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ABSTRACT

 • Objectives: This article examines the organisational cultural perceptions of female 
administrative employees at a higher education institution in South Africa. It aims to identify 
specific organisational characteristics valued and prioritised by female employees and to 
empirically assess their attitudes and perceptions towards the organisation and their jobs 
respectively.

 • Research design and methods: A quantitative and descriptive research approach is followed. 
The literature study presents a review of the different facets of organisational culture. 
During the empirical survey, a self-administered questionnaire was distributed to 50 female 
administrative employees at a higher education institution.

 • Results: From this study it is evident that female employees at this higher education 
institution do not perceive organisational culture to be unsupportive and detrimental to their 
job performance. The results of this study suggest that the organisational culture has an 
impact on how female employees interact with their work environment.

 • Conclusion: It is suggested that organisations seek to create organisational cultures which 
are supportive of female employees.

 • Knowledge contribution: Practical guidelines are provided as for instilling and managing 
organisational culture. The implementation of diversity management programmes at higher 
education institutions, with specific reference to women’s rights and values, could benefit 
from implications identified in this study.
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INTRODUCTION

Human resources are regarded as one of the most important assets that an organisation possesses 
(Thompson et al., 2005: 228). While it is important for employees to understand the organisation’s 
vision, mission and goals and to work towards these values, this is not the only determinant of 
the organisation’s success. According to Robbins (2003: 235), the organisation itself must provide 
an environment and an organisational culture which every employee finds favourable to the 
achievement of individual and organisational goals. Various researchers (see, for example, Chen, 
2008:139; Irfan & Yousa, 2009: 1; Peterson, 2004: 296; and Silverthorne, 2004: 592) have attempted 
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to investigate the role of organisational culture and its relationship to female perceptions – often 
with contradicting or insignificant findings. The purpose of this exploratory study is to empirically 
investigate the organisational cultural perceptions of female employee as a determinant of attitudes 
and performance in an organisation. The issue of instituting an organisational culture that values 
female employees is of particular importance due to South Africa’s history and the present drive 
towards incorporating previously disadvantaged individuals into the workplace. Women in the 
workplace lack both economic and gendered power, which leads to an inability to control patterns of 
social interaction within business organisations (Bradley, 1999: 33). Supporting female employees 
thus assists productivity as well as augmenting any organisational corporate social responsibility 
initiatives. The need to provide organisational cultures which are supportive of female employees is 
also cognisant of the gender imbalances created within the business environment.

Adopting a modern perspective which regards the organisation as gender neutral and prejudice 
free within the workplace is a business imperative (Halford & Leonard, 2001: 12). According to the 
southern African gender equality monitoring organisation, Gender Links, current gender imbalances 
in the business environment still exist due to “the lack of political commitment and deeply ingrained 
sexist attitudes and stereotypes” (Gender Links, 2005). Providing organisational cultures which 
empower women is regarded as a positive step towards redressing gender inequality at a societal 
level. Historically, gender discrimination in the workplace has been rife and, as stated by Hassim 
(2005: 3), the Employment Equity Act has been put in place to overcome unfair discrimination 
in any form – including racial, gender or disability discrimination. Larwood (1984: 25) was one 
of the first investigators to identify a psychological bias within organisations and the influence 
that organisation cultures had in terms of further strengthening these gender imbalances or finding 
strategies that would allow gender equality within the workplace.

PROBLEM STATEMENT

In South Africa, managing the organisational culture and workplace diversity has emerged as a key 
business issue during the past decade (Hellriegel et al., 2004: 355). The failure of some organisations 
to provide such an environment in relation to employees has meant that the organisation does not 
achieve its aims, and employees feel marginalised in the workplace. The South African Constitution 
also imposes specific duties on government to address socio-economic inequalities as a means of 
promoting human rights and ways that remove inequities of both gender and race. Hassim (2005: 3) 
states that social rights and gender equality have both been conceived as integral to citizenship in a 
democratic South Africa and in this manner one of the government’s mandates is job creation for all 
female South African citizens. Gender vulnerabilities are compounded by the HIV/AIDS pandemic. 
This imposes additional burdens on women in their role as primary caregivers of family members 
who are HIV positive. It is thus evident that social pressures and unsupportive work environments 
or organisational cultures are a deterrent to greater employment participation figures among 
South African females. Addressing the problem statement could contribute to the existing body of 
knowledge within the field of business management and also find application in other fields such as 
industrial psychology. This study will describe the influence of organisational culture on employee 
job performance and satisfaction. This study thus attempts to answer the following question:

To what extent is the culture of higher education institutions in South Africa conducive to meet the 
needs and expectations of female employees?

