufacturing environment to work later hours or to be always available.
Participants also shared that this conflict, specifically if they had children, persists as the
needs of their children evolve as they grow, and is compounded as a single parent. This
suggests that women constantly need to balance work and personal demands over the

majority of their careers.

P3 (African): “l have to help with homework. | have to check that all the chores are done...
Whereas, I've seen with most men, they will have people at home doing that... and I'm

a single mother. | have different struggles as being a single mom."

P16 (Indian): “it's continuously changing as phases, you would get the space where the
children are demanding because they can't take care of themselves, and then they grow
up, and they can take care of themselves, but then school becomes demanding because

they ageing as well.... It doesn't get better, but it's different phases.”

In one case, a participant shared that she did not experience adversities but later
reflected that she experienced WFC. While this signals progress of reducing adversities
in manufacturing, it highlights that this adversity is so socially ingrained that it is often not

recognised by women.

P5 (African): “Now that | think about it. Yeah, they have more time compared to me,
because when you get home, it's like if they have extra stuff to do, extra work to do, it's

easy for them. They just continue with it. For me, | have to wait for baby to go to sleep
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and do it in the middle of the night and to the early hours of the morning, doing extra

work.”

WFC often leads to women prioritising work over family, which puts a strain on their

relationships as well as their personal well-being.

P6 (African): “It did impact my work because when you're dealing with stresses from
home... eventually | had to get divorced, and | think that also helped me to really then
focus on raising my children and driving my career. I'm not saying it's something | would

advise, but | had to come to that sacrifice.”

Even without the additional personal demands of having children, participants without
kids felt like the workload of manufacturing, particularly in a production environment,
consumed their time to the point that they lost their identities and compromised their well-

being.

P10 (Indian): “I was working till 7:00 or 8:00 PM every day and getting calls at 3:00 AM
because of breakdowns, and it definitely had a direct impact on my well-being ... | was

spending most of my time at work, | wasn't able to grow my marriage.”

P18 (White): “And I feel like | wasn't able to look after who P18 really is while | was in
manufacturing. It was literally - that is your identity. If you're able to get to the gym twice

in a week when you're manufacturing, it's like you're doing a great job.”

Theme 4 emphasises the interaction between personal demands and job demands, and
highlights that when both are heightened, it places strain on women’s personal resources
and CR. Participants highlighted the difficulty in balancing both work demands and
personal demands. This indicates a need for practical organisational interventions to

prevent burnout and support retention in manufacturing.

Theme 5: Harassment and violence
The fifth theme that emerged from the data was that of harassment and violence.
Participants shared traumatic experiences of physical intimidation and sexual

harassment.

5.1.: Physical intimidation and sexual harassment

While the themes of gendered adversities above are more discrete, overt gendered
adversities still exist, where a few participants have recalled physical acts of violence
and sexual harassment in the workplace. These experiences of physical intimidation

occurred when participants were in leadership roles and needed to give instructions.
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Additionally, the data revealed that sexual harassment was also not limited to work

levels.

P10 (Indian): “I was a newly appointed engineering manager, and it was my first week
on the site... | had someone that was at the time reporting into me, and to summarise it
he was very disrespectful...and he stood up to physically assault me. ... it was a bit of a

traumatising experience”.

P12 (Coloured): “(We were) having a major quality incident at that point and (I was)
getting the stock moved around as | wanted to isolate the contaminated material that
was a problem. He just took it like a joke... he started backing me into a corner. So, really
becoming physically dominant when | wasn't standing down to the comments, and sort

of just shutting that down to like a lot of physical dominance.”

The researcher reflected on her field notes of the narrative. It was noticed that P12’s tone
deepened, her speech slowed, and her eyes seemed to swell with tears as she recalled
the experience of being powerless to a potential act of violence in the workplace. This
indicates the deep psychological and emotional trauma that is created through these

experiences of adversity.

P18 (White): “Something that | struggle with a lot is when a senior leader would make
comments... “Oh, P18’s looking sexy today”. And it was very uncomfortable knowing that
at all times people are probably assessing what I'm wearing and how I'm looking as

opposed to perhaps that I'm a respected member of the team.”

Theme 5 highlights the behaviours of men in manufacturing that cause both physical and
psychological trauma for women. This challenges their safety, dignity, and CR, and

ultimately increases their intention to leave.

In summary, five themes emerged from the data that related to gendered adversities that
amplify job demands for women in manufacturing. These were structural and cultural
barriers, workplace demands, systemic inequalities, WFC, and harassment and
violence. These themes primarily address sub-question 1 and highlight the adversities
that challenge women’s CR, and indicate a need for organisational reforms to reduce
gendered adversities in the workplace to drive meaningful retention of women in

manufacturing.

5.6.2. Results for Sub Question 2
The aim of sub-question 2 was to identify the factors that helped women develop CR and

supported career longevity by providing them with resources to overcome the adversities
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they experience in male-dominated organisations. Interview question 6 aimed to capture
an understanding of how women understand CR, while interview questions 7 to 11

sought to capture insights on how women build CR in the context of manufacturing.

Table 3: Summary of emergent themes related to sub-question 2

Research Sub Q2: What factors contribute to the development of career
Question resilience among women in a male-dominated manufacturing
organisation?

Overarching

Theme Theme Sub-Theme
1.1.  Professional networking
1.2. Seeking mentorship
1.3.  Continuous learning and
Building 1. Individgal improvgment _
career strategies 1.4.  Reflection and adaptability
resilience 1.5.  Work-life balance

1.6.  Strategic career planning
1.7.  Personal drive

2.1.  Family support

2.2. Informal peer support

2. Social support

An overview of the results related to sub-question 2 is provided in Table 3 and is
categorised by themes that emerged from the data. The results showed that participants
leaned on personal resources such as individual strategies and social support to build
CR.

Theme 1: Individual strategies

Participants have expressed that they use several personal resources as CR building
strategies. These are discussed in the sub-section that follows.

1.1.: Professional networking

Professional networking has emerged as a key theme that has helped participants in
building CR. Most participants expressed that having someone to talk to enabled them
to process adversities and gain advice from peers who have had similar experiences.
Additionally, it created a sense of community as women understand that while these

adversities may be unique to women, other women face similar challenges.

P8 (Indian): “Having that support from and being able to just pour out (that) these are
your frustrations, this is what you're going through, and then understanding that this is
what is in the industry and how they have come or handled certain situations. So, | feel

like also having those industry networks have been useful.”
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P18 (White): “Connecting with other women... these challenges are not unique. The
ones that | described, they are very typical of experiences of women in our fields, and
connecting with women with similar experiences just made me feel, | suppose, more

validated in my decision making and more validated in my frustrations."

Additionally, not all these networks may be female. In some cases, participants shared

that males may add a different perspective, and hence their advice is also valued.

P8 (Indian): “Understanding who is going to be in your corner and who you can actually

speak to. So, people around me really help, and both a mix of males and females.”

1.2: Seeking Mentorship
A significant number of participants expressed that mentorship has also been a key
resource in helping them deal with adversity, as they could learn from the experiences

of others, particularly women who have gone through similar adversities as well.
P11 (Indian): “I have good sponsors and mentors... engaging with the right people.

P14 (Indian): “Good mentors on the female end of it as well, because you can have those
open conversations with understanding, without judgement, and a lot of the times they
would have walked a very similar path, they would have had very similar challenges and

understand the expectation with you being a female, with you being a wife."

However, a few participants expressed that finding a female mentor, especially in
leadership, was difficult as the industry is still male-dominated. Additionally, this resource
has typically been a support that women needed to find for themselves and often had to
look externally. For some participants, this proved to be a difficult task as they were
looking for female mentors with whom they could resonate. This was challenging for two
main reasons: women were either gatekeeping their expertise or had assimilated with
dominant male behaviours that were not attractive to women looking for a more feminine

role model.

P7 (Indian): “It has been a struggle for me because | can't always find supportive mentors
in my field... It's either you find a woman in power that feels threatened or moves in the

complete opposite direction from what supports you... in my entire career I've found one.*
P12 (Coloured): “There's still a vacuum of female leaders... from a mentorship position”.

Other participants found a way of overcoming this challenge by seeking mentors outside

their core field, but still within a male-dominated organisation. This suggests that women
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can benefit from mentors who are not in core operations but could also be in supporting

functions such as HR, or in other male-dominated industries.

P2 (White): “She wasn't in the technical sphere, but she was in the HR sphere, and she

had been in industry for a long time as well, and it's certainly helped having her there.”

P7 (Indian): “She was in a managerial position for over 29 years. Completely different

industries.”

1.3.: Continuous improvement and learning

Participants shared that their understanding of CR is about overcoming adversity in their
career without changing their values and who they are, but also about learning, adapting,
and growing through that journey to develop and strengthen their CR. This learning takes
on many forms and includes personal and professional development. Participants also
expressed that professional development was used as a defence mechanism, to develop

confidence in their capabilities, and to help them prove this competence in their field.

P2 (White): “My whole world in career is built on continuous improvement. There is
never going to be a perfect level that you are going to achieve....but yes, from starting
my career to where | am now, absolutely, | have built a lot of resilience.....I think it's

improved. It's been a journey, but it's improving."

P7 (Indian): “I've developed resilience... by making sure that | am developed enough

and continuously learning, building confidence in my technical expertise.”

P8 (Indian): “Being adaptive and willing to learn. So not changing who you are, but also

understanding where you have to make changes and what is necessary for you?”

P15 (African): “I think that's helped from building a career resilience and interestingly

enough, doing my MBA.”

1.4.: Reflection and adaptability

Another sub-theme that arose revolved around reflection and adaptability. Participants
shared that introspection and reflecting on experiences helped them grow and develop
emotional intelligence, which helped them deal with adversities and understand their
boundaries. In a few cases, some participants recognised that they reached a point
where their CR is fatigued. The form of reflection varied from journaling to self-

introspection.

P9 (Indian): “A lot of reflection. It's also a lot of really understanding myself and

understanding my trigger points and where are my boundaries?”
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P10 (Indian): “Extremely high fatigue of being so resilient...I'm at the point where I'm like,
I don't care, | am who | am. This is what I'm gonna give you. And it's either, you notice

that I'm hard working, I'm dedicated...”

P12 (Coloured): “I journal every day, and then | do have days when | go back in my
journals, and | can actually see progression, or | reflect on moments or meetings where

| didn't act how [ want to.”

1.5.: Work-life balance

Another emergent sub-theme was work-life balance, which enabled participants to
replenish their energy and balance family responsibilities with job demands and build
CR. The data show that women who have a work-life balance perform better in their

roles.

P8 (Indian): “The great thing for me that has helped me is maintaining a work-life

balance.”

P10 (Indian): “Having a very strong work-life balance - that is critical for me. Personally,
I maintain that and | guard it with my life because leaning on my family and my friends

for encouragement has just helped me stay grounded.”

1.6.: Strategic career planning

This conflict between job demands and job resources shapes significant life choices that
women make. In a few cases, participants shared that such examples include when to
have children. This shows that women structure their personal life events to align with
the best way they see fit to cope with job adversities. In other cases, participants refused
to take on certain roles due to their excessive work demands. In these situations, women
build CR by strategically planning life events and their careers to avoid reaching a point

where demands overwhelm resources.

P13 (Coloured): “Factory was a blessing and a curse in my life... it taught me a lot, but |

won't go back.”

P16 (Indian): “I think | decided to have my children very close together... you do
everything simultaneously, and then you move to your next phase. That was my thinking
behind it.”

1.7.: Personal Drive
Participants highlighted that personal drive and intrinsic motivation are core to building

CR. It keeps them motivated and gives them a purpose and reason to persevere in their
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careers. In most cases, participants shared this purpose to be a deep-set calling to pave

the way for the future generation of women in manufacturing.

P4 (African): "The biggest thing... | need to help open opportunities to other women...

I'm doing it for all the future women that are potentially going to be employed.”

P7 (African): "My next step to be a group role so badly, and it's purely to influence change

on a greater scale."

P13 (African): “So it's kind of like sometimes when | give up, then I'll be like, so if | give

up, what hope do other woman have?”

P15 (African): “Resilience has come from really sitting down and thinking for myself to
say what is my purpose?... but | realised the reason why | wanted to do that is to have
people that look like me in those spaces so that other people like me can see that it's

possible."

Many participants expressed that their CR persists because they have personalised their
career and want to prove to stakeholders that they are competent. This gives them fuel

and drive to persist, as well as to pave an easier way forward for women who follow.

P7 (Indian): “It almost has made me more committed to the organisation, instead of
viewing the challenges as reasons to leave... turn it into opportunities to influence

change.”

P14 (Indian): “I want to also pave the way for other women to follow.”

P15 (African): “It's bigger than me and this boss who doesn't understand, it's about
someone who's looking and watching, and if | walk away from this and | fail at this, then

it kind of perpetuates the stereotype.”

Theme 1 highlights the individual strategies that women use to develop their CR in
manufacturing. Key factors include networking, mentoring, continuous development,
reflection, work-life balance, strategic career planning, and personal drive. These are all
personal resources that women leverage to build their CR and support their CR.
However, it emphasises the reliance on personal resolve to maintain their careers and
indicates a need for organisational support to complement personal resources in

retaining women in manufacturing.
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Theme 2: Social support
Outside of individual strategies to build CR, participants shared their narratives of leaning
on social support to offer strength and guidance through adversity. These social supports

take the form of family and informal peer support.

2.1.: Family support

A significant number of participants shared insight to the point that their families play an
important role in building CR, either through offering support in the form of additional
resources to balance job demands, such as helping with children or offering advice on
how to handle a work situation. A critical finding is that participants’ life partners played

a significant role in providing support, which is not typical of the traditional gender norms.

P2 (White): “My father was certainly in manufacturing. So having him there to bounce
things off to understand the other side of the table was always a good thing.

Outside, it was mainly my husband as well.”

P3 (African): “I've always had the support of my family that has helped me navigating

through being a single mom.”

P16 (Indian): “My biggest help along this whole journey has been this husband that's not
your stereotype. You are the female. You will cook. You will see to the children.

Everything in terms of our roles, responsibilities, and routines were 50-50.”

2.2.: Informal peer support
In addition to family support, the data shows that participants have leaned on colleagues
and friends to support their CR. This supports the data presented in the previous sub-

theme and emphasises that CR is strengthened through a social community.

P5 (African): “I think you need a good support system. | think my colleagues were very

nice. They're very supportive, and it's people who you could speak to."

P10 (African): “I definitely think an external group of friends and colleagues. | think just

to actually share ideas, share thoughts.”
P13 (African): “You can't do this alone, you need friends at work.”

Theme 2 highlights that women’s CR cannot be understood solely as an individual

resource. Rather, it is shaped by relational support from family and peers.

In summary, participants use both individual strategies and social support to build CR.
Individual strategies help women deal with and overcome job adversities, while social

support from family and peers offers women additional personal resources to support
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their CR. It is important to note the role of male advocates, such as husbands, fathers,
and male colleagues, who offer different perspectives. These strategies help women to
survive the manufacturing environment; however, further resources are required to

eliminate the systemic and structural adversities highlighted by sub-question 1.

5.6.3. Results for Sub Question 3
The aim of Sub Question 3 was to identify the organisational support that helped women
develop and strengthen CR and support career longevity. Interview questions 10 and 11
aimed to capture an understanding of what organisational factors have helped, or are

still needed to help, how women build CR in the context of a manufacturing organisation.

Table 4: Summary of emergent themes related to sub-question 3

Research Sub Q3: How could organisations better support women's
Question career resilience to retain them in male-dominated
manufacturing organisations? (adapted from Bridges et al.
(2020))
0v$|;1a;rc;r:ng Theme Sub-Theme
1. Structural 1.1.  DEI targets and policies
interventions 1.2.  Flexible work arrangements
2.1.  Formal mentoring and
2. SDljave(ljc;tpmental networking
PP 2.2. Career plans
Organisational 3.1. Manage.rlal suppc?rt .
support 3.2.  Supportive organisational
culture
3. Culture and 3.3. Role modelling and
Leadership representation

3.4. Advocacy and sponsorship

3.5.  Training and gender
sensitive support systems

An overview of the results related to sub-question 3 is provided in Table 4 above and is
categorised by themes that emerged from the data. The results that emerged showed
that structural interventions and developmental support, as well as organisational culture

and leadership, play a significant role in shaping participants’ CR.

Theme 1: Structural interventions

1.1.: DEIl targets and policies

DEI policies have been implemented to correct the underrepresentation of women in the
sector. However, participants shared that when DEI policies are used to correct for
systemic adversities without translation into practical change, such as a change in the

physical work environment, it does not reduce the adversities that women face.
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Participants also shared experiences of tokenism and the feeling of being left powerless,
suggesting that simply adding women to the workforce without power frustrates them,
adds to job demands, and challenges their CR. This highlights that women require the
authority and respect that comes with a position for it to translate into inclusion and to
allow them to thrive and be productive. Furthermore, the data shows that DEI is often
used as a tick box exercise without intent for meaningful change. Additionally,
participants have shared experiences where they were the first female in the organisation
in particular roles, and while this gives them a sense of pride in breaking boundaries,
they shared that the patriarchal legacies of an organisation compound the job demands.
This also lends insights that advocacy and sponsorship through individual managers

needs to be supported with an encouraging organisational culture.

P6 (African): “You were always taken as an affirmative action candidate.”

P15 (African): “We train everyone around working in diverse workplaces... and it's almost

also a tick box to say, we've done training, so we're not biased in this place.”

P17 (African): “Because | cannot engage at that level, that's when | just decided that,
you know what? I'm a middle manager. I've been given the power, but | can't use the

power. What's the purpose?”

P18 (White): “I was the first female production manager in the company's history...The
hiring manager who was the director... He was not somebody that was sexist or had any
challenges showing respect to people, regardless of their age or gender, but | couldn't

necessatrily say the same for the rest of the leadership team.”

1.2.: Flexible work arrangements

Participants shared that flexible work arrangements have helped support their CR. This
does not always take the form of company-wide work from home arrangements, but often
through flexibility in balancing work tasks with family commitments that are unique to the

individual and agreed with their line manager.

P11 (Indian): “We always speak about work-life balance.... the both has to be integrated

in order for you to survive in this organisation.

P16 (Indian): “I can make school events now during working hours, come back to work

and stuff. And I think that that's helping me quite a bit.”

Additionally, the data reveals that some organisational resources were traded for others
depending on what was more of a priority to the participant at a given time, with flexible

working arrangements being a key priority.
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P3 (African): “You have to put in your personal time for you to achieve everything that
you have to achieve, but | guess when you compare that to the support that you get as

you need as a single mom, you think...it's the price that I'll have to pay for that.”

Theme 1 highlights that structural interventions are key organisational resources that are
needed to support women’s CR by both removing adversities that amplify job demands

and offering more job resources to support career longevity.

Theme 2: Developmental support

Support to help women develop professionally has also emerged as a core theme from
the data. This support has been described as resources that are made available to
women to overcome adversities, such as formal mentoring, development, and career

plans.

2.1.: Formal mentoring and networking

Mentorship emerged strongly as a key factor that contributes to the development of
women’s CR. However, insights shed light on the point that mentorship and networking
are often left up to the individual to find. Additionally, when formal mentorship is offered
through an organisation, it is usually catered to a select few, such as those in specific
graduate programs. A further insight from the data reveals that some women preferred

mentorship from other females so they can be vulnerable without judgment.

P2 (White): “It's certainly something that is lacking ... (pairing) strong females with
developing females. | think a man could help, but... you don't want to be that vulnerable

to the men, because we're so guarded about them not seeing us as vulnerable.”

P12 (Coloured): “I would probably say that's something we need to look at and being
able to give advice to people who aren't your star kids... and | don't think we've got a

strong enough network to teach us, to teach me how to move forward from here."

Additionally, the data shows that some participants considered leadership-specific
development as important in supporting the CR of women in leadership, and that

initiatives to support women in leadership positions, such as mentoring, would be critical.
P6 (African): “No coaching, no mentors. You didn't have role models."

P12 (Coloured): “Our organisation was not built for a female leader in manufacturing... |
look back at Factory Y, | don't think she was a terrible leader, but | don't necessatrily think

we supported her in the same way that the males got supported.”
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2.2.: Career plans

Some participants also shared that career growth and career plans support career
longevity, and hence CR, by offering them learning opportunities and resources to
overcome adversities. In other cases, participants have not had this resource and call it

out as an area for further organisational support.

P9 (Indian): “Because of the growth I'm still getting in different transformation roles, as
well as the stakeholder exposure that | get in this role... currently, | wouldn't want to

leave because of how much I'm learning from a technical perspective.”
P18 (White): “There was clear development plans and leadership plans for me.”

Theme 2 emphasises that developmental support is a key organisational resource
required to support women’s CR. The formal platforms offer opportunities for learning
and gaining experience in dealing with and overcoming adversities, and ultimately

influence women'’s decision to stay or leave.

Theme 3: Culture and leadership

Another theme that emerged in relation to organisational support was organisational
culture and the organisation’s leadership. The data shows that participants found
managerial support, a supportive organisational culture, role modelling and

representation, and advocacy and sponsorship as key organisational resources for CR.

3.1: Managerial support

The data show that managerial support emerged as a significant sub-theme that shaped
women's CR. By playing the role of a coach and an advocate, managers help support
and develop women in their roles. In some cases, this support may have been from more
senior leaders, over and above their direct line manager, who played the same role of

providing women with organisational resources to support CR.

P6 (African): “Luckily, | had huge support from the general manager.”

P12 (Coloured): “A lot of it then was coaching from him to me around how do you stand

in your space ... So, | learned a lot from him.”

However, not all participants were fortunate enough to experience managerial support,
and when this was not present, it was evident that their CR was strained, and in some

cases, they reached a pivotal point where job demands exceeded resources.

P2 (White): “The micromanaging started coming out... instead of helping me, he became

an obstacle... was very threatened by me.”
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P6 (African): “So just those big challenges where your own leader, that doesn't support

you, instead sabotages you.”

Additionally, participants expressed that managerial support fluctuated over time, moving
from non-existent to a pivotal resource. However, in all cases where it was brought up,

strong managerial support was a key influence in their career experiences and CR.

P1 (African): “So I think outside of just the mentorship, it's the guidance that I'm getting
now for my manager... it's my female manager at this current point. It had reassured in

my performance, decision making...and has guided me in the wrong.”

P5 (African): “The support from my manager, the new manager | had, who gave me

points and being able to take on that advice and apply it, it's what really helped me.”

3.2.: Supportive organisational culture

In addition to managerial support, participants felt that when the organisational culture
created a supportive environment, they were better able to deal with stressors and job
demands. Additionally, the data shows that despite adversities that would usually tip
people to consider leaving, when senior leadership is supportive, this support sways the

decision towards the positive.

P3 (African): "I think this is such a good company... the support that as a person that
you would need, you do get. So, | don't have anything that I'll say that | know because of
this and this I'd like to leave, but obviously there's nothing that is perfect. It has its

challenges."

PS5 (African): “I'm not thinking of leaving now. I'm still happy. | still want to contribute to

this organisation ... So now I'm not looking at leaving.”

P13 (African): "So that support that | received when | raised my hand and | cried to them,

it kind of like it validates that I'm being valued in the company.”

However, while some participants experienced a positive organisational culture, they
expressed that their male counterparts have not been able to adequately adapt to women

being in the environment and continue to practice informal norms.

P4 (African): “I'm in a good environment working for a good company, but there's also
this thing where the people who are actually the ones who are making life a bit difficult

to or making it difficult for you to grow.”
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P13 (African): “I don't have a reason to leave, like why would | leave a place that values

me because of an individual?”

As a parallel thought, a few women also expressed frustration and a lack of confidence
in an organisation’s leadership, from management to Human Resources, that protects

the indiscretions of males and perpetuates gendered norms, which strain their CR.

P12 (Coloured): “....I think opens my eyes to what does that look like when the rule

makers of policy, the enforcers of policy, are the ones that take these things like jokes.”

P13 (African): “HR needs to play a bigger role, then we will advocate and support HR in
terms of the practicality. But sometimes | feel like HR is taking a back seat. They are

more relaxed, they are waiting to be told what to do.”

P18 (White): “It was actually an attempted rape of a cleaner, and it was very hush-hush.
... everybody heard about it, but because the company didn't deal with it... What ended
up happening is the talk on the shop floor shifted from, ‘Oh, how could this person do

this to her’ to ‘Oh, but you know, maybe she did this, maybe she deserved it”.

Additionally, the data shows that when the organisational culture does not breed a
supportive work environment, it influences turnover intentions, and in some cases,
women made the decision to leave the organisation as they felt they had insufficient

resources to buffer against demands.

P3 (African): “/ was very unhappy to the point that I felt like | cannot carry on being in the

organisation, and then | had to leave without a job”.

P15 (African): “If | found that the environment becomes very much toxic to me, then |

would leave, that's for sure”.

3.3.: Role modelling

Participants shared that there were very few women who served as role models in
manufacturing. However, having a female in a position of leadership gave them a role
model to look up to in a male-dominated space to learn from on how to navigate
adversities. Additionally, participants confirmed that senior management and leadership
teams in SA continue to remain highly male-dominated. Furthermore, when participants
recalled that when women are allowed to lead, it is usually in a supporting function like
Human Resources or Finance, and felt that these women still struggled to claim their

seat at the table.

P2 (White): “There was no strong females that were leading this journey....Finance and

HR were the only females, everything else was male. And they (female leaders) had to
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become quite political in the way they did things too. You know, there was this constant

power struggle that we could all feel and we all knew about.”

P15 (African): “There weren't as many role models of women in the spaces that | wanted

to be in and go in.”

P12 (Coloured): “I think where Jane really helped me was, what does it look like to be
feminine in the environment? Like you don't need to be like completely masculine to have

a voice in a room.”

3.4.: Advocacy and sponsorship

While women experience multiple adversities that are a function of male behaviour in the
workplace, the data shows that women also recognise that men can play the role of an
advocate and shared examples where males have been a key support in building their
CR. The findings also show that while this advocacy is typically seen from line managers,
it can also be demonstrated by male peers to drive learning and an inclusive
organisational culture. However, if these male peers are not in positions of leadership or

in manufacturing functions, their influence on decision-making is limited.

P2 (White): “As soon as anyone was doing well, whether female, male, Black, white,
pink, blue, he was on board with them. If he saw the value in them, he was definitely on

board.”

P6 (African): “But thank God, there was a gentleman who was a senior process engineer

who took honestly interest in me and they guided me.”

P12 (Coloured): “I was sitting, and he walks.., right next to me, and he's standing, and
he starts shouting with his finger (at me). And | just looked at him and, I'm like, what the
hell? And basically, BJ was like: ‘So I'm gonna stop you there, and take your finger out

of her face, and step back. We don't operate like this.””

To the point of advocacy and sponsorship at leadership levels, those who received it
expressed their gratitude for it, particularly from senior leaders, and shared insights into
the value it adds in strengthening CR by advocating for women in forums that hold

decision-making power.

P4 (Africa): “Sometimes we find that they are not in a position to help, when working for

a different department, for example, so they can't really have a say to what's going on”

P13 (African): “Leaders in the upper structures, not my direct report, like they recognise,

they see your efforts, they see the value that you bring in, that also keeps you going.”
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P15 (African): A VP of Manufacturing in my previous role, who became a sponsor... He
became a sponsor in that he was like, | will help you in your career. | will speak for you

in rooms that you're not in where the conversation is happening.”

3.5.: Training and gender sensitive support systems

Training and organisational support systems that have been specifically designed to help
women overcome job demands are another key sub-theme that emerged from the data
in relation to organisational support. Participants alluded to organisation-wide training for

both males and females to bring about practical inclusive change.

P4 (African): “No one ever talks about supporting females. Yes, you'll get a support
system if you're having problems, but it's just in general... try and make the males aware

that this is how their actions actually affect women or how it holds them back."
P13 (African): “Courses for men and to support women.”

Theme 3 highlights that managerial support, organisational culture, role modelling,
advocacy and sponsorship, and training programs are key factors that contribute to a
supportive organisational culture and leadership, which is perceived as a critical

organisational resource in supporting women’s CR.

In summary, the data shows that these three themes related to organisational resources
help women in supporting their CR and encourage career longevity. In the absence of
organisational resources, women need to turn to personal resources to balance job
demands. If these job demands exceed personal resources in the absence of

organisational resources, women may consider leaving the organisation.

5.6.4. Results for Sub Question 4
Sub-question 4 aimed at identifying the circumstances that made women feel that their
CR was inadequate in preventing attrition. Interview questions 12 and 13 were open-
ended questions that prompted women to share narratives that related to their CR and
their intentions to either stay in or leave their current organisation. Additionally, question
14 asked participants to describe the circumstances that would cause them to move from

intention into attrition.
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Table 5: Summary of emergent themes related to sub-question 4

Research Sub Q4: Under what circumstances do women feel that CR is
Question insufficient to prevent them from leaving the organisation?
Overarching

TR Theme Sub-Theme
T 1.1. Push factors

urnover . .
intentions 1. Tipping point 1.2.  Pull fagtors

1.3. Retention anchors

An overview of the results related to sub-question 4 is provided in Table 5 above and is
categorised by emergent themes and sub-themes. The results that emerged showed
that there is a tipping point that tests the threshold of women’s CR. This tipping point is
reached when job demands exceed job resources. However, the data showed that there
are push, pull, and retention factors that shape women’s decisions to leave the

organisation.

Theme 1: Tipping point

Participants called out multiple adversities that challenge their CR; however, when
organisational support is present, it helps them to overcome job demands. This shapes
their intentions to leave and typically encourages women to stay in their jobs. Contrary
to this, the absence of organisational resources in the face of persistent adversities
pushes women over the tipping point of turnover intentions into attrition. On the other
hand, organisations or roles that offer more resources pull women towards them. A key
finding was that this balance between being pushed out or pulled towards a role is
influenced by retention factors that keep participants in their roles despite high job
demands and inadequate resources. Based on the data, retention factors were defined
as personal factors or circumstances that prevented women from leaving their

organisation.

1.1.: Push factors

Organisational resources were a key theme that emerged from the data in relation to
supporting CR. In the absence of this support, participants have shared circumstances
where CR alone was not enough to overcome job demands and had pivoted out of their
roles to find a more supportive environment. Additionally, participants shared that
operational roles, which are typically factory-based, are particularly difficult to navigate,
and when they foresee a need for personal resources to be diverted to personal
demands, they look to move out of operations to balance job demands and job

resources.

P2 (White): “One of the reasons | left... he became an obstacle to me."
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P5 (African): “I think in the previous job, yes, | did feel it was a little bit difficult. | think

that's what probed me to end up looking elsewhere... lack of opportunity to grow."

P6 (African): “/ was now ready to be a director, and | was told ... | can't be a director. It

was a huge shocker. | left the company, and | went and joined another multinational.”

P6 (African): It got to a point where my health was impacted, and | had a choice of either
dealing with that person (line manager) who was really challenging me or leaving, and |

chose to leave.”

P16 (Indian): “If | continued in my same role as maintenance engineer, which would be
more of 24 hour standby, and phone calls on weekends, throughout the night, | think |
would reach a point where | would become fatigued only because the responsibilities at
home would also increase and you would find that you'd be fighting for time to put

everything into a 24 hour day.”

Additionally, the data show that beyond short-term adversities or events that challenge

CR, persistent job demands also shape women’s turnover intentions.

P9 (Indian): “What are you willing to sacrifice and what aren't you willing to sacrifice?
That's when | called it personally to say, | need to get myself out of here before it gets to
a point where it starts breaking you down. That element of career resilience isn't the
focus anymore. It's more like how do | preserve myself, my mental health, and my well-

being?”

P10 (Indian): “I actually ended up resigning, and that was for the point that | felt | had
been doing everything that | could do, which includes studying further, networking,
learning different skills to navigate to certain points in my career, different experiences.
And when it didn't come... | needed to take a break to get this mental clarity that | need

for my future.”

P18 (White): “It kind of pushed me out of manufacturing, and | kind of got a little bit sick

of the experiences that | was having, which caused me to pivot out.”

These decisions to leave highlight that while participants recognise the need for CR to
push through the adversities that are unique to women in a male-dominated organisation,

they also understand that CR should not perpetuate adversities for a prolonged period.

P5 (African): “Resilience is essential to navigating this male-dominated industry. We

really need it, especially as women... But also... as much as resilience is a good thing
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and helps us get through the challenges, it doesn't mean you have to tolerate all the

nonsense."

P18 (White): “It really got very difficult to get up every day and continue to fight the same

fight and be always-on.”

From the perspective of an observer, participants have also noted and watched the
successful careers of women when they left an unsupportive organisation. This serves
as a push factor for women, often from within the same organisation, to leave the

organisation when their career aspirations are not met, despite having CR.

P12 (Coloured): “I have so many examples of strong females ...that are thriving in

different spaces now, that when they were sitting in the chair, it just didn't work out.”

On the other hand, job demands may still exceed job resources even when career
aspirations are met or are made clear by the organisation. Participants seem to feel that
simply meeting career aspirations may not be adequate in providing job resources to
balance job demands. To prevent depleting their CR and avoiding burnout, women leave

an organisation to balance demands and resources.

P9 (Indian): “Even though there were many times at that point when | acknowledged that

| was drowning, that | asked for help, but we were just not getting the help fast enough.”

P18 (White): “I was keen to leave the factory environment, which is why | left. It's funny
because when | was leaving, | had the CEO come and talk to me and say ‘You were next
in line’... but I got to a point where my mental health had suffered, and my sense of self

had suffered so much, that it wasn't worth any amount of money or career progression.”

1.2: Pull factors

While the data show that push factors have been a significant driver of tipping turnover
intentions into attrition once job demands exceed job resources, participants also shared
insights into pull factors which attract them towards other organisations that offer more

resources to support CR or fewer adversities to overcome.

P2 (White): “The career path that's planned for me here is very exciting. I've already been
entrusted with much more than | had at Company 1.0...Everything that | set out to

change to has been answered here in Company 2.0.”

P18 (White): “P18 (White): “I needed a break from it. | do love manufacturing. It's always

been my first passion, and now | kind of miss it a little bit when I'm in marketing, to be
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honest... Since I've stepped back (from manufacturing) a little bit, | have been able to

prioritise looking after my true self a bit.”

Additionally, some participants expressed a deep-set purpose in paving the way forward
for other women, but when this was achieved, they were willing to move on from their

roles, and career moves were therefore triggered to translate the desire into impact.

P4 (African): “I would say now I actually am thinking of moving. Now [ feel like that door
has been opened, so now | can move along. If the opportunity had to come through, |

would definitely move along.”

P12 (African): “And for sure, yes, | want to be a female CEO and make it, and because
it's a great achievement, but | realised the reason why | wanted to do that is to have
people that look like me in those spaces so that other people like me can see that it's

possible.”

As a response to the desire above, participants shared examples of when they changed
roles within an organisation to fulfil their purpose. However, this was at times not an
option for some participants, which pushed them to look for roles externally. This
emphasises the argument that organisational changes are not only needed at an
individual level, but also require systemic changes that call for representation at the right
level to drive those changes, and women are willing to leave their organisations or their

field to gain the exposure needed to drive positive change in the future.

P15 (African): “That career change came out of frustration to say I'm not winning here.
I'm not moving the needle of creating the spaces for women. Let me pivot out so | can
come back, hopefully at a more senior level, and then help to drive the right

conversations with actual change that we need.”

P18 (White): “You can't really be loyal to a company, you have to be loyal to a cause.
So, | had to move on to the next thing... my purpose is still actually growing in

manufacturing. I'm just doing it from a marketing side now.”

Interestingly, some participants who expressed that their CR had fatigued, also
expressed renewed CR after making the move, confirming that CR can be depleted but

also suggesting that it can be replenished when supported by organisational resources.

P5 (African): “In the previous job | was fatiguing... | actually felt like at the end of it, | was
like, | can't do this anymore. But being in a new environment and new challenges, new

people, it's kind of revived me so much....”
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This also begs the question: where are women going when they leave their organisation?
In most cases, even though participants left their roles, they still stayed within

manufacturing because they enjoyed their jobs; however, not in the same organisation.

P2 (White): “I had made the choice to leave, yes, because of these adversities. But I'd
also made the choice that | want to stay in my career path. | wanted to stay in lean

manufacturing WCM, because, not only am | comfortable there, but it is my passion.
P4 (African): “I enjoy it. | truly, I truly enjoy it. | enjoy my job.”

However, despite this passion and purpose, some women have made it clear that there

are certain functions in manufacturing that they will not return to.

P9 (Indian): “This factory was really toxic, and when | got taken out, and | reflected. |
spoke to so many people, | always reflected on how this factory kind of broke me and

why | left it, and that's why there was always a fear to come back.”

P12 (Coloured): “I will not go back (to factory) because | don't think we know how to help

a female sit in a chair in manufacturing successfully.”

Five of the 18 participants had left the sector to go into the service sector. However, three
of the five participants, despite leaving core manufacturing, still stayed in supporting

functions that service manufacturing organisations, such as marketing and consulting.

P14 (Indian): “That’'s OK, I've done my work in manufacturing. Now | want a bigger
impact. Can | take on a bit more? So, sort of taking my head out of the plant and looking

rather at the sector or the economy or even, you know, global economies.”

1.3.: Retention anchors

Despite enduring adversity in the face of inadequate support, some participants shared
that there are factors that anchor them to their current organisations. These factors were
usually driven by personal influences, and included the need for financial stability, family
obligations, personal drive and purpose, and personal circumstances such as family

commitments that prevent them from relocating.

P2 (White): “And to move is scary as well. | was over 40 by the time | started applying.
And to be, you know, political, I'm white. This is South Africa. BBBEE is a real thing. Over
40. Yeah, | didn't feel like | had a lot of choice.”

P4 (African): “...not being able to relocate to another province.”
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P7 (Indian): “It almost has made me more committed to the organisation, instead of
viewing the challenges as reasons to leave, | take it, and | turn it into opportunities to

influence change.”

P13 (African): “We work because of our families.... when you have that responsibility as

well, it's not very easy to say | can't deal with this. I'm leaving....”

Theme 1 highlights that there are three factors that shape women’s turnover intentions
and influence the tipping point of intention into attrition: push factors, pull factors, and
retention anchors. Push factors were mainly influenced by inadequate organisational
resources, such as a lack of managerial support, career stagnation, and WFC, that
challenge women’s CR and create circumstances where job demands exceeded job
resources. Pull factors, on the other hand, were influenced by supportive organisational
resources or fewer job demands that were offered by other organisations that pull women
towards them and take the form of formal career plans and supportive policies, or
reduced adversities such as reduced workload. While push and pull factors were
influenced by organisational resources, retention anchors were shaped by personal

factors that prevent women from leaving their current organisation.

5.6.5. Summary of findings
The study highlights the persistent gendered adversities that women face in
manufacturing. While some progress has been made to include women in the workplace,
the manufacturing environment remains male-dominated, and women are exposed to
structural and cultural barriers, workplace demands, systemic inequalities, WFC, and
harassment and violence that amplify the job demands that they need to navigate in their
careers. Every participant expressed that they experience adversity in the male-
dominated environment, which infers a need for organisational reforms to reduce
gendered adversities and to reduce turnover intentions to drive meaningful retention of

women in manufacturing.

The study also highlights that women rely on CR to overcome these adversities that they
face on a daily basis. Participants gave insight into using both individual strategies and
social support to build their CR and to maintain career longevity in the face of adversity.
Individual strategies helped women deal with and overcome job adversities, while social
support from family and peers offered women additional personal resources to support
their CR. While these strategies help women survive the manufacturing environment, it
is not sustainable on its own to maintain CR and prevent attrition, highlighting the need

for organisational support to strengthen CR. Participants emphasised three critical
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themes related to organisational support that helped them strengthen their CR: structural
interventions, developmental support, and culture and leadership. In the absence of
adequate organisational resources, the burden of resilience falls solely on the individual
woman. If women feel they can no longer balance job demands with personal resources
in the absence of organisational resources, they reach a tipping point of turnover

intentions.

The findings show that the tipping point of intention into attrition is influenced by three
factors: push factors, pull factors, and retention anchors. A key insight was that push and
pull factors were both influenced by organisational resources that swayed women’s
turnover intentions, while retention anchors were shaped by personal factors that
prevented women from leaving their current organisation. These findings emphasise the
importance of organisational support in supporting women’s CR, which ultimately shapes

their turnover intentions and influences their decision to stay or leave an organisation.

Chapter 6 will critically discuss these findings in detail in relation to the JD-R model and

the literature reviewed in Chapter 2.
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6. Chapter Six: Discussion of results

6.1. Introduction
This chapter will discuss the results presented in Chapter Five, which were gathered by
the process outlined in Chapter Four. The discussion is presented in relation to the
research questions formulated in Chapter Three and is referenced to the literature review
presented in Chapter Two, with the aim of answering the research questions formulated
in Chapter Three, and to provide insights into the research problem defined in Chapter
One. The findings contribute to a better understanding of the construct of women’s CR
in the face of adversity and how it shapes turnover intentions in the context of a male-
dominated South African manufacturing organisation. Additionally, it explores the limits
of the JD-R model by understanding the circumstances under which CR fails to prevent
attrition, while applying a gendered lens to the model. The study identified the factors
that contribute to the adversities that women face in manufacturing and the factors that
support the development of women’s CR so that they may overcome these adversities.
These findings offer nuanced insights that have not been explored in the literature

review.