OBJECTIVES

The primary objective of this exploratory study is to empirically investigate the organisational 
culture perceptions of female employees at a higher education institution in South Africa.

To help achieve this primary objective, the following secondary goals are identified:
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 • To evaluate current literature on the influence of organisational culture and its dimensions 
within organisations

 • To identify specific organisational characteristics valued and prioritised by female employees
 • To empirically analyse female employee attitudes and perceptions towards the organisation and 

their jobs respectively.
 • To provide general guidelines for instituting an organisational culture that could enhance 

performance of female employees.

A THEORETICAL OVERVIEW OF ORGANISATIONAL CULTURE

Definition of Organisational Culture

Hellriegel et al. (2004: 355) broadly define culture as the unique pattern of shared assumptions, 
values and norms that shape the socialisation activities, languages, symbols, rites and ceremonies 
of a group of people. This general description of culture can be applied to the organisational context 
where organisational culture is “the collection of traditions, values, policies, beliefs and attitudes 
that constitute a pervasive context for everything we do and think in the organisation” (Mullins, 
1999: 803). Thus, in the simplest and most overt sense, the prevailing organisational culture affects 
how employees dress, think, work, behave, communicate and make decisions in the workplace.

Importance of Organisational Culture

Organisational culture has the potential to enhance organisational performance and individual job 
satisfaction. This is due to the fact that organisational culture fulfils distinct functions that assist 
the achievement of organisational objectives as well as shaping employee behaviour. Kreitner et 
al. (1999: 88) stress that the first function of an organisational culture is that it gives members an 
organisational identity. Robbins (2003: 233) offers further support for this function and identifies 
organisational cultures as having a boundary-defining role. Employees quickly realise what is 
required of them and learn how they are expected to conduct themselves. This leads to the second 
function of facilitating collective commitment (Kreitner et al., 1999: 88). Depending on the type of 
organisational culture, employees demonstrate less self-interest and are made aware of their role in 
achieving organisational success. Employees also identify what the organisation offers in terms of 
personal financial stability and career development.

Organisational cultures also promote social system stability. This stability reflects the “extent to 
which the work environment is perceived as positive and reinforcing, and conflict and change are 
managed effectively” (Kreitner et al., 1999: 89). In this regard, employees evaluate the organisational 
culture and its suitability in relation to their own personality. Schultz et al. (2003: 24) further add that 
an organisational culture serves as a yardstick for evaluating and correcting deviant behaviours and 
for rewarding desired behaviours. Finally, organisational culture is important as it shapes behaviour 
by helping members make sense of their surrounding environment. This function helps them to 
understand why the organisation does what is does and how it intends to accomplish its long-term 
goals.

Sources of Organisational Culture

Organisational culture is perceived and defined as what can and what cannot be done. It is also true 
that there are influences which shape the organisation’s culture and institute the norms and practices 
within it. Various researchers (see, for example, Analoui & Karami, 2003: 211; Kreitner et al., 1999: 
65; and Vecchio, 1995: 620) identify different sources from where culture could originate. The 
following are some examples:
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 • Formal statements of organisational philosophy, mission, vision, values and materials used for 
recruiting, selection and socialisation

 • The design of physical space, work environments and buildings
 • Slogans, language, acronyms and sayings
 • Deliberate role modelling, training programmes, teaching and coaching by managers and supervisors
 • Explicit rewards, status symbols and promotion criteria
 • Stories, legends and myths about key people and events
 • The organisational activities, processes or outcomes that leaders pay attention to, measure and 

control
 • Leader reactions to critical incidents and organisational crises
 • The workflow and organisational structure
 • Organisational systems and procedures

In this study, the sources of organisational culture that will be analysed will be the organisational 
history, formal statements of organisational philosophy, language, design of the work environment, 
critical incidents and organisational systems and procedures.