6.2. Discussion of results for sub-question 1:
Sub-question 1: What factors contribute to the adversities of women in a male-
dominated manufacturing organisation?
Research Sub Question 1 aimed to identify the factors that contribute to the unique
adversities that women face in male-dominated South African manufacturing
organisations. In relation to the JD-R model, these adversities amplify the job demands
component of the model and challenge women’s CR (Bridges et al., 2020; Shivhare,

2025). The themes that emerged from the data are outlined and discussed below.

6.2.1. Theme 1: Structural and cultural barriers
The results found that structural and cultural barriers emerged as a key theme that
contributed to the adversities that women face in manufacturing. This section discusses
the sub-themes that arose in relation to these barriers. The nine sub-themes that
emerged were a patriarchal organisational culture, exclusionary physical work
environments, hidden power dynamics, gendered stereotypes, cultural expectations,
competence bias, not having a voice, under-representation, and the intersection of

competence and race.

1.1.: Patriarchal organisational culture
An analysis of the data revealed that a patriarchal culture favoured men and created a

practice of informal gendered roles. Based on this insight, a gendered role refers to a
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role that is reserved for a specific gender based on the perceived suitability of that gender
for a role in a patriarchal organisational culture. In most cases, this practice reserved
leadership roles in manufacturing for men. This finding confirms the argument that the
adversities rooted in patriarchal culture create gender-based inequalities that favour men
and a bias that certain roles need to be occupied by men (Bridges et al., 2020; Duarte et
al., 2023). In addition, the findings showed that several women were held back in their
careers because they did not fit the profile of these gendered roles despite their
qualifications or experience. This reflects the embedded patriarchal assumptions that
continue to challenge the CR of women. When compared to the study by Akaniji et al.
(2024), it confirms that the patriarchal nature of a male-dominated organisation is a
hindrance to women’s career progression and extends the context from Nigerian male-

dominated organisations to South African manufacturing organisations.

The findings revealed a nuanced view that women typically experience career stagnation
when pursuing operational leadership roles in manufacturing, such as a factory director.
The implication suggests that the existence of gendered roles contributes to adversities
that women need to overcome in manufacturing. If they are unable to do so, it strains
their CR and may lead to attrition. If manufacturing organisations aim to retain women,
retention strategies need to dispel the notion of gendered roles and equip women with
support to succeed in these roles, which have been rarely occupied by women in the

past.

Furthermore, the research identified that several participants agreed that expressing
emotion in the workplace was seen as a weakness for females, whereas their male
counterparts have been allowed to express emotion through anger and shouting without
the same judgment. This confirms the argument by Kenny and Donnelly (2020) that
women are pressured to minimise expressions of emotion and reinforce patriarchal
norms where masculinity is the accepted standard and males can display power and
dominance without being labelled as emotional. The implication of this finding suggests
that women who are unable to display masculine characteristics, which are typically
aggressive behaviours, may not be seen as leadership material and perpetuates a model
of leadership that is autocratic and typically male (Akanji et al., 2024). It also devalues
soft skills such as collaboration, empathy, and self-regulation, which Mitsea et al. (2021)

regard as critical competencies for supporting inclusion in the workplace.

Additionally, the data found that patriarchal organisational culture normalises behaviours
that exclude women in the workplace at both a structural and interpersonal level. A few

participants described accounts of informal male networks through the “boys club”
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dynamics that continue to exclude them in informal decision-making forums. This
confirms the literature that women in male-dominated industries are often excluded from
activities or events, and limit their opportunities to gain informal influence over decision-
making (Kenny & Donnelly, 2020). However, it extends this thought of exclusion to the
interpersonal level, where a few participants shared that exclusion also presented as
behaviours in the workplace that undermined their authority or made them feel out of
place. This finding is significant because it shows that exclusion is not just a structural
issue but also an interpersonal issue that isolates women in the workplace and limits
their opportunities. In relation to the JD-R model, this not only amplifies job demands but
also limits access to job resources. The finding suggests that if this adversity is to be
addressed, DEI and retention strategies need to tackle both the reduction of job demands

and the improvement of job resources simultaneously.

1.2.: Exclusionary physical environment

This study confirmed that Joan Acker’s (1990) Theory of Gendered Organisations is still
relevant in manufacturing today. The theory argued that organisational processes and
practices are inherently gendered and prioritise males in the workplace, which leads to
women being excluded due to their physical environment. The research findings provide
empirical evidence that, in some cases, a gendered work environment still exists in 2025,
particularly in factory environments. However, it also revealed that the exclusion did not
seem intentional but rather overlooked as more women enter an environment that was
initially designed for men. This aligns with the discussion by Burns et al. (2022), who
argued that even in female-dominated work environments, specific female needs in the
workplace, such as breastfeeding requirements, were inconsistent. From this, it can be
inferred that dominance in the workplace does not automatically lead to inclusion.
Participant 14 confirmed this point and described an experience at the factory where she
did not have a place to express breastmilk. This finding highlights that while progress
has been made in improving the physical environment to include women in
manufacturing, in some cases, particularly in factory based roles, there is still a need to
address this adversity, such as gendered PPE, so that women feel included in their work
environment without draining their personal resources or impacting their personal life

choices (Janson et al., 2022).

1.3.: Hidden power dynamics

The results show that in some cases, there are hidden power dynamics that manifest
within a patriarchal organisation and extend to attitudes and beliefs at the individual level,
which confirms Khan et al.’s (2025) description of patriarchy. Duarte et al. (2023) defined

patriarchy as a system that follows a gender-based hierarchy in which men
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predominantly hold the privilege of power. The findings also showed that some men have
resorted to displays of power to reinforce this hierarchy, and that this power dynamic
may not always be discreet and can manifest in public displays of humiliation through
shouting to reinforce male dominance. This perpetuates a culture of silencing women
and undermining their competence. Wong and Cheng (2019) argued that organisations
with a high-power distance culture strongly influence turnover intentions and its
translation into actual attrition. Hence, this finding suggests that if this adversity
continues, it will perpetuate the under-representation of women in manufacturing. In
some cases, this hidden power dynamic also manifested in an organisation without an
overt patriarchal culture, highlighting the importance of the individual male in shaping

women’s career experiences.

1.4 and 1.5.: Gendered and cultural norms and expectations

The results showed that implicit gender biases are still commonplace in manufacturing
and typically assume that women will take on administrative roles and tasks despite their
technical competence or qualifications. This reinforces the argument by Chettri (2023)
that gendered stereotypes limit the upward mobility of women by confining them to
specific roles. Further to gender norms and stereotypes, the results showed that
traditional cultural norms are also carried into the workplace. This confirms the literature
by Jogulu and Franken (2023), who argued that cultural gender roles have limited
women’s career progression and hence may influence their CR and turnover intentions.
However, a key insight extends this literature as it was found that these cultural norms
are more prominent for African and Indian women. Additionally, the results showed that
these cultural norms were typically perpetuated by African males, and further revealed
that this adversity persisted even as women progressed into leadership positions, as
African males refused to take instructions from women. In relation to the JD-R model,
this indicates that these norms persist as job demands throughout a woman’s career,
and while she may overcome one instance of gendered assumptions, she may likely face
many more throughout her career. This is significant because SA has a diverse
workforce where the majority of the employed population in manufacturing is African
males. If women are to enter the workforce, these gendered and cultural assumptions
that are perpetuated by this workforce need to be addressed at a structural and individual

level to create an encouraging environment to retain women.

1.6 and 1.7.: Competence bias and the intersection of race
While it is known that women in male-dominated professions need to continuously prove
their competence to counter stereotypes of technical capability (Bishu & Headley, 2020),

the findings of this report extend this discussion as the study revealed that women’s
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competence was also tested in the work environment. Participant 4 shared insights that,
beyond proving her competence by demonstrating her ability and expertise, males in the
workplace at the factory sought to actively test her capabilities by intentionally
withholding information from her while attending to a problem. Additionally, it further
extends the discussion as the results show that participants needed to prove their
competence beyond the technical sphere. In relation to the JD-R model, this adds to the
job demands of women in manufacturing. This suggests that a cultural shift is required
at the individual level and needs to be rolled out to include the factory floor to drive

change.

Turner et al. (2021) and Akanji et al. (2024) added to the discussion by Bishu and
Headley (2020) and argued that women respond to these expectations of proving their
competence by working harder than their male counterparts. However, little was said
regarding how long a woman would need to demonstrate this competence before they
were accepted as competent. The results found that at times, even with a tenure of more
than 10 years in the sector, participants were still expected to prove their competence to
their male counterparts, indicating a prolonged period of adversity. If women continue to
work harder to demonstrate their competence, it could lead to burnout and attrition.
Conversely, it was also found that, in some cases, once a participant had proved her
competence and was successful at her job, she was seen as a threat in the work
environment, to which the response of her male counterparts was intentional acts of
added adversities, such as micromanagement, and at times, being passed over for
leadership roles. In relation to the JD-R model, this battle between constantly proving
their competence without presenting as a threat adds complexity to the existing
adversities that women face, which amplify job demands and challenge their CR.
Additionally, it gives insight that despite proving their competence, women may not
progress, which adds another layer of complexity to the adversities that they face in the

form of stagnating career progression and can contribute to retention challenges.

On the other hand, the results align with O’Brien et al. (2023) and show that simply
adding women to the manufacturing environment without the relevant skills can set
women up for failure and can be detrimental to perceptions of gender within the
workplace. It can therefore be inferred that if an inadequately skilled woman fails, they
run the risk of perpetuating the stereotype that women are less capable than men. This
suggests that intentional succession and career planning are critical in informing

placement strategies to ensure that women are equipped with the right resources to
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support their success and retention, particularly for roles where they do not have

successful role models to emulate (Fitzpatrick et al., 2023).

The results also noted a key finding of an intersection of race and competence, whereas
there was no correlation detected with age. Black women, defined as African, Indian,
and Coloured in the South African context, seemed to experience more challenges in
relation to proving their competence to African men. While Chance (2022) referred to the
adversity of racism that black women need to navigate in higher education leadership,
this finding extends the discussion to manufacturing and builds from racism to race as it

considers the interracial nuances of a diverse South African workforce.

1.8 and 1.9.: Lack of a voice and female representation

The results found that several women experience a feeling of being left without a voice.
This was expected and confirms the argument by Galea et al. (2020) that the constant
need to prove themselves leaves women feeling undervalued and with their voice being
diminished due to the dominant culture of masculinity. This is closely linked with a lack
of female representation, as their needs are not met, and without a seat at the table,
there is no one to voice these needs. This aligns with Yanadori et al. (2021), who found
that senior management remains highly male-dominated, hence a woman’s perspective
or needs would be marginalised. Additionally, the results showed that as recently as five
years ago, there were still occurrences of women being the first or only female in their
position, which highlights the relevance of the under-representation of women in the

industry.

In summary, Theme 1 highlights that structural and cultural barriers contribute to the
adversities that women face in manufacturing. The results revealed that patriarchal,
gendered, and cultural norms create a working environment that allows for adversities to
persist, for hidden power dynamics to exist, and for underrepresentation and
marginalisation to continue. Furthermore, gender biases still exist in manufacturing and
are compounded by cultural norms in the South African context. This challenges
women’s competence throughout their careers and is an adversity that is heightened for
Black women and typically perpetuated by African males. Additionally, while dealing with
these adversities, some women, typically in factory roles, find an added adversity of still

needing to navigate an exclusionary physical environment.

6.2.2. Theme 2: Workplace demands
The findings showed that workplace demands emerged as a second key theme that
contributed to the adversities that women need to overcome in manufacturing. This

section discusses the two sub-themes of workload and identity conflict that were found.
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2.1.: Workload

Barber et al. (2023) argued that roles that adhere to set working hours may be less likely
to experience always-on expectations after working hours, and hence, the vice versa
may also be true. In alignment with this discussion, the results highlight that the
manufacturing environment, particularly factory environments, which are typically 24-
hour operations, perpetuates an “always on” culture that prevents women from attaining
a work-life balance and has, in some cases, resulted in burnout and increased turnover
intentions. While this is an adversity that both males and females need to navigate in
manufacturing, it serves as a compounding factor that contributes to job demands over
and above the unique adversities that women experience that their male counterparts do
not. Additionally, the results found that some women perpetuate this expectation
because of the pressure imposed on them to be available at all times, as an always-on
culture is encouraged rather than dispelled. This aligns with O’Brien et al. (2023) who
argued that women work longer hours due to informal norms, practises and expectations
within a male-dominated industry, and is further supported by Fatima et al. (2024), who
argued that work overload depletes resources and declines CR. The implications of the
finding suggest that women will continue to experience excessive workload as a

persistent adversity that affects their CR if the organisational culture does not change.

2.2.: Identity conflict

The results found that women struggle to show up as their authentic selves in
manufacturing, where compassion and femininity are often viewed as weaknesses. The
data shows that women have resorted to assimilation of masculine characteristics to
command respect, as that was the expected behaviour, and in some cases, these
expectations were imposed on them to demonstrate competence in leadership. Further
to that, it was found that women resort to these behaviours to assert their presence and
command respect. This was in direct conflict with their identities and left them feeling
unsettled. This aligns with the argument by Jogulu and Franken (2023) that women in
male-dominated industries were expected to take on male behaviours to fit the
environment. The implications of these findings show that experiences of disrespect and
gender bias shape women’s experiences and how they show up in the workplace, and
confirm Kenny and Donnelly’s (2020) argument that the constant contradiction between
expectations and natural disposition presents women with identity conflict, which can

lead to emotional strain, career stagnation, and ultimately shape turnover intentions.

In summary, theme 2 emphasises the point that workplace demands add to the
adversities that women face in manufacturing in the form of excess workload and identity

conflict, which creates emotional strain and may lead to attrition.
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6.2.3. Theme 3: Systemic inequalities
The data revealed a third key theme of systemic inequalities where organisational
policies or practises such as pay disparities and career stagnation inherently

disadvantaged females. This section discusses these two sub-themes further.

3.1. and 3.2.: Pay disparity and career stagnation

The results confirmed the findings by Yanadori et al. (2021) that pay disparities despite
equal workload and responsibility are still a relevant adversity that women face.
Additionally, the results also found that career stagnation was still relevant in
manufacturing despite women possessing the relevant qualifications and experience.
This finding was expected and is aligned with Jogulu and Franken (2023), who argued
that systemic organisational barriers have limited women’s career progression. The
researcher also noticed that career stagnation was identified as an adversity across
African and Indian race groups. This was a nuanced finding relevant to the South African
context as it indicated a disconnect between organisational policies, such as those
informed by Broad-Based Black Economic Empowerment (BBBEE) legislation, and
reality. The finding suggests that DEI targets are compliance-driven instead of serving
the purpose of bringing about equitable change to the marginalised population. This
aligns with O’Brien et al. (2023), who argued that there is a disconnect between
organisational policies and their implementation, while also offering a nuanced
contextual perspective. These results suggest that women may look elsewhere for equity

in pay and career growth.

6.2.4. Theme 4: WFC
The results found that family obligations and gendered home responsibilities emerged
as a core theme that contributed to the adversities that women face in manufacturing.

The section that follows discusses this theme in further detail.

4.1.: Family obligations and gendered home responsibilities

The results show that most women struggle to balance family obligations and gendered
home responsibilities, which often lead to struggles with wellbeing. This finding was
expected and aligns with the literature reviewed. Kinnear and Naidoo (2024) argued that
female manufacturing managers in SA experienced a double shift of balancing work and
family responsibilities, which led to poor well-being, while Bishu and Headley (2020)
highlighted that this balance became more difficult when considering the expectation of
being always-on. The findings also showed that WFC was particularly heightened for
African and Indian women, as they are traditionally expected to still take sole care of the

home and family despite working. This finding aligns with Allen et al. (2020), who argued
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that women feel greater expectations regarding WFC due to gender and cultural

expectations, but extends the thought to consider the influence of race.

Additionally, the results show that women with children face WFC as a constant adversity
throughout their careers, as their children’s needs do not diminish but rather evolve over
time. This adversity is further compounded for single mothers who do not have a
supportive partner to share the load or the organisational support to help balance the
load. This suggests that women with children will continue to face these challenges
throughout their careers, and leads to the point raised by O’Brien et al. (2024) that
supportive parental policies allow women to overcome this adversity and to progress in
their careers, whereas Galea et al. (2020) argued that poor parental policies lead to
attrition. Furthermore, the results showed that even women without children experience
this pressure of balancing work and family, particularly in a production environment,
which seemed to consume all their time to the point that they lost their identities and
experienced issues with their well-being. When this balance is tipped, women are
typically found to prioritise work over family, which strains their relationships and well-
being, and aligns with the literature by Kulik and Liberman (2022) and Kinnear and
Naidoo (2024). Kulik and Liberman (2022) argued that the quality of a woman’s personal
relationship is impacted by work-family stressors, while Kinnear and Naidoo (2024)
highlighted its impact on individual well-being. The findings also show that some women
did not realise they were experiencing WFC until probed, suggesting that these gendered
norms are so ingrained that women have become accustomed to these responsibilities
as being inherent in their lives. This is significant because if women are unable to balance
the conflict between work demands and family demands, it may lead to burnout and
attrition. Additionally, if women prioritise work over family, the strain on their relationships

robs them of an essential resource that could otherwise help them manage job demands.

6.2.5. Theme 5: Harassment and violence
The fifth theme that emerged in relation to gendered adversities was acts of violence and

sexual harassment towards women in the workplace.

5.1.: Physical intimidation and sexual harassment

The data revealed that women still experience physical and sexual harassment in the
workplace. This confirms the findings by Galea et al. (2020) and Riddle and Heaton
(2023) and shows that sexual harassment and sexual discrimination extend beyond
construction as a male-dominated industry and into the manufacturing environment as
well. The finding also showed that women in leadership roles sometimes find themselves

in circumstances where their instructions are challenged by physical transgressions. This
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aligns with Riddle and Heaton (2023), who found that women in roles that are typically
occupied by males are more exposed to sexual harassment. Additionally, the
researcher’s field notes highlight that these experiences are deeply traumatic. This
weakens women’s sense of safety and authority in the workplace. Further to the threat
to their physical safety, the trauma suggests that women’s psychological safety is also

threatened.

6.2.6. Summary of discussion for sub-question 1:
In summary, the factors identified provide empirical evidence that women still face
gendered adversity in manufacturing organisations. In relation to the JD-R model, these
adversities represent the unique challenges that amplify job demands for women in the
workplace, and add a gendered perspective to the model by not assuming that job
demands are equal for men and women in manufacturing. Additionally, these adversities
were commonly shared by women across organisations and across the duration of
tenure in their careers. This suggests that while these adversities are unique to women
in manufacturing, they are not unique across organisations, indicating a need for
structural and systemic changes that remove adversities from the manufacturing
environment, so that women may focus on the job at hand rather than first overcoming
obstacles in the workplace. Furthermore, these adversities are often interconnected and
drain women’s personal resources. Structural and cultural barriers, workplace demands,
systemic inequalities, WFC, harassment and violence, and female-dominated
environments emerged as prominent themes that contribute to the adversities of women
in manufacturing today and provide insight into why personal job resources in the form

of CR are important in shaping women’s turnover intentions.

6.3. Discussion of results for sub-question 2

Sub-question 2: What factors contribute to the development of career resilience
among women in a male-dominated manufacturing organisation?

Research Sub Question 2 sought to identify the factors that contribute to how women
build CR in the context of manufacturing. In relation to the JD-R model, CR represents
the job resources component as a personal resource that helps women overcome the
adversities highlighted in the prior sub-sections and supports women'’s career longevity
(Mishra & McDonald, 2017). The section that follows will outline and discuss two themes

of individual CR building strategies and social support that emerged from the data.

6.3.1. Theme 1: Individual strategies
The data showed that individual strategies emerged as a core theme that contributed to

the development of women’s CR. This section discusses the seven sub-themes that
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arose in relation to these strategies and include networking, mentorship, continuous

learning, reflection, work-life balance, personal drive, and strategic career planning.

1.1. and 1.2.: Networking and seeking mentorship

The results showed that professional networking is a key personal resource that helped
participants build CR by having someone who can share advice through past
experiences or talk through current frustrations. This finding aligned with Bishu and
Headley (2020), who found that women in male-dominated professions leverage
networks, which could be internal or external to their current organisations, to maintain
their careers. Additionally, the results revealed that these networks are not all female,
and men have helped share a different perspective, and hence their advice has also
been solicited. Jogulu and Franken (2023) added that network leveraging includes
seeking support from mentors and that it is critical in navigating job demands. The results
confirmed this argument and showed that a significant number of participants relied on
mentorship to help them deal with adversities by learning from the experiences of others
and to help them process emotions and frustrations. Additionally, this finding supports
the point by Borg et al. (2023), who highlighted that psychosocial mentoring, which
focuses on the social and emotional well-being of the mentee, helps in improving CR.
Also, the results show that women often seek the guidance of female mentors so that
they can be vulnerable and talk to someone relatable. Participant 14 (Indian) expressed
this by sharing that female mentors enable open conversations without judgment. This
finding was expected and aligned with Chance (2022), who argued that females make

good mentors due to their relatable experiences.

Additionally, the results showed that mentoring was a resource that women needed to
find for themselves. This confirmed the point raised by O’Brien et al. (2023), that women
independently search for support in navigating their careers. However, the findings also
showed that women found it difficult to find a female mentor as the industry is still
predominantly male, especially at leadership levels, and often had to look externally. The
results further showed that even when they did find a female leader, they were at times
unable to resonate with her as she was not open to mentoring or had assimilated with
dominant male behaviours that were not attractive to women looking for a more feminine
role model. This aligns with Jogulu and Franken (2023), who argued that women in male-
dominated professions felt pressure to assimilate to male behaviours in a male-
dominated environment. This, unfortunately, leaves women with limited options in
relation to finding supportive resources in the form of female mentors. The results found
that women overcame this challenge by seeking mentors outside their core field, but still

within a male-dominated organisation, in supporting functions such as Human
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Resources. This was not expected based on the literature review but is supported by
Jogulu and Franken (2023), who indicate that women seek support from mentors, in and

outside of the workplace. This highlights the adaptability of women in building their CR.

1.3. and 1.4.: Continuous learning, reflection, and adaptability

The results highlight that CR is a process and a personal resource that can be developed
over time. This confirms Mishra and McDonald’s (2017) definition of CR; however, what
was not expected was the finding that revealed that women described CR as a process
of growing and overcoming adversity in their careers without changing their values. This
indicates that there are limits to building CR due to the boundaries that women set for
themselves. Furthermore, the results show that most women have strengthened their
CR over their careers, while a few have shared that their CR is fatigued, indicating that
it is a resource that can be depleted. This aligns with Bardoel and Drago (2021), who
argued that resources can be gained or lost, and those who protect their resources or

attempt to gain more resources are more likely to remain resilient.

The finding further revealed that the process of building CR takes the form of continuous
learning, reflection, and adaptation. This was expected and aligns with Hartmann et al.
(2020) and Xue (2021), who defined CR as a dynamic process that evolves through
experiences, reflection, and continuous learning. The study showed that continuous
learning included both personal and professional development, while reflection took the
form of introspection and journaling. Borg et al. (2023) highlighted the need for formal
professional development in building CR, while Kinnear and Naidoo (2024) highlighted
the use of personal resources such as journaling. The results revealed a key insight that
professional development was used as a mechanism to develop confidence in their
capabilities and to help them prove competence in their field. This insight is significant
because while professional development may help women defend their competence in
the workplace, it is a double-edged sword that drains personal resources such as time

and finances, which may already be under strain and could compound WFC.

1.5. and 1.6.: Work-life balance and strategic career planning

The research found that work-life balance was an important contributor to replenishing
personal resources. This finding extends the discussion by Noda (2020) and highlights
that work-life balance is an important contributor to well-being and CR in both developing
and developed countries. In terms of the JD-R model, the constant conflict between job
demands and job resources has also been found to influence significant life choices in
women’s lives, which include decisions such as when to have children and which roles

to accept in their career trajectory. This finding lends insight into the strategic choices
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that women make in their personal lives to align with the best way they see fit to cope
with job adversities and maintain their careers. This challenges the argument that
women are conflicted in their decision to have children by O’Brien et al. (2023), but rather

suggests that women strategically plan when to have children.

1.7.: Personal drive and intrinsic motivation

The study found that personal drive is a key factor in building women’s CR by providing
a mechanism to keep them motivated to persevere in their careers. This confirms the
argument by Oelberger (2019), who emphasised that people who consider their work
deeply meaningful may tolerate adversities such as long work hours and WFC to fulfil
their purpose. The results also showed that this motivation stems from a deep-rooted
purpose to bring about change in the perception of women in manufacturing, to provide
a role model for hope, and to help new and future women in entering the industry. This
aligns with the argument by Sendze (2023) that women feel a deep sense of purpose to

transform the industry and to serve as role models for future generations of females.

In summary, these sub-themes highlight that women rely on individual strategies to build
CR, and that networking and mentorship were key factors in building CR, along with
continuous development, which helped women gain further resources to remain resilient
in their careers. Further to that, work-life balance and strategic career planning were
found to be critical in balancing job demands and job resources. Finally, women feel a
deep purpose in bringing about positive change that creates space for more women in

manufacturing, and this purpose keeps them motivated to maintain their CR.

6.3.2. Theme 2: Social support
The research found that aside from individual personal strategies, social support was a
significant factor that contributed to building women’s CR. It highlights the point that CR
is not built in isolation but rather through a community of people that support women and

can take the form of family and informal peer support.

2.1. and 2.2.: Family and informal peer support

The results showed that a key factor in building CR is family support, either through
emotional support or by offering additional resources, such as helping with children. This
confirms the argument that CR is reinforced through social interaction and aligns with
Gettings and Hall (2024), McMahon and Abkhezr (2025), and Wan et al. (2024), who
found that family support is key in building resilience. This is significant because if women
do not receive this support, it deprives them of a critical resource that supports CR.
Additionally, Wan et al. (2024) argued that support from their husbands was a critical

factor in supporting the CR of married women. The results of this research confirm this
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and add nuances in how this support manifests, as it showed that it was either through
career advice and planning or, at times, by sharing caregiving responsibilities at home,
which was not typical of traditional gender norms. This is significant because in many
households, partners may be a source of personal demands that compound job
demands and deplete personal resources. This is aligned with Halinski and Duxbury
(2024), who argued that spouses who contribute at home, through activities such as
childcare, offer a key resource in managing job demands. Additionally, the results
showed that, complementary to family support, the support of colleagues and friends
builds CR, which emphasises the point that CR is strengthened through a social

community.

In summary, social support through family and informal peer support has been found to
help build women’s CR. This outcome was expected, but it also emphasised the
importance of partner support and highlighted nuances in how this manifests in the

sharing of caregiving responsibilities in relation to building CR.

6.3.3. Summary of discussion for sub-question 2
The research findings highlight that CR is a dynamic process that is developed through
both individual strategies and social support. Additionally, the key contributing factors to
the development of CR among women in manufacturing included networking,
mentorship, continuous learning and reflection, work-life balance, strategic career
planning, personal drive, and family and informal peer support. The willingness to learn
and adapt helps women build a repertoire of personal resources that they can call upon
to overcome job demands, and these resources are further amplified by social support
structures. Importantly, the results showed that these factors are interlinked and hence
require both the individual, their community, and the work environment for CR to develop
and be sustained. In relation to the JD-R model, these findings position CR as a critical
personal job resource within the model that helps women overcome the job demands
they experience in the workplace so that they may maintain career longevity. This is a

unique contribution of this research, which is further discussed in Chapter 7.

6.4. Discussion of results for sub-question 3
Sub-question 3: How could organisations better support women's career
resilience to retain them in male-dominated manufacturing organisations?
Research Sub Question 3 sought to identify the organisational factors that help to better
support women’s CR in manufacturing with the aim of retaining them in the organisation.
Linking back to the JD-R model, these factors represent the organisational job resources

required to support CR. This sub-question, therefore, aimed to confirm the argument by
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Borg et al. (2023) that while CR is a valuable individual resource, it is strengthened
through organisational support. The section that follows will discuss the three themes
that arose in relation to the organisational factors that contribute to the development of
CR among women in manufacturing, and include individual structural interventions,

developmental support, and culture and leadership.

6.4.1. Theme 1: Structural interventions
The research found that structural interventions such as the implementation of DEI and
flexible work polices help to support women’s CR in manufacturing by providing

additional resources to balance job demands.

1.1.: DEIl targets and policies

The research found that DEI targets, trainings, and policies have been used as a tool to
address inclusion challenges and the underrepresentation of women in manufacturing.
However, the results also showed that these efforts and polices have not always
translated into practical changes that support CR or in removing job adversities. This
aligned with O’Brien et al. (2023), who highlighted the disconnect between gender equity
policies and their implementation. This is important because it emphasises the argument
that policies need to be accompanied by practical change for real impact on equity and
career longevity. The results prove that while policies shift the focus away from the
individual’s ability to overcome adversity and rather focus on removing the adversity in
the workplace, if there is a disconnect between policy and practice, plus there has been
little effort to support women’s CR, it leaves women without valuable organisational
resources to maintain career longevity. This is supported by O’Brien et al. (2024), who
argued that embedded and sustainable organisational systems are more valuable for
practical change than short-term diversity programs. The study also found that the
implementation of DEI targets without supportive practices leaves women exposed to
experiences of tokenism and being placed in positions without the authority of decision-
making powers. This result confirms the finding by Duarte et al. (2023), who argued that
women may be included in the workplace to improve DEI numbers but are not

empowered to succeed and thrive.

1.2.: Flexible work arrangements

Bishu and Headley (2020), supported by Shifrin and Michel (2022), argued that flexible
work arrangement was key in retaining women in male-dominated fields as it improves
work-life balance, reduce WFC, improve work satisfaction, and reduce burnout, and
hence improve CR by providing vital organisational job resources to balance job

demands. The results of this study confirmed that women see flexible work arrangements
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as a key organisational resource in supporting CR in manufacturing. However, the results
also showed that flexible work arrangements do not have to take the form of a
companywide work-from-home policy. Instead, it can also take the form of ad hoc work-
from-home arrangements that are unique to the individual and agreed with their line
manager. This aligns with Wang et al. (2019), who argued that idiosyncratic deals at
work, defined as non-standard and individually personalised work arrangements that are
negotiated between employees and their line managers, offer a practical approach in
managing the unique needs of a diverse workforce. This is significant because flexible
work arrangements may not always be practical, particularly in a factory or in operational
roles; however, having the flexibility of ad hoc arrangements can support women’s CR
in these environments. Furthermore, the results showed that some resources were
prioritised over others; for example, work-life balance was traded for flexible working
arrangements as it was a vital resource in supporting CR. This validates the argument
by Bishu and Headley (2020) that tangible resources, such as flexible work
arrangements, are especially helpful for women who have children and family

responsibilities.

6.4.2. Theme 2: Developmental support
Over and above structural support, the results have shown that developmental support
is viewed as a key organisational resource required to support women’s CR. This finding
typically addressed the need for growth and career progression, which were significant
adversities that challenged women’s CR (Jogulu & Franken, 2023). Additionally,
developmental support was found to equip women with the right skills for success. The
three themes that emerged were formal mentoring and networking, career planning and

leadership development, and were perceived as necessary to support women CR.

2.1.: Formal mentoring and networking

The study showed that mentorship and networking are key factors that contribute to the
development of women’s CR; however, they are typically personal job resources left up
to the individual to find. In response to this, the results show that women perceive a need
for formal mentorship within the organisation to support CR. This aligns with Carter and
Youssef-Morgan (2019), who argued that formal mentoring programs directly improved
personal resources and hence improved employees’ abilities to deal with adversities.
The finding further aligns with O’Brien et al. (2024), who pointed out that organisations
need to arrange for networking events for women during work hours so that it reduces
the barriers to access of this vital resource, which does not infringe on family time, or

removes the challenge of restrictive networking due to gender obligations at home. This
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thought is further extended by the insight that formal mentoring and networking programs

need to be offered not only to young graduates but to women in general.

When considering the suitability of mentors, Chance (2022) argued that females make
good mentors for women due to their relatable experiences. The results of the study
confirm this argument, as it revealed that female mentors were preferred over male
mentors. However, the finding extends the argument by adding that female mentors were
seen as necessary for women to express their need for help without being perceived as
weak or vulnerable in the eyes of a male mentor. This finding challenges the discussion
by Hill and Laguado (2019), which highlights the point that male mentors can intentionally
create safe environments for female mentees to be vulnerable, which is particularly when
women are under-represented in senior leadership and female mentors are difficult to
access. The difference may lie in the context of the argument being based on the premise
of a female-dominated environment where gendered adversities may be limited despite
women’s underrepresentation in leadership. Whereas a male-dominated environment
highlights gendered adversities, hence establishing trust with a male mentor may be
more difficult. This is a significant finding for two reasons. The first is because it
emphasises that the adversities that women face are uniquely gendered and that women
seek psychological safety for mentoring to be effective, which aligns with the literature
by Tsuei et al. (2019), and extends it to include the manufacturing context for female
employees. In relation to the JD-R model, it extends the model by showing that job
resources need to be fit for purpose, rather than just available, for it to be effective.
Secondly, because women remain underrepresented in the manufacturing industry,
finding a female mentor will be a challenge. This suggests that organisations can
respond as guided by Durbin et al. (2020), in implementing a female-led online mentoring
platform that can provide substantive representation despite being underrepresented in

the industry.

The study also revealed that leadership-specific development, such as leadership
coaching and mentoring, was perceived as a key organisational resource to support the
CR of women in leadership. This is a significant finding because it confirms the point by
O’Brien et al. (2023) that if a woman is not adequately equipped for a role and fails, it

perpetuates the stereotype that women are less capable than men.

2.2.: Career plans
The results show that career plans that align with women’s career aspirations support
CR by helping women gain experience, skills, and exposure that help them deal with job

demands proactively. Without these plans, women are either ill-equipped to overcome
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adversities that are related to succession planning, especially in the absence of female
predecessors, or are frustrated with a lack of career progression, which influences
retention. This validates the findings by Ahmad et al. (2019), who argued that career
competency significantly predicts CR, which in turn predicts career success. Additionally,
when compared to the findings by Fitzpatrick et al. (2023), it confirms that organisational
resources in the form of professional development and career planning are key for
retention. Together, these findings highlight that formal development and career plans

are vital organisational job resources that support women’s CR in manufacturing.

In summary, the results found that developmental support was a key organisational
resource required to support women’'s CR. It helped women learn from the past
experiences of other women through mentorship and to gain valuable experience
through career plans, enabling them to be prepared for adversities and to succeed in
overcoming them. Additionally, professional development and formal career planning for
women moving into leadership roles were seen as vital, considering the lack of women
in leadership, and hence the need to offer specific support in overcoming the challenges

that they would face as female leaders.

6.4.3. Theme 3: Culture and leadership
The data showed that organisational culture and the leadership of an organisation were
key themes that emerged from the data. This section discusses the six sub-themes that
were identified and include managerial support, a supportive organisational culture, role

modelling, advocacy and sponsorship, and gender sensitive trainings.

3.1.: Managerial support

The findings showed that managerial and organisational leadership support was
perceived as a key organisational resource in supporting women’s CR. This finding
confirms the argument by Borg et al. (2023) that managerial support was crucial in
building employee CR and highlights its relevance to women’s CR. Additionally, the
results show that supportive managers play the role of a coach and an advocate. This
result validated the literature reviewed and supports Bridges et al. (2022), who argued
that a supportive supervisor created a supportive culture through advocacy and therefore
supported CR. However, the findings extend this literature as it highlights that this
support and advocacy may have been received from senior leaders, over and above
their direct supervisor, which also provided women with organisational resources to
support CR. On the contrary, the results also showed that not all women were fortunate
enough to receive managerial support at any level. However, the research further

showed that managerial support fluctuates over time as women journey through their
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careers or through the movement of managers. This is important as it applies an
unexplored dimension of temporality to the JD-R model in which organisational job
resources may be temporary in balancing job demands if the organisational and
leadership culture is not consistent. While temporality is not explicit in the literature
reviewed, it is supported by O’Brien et al. (2023), who argued that as they transition
through their careers into new roles, women who did not receive managerial support

were left feeling unsupported, which challenged their CR.

3.2.: Supportive organisational culture

The results show that over and above managerial support, a supportive organisational
culture breeds a supportive and inclusive work environment, which helps women deal
with job demands and hence supports their CR. This aligns with Bridges et al. (2023),
who argued that organisations with an inclusive organisational culture help women build
CR in male-dominated industries. Additionally, the study found that despite adversities,
supportive senior leadership behaviours positively influenced women’s career
experiences. This finding aligns with Campuzano (2019), who suggested that leader
behaviour can influence the organisational culture and therefore CR. Considering the
masculine and patriarchal cultures of male-dominated organisations, this finding is
significant because it suggests that organisational culture can be re-shaped and
reinforced through leadership behaviours, and signals that leaders can serve as role
models for what is acceptable and what is not. Furthermore, it indicates that positive
leadership behaviours, such as inclusion and psychological safety, can create a

supportive work environment that enables women to build CR.

In addition, the results showed that even within an organisation with a supportive culture,
some male employees have not been able to adapt to women in the environment and
continue to practice informal norms. This aligns with the previous finding of hidden power
dynamics in manufacturing. Hence, these individual-based dynamics within a supportive
organisation deplete CR. It therefore adds insight that it is not solely the organisational
culture but also the people within these organisations that shape women’s CR. This
extends Campuzano’s (2019) argument that leadership behaviours shape organisational
culture to consider that the behaviours of line managers also shape organisational
culture and women’s CR. However, the results also found that a supportive
organisational culture can help retain women and support their CR even when facing a
difficult line manager or colleagues. This is supported by Naz et al. (2020), who argued
that a supportive work environment has a positive and significant effect on employee

retention.
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3.3. and 3.4.: Role modelling, advocacy, and sponsorship

The results showed that female leadership presence was perceived as a vital
organisational resource in supporting CR through visibility in role modelling. This result
aligns with Bridges et al. (2020), who noted that leadership serves as a role model and
a source of inspiration for women. The research also found that men can play the role of
an advocate or sponsor and have been a key support in building women’s CR. Further
insight showed that, when offered, this support is typically provided by line managers to
drive career progression, but at times it has also been demonstrated by peers to foster
an inclusive organisational culture. This finding aligns with Humbert et al. (2019), who
argued that men are seen as more effective advocates for gender equality. However, it
adds to the discussion by highlighting that their effectiveness may be linked to positional
power. The results also showed that if these male peers are not in positions of leadership,
their influence on decision-making is limited. This suggests that advocacy should extend

to senior male leaders of manufacturing organisations to see practical change.

3.5.: Training and gender sensitive support systems

The findings show that women perceive gender specific DEI training and organisational
support systems to be a key support that builds CR. Additionally, the results showed that
women feel the need for training to be rolled out across the organisation for it to bring
about practical change, and for it to address both males and females. This aligns with
Ringblom and Johansson (2020), who argued that training is important in addressing the
issue of gender equality and in changing attitudes, while Safari and Gekara (2025) added
that organisation-wide training, with an emphasis on unconscious bias, sexism, and
gender stereotypes, was required to drive organisational culture changes. Furthermore,
the results showed a need for organisations to educate their leadership on inclusion and
equity specific to gender. The results suggest that women see an educated leadership
as one that will drive tangible change in eliminating job adversities, while providing job
resources. The result also confirmed the argument by Safari and Gekara (2025) that
gender equity management training programs were important to help leaders understand
the consequences of their behaviours and biases and to help in addressing them. This
is a significant finding as it aims to address the root cause of the adversities that women
face in manufacturing. This supports their CR as it tackles the behaviours of men in the
work environment, which creates adversities for women, leaving them with more

resources to attend to role-related job demands rather than gender related job demands.

In summary, the results show that organisational culture and organisational leadership
play a key role in shaping the experiences of women in manufacturing and in supporting

their CR. Managerial support, advocacy, and sponsorship helped women progress and
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overcome adversities, while a supportive organisational culture sets up an environment
with fewer adversities for women. Additionally, while females in leadership serve as role
models, male advocates have the most potential for bringing about change based on the
power and influence they hold in the organisation. This suggests that organisational

resources at both the individual and cultural level support women’s CR.