Elements of Organisational Culture

An understanding of the elements of culture assists in comprehending the importance of culture and 
its impact on employee performance and behaviour. Various elements of organisational culture have 
been identified by authors such as Finlay (2000: 50) and Megginson et al. (1992: 521). Examples of 
these elements include: heroes; rituals; power structures, organisational structures; systems; routines 
and stories. Figure 1 indicates some of these.

ORGANISATIONAL 
CULTURE

Shared 
 practices

Shared 
Values

Shared 
socialisation

Shared 
symbols

Shared 
narratives

Shared 
language

Shared 
assumptions

Figure 1: Elements of organisational culture
Source: Hellriegel et al. (2004: 355)

In this study, the elements of organisational culture that will be examined are shared symbols, narratives, 
values, socialisation, organisational structure as well as the routines and rituals within the organisation.
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Dimensions of Organisational Culture
An analysis of the dimensions of organisational culture provides a means of understanding and 
predicting expectations and role relationships among organisational members. The dimensions of 
organisational culture serve as important constructs in understanding cultural differences within 
organisations. Authors such as Kreitner et al. (1999: 63); Robbins (2003: 2) and Scholl (2003: 2) 
identify the following dimensions that aptly define organisational culture:

 • Innovation and risk taking – the extent to which employees are encouraged to be innovative 
and take risks

 • Stability – a measure of whether organisational activities stress maintaining the status quo 
rather than encouraging new ideas and procedures

 • Outcome orientation – the degree to which management focuses on results or outcomes rather 
than on the effectiveness and efficiency of the processes and techniques used to achieve those 
outcomes

 • People orientation – the degree to which management’s decisions have considered the impact 
of the strategic goals and outcomes on employees within the firm

 • Team orientation – the scale to which work activities are team based rather than individualised
 • Attention to detail – the degree to which employees are expected to demonstrate precision, 

analysis and attention to detail
 • Aggressiveness – the level of internal competition and aggressive conduct relative to cooperation 

within the firm

These characteristics are also identified by Greenberg and Baron (2003: 515), who point out that 
each one of them exists on a continuum of high to low. In this study, the dimensions of organisational 
culture that will be relevant are innovation versus stability, strategic versus operational focus, task 
versus social focus, and team versus individual orientation.

Types of Organisational Culture

It is important to identify and measure various types of organisational culture in order to study the 
relationship between types of culture and organisational effectiveness. According to Kreitner et al. 
(1999: 50), an analysis of the type of organisational culture is required in order to evaluate whether 
the organisation succeeded in creating a culture that is completely consistent with the organisational 
goals. Typologies of organisational culture are proposed by Handy (1993: 184) and Harrison (2003: 
99). The framework as proposed by Hellriegel et al. (2004: 364) will be used in this study and is 
presented in Figure 2. The framework produces four quadrants which represent the four pure types 
of organisational culture: bureaucratic, clan, entrepreneurial and market.

Flexible

Formal control 
orientation

Clan
culture

Entrepreneurial
culture

Stable

Bureaucratic
culture

Market 
culture

Internal External
Focus of attention

Figure 2: Types of organisational culture
Source: Hellriegel et al. (2004: 364)
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According to Hellriegel et al. (2004: 364), in an organisation that has a culturally diverse membership, 
multiple cultures are likely to exist and compete for dominance. The types of organisational culture 
vary across industries and organisations but the aim is for the culture to be congruent with the 
members within an organisation. Organisational culture may also be viewed as a liability if the 
prevailing norms and values within the organisation limit the ability of people to choose between 
alternative behaviours and their ability to manage organisational change (Boonstra, 2004: 3). An in-
depth discussion of these culture types falls beyond the scope of this article.