6.4.4. Summary of discussion for sub-question 3
The results show that organisational support through structural interventions, formal
development, and a supportive organisational culture and leadership are key in
supporting women’s CR in manufacturing. The research highlighted that women rely on
personal resources to build CR; however, in the face of multiple significant adversities,
these resources can be stretched to a point of depletion. Hence, organisational job
resources are critical for preserving these resources and supporting in replenishing and
building CR to prevent attrition (Borg et al., 2023; De Vos et al., 2020; Gregor et al.,
2023). A discussion of the themes highlighted that organisational support takes place at
an individual level, through role modelling, managerial support, and sponsorship, as well
as at an organisational level, through culture and policies. From a JD-R model
perspective, organisational resources provide support in two ways: by reducing recurring
adversity that amplifies job demands, and by providing women with resources that
strengthen CR. The results showed that when these supports are present, women are
better able to navigate their careers despite the presence of job demands; however, in
the absence of these organisational resources, the burden of resilience falls solely on

women, which strains their CR and shapes their turnover intentions.

6.5. Discussion of results for sub-question 4
Sub-question 4: Under what circumstances do women feel that CR is insufficient
to prevent them from leaving the organisation?
Research Sub Question 4 aimed at understanding the circumstances under which
women feel that their CR is not enough to prevent attrition. Bridges et al. (2020) argued
that in circumstances where job demands exceed job resources, CR does not buffer the
effects of job stress and may influence women to consider leaving their roles. From a
JD-R model perspective, Sub-Question 4 unpacks insights into the contextual limits of
CR and the consequences of when job demands exceed job resources. The section to
follow will outline and discuss the themes that emerged in relation to women’s turnover
intentions and the circumstances that may lead to the tipping point of turnover intention

into attrition.
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6.5.1. Theme 1: Tipping point of career resilience
The research found that CR, as a personal job resource, supported by organisational job
resources, helped women to navigate their careers and overcome job demands. This
finding confirmed the argument by Polson (2020), who emphasised that when job
demands outweigh job resources, women may not stay in their roles. In response to this,
Caporale-Berkowitz et al. (2022) suggested that building resilience can improve
retention. This research suggests that when job demands exceed job resources, a
tipping point of whether to stay in or leave the organisation is reached. The results also
highlight that at this tipping point, there are push, pull, and retention factors that shape
women’s decisions from turnover intention into attrition. The section that follows
discusses these sub-themes that arose in relation to the circumstances where CR fails

to prevent turnover.

1.1.: Push factors

Borg et al. (2023) emphasised that CR must be supported by organisational job
resources to overcome job demands. The results extend this argument and highlight that
some of the factors that pushed turnover intention into attrition manifested through
gendered adversities, with the main factors being a lack of managerial support,
stagnation in their careers, and WFC, which led to well-being challenges and burnout
(Borg et al., 2023). These findings reinforce the significance of these adversities on CR
and turnover intentions (Bishu & Headley, 2020; Bridges et al., 2020; Duarte et al., 2023;
O’Brien et al., 2023; Shivhare, 2025). However, it can be argued that some of these
adversities may be compounded by the norms and expectations of working in a
manufacturing environment. For example, the work overload of a 24-hour operation can
result in WFC as women are expected to prioritise work over family. This adversity may
exist in corporate roles, but it may be reduced based on scheduled work hours. This
aligns with Barber et al. (2023), who argued that roles that adhere to set working hours
may be less likely to experience always-on expectations after work hours. It can be
inferred that the contrary may be true for manufacturing, which is typically exposed to a
24-hour operation. This is significant because, in relation to the JD-R model, it suggests
that the context of a manufacturing environment contributes to the adversities that
women face and compounds existing gendered job demands that they face in a male-

dominated environment.

The research showed that push factors can be influenced by both short-term and
persistent job demands. While unsupportive line managers and career setbacks can be
short-term adversities that push women over the tipping point, some women choose to

stay in their organisations despite these adversities with the aim of persevering past
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them. However, in general, these women also reached a tipping point at which persistent
adversities, despite trying to change their experiences of the workplace, pushed them to
leave their role or the organisation. The findings further reveal that these changes were
typically made after years of dealing with persistent adversities without additional
resources to support their CR, which led to CR fatigue. For example, Participant 2 left
after 18 years, Participant 10 after 10 years, and Participant 18 after 3.5 years in their
respective organisations, demonstrating that these were not rash decisions but rather a
last resort for CR preservation. It can therefore be inferred that leaving an organisation
can be redefined as a form of CR rather than CR failure. This finding aligns with Gong et
al. (2026), who argued that employees may explore external career opportunities to
secure long-term career sustainability and hence use attrition as a career strategy to
maintain career longevity. This is significant as it suggests attrition can be reframed as
a CR strategy and expands on London’s (1983) definition of CR. Rather than the notion
that CR is solely about perseverance in a challenging environment, the findings suggest
that strategic career pivots or exits from an organisation are necessary in the face of
constant adversity to maintain CR and to stay in manufacturing. Furthermore, Mishra
and McDonald’s (2017) definition of CR can be extended to consider CR as the ability to
maintain career progress over the span of an employee’s professional life across
different roles and organisations. This result considered the element of time and
emphasised that while women recognised the need for CR to overcome job demands,
they also understood that CR should not perpetuate adversities for a prolonged period
and that the burden of resilience should not rely on women’s personal resources to

sustain their careers (O’Brien et al., 2023).

The results also highlighted that a few women observed that female peers who left an
unsupportive organisation appeared to thrive in subsequent organisations. This
observation served as a push factor for women to consider leaving when their career
aspirations were not met, and aligns with the argument by Wiesche et al. (2024), who
highlighted that if employees notice peers who have exited the organisation and are
succeeding, this may push the remaining employees to leave, as it suggests the
availability of external career opportunities. Contrary to this, the results also showed that
at times, even when career aspirations are met, job demands may still exceed job
resources, and women resorted to attrition to prevent depleting their CR. This aligns with
both Bardoel and Drago (2021), who argued that resources can be gained or depleted,

and Gong et al. (2026), who highlighted that attrition may be used as a career strategy.

Additionally, the results revealed that operational manufacturing roles, which are typically

factory-based, are particularly difficult to navigate due to the unique challenges of the
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environment and inadequate organisational resources. This finding extends the research
by Lu et al. (2020), who argued that women in factory-based roles experience
significantly higher job demands and more adversities compared to women in corporate
roles that challenge their CR. Building on this point, the research observed that two
organisational cultures may exist within one organisation — a corporate culture and a
factory culture. Corporate culture, while having its own set of gendered adversities, offers
more opportunities for professional growth and organisational resources. In contrast,
factory culture within the same organisation is removed from corporate and prioritises
efficiency and output, as described by Participant 18 (White) as an “always-on” culture.
These cultural differences shape women’s experiences of job demands and influence
the availability of job resources. This finding confirms the argument by Navarro and
Naranjo (2025) that factory organisational cultures, which prioritise efficiency and
competitiveness, need to provide resources to support well-being and retention. This
highlights the need for factories to offer more organisational resources to support
women’s CR and prevent attrition. Furthermore, the results of this research extend the
discussion by revealing that when women in factory roles foresee a significant need to
use personal resources for personal demands, such as having children, they look to
move out of these roles as a strategy to balance job demands and job resources. This
supports the earlier argument by Gong et al. (2026) and infers that turnover can be
reframed as a CR strategy rather than a CR failure event, and extends the context from

the IT sector to manufacturing.

1.2.: Pull factors

The research showed that there are pull factors that attract women toward other
organisations. This is mainly due to organisations that offered more resources to support
CR or fewer adversities to overcome than in their current organisation. Pull factors were
found to take the form of clear career paths and supportive policies, or reduced
adversities such as reduced workload that resulted in better work-life balance. This
confirms the discussion by O’Brien et al. (2024) and Sendze (2023), who argued that
organisational resources such as supportive work policies help women achieve a work-
life balance, which is important for them to stay in their roles. Additionally, when
compared to Fitzpatrick et al. (2023), who argued that career planning is key for
retention, the findings suggest that a clear career path, which has been defined by an
external organisation, also shapes women’s intentions to leave the organisation,
particularly if they are not adequately supported in their current employment. This

suggests that a lack of adequate resources exposes an organisation to double the
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attrition risk, in which adversities push women away, while the availability of resources

elsewhere pulls women towards them.

Furthermore, the results showed that a significant number of women had a desire to
remove gendered job demands for other women entering the field, and a grand vision to
grow into leadership positions of influence to make a bigger impact within the
organisation. Hence, most women carried a self-imposed responsibility of making it
easier for other women to work in manufacturing, but once this was achieved, they were
willing to move on in search of growth, or if this could not be achieved within the
organisation, they considered leaving. In these cases, turnover intentions triggered
attrition and career moves. These findings challenge Sendze (2023), who argued that
women stay in their careers despite adversities because of their purpose for
transformation. Rather, the findings suggest that if women are not supported in their
purpose in their current organisations, and they have not been able to demonstrate
transformation, they turn to attrition or are pulled towards other organisations that will

help support their purpose.

Additionally, the results also showed that women typically aim to grow within an
organisation to fulfil their purpose. However, if this was not possible, but was instead
possible externally, it pulled them towards those organisations (Wiesche et al., 2024).
This emphasises that organisational changes are not only needed at an individual level
but also require systemic changes that call for representation at the right level to drive
those changes, and women were willing to leave their organisations or their field to gain
the exposure needed to drive positive change in manufacturing. The results also
revealed that, in some cases, women decided to leave the manufacturing sector to drive
their purpose and make a bigger impact. However, it was noted that some women did
not attribute the move to the adversities they faced in manufacturing, but rather described
it as a deliberate attempt to find an organisation that enabled their purpose for
transformation for women in manufacturing. The irony of this is that this purpose is

typically borne out of the adversities they experienced as women in manufacturing.

The findings also revealed that when women reached a point where their personal
resolve, in the absence of organisational support, was inadequate to balance resources
and demands, they typically pivoted out — either due to push or pull factors. As a parallel
thought, the results also revealed that in some cases, when a woman’s CR had been
exhausted, a move into a new role or organisation had renewed her CR after making the
move. This emphasises the argument that CR is a dynamic process that can be

developed, replenished, or depleted (Bardoel & Drago, 2021; Hartmann et al., 2020).
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The findings further revealed insights into women’s career moves and where they go if
they decide to leave their roles. The results showed that women typically look for roles
within their current organisation when considering turnover intentions. However, if they
are unable to do so, they look externally, even if this means leaving the sector despite
their passion for the field (Wiesche et al., 2024). Five of the 18 participants left
manufacturing to go into the service sector. However, three of the five participants,
despite leaving core manufacturing, stayed in supporting functions that serviced
manufacturing, such as marketing and consulting. These results revealed that, in most
cases, even though career moves were made, women typically stayed within
manufacturing because they enjoyed their jobs. However, they chose to move to a
different organisation with more job resources or fewer job demands. This confirms the
argument by Oelberger (2019), who emphasised that tolerating adversities depletes
personal resources, and despite their purpose, women may leave because the strain of
these adversities may outweigh their resources. This highlights the significance of a
supportive work environment on CR and turnover intentions, and suggests that if there
is a misalignment between women’s purpose and values and the organisational culture,
women may consider leaving. Additionally, despite this passion, some women are clear
that they will not return to factory roles due to the overwhelming adversities they
experienced in the past, with inadequate resources to support these job demands. This
confirms the argument by Lu et al. (2020), who highlighted that factory roles experience
significantly higher adversities, and suggests that women make strategic career

decisions based on these known adversities.

1.3.: Retention anchors

The results showed that despite the multiple adversities that women experience in
manufacturing, some women feel that there were factors that prevented them from
leaving their organisation, despite not having adequate job resources to support their
CR. Borg et al. (2023) argued that CR is supported by organisational resources, while
Caporale-Berkowitz et al. (2022) suggested that building resilience can improve
retention. Therefore, it can be inferred that supportive organisational resources can
improve women'’s retention. This finding is therefore a paradox, in which it would be
expected that poor organisational support would increase the risk of attrition; however,
the results show that some women do not leave despite inadequate job resources
because there may be retention anchors that ground women to their current organisation.

Furthermore, these retention anchors were mainly influenced by personal factors.
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One of the factors that influenced retention was the need for financial stability. This was
expected based on the literature reviewed and aligned with Sendze (2023), who argued
that women trade off adversities such that they do not risk sacrificing financial benefits,
such as health plans and job security. This is a critical insight because it confirms the
position that women may stay in their roles out of necessity. Without adequate support,

it can lead to burnout, poor performance, and disengagement (Allen et al., 2020).

The results showed that another retention factor was women’s personal drive and
purpose. This aligns with Oelberger (2019), who argued that people who consider their
work to be deeply meaningful, experience a high devotion to work, which allows them to
tolerate adversities such as long work hours to fulfil their purpose. This implies that when
women find purpose in the work they do, this purpose initially acts as a retention anchor
and confirms the argument by Sendze (2023), who emphasised that women’s
commitment to breaking barriers in manufacturing acts as a personal resource that
transcends CR and serves as a retention anchor that keeps them embedded in the field.
It further extends the argument by suggesting that this purpose also acts as a retention
anchor that prevents women from leaving. Additionally, these results showed the overlap

between CR strategies and retention anchors through the sub-theme of personal drive.

The results also found that a third factor that influenced retention was women’s family
obligations and personal circumstances, such as family commitments, which prevented
them from taking on a role that required relocation. This confirms the points by Mueller-
Gastell and Pedulla (2025), and Sendze (2023), who argued that women stay in an

organisation if the alternative opportunity requires them to relocate.

The factors that serve as retention anchors for women in manufacturing organisations,
despite inadequate resources to support their CR, confirm the argument that retention is
not always voluntary and is instead influenced by moral obligation or a function of
circumstances (Sendze, 2023). This suggests that retention does not mean employee
satisfaction and implies that organisations should not only measure retention, but also
engagement, to inform them of the effectiveness of their retention strategies. If
organisations do not improve job resources to support CR, they may risk losing women
when an imbalance towards job demands leads to burnout stress or when it outweighs
moral obligation (Polson, 2020). This reinforces the argument that CR without

organisational support may not guarantee retention.
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6.5.2. Summary of discussion for Sub Question 4

The study showed that CR, as a personal job resource, supported by organisational job
resources, helped women to navigate their careers and overcome job demands, but in
circumstances where job demands outweighed job resources, some women did not stay
in their roles despite their CR (Polson, 2020). The findings further suggest that under
these circumstances, a tipping point of whether to stay in or leave the organisation is
reached. Additionally, the study suggests that at the tipping point, there are push factors,
pull factors, and retention anchors that shape women’s decisions from turnover intention
into attrition. Push factors were influenced by short-term and persistent job demands,
and in the absence of adequate job resources, they usually pushed women into looking
for roles in a more supportive environment (Wiesche et al., 2024). Furthermore, the
research found that two organisational cultures may exist within one organisation with
different levels of organisational support — a corporate culture and a factory culture, with
factory culture imposing more job demands with fewer organisational resources to
support CR, which highlighted the contextual influence on the JD-R model. The
discussion on push factors also inferred that leaving an organisation can be redefined
as a form of CR rather than CR failure (Gong et al., 2026). It also revealed that there are
pull factors such as clear career paths, supportive policies, and fewer adversities that
attract women to other organisations. The existence of pull factors suggests that a lack
of adequate organisational job resources presents as a double jeopardy in which
adversities push women away from their current organisation, while the availability of
resources elsewhere pulls women towards other organisations (Wiesche et al., 2024).
An important finding also highlighted that despite adversities or opportunities elsewhere,
some women were anchored in their current organisations by personal circumstances
such as the need for financial stability, personal drive, family obligations, and an inability
to relocate. These retention anchors indicate that retention does not mean employee
satisfaction and does not guarantee future retention if personal circumstances change
(Sendze, 2023).

6.6. Conclusion of discussion and link to the Overarching Research Question
This chapter discussed the results presented in Chapter Five. The data was gathered by
the process outlined in Chapter Four, with the aim of answering the overarching research
question formulated in Chapter Three by exploring the key factors of four sub-questions
related to the key constructs of the research question. The findings across the four sub-
questions collectively support in providing a deeper understanding of the overarching
research question: What role does CR play in women’s decisions to leave or remain

in a male-dominated manufacturing organisation?
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The study found that CR is shaped by job demands and job resources and is influenced
by the factors listed below, which in turn shape women’s turnover intentions and
decisions.

¢ Job demands in the form of gendered adversities: The key factors contributing to job
demands are structural and cultural barriers, workplace demands, systemic
inequalities, WFC, and harassment and violence in the workplace.

o Job resources in the form of CR as a personal job resource: The key factors
contributing to women’s individual CR building strategies included networking,
mentorship, continuous learning and reflection, work-life balance, strategic career
planning, personal drive, and family and informal peer support. These factors were
amplified by family and informal peer support structures and further strengthened by
organisational support.

e Job resources in the form of organisational support: Organisational support through
structural reforms and interventions, formal development, and a supportive
organisational culture and leadership are critical in supporting women’s CR.

e The tipping point of turnover intentions: When job demands outweigh job resources,
women may not stay in their roles despite their CR. Instead, they reach a tipping
point of whether to stay in or leave the organisation. This tipping point is influenced
by push factors, pull factors, and retention anchors that shape women’s turnover

intentions and attrition decisions.

Collectively, these findings show that CR plays the role of a buffer in navigating and
overcoming job demands. However, CR is strengthened by organisational support, and
in the absence of this support, CR alone may not be enough to prevent attrition.
Furthermore, women’s CR is uniquely challenged in the manufacturing context as they
face a double burden of gendered demands and unequal organisational resources.
Additionally, the findings show that organisational resources play a dual role in
supporting CR by reducing job demands in the workplace and by offering organisational
resources for building CR. Together, this keeps women engaged, builds CR, and
reduces turnover intentions and attrition. The results were integrated into a framework
that expands upon the existing JD-R model to explain the phenomenon of the high
turnover rate of women in manufacturing. This model could be of benefit to
manufacturing organisations in addressing the underrepresentation of women in the

industry and is presented in Chapter 7.
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7. Chapter 7: Conclusions and recommendations
7.1. Introduction

The South African manufacturing industry is a male-dominated environment, and while
the country is slightly ahead of the global curve at 32% representation of the workforce,
this number has not meaningfully moved since 2021 (StatsSA, 2023 July 24). This
indicates that women are leaving manufacturing as fast as they are entering it. Over and
above this, Gibbons (2024) highlighted that women are leaving the sector faster than
their male counterparts. This high rate of attriton amongst women plagues the SA
manufacturing sector and will perpetuate their underrepresentation in the industry if
nothing changes. The high rate of attrition is attributed to the significant adversities that
women face in manufacturing, which amplify job demands (O’Brien et al. 2023). With
inadequate job resources at their disposal to overcome these job demands, it may
manifest in turnover (Bridges et al. 2020; 2023). These job resources may present as
either personal resources or organisational resources (Bakker & van Wingerden, 2020;
O’Brien et al., 2023). This study sought to understand the role of CR as a personal job
resource in shaping turnover intentions and aimed to explore the conditions under which

CR buffers against these demands to reduce women’s turnover intentions.

Resilience is a critical personal resource that can help women overcome job demands
and reduce their turnover intentions (Bakker & van Wingerden, 2020; Smith et al., 2020).
However, Bridges et al. (2023) argue that gendered adversities may affect women’s
ability to be resilient at work and may potentially lead to turnover. Therefore, the role of
women’s CR and its effectiveness may be uniquely challenged in male-dominated
manufacturing organisations. Hence, it is important to understand the role of CR from a
gendered perspective in relation to their turnover intentions. Exploring this link may help
women and organisations understand how to support CR building strategies to reverse
the trend of attrition of women in manufacturing and to improve their representation in
the sector. The SA manufacturing sector’s contribution to the country’s GDP has seen a
slowdown over the past 35 years, and is currently experiencing several challenges,
including a skills gap, that impede its growth and hence its ability to contribute to the
economy (African Development Bank, 2025; Bridges et al., 2022;
PricewaterhouseCoopers, 2024). It can be argued that the high turnover rate of women
in manufacturing contributes to the skills gap plaguing the slowdown of the sector, and
hence, there is a need to urgently address the problem of retaining skilled women to

support economic growth.

The section that follows presents the key findings of the research and integrates them

into a model that expands on the existing JD-R model to explain the phenomenon of the
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high turnover rate of women in South African manufacturing organisations. This
subsection is then followed by a discussion on the contribution of the findings and
provides recommendations to stakeholders. The chapter is then concluded with a

discussion on the limitations of the study and the recommendations for future research.

7.2. Overview of the research findings
The study sought to answer four sub-questions to provide a layered perspective on the
overarching research question: What role does CR play in women’s decisions to

leave or remain in a male-dominated manufacturing organisation?

7.21. Sub-question 1: Gendered job demands
The results for sub-question 1 showed that women still face significant gendered
adversities in manufacturing, and that a patriarchal organisational culture creates a
working environment for adversities to persist. These adversities present as structural
and cultural barriers, workplace demands, systemic inequalities, WFC, and harassment
and violence in the workplace. These adversities are often interconnected, drain
women’s personal resources, and amplify their job demands. Additionally, factory-based
roles were found to be more demanding than corporate-based roles. These findings

highlight the need for CR to buffer against these job demands.

7.2.2. Sub-question 2: CR building strategies

The discussion on sub-question 2 revealed that women’s CR is a personal resource and
a dynamic process that is developed through both individual strategies and social
support, and is strengthened by an encouraging work environment. The key factors
contributing to their individual strategies included networking, mentorship, continuous
learning and reflection, work-life balance, strategic career planning, personal drive, and
family and informal peer support. These factors were found to be amplified by family and
informal peer support structures. The discussion deepens the understanding of CR by
highlighting that CR requires the individual, their community, and the work environment,
through the availability of organisational support, for it to develop and be sustained. This
highlights the research contribution in highlighting CR as a personal job resource in the
JD-R model.

7.2.3. Sub question 3: Organisational resources support women’s CR
A similar examination of sub-question 3 revealed that organisational support through
structural interventions, formal development, and a supportive organisational culture and
leadership are key in better supporting women’s CR in manufacturing. The results further
emphasised that organisational resources provide support in two ways: by reducing re-

occurring adversity that amplifies job demands, and by providing women with resources
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that strengthen CR and encourage career longevity. This builds on the findings of sub-
question 2 and further adds to the research contribution by highlighting that CR as a

personal job resource is strengthened by organisational resources in the JD-R model.

7.2.4. Sub question 4: A tipping point
Finally, the insights from sub-question 4 showed that in circumstances where job
demands outweighed job resources, some women may not stay in their roles despite
their CR. Instead, they reach a tipping point of whether to stay in or leave the
organisation. This tipping point is influenced by push factors, pull factors, and retention
anchors that shape women’s decisions from turnover intention into attrition. Push factors
included a lack of managerial support, career stagnation, and WFC that led to poor well-
being. Importantly, the research also found that two organisational cultures may exist
within one organisation — a corporate culture and a factory culture, with factory culture
imposing more job demands and fewer organisational resources to support CR. This
acts as a push factor and highlights the contextual influence on the JD-R model. In
contrast to push factors, pull factors attracted women toward other organisations and
included clear career paths and supportive policies, or reduced adversities such as
reduced workload in external companies. These push and pull factors highlight the limits
of CR in preventing attrition and provide insight that turnover can be reframed as a CR
strategy rather than a CR failure event. Additionally, despite the adversities faced or
opportunities elsewhere, some women were anchored in their current organisations by
personal circumstances such as the need for financial stability, personal drive, family
obligations, and an inability to relocate. These anchors indicate that retention does not
mean employee satisfaction and hence does not guarantee future retention if personal

circumstances change.

Together, these findings show that CR buffers against job demands when it is supported
by organisational resources. However, this alone is not enough to prevent attrition.
Organisational resources are also required to reduce job demands, while simultaneously
keeping women engaged in their purpose to prevent the lure of pull factors and to reduce

turnover intentions and attrition.

7.2.5. Contextual factors that shape the dynamic between CR and turnover
intention

This study found that CR is influenced by contextual factors, whereby manufacturing

organisations present women with unique gendered adversities, which amplify job

demands, place strain on their CR, and shape turnover intentions. The JD-R model

assumes that job demands are universal; however, these gendered demands based on
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work context build on the existing model. Further to this, SA-based manufacturing
organisations are subject to a diverse workforce and a history of apartheid that adds a
dynamic of intersectionality with racial and cultural nuances that add to the job demands
that women need to navigate. Additionally, the research showed that in the context of
manufacturing organisations, organisational job resources that build women’s CR may
not be equal to their male counterparts. Furthermore, the research found that women in
operational or factory-based roles feel this imbalance of job demands and job resources
more than corporate roles despite being in the same organisation, further highlighting
the importance of context in relation to the JD-R model. This places a strain on women
to carry the burden of resilience with inadequate organisational support. With the double
jeopardy of more job demands and fewer job resources, women may reach a tipping
point of turnover intention into attrition, particularly when job demands outweigh job

resources.

7.3. Considerations for extension of the JD-R model and CR
The key findings of the study were integrated into a proposed model that expands upon
the existing JD-R model to explain the phenomenon of the high turnover rate of women
in South African manufacturing organisations, and is presented in Figure 6. The research
found that the turnover intentions of women in manufacturing are influenced by job
demands and job resources, and are an outcome of the balance or imbalance between
them. Additionally, both job demands and job resources were found to be influenced by
contextual factors that determined the presence of adversities or the availability of
support. Further to this, the proposed model integrates CR as a critical personal job
resource within the model, which is supported by organisational resources. Together,
personal and organisational job resources represent the availability of total job resources
to balance job demands. Under the circumstances where job demands exceed job
resources, women reach a tipping point at which they consider leaving their jobs. This
tipping point extends the model to consider the consequences of the limits of CR.
Additionally, beyond contextual factors, the tipping point is influenced by push factors,
pull factors, and retention anchors to determine attrition or retention. In the case of the
manufacturing environment, where there is a multitude of job demands and limited
organisational resources to support CR, women are often tempted by push and pull
factors to tip the balance from intention to attrition, which contributes to the high turnover

rate of women in manufacturing.
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Exploring the role of women’s career resilience in their turnover intentions in South African
manufacturing organisations

Job Demands Job Resources Outcomes
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Figure 6: Proposed extension of JD-R model

7.4. Academic contribution of this study
CR is a widely researched construct; however, knowledge on its gendered context in
male-dominated organisations remains limited. This study contributes to a better
understanding of CR from a gendered lens by incorporating the experiences of women
in manufacturing. Additionally, the study responds to the call of Mishra and McDonald
(2017) in understanding the consequences of CR by exploring turnover intentions as an
outcome of the dynamic between job demands and CR as a personal job resource. By
exploring the consequences of CR, this research also adds depth by understanding the
limits of the JD-R model. Furthermore, Bolt et al. (2022) highlighted that the existing
research on turnover intentions has not differentiated occupations. By focusing on the
context of manufacturing, this research offers a perspective based on manufacturing
roles. Further to that, Bolt et al. (2022) highlighted that the dominance of quantitative
research in the field has not allowed for in-depth exploration of the experiences of
turnover intentions. This study addresses this gap by exploring the circumstances under
which CR influences turnover intentions to prevent attrition and when it is insufficient to

prevent turnover.

Furthermore, the JD-R model assumes that job demands are universal; however, women
in manufacturing experience unique adversities that amplify job demands and challenge
their job resources. Similarly, the study found that organisational job resources may not
be equal to their male counterparts, which further challenges CR as a personal job
resource. Therefore, this study builds on the existing JD-R model and includes a
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gendered perspective, which can help to better understand its nuances in relation to

gender and its application in the context of manufacturing.

7.5. Business significance of this study
Borg et al. (2023) argued that resilience enables employees to remain productive despite
adversities, which makes an organisation more competitive during challenging times.
The South African manufacturing sector has experienced several challenges and has
been in decline over the past 35 years, implying a need for a turnaround and a resilient
workforce (African Development Bank, 2025). To this point, this research explored the
factors that build women’s CR in manufacturing to provide a better understanding of CR
from a gendered perspective in the sector. This understanding provides insights into the
organisational factors that can be improved or implemented to support and build
women’s CR, which in turn maintains productivity and limits the loss of skills through

attrition.

Additionally, while the response to the call of Mishra and McDonald (2017) in
understanding the consequences of CR adds academic significance, exploring turnover
intentions as an outcome of the dynamic between job demands and CR is also significant
in business. This understanding gives insight into the limits of women’s CR in the face of
adversity and the circumstances under which it is insufficient to prevent attrition in
manufacturing. Additionally, the findings shift the discussion from focusing only on
women’s CR to refocusing on adequate organisational support to encourage the

retention of women in manufacturing.

The findings also highlighted that manufacturing organisations seem to take on two
organisational cultures — a corporate culture that offers more job resources, with fewer
job demands, and a factory culture that offers the contrary. This insight, together with the
gendered adversities associated with working in a male-dominated industry, suggests
that factory roles require additional organisational support and a shift in organisational

culture to breed a supportive work environment to prevent attrition.

Additionally, a key finding for women in manufacturing, particularly those in leadership
or with aspirations of leadership, is that CR is built through individual strategies. This
suggests that women need to take time to invest in developing these strategies. While it
might seem counterintuitive in stepping back when job demands are high, taking the time

to learn, develop, connect, or reflect can improve resources to buffer against demands.
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7.6. Recommendations for business

The findings of this study highlight the complex job demands that women navigate in
manufacturing and provide a better understanding of their CR, how it is built, and its role
in preventing turnover intentions. While the study reveals that CR helps women to
overcome and persevere, it also reveals that CR alone is not enough to dissuade
attrition, and that the burden of CR should not fall only to the individual. These findings
suggest that there are opportunities for organisations to support women’s CR by focusing
on improvements in the work environment that shape women’s daily experiences. This
study shares insight that organisational support can be provided either through
organisational job resources or by reducing recurring adversity that amplifies job
demands. The recommendations that follow translate these insights into practical
interventions that can build women’s CR by amplifying key organisational job resources
and reducing job demands with the aim of encouraging women’s retention in

manufacturing.

7.6.1. Reduce recurring job demands
Organisations should systematically identify and address the root causes of recurring
demands. This will help to balance job demands with job resources and will reduce
women’s reliance on their CR to maintain their careers. These initiatives should include:
e Redesigning the physical environment to accommodate women, such as including
lactation rooms at the office and the factory.
¢ Introducing practical policies that reduce, such as flexible work arrangements that
help balance workload and family commitments.
¢ Mandatory and targeted training programs, such as unconscious bias training for
men to address gendered stereotypes. This recommendation follows insights from
Safari and Gekara (2025), who argued that mandatory training workshops are
required to drive organisational culture changes, with particular emphasis on

unconscious biases.

7.6.2. Amplify job resources: Factory culture versus corporate culture
Manufacturing organisations should ensure they balance organisational resources
across factory roles and corporate roles. The JD-R model suggests that an employee’s
ability to cope with workplace demands depends on the resources provided (Hartmann
et al., 2020). Therefore, an organisation should provide resources that are practical and
tangible to support women’s CR and reduce turnover intentions. Based on the insights

that support building CR, this should include:
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Targeted development programs for women aspiring towards leadership positions in
factory such as plant manager and site director roles, as these are front-facing roles
with daily exposure to the dominant male population.

Clear career pathways for women aspiring towards leadership positions.

Structured sponsorship programs that target women in leadership or aspiring
towards leadership, as opposed to reserving this resource only for graduates.
Implementation of formal mentorship programs that are available to all women, taking
guidance from Durbin et al. (2020) in implementing a female-led online mentoring
platform, which can include women in any male-dominated field.

Wellness drives that encourage work-life balance and dispel the expectations of an

“always on” culture.

7.6.3. Redefine retention measures: Engagement versus retention

Considering the influences of push and pull factors and retention anchors on the tipping

point of turnover intentions, organisations should shift their focus from measuring

retention to measuring women’s engagement to provide insight into whether their

retention strategies are working. This will provide a proactive measure as a leading

indicator of attrition before it happens. These measures should include:

Engagement surveys with a focus on why women are thinking of leaving, rather than
focusing only on whether they are considering it or not.
Survey participation rates that are not incentivised to get a true reflection of

engagement and to avoid a tick box activity.

7.7. Limitations

The following limitations apply to this study:

The researcher’s bias that is typically associated with qualitative research (Saunders
et al., 2016)

Trust is required to build rapport between the researcher and the participant
(Saunders et al., 2016). Considering the sensitive nature of the study, this
requirement was particularly important to encourage open and transparent answers
during the interview process. However, in some cases, the researcher and participant
met for the first time, which left little time to build trust and could have prevented
participants from expressing themselves transparently and vulnerably.

The researcher’s inexperience in qualitative research interviews could have limited
the depth and quality of the data collected (Braun & Clarke, 2006).
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7.8. Suggestions for future research
To provide a better understanding of the insights of this research, future research can
build upon this study by understanding how the dynamic between CR and turnover
intentions interplay in a gender balanced organisational context to offer comparative
insights into the significance of organisational support and organisational culture.
Additionally, this research was conducted using a qualitative methodology. The findings
could subsequently be quantitatively validated. Considering the limitations of the cross-
sectional horizon, this study could also be extended over a longitudinal time horizon to
address the element of trust. This approach will also account for the developmental
nature of CR and provide insight into the influence of changing line managers and senior
leadership on the tipping point of turnover intentions. Furthermore, the research revealed
nuances of racial and cultural influences. Hence, future research could include an
intersectional analysis of race and culture with women’s CR and turnover intentions.
Finally, this study was grounded in the JD-R model; future research could build on the
insights by incorporating alternative frameworks or theoretical groundings, such as the
Conservation of Resources (COR) theory, to provide a better understanding of the
findings and to explore the nature of CR as a resource that can be depleted or

replenished.

7.9. Conclusion
Women's underrepresentation in manufacturing organisations continues to remain a
challenge globally and in South Africa, with women leaving the sector as fast as they are
entering it. The high turnover rate of women in manufacturing can be attributed to
numerous adversities that women face in the sector, and has a significant impact on
business and the country’s economic position, as it contributes to the skills gap that is
plaguing the slowdown of the sector. However, while it is clear that women face
adversities in the manufacturing environment, support in the form of job resources that
help them overcome these adversities and succeed is not well understood. These job
resources present as personal resources, such as CR, or organisational resources such
as supportive workplace policies. However, in organisations that prioritise masculine
norms, there is a disconnect between workplace policy and practise, which puts strain

on women’s CR to support their careers.

In response to this, this study aimed to provide a better understanding of the
phenomenon of the high turnover rate of women in the manufacturing sector by exploring
how women’s CR in overcoming adversity shapes their turnover intentions. The research
was grounded using the JD-R framework and complemented by CR theory to understand

the factors that influence the dynamic between the two constructs in the context of a
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South African male-dominated manufacturing environment. Much of the research on CR
has been based on quantitative studies, which are inadequate in providing insight into
lived experiences. Therefore, this study adopted an interpretivist and qualitative
phenomenological approach and was conducted using an inductive research strategy to
gain new insights. A thematic analysis identified common themes from the data to
provide a theoretical explanation of the real-world phenomenon of high turnover in the

manufacturing sector.

The findings of the research showed that women’s CR buffers against job demands when
it is supported by organisational job resources. Additionally, the study further revealed
that organisational job resources take the form of both providing support and reducing
demands. However, the study also showed that once job demands outweighed job
resources, a tipping point of turnover intentions was reached. Furthermore, this tipping
point was influenced into retention or attrition by push factors, pull factors, or retention
anchors. The findings of the study were conceptualised into a proposed framework that
extends the JD-R model to consider the contextual factors that determined the presence
of adversities or the availability of support, and further integrates CR as a personal job
resource, which is supported by organisational resources. This study contributes to the
body of research on CR and turnover through new findings and future recommendations

and is significant to business by offering practical recommendations for implementation.

122



8. Reference List

Acker, J. (1990). Hierarchies, jobs, bodies: A theory of gendered organizations. Gender
& Society, 4(2), 139—-158. https://doi.org/10.1177/089124390004002002

African Development Bank. (2025, April). South Africa Economic Outlook. African

Development Bank - Building today, a better Africa tomorrow; African

Development Bank. https://www.afdb.org/en/countries/southern-africa/south-

africa/south-africa-economic-outlook

Ahmad, B., Latif, S., Bilal, A. R., & Hai, M. (2019). The mediating role of career resilience
on the relationship between career competency and career success. Asia-Pacific
Journal of Business Administration, 11(3), 209-231.
https://doi.org/10.1108/apjba-04-2019-0079

Akaniji, B., Mordi, C., & Ajonbadi, H. A. (2024). Confronting social dominance ideology:
How professional women manage career stereotypes in male-dominated
occupations. Employee Relations, 46(4). https://doi.org/10.1108/er-04-2022-
0161

Allen, T. D., French, K. A., Dumani, S., & Shockley, K. M. (2020). A cross-national meta-
analytic examination of predictors and outcomes associated with work—family
conflict. Journal of Applied Psychology, 105(6).
https://doi.org/10.1037/apl0000442

Almukhambetova, A., Torrano, D. H., & Nam, A. (2023). Fixing the leaky pipeline for
talented women in STEM. International Journal of Science and Mathematics
Education, 21(1). https://doi.org/10.1007/s10763-021-10239-1

Amirtham, S. N., & Kumar, A. (2023). The underrepresentation of women in STEM
disciplines in India: A secondary analysis. International Journal of Science
Education, 45(12), 1-24. https://doi.org/10.1080/09500693.2023.2179901

Bakker, A. B., & van Wingerden, J. (2020). Do personal resources and strengths use
increase work engagement? The effects of a training intervention. Journal of
Occupational Health Psychology, 26(1). https://doi.org/10.1037/0cp0000266

123


https://doi.org/10.1177/089124390004002002
https://www.afdb.org/en/countries/southern-africa/south-africa/south-africa-economic-outlook
https://www.afdb.org/en/countries/southern-africa/south-africa/south-africa-economic-outlook
https://doi.org/10.1108/apjba-04-2019-0079
https://doi.org/10.1108/er-04-2022-0161
https://doi.org/10.1108/er-04-2022-0161
https://doi.org/10.1037/apl0000442
https://doi.org/10.1007/s10763-021-10239-1
https://doi.org/10.1080/09500693.2023.2179901
https://doi.org/10.1037/ocp0000266

Barber, L. K., Kuykendall, L. E., & Santuzzi, A. M. (2023). How managers can reduce
“always on” work stress in teams: An optimal work availability framework.
Organizational Dynamics, 52(3), 100992.
https://doi.org/10.1016/j.orgdyn.2023.100992

Bardoel, E. A., & Drago, R. (2021). Acceptance and strategic resilience: An application
of Conservation of Resources Theory. Group & Organization Management,
46(4), 657—691. https://doi.org/10.1177/10596011211022488

Bishu, S. G., & Headley, A. M. (2020). Equal employment opportunity: Women
bureaucrats in male-dominated professions. Public Administration Review, 80(6),
1063—-1074. https://doi.org/10.1111/puar.13178

Bolt, E. E. T., Winterton, J., & Cafferkey, K. (2022). A century of labour turnover research:
A systematic literature review. International Journal of Management Reviews,
24(4).

Borg, N., Scott-Young, C. M., Naderpajouh, N., & Borg, J. (2023). Surviving adversity:
Personal and career resilience in the AEC industry during the COVID-19
pandemic. Construction Management and Economics, 41(5), 1-18.
https://doi.org/10.1080/01446193.2022.2096250

Braun, V., & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative
research in psychology, 3(2), 77-101.
https://doi.org/10.1191/1478088706ap0630a

Bridges, D., Wulff, E., & Bamberry, L. (2023). Resilience for gender inclusion: Developing
a model for women in male-dominated occupations. Gender, Work &
Organization, 30(1). https://doi.org/10.1111/gwao.12672

Bridges, D., Bamberry, L., Wulff, E., & Krivokapic-Skoko, B. (2022). “A trade of one's
own”: The role of social and cultural capital in the success of women in male-

dominated occupations. Gender, Work & Organization, 29(2), 371-387.

Bridges, D., Wulff, E., Bamberry, L., Krivokapic-Skoko, B., & Jenkins, S. (2020).

Negotiating gender in the male-dominated skilled trades: A systematic literature

124


https://doi.org/10.1016/j.orgdyn.2023.100992
https://doi.org/10.1111/puar.13178
https://doi.org/10.1080/01446193.2022.2096250
https://doi.org/10.1191/1478088706qp063oa
https://doi.org/10.1111/gwao.12672

review. Construction Management and Economics, 38(10), 1-23.
https://doi.org/10.1080/01446193.2020.1762906

Burns, E., Gannon, S., Pierce, H., & Hugman, S. (2022). Corporeal generosity:
Breastfeeding bodies and female-dominated workplaces. Gender, Work &
Organization, 29(3). https://doi.org/10.1111/gwao.12821

Cakici, N., & Zaremba, A. (2023). Recency bias and the cross-section of international
stock returns. Journal of International Financial Markets, Institutions and Money,
84, 101738. https://doi.org/10.1016/}.intfin.2023.101738

Campbell, S., Greenwood, M., Prior, S., Shearer, T., Walkem, K., Young, S., Bywaters,
D., & Walker, K. (2020). Purposive sampling: Complex or simple? Research case
examples. Journal of Research in Nursing, 25(8), 652-661.
https://doi.org/10.1177/1744987120927206

Campuzano, M. V. (2019). Force and Inertia: A Systematic Review of Women’s
Leadership in Male-Dominated Organizational Cultures in the United States.
Human Resource Development Review, 18(4), 437-469.
https://doi.org/10.1177/1534484319861169

Caporale-Berkowitz, N. A., Boyer, B. P., Muenks, K., & Brownson, C. B. (2022).
Resilience, not grit, predicts college student retention following academic
probation. Journal of Educational Psychology, 114(7).
https://doi.org/10.1037/edu0000721

Carter, J. W., & Youssef-Morgan, C. M. (2019). The positive psychology of mentoring: A
longitudinal analysis of psychological capital development and performance in a
formal mentoring program. Human Resource Development Quarterly, 30(3),
383—405. https://doi.org/10.1002/hrdq.21348

Chance, N. L. (2022). Resilient Leadership: A phenomenological exploration into how
black women in higher education leadership navigate cultural adversity. Journal
of Humanistic Psychology, 62(1), 002216782110030.
https://doi.org/10.1177/00221678211003000

125


https://doi.org/10.1080/01446193.2020.1762906
https://doi.org/10.1016/j.intfin.2023.101738
https://doi.org/10.1177/1744987120927206
https://doi.org/10.1177/1534484319861169
https://doi.org/10.1037/edu0000721
https://doi.org/10.1002/hrdq.21348
https://doi.org/10.1177/00221678211003000

Chettri, M. (2023). New jobs, new spatialised patriarchy: Creating factory workers in a
Himalayan pharmaceutical hub. Gender, Place & Culture, 30(10).
https://doi.org/10.1080/0966369x.2022.2099351

Creswell, J. W. (2007). Qualitative inquiry and research design: Choosing among five
traditions (3rd ed.). SAGE Publications.

Creswell, J. (2013). Research design: Qualitative, quantitative, and mixed methods
approaches (4th ed.). SAGE Publications.

De Vos, A., Van der Heijden, B. I. J. M., & Akkermans, J. (2020). Sustainable careers:
Towards a conceptual model. Journal of Vocational Behavior, 117, 103196.
https://doi.org/10.1016/j.jvb.2018.06.011

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job
demands-resources model of burnout. Journal of Applied Psychology, 86(3),
499-512. https://doi.org/10.1037/0021-9010.86.3.499

Department of Planning, Monitoring and Evaluation. (2019, October 4). Role of NDP
2030. Www.dpme.gov.za.
https://www.dpme.gov.za/news/Pages/Role of NDP2030.aspx

Duarte, M., Losleben, K., & Fjgrtoft, K. (2023). Gender diversity, equity, and inclusion in
academia: A Conceptual Framework for Sustainable Transformation (1st ed.).

Routledge.

Dunwoodie, K., Macaulay, L., & Newman, A. (2022). Qualitative interviewing in the field
of work and organisational psychology: Benefits, challenges and guidelines for
researchers and reviewers. Applied Psychology, 72(2), 863-889. Wiley.
https://iaap-journals.onlinelibrary.wiley.com/doi/full/10.1111/apps.12414

Durbin, S., Lopes, A., & Warren, S. (2020). Challenging male dominance through the
substantive representation of women: The case of an online women’s mentoring
platform. New Technology, Work and Employment, 35(2), 215-231.
https://doi.org/10.1111/ntwe.12166

126


https://doi.org/10.1080/0966369x.2022.2099351
https://doi.org/10.1016/j.jvb.2018.06.011
https://doi.org/10.1037/0021-9010.86.3.499
https://www.dpme.gov.za/news/Pages/Role_of_NDP2030.aspx
https://iaap-journals.onlinelibrary.wiley.com/doi/full/10.1111/apps.12414
https://doi.org/10.1111/ntwe.12166

European Parliament Research Service. (2024). Accelerating progress on Sustainable

Development Goal 5 (SDG 5): Achieving gender equality and empowering

women and girls. European Parliament.
https://www.europarl.europa.eu/thinktank/en/document/EPRS BRI(2024)76240
3

Fatima, T., Bilal, A. R., Waqas, M., & Imran, M. K. (2024). Keeping up with this workload
is difficult: The ramifications of work overload on career resilience. Kybernetes,
53(1). https://doi.org/10.1108/k-01-2022-0063

Fitzpatrick, J. M., Bianchi, L. A., Hayes, N., Da Silva, T., & Harris, R. (2023). Professional
development and career planning for nurses working in care homes for older
people: A scoping review. International Journal of Older People Nursing, 18(1).
https://doi.org/10.1111/0pn.12519

Galea, N., Powell, A., Loosemore, M., & Chappell, L. (2020). The gendered dimensions
of informal institutions in the Australian construction industry. Gender, Work &
Organization, 27(6). https://doi.org/10.1111/gwao0.12458

Gettings, P. E., & Hall, E. D. (2024). Exploring the career resilience processes of women
in the early stages of traditionally male careers. Western Journal of
Communication, 88(2), 1-25. https://doi.org/10.1080/10570314.2022.2132830

Gibbons, S. (2024, February 20). How more equality can be brought to women in STEM
fields. Forbes. hitps://www.forbes.com/sites/serenitygibbons/2024/02/20/how-

more-equality-can-be-brought-to-women-in-stem-fields/

Gong, Z., Lu, Y., & Li, M. (2026). From retention to turnover: The paradoxical role of
career optimism and the moderating effect of psychological safety. Frontiers in
Psychology, 16. https://doi.org/10.3389/fpsyq.2025.1706367

Gregor, M. A., Burke, K. A., Campbell-Halfaker, D., Dunn, M. G., & Bhatia, A. (2023). “I
need a break or | might quit”: STEM academics’ pandemic experiences. The
Counseling Psychologist, 52(1), 88-123.
https://doi.org/10.1177/00110000231201881

127


https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2024)762403
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2024)762403
https://doi.org/10.1108/k-01-2022-0063
https://doi.org/10.1111/opn.12519
https://doi.org/10.1111/gwao.12458
https://doi.org/10.1080/10570314.2022.2132830
https://www.forbes.com/sites/serenitygibbons/2024/02/20/how-more-equality-can-be-brought-to-women-in-stem-fields/
https://www.forbes.com/sites/serenitygibbons/2024/02/20/how-more-equality-can-be-brought-to-women-in-stem-fields/
https://doi.org/10.3389/fpsyg.2025.1706367
https://doi.org/10.1177/00110000231201881

Halinski, M., & Duxbury, L. (2024). When spouses contribute at home: the impact of
spouse dependent care on role overload and stress in dual-earner couples.
Community, Work & Family, 27(1), 1-19.
https://doi.org/10.1080/13668803.2022.2100242

Hartmann, S., Weiss, M., Newman, A., & Hoegl, M. (2020). Resilience in the workplace:
A multilevel review and synthesis. Applied Psychology, 69(3).

Hennink, M. M., Kaiser, B. N., & Marconi, V. C. (2017). Code saturation versus meaning
saturation: How many Interviews are enough? Qualitative Health Research,
27(4), 591-608. https://doi.org/10.1177/1049732316665344

Hill, L. G., & Laguado, S. A. (2019). Guidance for male mentors to support the safety and
success of female mentees. American Journal of Pharmaceutical Education,
83(10), 7533. https://doi.org/10.5688/ajpe7533

Huang, J., Gates, A. J., Sinatra, R., & Barabasi, A. L. (2020). Historical comparison of
gender inequality in scientific careers across countries and disciplines.
Proceedings of the National Academy of Sciences, 117(9).
https://doi.org/10.1073/pnas.1914221117

Humbert, A. L., Kelan, E., & van den Brink, M. (2019). The perils of gender beliefs for
men leaders as change agents for gender equality. European Management
Review, 16(4). https://doi.org/10.1111/emre.12325

Janson, D. J., Clift, B. C., & Dhokia, V. (2022). PPE fit of healthcare workers during the
COVID-19 pandemic. Applied Ergonomics, 99(99), 103610.
https://doi.org/10.1016/j.apergo.2021.103610

Jogulu, U., & Franken, E. (2023). The career resilience of senior women managers: A
cross-cultural  perspective. Gender, Work & Organization, 30(1).
https://doi.org/10.1111/gwao.12829

Kenny, E. J., & Donnelly, R. (2020). Navigating the gender structure in information
technology: How does this affect the experiences and behaviours of women?
Human Relations, 73(3), 001872671982844.
https://doi.org/10.1177/0018726719828449

128


https://doi.org/10.1080/13668803.2022.2100242
https://doi.org/10.1177/1049732316665344
https://doi.org/10.5688/ajpe7533
https://doi.org/10.1073/pnas.1914221117
https://doi.org/10.1111/emre.12325
https://doi.org/10.1016/j.apergo.2021.103610
https://doi.org/10.1111/gwao.12829
https://doi.org/10.1177/0018726719828449

Kinnear, L. C., & Naidoo, A. (2024). Double shift, double stress: How female
manufacturing managers cope with work—family conflict. SA Journal of Industrial
Psychology, 50(1). https://doi.org/10.4102/sajip.v50i0.2207

Khan, M., Sulaiman, R., Nazir, O., Khan, S., & Awan, S. (2025). The unseen in the glass
ceilings: Examining women'’s career advancement in higher education institutions
through a multi-level institutional lens. Human Resource Development
International, 28(5), 799-826.

Kulik, L., & Liberman, G. (2022). Stressors at the work-family interface and satisfaction
with the quality of the couple relationship: A comparative analysis of men and
women. Journal of Family Studies, 28(1), 1-22.
https://doi.org/10.1080/13229400.2019.1702080

Larsson, G., & Alvinius, A. (2020). Comparison within gender and between female and
male leaders in female-dominated, male-dominated and mixed-gender work
environments. Journal  of  Gender  Studies, 29(7), 739-750.
https://doi.org/10.1080/09589236.2019.1638233

Leavy, P. (2014). The Oxford handbook of qualitative research. Oxford University Press.

Lofland, J. (2022). Analyzing social settings: A guide to qualitative observation and

analysis (Fourth Edition, p. 3). Waveland Press.

Lombard, E. J., & Cheryan, S. (2024). Does my work matter? Reduced sense of
mattering as a source of gender disparities. Social and Personality Psychology
Compass, 18(1), e12907.

London, M. (1983). Toward a theory of career motivation. The Academy of Management
Review, 8(4), 620. https://doi.org/10.2307/258263

Lu, Y., Zhang, Z., Yan, H., Rui, B., & Liu, J. (2020). Effects of occupational hazards on
job stress and mental health of factory workers and miners: a propensity score
analysis. BioMed research international, 2020(1), 1754897.

129


https://doi.org/10.4102/sajip.v50i0.2207
https://doi.org/10.1080/13229400.2019.1702080
https://doi.org/10.1080/09589236.2019.1638233
https://doi.org/10.2307/258263

Madela, M. (2025, March 31). Government launches first-of-its-kind programme for
women in technology and innovation. Dsti.gov.za.

https://www.dsti.gov.za/index.php/media-room/latest-news/4588-government-

launches-first-of-its-kind-programme-for-women-in-technology-and-innovation

Marshall, C., & Rossman, G. B. (2016). Designing qualitative research (6th ed.). SAGE

Publications.

McMahon, M., & Abkhezr, P. (2025). Career adaptability and career resilience: A
systems perspective. SSRN Electronic Journal.
https://doi.org/10.2139/ssrn.5244807

Mishra, P., & McDonald, K. (2017). Career Resilience: An integrated review of the
empirical literature. Human Resource Development Review, 16(3), 207-234.
https://doi.org/10.1177/1534484317719622

Mitsea, E., Drigas, A., & Mantas, P. (2021). Soft skills & metacognition as inclusion
amplifiers in the 21st century. International Journal of Online and Biomedical
Engineering (IJOE), 17(04), 121. https://doi.org/10.3991/ijoe.v17i04.20567

Moon, K., Bergemann, P., Brown, D., Chen, A., Chu, J., Eisen, E., Fischer, G., Loyalka,
P., Rho, S., & Cohen, J. (2023). Manufacturing productivity with worker turnover.
SSRN Electronic Journal, 69(4). https://doi.org/10.2139/ssrn.3248075

Mueller-Gastell, K., & Pedulla, D. S. (2025). Gender differences in the geographic
breadth of job search: Examining job applications. Social Problems, 72(2).
https://doi.org/10.1093/socpro/spad048

Navarro, G., & Naranjo, G. (2025). Quality culture, quality management, and
organizational performance: A structural model for the manufacturing sector.
Sustainability, 17(9), 3934. https://doi.org/10.3390/su17093934

Noda, H. (2020). Work-life balance and life satisfaction in OECD countries: A cross-
sectional analysis. Journal of Happiness Studies, 21(4).
https://doi.org/10.1007/s10902-019-00131-9

130


https://www.dsti.gov.za/index.php/media-room/latest-news/4588-government-launches-first-of-its-kind-programme-for-women-in-technology-and-innovation
https://www.dsti.gov.za/index.php/media-room/latest-news/4588-government-launches-first-of-its-kind-programme-for-women-in-technology-and-innovation
https://doi.org/10.1177/1534484317719622
https://doi.org/10.2139/ssrn.3248075
https://doi.org/10.1007/s10902-019-00131-9

Naz, S., Li, C., Nisar, Q. A, Khan, M. A. S., Ahmad, N., & Anwar, F. (2020). A study in
the relationship between supportive work environment and employee retention:
Role of organizational commitment and person—organization fit as mediators.
SAGE Open, 10(2), 215824402092469.
https://doi.org/10.1177/2158244020924694

O’Brien, W., Hanlon, C., & Apostolopoulos, V. (2023). Women as leaders in male-
dominated sectors: A bifocal analysis of gendered organizational practices.
Gender, Work & Organization, 30(6). https://doi.org/10.1111/gwao.13019

O’Brien, W., Hanlon, C., & Apostolopoulos, V. (2024). Continuum of care to advance
women as leaders in male-dominated industries. Gender, Work &
Organization, 31(6), 2749-2767.

Oelberger, C. R. (2019). The dark side of deeply meaningful work: Work-relationship
turmoil and the moderating role of occupational value homophily. Journal of
Management Studies, 56(3). https://doi.org/10.1111/joms.12411

Pan, C. (2025). The dark side of transformational leadership: Power distance spurs
unethical pro-organizational behavior of employees. Human Performance, 38(1),
1-15. https://doi.org/10.1080/08959285.2024.2436172

Park, J., & Min, H. (Kelly). (2020). Turnover intention in the hospitality industry: A meta-
analysis. International Journal of Hospitality Management, 90(90), 102599.
https://doi.org/10.1016/j.ijhm.2020.102599

Polson, S. H. (2020). The Grit Factor. Harvard Business Press.

PricewaterhouseCoopers. (2024, October). South Africa manufacturing analysis 2024.

PwC. https://www.pwc.co.za/en/publications/manufacturing-analysis.html

Public sector leaders. (2025, April 25). The Representation Of Women In STEM - Public

Sector Leaders. Public Sector Leaders. https://publicsectorleaders.co.za/the-

representation-of-women-in-stem/

131


https://doi.org/10.1111/gwao.13019
https://doi.org/10.1111/joms.12411
https://www.pwc.co.za/en/publications/manufacturing-analysis.html
https://publicsectorleaders.co.za/the-representation-of-women-in-stem/
https://publicsectorleaders.co.za/the-representation-of-women-in-stem/

Riddle, K., & Heaton, K. (2023). Antecedents to sexual harassment of women in selected
male-dominated occupations: A systematic review. Workplace Health & Safety,
71(8), 366—366. https://doi.org/10.1177/21650799231178635

Ringblom, L., & Johansson, M. (2020). Who needs to be “more equal” and why? Doing
gender equality in male-dominated industries. Equality, Diversity and Inclusion:
An International Journal, ahead-of-print(ahead-of-print).
https://doi.org/10.1108/edi-01-2019-0042

Safari, M., & Gekara, V. (2025). Investigation of the effectiveness of the implementation
of gender equality strategies: A case study of an Australian public sector
organization in a male-dominated industry. Meditari  Accountancy
Research, 33(1), 144-165.

Saunders, M., & Lewis, P. (2018). Doing research in business and management an

essential guide to planning your project (2nd ed.). Harlow Pearson.

Saunders, M., Lewis, P., & Thornhill, A. (2016). Research methods for business students
(7th ed.). Pearson Education Limited.

Sendze, M. S. (2023). | can’t quit: Experiences of black women in STEM

professions. Journal of Career Assessment, 31(2), 377-396.

Shifrin, N. V., & Michel, J. S. (2022). Flexible work arrangements and employee health:
A meta-analytic review. Work & Stress, 36(1), 1-26.
https://doi.org/10.1080/02678373.2021.1936287

Shivhare, A. (2025). Beyond diversity: An analysis of gender inclusion within Indian
manufacturing organizations. International Journal of Organizational Analysis,
33(4). https://doi.org/10.1108/ijoa-01-2024-4165

Smith, K. J., Emerson, D. J., Boster, C. R., & Everly, Jr, G. S. (2020). Resilience as a
coping strategy for reducing auditor turnover intentions. Accounting Research
Journal, 33(3), 483—498. hitps://doi.org/10.1108/arj-09-2019-0177

132


https://doi.org/10.1177/21650799231178635
https://doi.org/10.1108/edi-01-2019-0042
https://doi.org/10.1108/arj-09-2019-0177

Statista. (2025a). South Africa: Female employees by industry 2021. Statista.

https://www.statista.com/statistics/1129825/number-of-female-employees-in-

south-africa-by-industry/

Statista. (2025b). South Africa: Male employees by industry 2023| Statista. Statista.
https://www.statista.com/statistics/1129823/number-of-male-employees-in-

south-africa-by-industry/

StatsSA. (2023, July 24). The manufacturing industry: A detailed exploration of
production, employment and finances (2021) [Media Presentation]. Statistics
South Africa. https://www.statssa.gov.za/publications/Report-30-02-
03/Manufacturing%20industry%202021 Media%20presentation.pdf

StatsSA. (2024). Quarterly labour force survey (QLFS) Q1:2024 Risenga Maluleke

Statistician-General.
https://www.statssa.gov.za/publications/P0211/Presentation%20QLFS%20Q1%

202024 .pdf

StatsSA. (2025). Statistical release p0441 gross domestic product fourth quarter 2024.
https://www.statssa.gov.za/publications/P0441/P04414thQuarter2024.pdf

Tett, R. P., & Meyer, J. P. (1993). Job satisfaction, organizational commitment, turnover
intention, and turnover: Path analyses based on meta-analytic

findings. Personnel psychology, 46(2), 259-293.

Thomas, D. R. (2006). A general inductive approach for analyzing qualitative evaluation
data. American Journal of Evaluation, 27(2), 237-246.
https://doi.org/10.1177/1098214005283748

Tokbaeva, D. D., & Achtenhagen, D. L. (2023). Career resilience of female professionals
in the male-dominated IT industry in Sweden: Toward a process perspective.

Gender, Work & Organization, 30(1). https://doi.org/10.1111/gwao.12671

Trzebiatowski, T., McCluney, C., & Hernandez, M. (2023). Managing the double bind:
Women directors’ participation tactics in the gendered boardroom. Organization
Science, 34(2), 801-827. https://doi.org/10.1287/orsc.2022.1599

133


https://www.statista.com/statistics/1129825/number-of-female-employees-in-south-africa-by-industry/
https://www.statista.com/statistics/1129825/number-of-female-employees-in-south-africa-by-industry/
https://www.statssa.gov.za/publications/Report-30-02-03/Manufacturing%20industry%202021_Media%20presentation.pdf
https://www.statssa.gov.za/publications/Report-30-02-03/Manufacturing%20industry%202021_Media%20presentation.pdf
https://www.statssa.gov.za/publications/P0211/Presentation%20QLFS%20Q1%202024.pdf
https://www.statssa.gov.za/publications/P0211/Presentation%20QLFS%20Q1%202024.pdf
https://www.statssa.gov.za/publications/P0441/P04414thQuarter2024.pdf
https://doi.org/10.1177/1098214005283748
https://doi.org/10.1111/gwao.12671
https://doi.org/10.1287/orsc.2022.1599

Tsen, M. K., Gu, M., Tan, C. M., & Goh, S. K. (2022). Does flexible work arrangements
decrease or increase turnover intention? A comparison between the Social
Exchange Theory and Border Theory. International Journal of Sociology and
Social Policy, 42. https://doi.org/10.1108/ijssp-08-2021-0196

Tsuei, S. H.-T., Lee, D., Ho, C., Regehr, G., & Nimmon, L. (2019). Exploring the construct
of psychological safety in medical education. Academic Medicine, 94(11S), S28—
S35. https://doi.org/10.1097/acm.0000000000002897

Turner, M., Holdsworth, S., Scott-Young, C. M., & Sandri, K. (2021). Resilience in a
hostile workplace: the experience of women onsite in construction. Construction
Management and Economics, 39(10), 1-14.
https://doi.org/10.1080/01446193.2021.1981958

United Nations. (2025). Goal 5 achieve gender equality and empower all women and

girls. Sdgs.un.org; United Nations. https://sdgs.un.org/goals/goal5

Wan Othman, W. N., Wan Jaafar, W. M., Zainudin, Z. N., & Yusop, Y. M. (2024).
Resilience and psychological well-being among career women. Health Education
and Health Promotion, 12(2), 261-271.

Wang, P., Wang, S., Yao, X., Hsu, |., & Lawler, J. (2019). Idiosyncratic deals and work-
to-family conflict and enrichment: The mediating roles of fit perceptions and
efficacy beliefs. Human Resource Management Journal, 29(4), 600-619.
https://doi.org/10.1111/1748-8583.12246

Wiesche, M., Pflugler, C., & Thatcher, J. B. (2024). the impact of social comparison on
turnover among Information Technology professionals. Journal of Management
Information Systems, 41(1), 297-324.
https://doi.org/10.1080/07421222.2023.2301170

Wibowo, A., & Paramita, W. (2022). Resilience and turnover intention: The role of mindful
leadership, empathetic leadership, and self-regulation. Journal of Leadership &
Organizational Studies, 29(3), 154805182110687.
https://doi.org/10.1177/15480518211068735

134


https://doi.org/10.1080/01446193.2021.1981958
https://sdgs.un.org/goals/goal5
https://doi.org/10.1177/15480518211068735

Wong, K. F. E., & Cheng, C. (2019). The turnover intention—behaviour link: A culture-
moderated meta-analysis. Journal of Management Studies, 57(6).
https://doi.org/10.1111/joms.12520

World Economic Forum. (2025, January 13). Women in STEM: Using reskilling to
address the gender gap. World Economic Forum.
https://www.weforum.org/stories/2025/01/why-it-s-time-to-use-reskilling-to-

unlock-women-s-stem-potential/

Xue, L. (2021). Challenges and Resilience-Building: A Narrative Inquiry Study on a Mid-
Career Chinese EFL Teacher. Frontiers in Psychology, 12(12).
https://doi.org/10.3389/fpsyg.2021.758925

Yanadori, Y., Kulik, C. T., & Gould, J. A. (2021). Who pays the penalty? Implications of

gender pay disparities within top management teams for firm performance.
Human Resource Management, 60(4). https://doi.org/10.1002/hrm.22067

135



9. Appendix
9.1. Appendix A: Consent form
The consent form for voluntary participation is presented below and was shared with

each participant before the interview for signing.
Informed consent for interviews
To whom it may concern

| am currently a student at the University of Pretoria’s Gordon Institute of Business
Science and am completing my research in partial fulfiiment of an MBA. | am conducting
research on the high turnover rates of women in the manufacturing sector, particularly in
male-dominated organisations, and am trying to find out more about the role of women’s
career resilience on their turnover intentions. Our interview is expected to last about an
hour and will help in understanding how South African women in the manufacturing
sector navigate career adversities and how career resilience is developed and factored
into their decisions to stay in or leave their jobs. Your participation is voluntary, and
you can withdraw at any time without penalty. All data will be reported without

identifiers.

By signing this letter, you are indicating that you have permitted for:
e The interview is to be recorded.
e The recording to be transcribed by the researcher.

e Verbatim quotations from the interview may be used in the report, provided they

are not identified with your name or that of your organisation;

e The data to be used as part of a report that will be publicly available once the

examination process has been completed; and
e All data to be reported and stored without identifiers.

If you have any concerns, please contact my supervisor or me. Our details are provided

below.
Researcher name: Research Supervisor name:
Email: 240104002@mygibs.co.za Email:

Phone: 0826565736

Signature of participant: Date:

Signature of researcher: Date:
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9.2. Appendix B: Qualitative Interview Guide

Title

Resilient or ready to leave? Exploring the role of women’s career resilience in their

turnover intentions in South African manufacturing organisations

Purpose of the research

To explore how women experience adversities and develop career resilience in male-

dominated manufacturing organisations, and to understand the role that their career

resilience plays in their intentions to stay or leave their jobs.

Opening

Thank you for participating in this research.

This interview is part of a study on women’s career resilience and their turnover
intentions in male-dominated manufacturing organisations.

The interview will typically take 60 minutes to complete.

Your responses will be kept anonymous and confidential.

Do | have your permission to record this interview for the purposes of later

transcribing it?

Section A: Background information

1.

Please describe your current role and responsibilities.

2. How long have you worked in this organisation and in the manufacturing sector?

3. What is your educational background?
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Section B: Work related experiences (Job demands and resources)

4.

10.

Describe the adversities (challenges or setbacks) you have faced as a female

working in a male-dominated manufacturing organisation.

Can you share an example of an experience when an adversity (a challenge or

a setback) or the organisational culture felt particularly difficult to deal with?

Explain your understanding of what career resilience means to you in the context

of your career.

How do you believe you have developed your career resilience to cope with these
adversities (setbacks or challenges) that are unique to females in a male-

dominated manufacturing organisation?

What has helped you through your career to develop resilience to deal with

adversities experienced in a male-dominated manufacturing organisation?

Has your career resilience strengthened or diminished/eroded over time? Please
elaborate. (Mishra & McDonald, 2017).

What supports have been useful (either through the organisation or from other
sources) to build your career resilience in dealing with adversities in your

organisation?
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11. What supports are still needed (either through the organisation or from other
sources) to build career resilience to deal with adversities within your

organisation?

12. How has your career resilience affected your decision to stay in the organisation

despite the adversities faced?

13. How has your career resilience affected your thoughts or intentions to leave the

organisation because of the adversities

14. What adversities would cause you to leave the organisation despite your career

resilience?

15. Do you have any other comments about developing resilience in your career that
factor into your turnover intentions in male-dominated manufacturing

organisations?

Thank you once again for your participation
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9.3. Appendix C: Code generation

The table below highlights the code generation as an outcome of the thematic analysis

outlined in Chapter 4 and highlights the generation of 91codes, 36 sub-themes, and 11

themes.

Table 6: Summary of code generation

Sub-question 1: What factors contribute to the adversities of women in a male-
dominated manufacturing organisation?

1. Structural

Theme Sub-theme Codes
, 1. Organisational culture and

Patriarchal

organisational norms that favoqr men

culture 2. Gender-based hierarchy
3. Gendered roles

Exclusionary 4. Male preferences for tools and

physical equipment

environment 5. Gendered physical environment
6. Informal power hierarchies

Hidden power 7. “Boys club”

dynamics 8. Public humiliation and

disrespect

Gendered norms
and stereotypes

©

10.

Assigned administrative roles
and tasks
Caregiver assumptions

11.

Traditional culture-based

11. Identity conflict

30.

and cultural Cultural norms and expectations
barriers expectations 12. African male expectations
13. Refusal to take instruction
14. Prove technical skills
Competence bias 15. Prove leadership skills
16. Competence intentionally tested
17. Gain respect
Intersection of 18. Privileges of being White
competence and 19. Disadvantages of being Black
race
, 20. Ignored
tﬁg‘;ﬁ/;\lfé%e and 21. Disrespected
22. Undermined
Lack of 23. l\/!ale-dominant leadership
representation 24. First woman
25. Only woman
26. Always on
10. Workload 27. Working after hours
2. Workplace 28. Empathy viewed as weakness
demands 29. Being soft

Expectation to take on
masculine characteristics
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. . 31. Unequal pay for equal
3. Systemic 12. Pay disparity resp%nsit?ilit); )
inequalities 13. Career stagnation 32. Denied growth
and limited growth 33. Limited career opportunities
34. Childcare responsibilities
35. Single parent

14. Family obligations
and gendered

4. WFC 36. Gendered household
home L
responsibilities obligations . Lo
37. Extended family obligations
5. Harassment 15. Physical violence 38. Physical assault
and and sexual 39. Sexual harassment
violence harassment

Sub-question 2: What factors contribute to the development of career
resilience among women in a male-dominated manufacturing organisation?

Theme Sub-theme Codes
16. Professional 40. Industry network
networking 41. Connecting

42. Informal mentoring

17. Seeking mentorship | 43. Difficulty in finding a mentor
44. Female mentor preference
45. Learning

46. Adapting

47. Professional development

48. Introspection

18. Continuous learning
and improvement

6. Individual 19. Reflection and 49. Journalling
strategies adaptability 50. Learning through experience
51. Adapting

20. Work-life balance 52. Work-life balance

53. Decisions on when to have
children

54. Moving out of factory roles

55. Individual purpose

56. Paving the way for future

21. Strategic career
planning

22. Personal drive

women
57. Prove them wrong
. 58. Husband
7. Social 23. Family support 59. Extended family
support 24. Informal peer 60. Friends

support 61. CoIIeagues

Sub-question 3: How could organisations better support women's career
resilience to retain them in male-dominated manufacturing organisations?

Theme Sub-theme Codes
25. DEI targets and gg 'gl:l:)e:glsm
8. Structural policies 64. Disconnect
Interventions = ible work 65. Work schedule flexibility

arrangements
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9. Development
al support

66.

Organisation-provided mentor

10. Culture and

representation

76.

68. Leadership support
69. Development plan
28. Career plans 70. Leadership succession plan
. 71. Line manager
29. Managerial support 72. Senior management
30. Supportive 73. Supportive work environment
organisational 74. Valued contributions
culture
31. Role modelling and 75. Few female leaders

Strong females represent what
is possible

Leadership
77. Male advocate
32. Advocacy and 78. Supportive line manager
sponsorship 79. Supportive peers
80. Senior leader sponsorship
33. Training and 81. Bias training for men
gender sensitive 82. DEI training for leaders
support systems
Sub-question 4: Under what circumstances do women feel that CR is
insufficient to prevent them from leaving the organisation?
Theme Sub-theme Codes
83. Unsupportive line manager
84. Career stagnation
34. Push factors 85. Well-being challenges
86. Clear career plans
11. Tipping 87. Growth opportunity in line with
point 35. Pull factors purpose

88.

Better work-life balance

36. Retention anchors

89.
90.
91.

Financial stability
Unable to relocate
Purpose
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9.4. Appendix D: Suitability of interview participants

The suitability of interview participants in relation to the topic is critical to maintain the

credibility and reliability of the data collected for the research. The tables below highlight

the empirical evidence of experiences that relate to the constructs of adversity, women’s

CR, and their turnover intentions in the context of manufacturing organisations.

9.4.1.

Experiences of job demands

Participants’ narratives on the adversities that they experienced are presented below. It

was noted that every interview participant shared a narrative of a lived experience of an

adversity, which highlights the point that there are still significant adversities that are

unique to women present in South African manufacturing organisations.

Table 7: Suitability of interview participants — Experiences of job demands

Participant
label

Experiences of job demands

Race

P1

“l had a bit of challenges in executing an instruction.”

African

P2

“Before jumping in to make improvement or jumping in to make
change or any jumping in, | had to make sure that | would build a
relationship. Whereas | felt with male counterparts, they kind of
got in there, they told people to jump and you know, they jumped.”

White

P3

“I have to get home. | have to check to help with homework. | have
to just check that all the chores are done. | have to
cook...Whereas I've seen with most men, they will have people at
home doing that.”

African

P4

“A big gap between me and other people in my department, other
people in the same position as me, but there's a huge gap in terms
of pay.”

African

P5

“As a female, you expected to perform as well as your male
counterparts, even with the extra responsibilities you might have.
I have a two year old who doesn't sleep, but I'm still expected to
be at work on time, performing at 100%, if not even more.”

African

P6

“Where in industry as well, there was no feminine uniforms, no
ablutions for females, you know, wearing PPE that was just
predominantly was only for males.”

African

P7

“As a woman in this environment, | found that my instructions
were challenged more than my male counterparts.”

Indian

P8

‘It was honestly uncomfortable for me to try to become
authoritative and commanding and all of these things where |
have to change the way | interact with people.”

Indian

P9

“...not really being fully heard when you have a valid point to
raise.”

Indian

P10

“l was newly married, and | was working till 7:00 or 8:00 PM every
day and getting calls at 3:00 AM because of breakdowns and it
definitely had a direct impact on my well-being.”

Indian
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P11

“You'd be so afraid because they'll come in with high alpha
attitude. You know, you'll think that as soon as you talk to them,
they're going to bark and not talk back to you. It was tough.”

Indian

P12

“So we had to drain all of the oil out of the machine, and the OEM
guy was standing behind the machine. And the oil was all over the
floor like, very slippery safety hazard. And I've gotten the guys to
start mopping up the oil, and I picked up them up and literally the
OEM says to the artisan, who's in this case, he's a junior to me in
the hierarchy, but basically like: ‘Yeah, that's definitely her place,
right, with a mop.””

Coloure
d

P13

“...can't stay late. Gotta pick up the kids after work. So | think the
latest 4:15, like, 4:15. I'm running basically to the gate.”

African

P14

“In a plant setting, with the traditional Zulu males that were quite
around, | did struggle having to speak to them as equals.”

Indian

P15

“| think the biggest adversity right has been trying to find
understanding of being a woman in a male-dominated industry
and especially manufacturing. | think the industry is very much still
right built for men.”

African

P16

“Most of my challenges started as the biological clock was ticking
and | decided to have children.”

Indian

P17

“...certain tasks are known they’re for females and certain tasks
are known that they're for males and those things don't change
because there are systematic pillars that drive how that
organisation operates.”

African

P18

“if your personality is a little bit more quieter and kinder, that also
adds another layer of difficulty.”

White

9.4.2. CR as a personal job resource

The table below shows participants’ narratives on their thoughts and considerations of

CR and its significance in navigating their careers.

Table 8: Suitability of interview participants — Considerations of CR

Participant
label

Considerations of CR

Race

P2

“I think that | learned a lot in my career from that Company 1.0
experience and navigating that journey, and | think going
forward, | will have a lot more tools in my belt that some of my
male counterparts will not have, and that puts me one step
ahead and I'm still who | am."

White

P5

“I went from effective minus to being the best performing
employee, well we're technicians, so | was the best technician
there. So even though | was down and out, | was able to take on
the negative feedback and move from it and improve myself. So
yeah, | feel like career resilience was playing a part there.”

African

P7

“So, along the way you learn to cope, but you have to learn
mechanisms to cope as well, so I've developed resilience.”

Indian

P15

“Resilience has come from really sitting down and thinking for
myself to say, what is it that I'm doing here? Right. Why am |
here? What is my purpose?”

African
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9.4.3. Women'’s turnover intentions and the tipping point into attrition
The narratives in Table 8 show that women have considered either staying in or leaving
their roles or organisations, with some women reaching the tipping point of turnover
intentions.

Table 9: Suitability of interview participants — Experiences of turnover intentions

Participant Experiences of turnover intentions Race
label
P2 “When | made the choice to leave, it wasn't just to leave to | White

anything | wanted to stay within my career path, so | had to
stick it out for a while until | found the right job.”

P3 "l was very unhappy to the point that I felt like | cannot carry | African
on being in the organisation and then | had to leave without
ajob.”

P4 “If | was someone else, | would have given up and decided, | African
you know what, | can't handle this.”

P7 ‘instead of like viewing the challenges, as reasons to leave. | | Indian
take it and | and | turn it into like opportunities to influence
change.”

P13 “I don't have a reason to leave like why would | leave a place | African
that values me.”

P14 “What would make me leave is that ... it went unseen and | Indian
there was no course correction.”

P15 “If I found that the environment becomes very much toxic to | African
me, then | would leave, that's for sure.”

P17 “I will just really be sort of upfront and state that it is the main | African

reason why | pivoted info my new current employment or my
new sort of change around where | am currently, because
what | find is that with the adversities that are linked to
working in a male dominated industry, is that everything and
anything that you are doing within that specific role or
organisation is perceived or is linked to who you are.”

P18 “l was keen to leave the factory environment.” White
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9.5. Appendix E: Consistency matrix

The consistency matrix in Table 9 serves as a logic check to test for a golden thread across the research purpose, research questions, sub-
questions, theoretical frameworks, and methodology for analysis. The research problem highlights a phenomenon of high turnover rates of
women in the manufacturing sector, and links the root cause to the multiple job demands in the form of gendered adversities that women
need to overcome by using career resilience as a personal job resource in the absence of adequate organisational job resources. The
literature review and theoretical constructs of the JD-R model and CR theory are encompassed in the purpose of the research and in the

research questions, which ensures that the interview questions are reflective of the theoretical grounding. This alignment seeks to ensure
a golden thread throughout the study.

Table 10: Consistency matrix

Title: Resilient or ready to leave? Exploring the role of women’s career resilience in their turnover intentions in South African
manufacturing organisations

Purpose: To explore how women experience adversities and develop career resilience in male-dominated manufacturing organisations,
and to understand the role that their career resilience plays in their intentions to stay or leave their jobs.

Research Question: What role does career resilience play in women’s decisions to leave or remain in a male-dominated manufacturing
organisation (Bridges et al., 2023)?

Research . — . Data_ Theoretical | Analysis . .
- Sections in literature review | collection 4 Interview Question
questions tools lens technique
Question 4:
Sub Q1: What Acker, 1990 Describe the adversities you have faced
factors contribute | Bridges et al., 2020 working in a male-dominated
to the adversities Chettri, 2023 Question 4-5 JD-R: Job | Thematic manufacturing organisation
of women in a Duarte et al., 2023, pp. 118— in interview d ) . Question 5:
. . emands Analysis
male-dominated 128 guide Can you share an example of an
manufacturing O’Brien et al., 2023 experience when adversity or the
organisation? Shivhare, 2025 organisational culture felt particularly
difficult to deal with?
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Sub Q2: What
factors contribute
to the career

Bridges et al., 2020
Bridges et al., 2023

Question 6
What does career resilience mean to you
in the context of your career?
Question 7
How do you believe you have developed
your career resilience to cope with these
adversities?

resilience of De Vos et al., 2020 _Qgestio_n 6-8 | JD-Rand Thematic Question 8:
4 Hartmann et al., 2020 in interview CR: Job . :
women in male- London. 1983 quide FESOUTCESs Analysis What has helped you through your
dominated Mishra & McDonald. 2017 career to develop resilience to deal with
manufacturing Shivhare. 2025 ’ adversities experienced in a male-
organisations? ’ dominated manufacturing organisation?
Question 9:
Has your career resilience strengthened
or diminished/eroded over time? Please
elaborate. (Mishra & McDonald, 2017).
) Question 10:
Schgﬁf dHOW What supports hav.e bgen useful (either
organisations Bridges et al., 2020 through the qrganlsatlon or fror'n' other.
better support Gregor et al.;’2023 Question 10- sources) to build your career resilience in
women's career | Hartmann et al., 2020 11in JD-Rand Thematic dealing with aner.smes N your
o . ’ . , CR: Job . organisation?
resilience to retain | London, 1983 interview FESOUICES Analysis Question 11:
them in male- Polson, 2020 guide o :
dominated What supports are Stll|| needed (either
manufacturing through the qrganlsanon or from other
organisations? sources) to build career resilience to deal
' with adversities within your organisation?
Sub Q4: Under Bolt et al., 2022 JD-R and Question 12:
what Caporale-Berkowitz et al., CR: Job How has your career resilience affected
circumstances do | 2022 Question 12- derﬁands your decision to stay in the organisation
women feel that De Vos et al., 2020 15in versus iob Thematic despite the adversities faced?
CRis insufficient | Duarte et al., 2023, pp. 118— | interview resouch:es Analysis Question 13:
to prevent them 128 guide and How has your career resilience affected
from leaving the | Gregor et al., 2023 outcome your thoughts or intentions to leave the

organisation?

Hartmann et al., 2020

organisation because of the adversities?
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London, 1983

Pan, 2025

Mishra & McDonald, 2017
O’Brien et al., 2023

Park & Min, 2020

Polson, 2020

Tett & Meyer, 1993
Wong & Cheng, 2019

Question 14:

What adversities would cause you to
leave the organisation despite your
career resilience?

Question 15:

Do you have any other comments about
developing resilience in your career that
factor into your turnover intentions in
male-dominated manufacturing
organisations?
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