Impact of Organisational Culture on Employee Performance, Behaviour and 
Satisfaction

According to Kreitner et al. (1999: 62), there has been a shift from not merely investigating how 
the organisational culture affects organisational outcomes and objectives, but also focusing on the 
impact an organisational culture has on the individuals within a firm. Employees are also concerned 
about the impact that organisational culture has on work life and work–family balance. Behson 
(2002: 56) undertook research into the impact of family-supportive organisational cultures on 
employees’ behaviour and their efforts to balance work and family. This involved significant work 
in developing and validating a questionnaire to measure the degree to which employees perceived 
that their firms were supportive of work–family balance. Behson (2002: 57) hypothesised that job 
satisfaction and organisational commitment are better predicted by organisational support and fair 
interpersonal treatment perceptions than by work–family culture and family-supportive organisation 
perceptions. According to Van Vianen (2000: 116), studies on person–organisation fit were tested 
on newcomers’ preferences for organisational culture which were compared to supervisors’ and 
peers’ perceptions of organisational culture. The researchers hypothesised that commitment would 
decrease and turnover intentions increase if the organisational culture exceeded or fell short of the 
newcomers’ expectations. It was concluded that the fit of the organisational culture with newcomers 
was determined not only by their perceptions of the organisation’s culture but also by the similarity 
of characteristics between newcomers and their peers.

Relationship between Gender Issues and Organisational Culture

According to Sandelands (2002: 162), sex and gender matter in organisational behaviour as “the 
social machinery of stereotypes” affects how the organisation regards and relates to employees, 
and proposed that, in general, female employees are less satisfied than male employees with their 
jobs, with the type of organisational culture having negligible influence on this finding. This 
phenomenon is explained by social structures which operate within and outside organisations. 
Talmud and Izraeli (1999: 464) also investigated the influence of gender on performance issues. 
The focus was on whether gender was perceived as a significant predictor of the issues troubling 
directors and their employees regarding their ability to perform their roles. The results offered 
direct and consistent support for the institutional perspective on gender. It was identified that 
female employees generally feel that they are less competent and they have to prove themselves 
more than their male colleagues due to their gender. This finding demonstrates that gender is still 
an important consideration within organisational cultures, and the effect of gender is embedded 
not only in society but in the structures, processes and practices within business organisations. 
The comparison of gender and occupation in the measurement of stress in the workplace has 
also revealed significant insight into organisational culture perceptions among female employees. 
Narayanan et al. (1999: 63) investigated stressors and coping techniques across various occupations. 
Their findings supported the view that female employees prefer an organisational culture which 
encourages open interaction and sociability, as these two characteristics were identified as 
minimising the levels of stress within the workplace. Graham and Welbourne (1999: 1029) also 
investigated the impact of payment structure and organisational culture on the “paradox of the 
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contented female worker”, the phenomenon in which female employees tend to have equivalent 
or higher pay satisfaction than men even when they earn less than their male colleagues. It was 
concluded that women are more likely to question the equity of their pay systems when they 
can influence their remuneration. Thus an organisation should provide a culture which allows 
female employees to monitor their own performance and assess or evaluate how their rewards are 
determined.

RESEARCH METHODOLOGY

To investigate the organisational cultural perceptions of female employees at a higher education 
institution, an empirical study was undertaken.

Research Approach

The quantitative research method is used in this study whereby the emphasis is on the quantification 
of variables and statistical controls. The main purpose (approach) of this research is exploration and 
description.

Population

The target population of this study could be regarded as all female administrative employees 
(permanent and temporary staff members) at this higher education institution, which comprises 51 
per cent of the total staff complement.

Sampling Procedure

The sample selected for this study is drawn from the administrative female staff at this higher 
education institution. Academic female staff members were not included in the sample frame due to 
the fact that they have different job requirements and may have different perceptions when compared 
with administrative staff. A non-probability sample (convenient sampling), based on accessibility 
and availability, of 50 administrative female employees from 16 academic, administrative and 
resource departments were selected to participate in this study.

Data Collection

Secondary data was collected by means of journals, textbooks and Internet sources. Primary data 
was obtained by means of a survey, distributing 64 self-administered questionnaires to female 
administrative employees, representing the various administrative staff from 16 departments or 
sections at this higher education institution (four questionnaires per department or section). Of the 
returns, 50 questionnaires were usable, indicating an effective response rate of 79 per cent.

Design of the Questionnaire

A questionnaire consisting of two sections was used. Section A used nominal scales of measurement 
while section B only utilised an ordinal measurement scale. In section A, respondents were asked to 
provide biographical data (five categorical variables) which would assist in the categorisation of their 
responses. The respondents also had to describe their perceptions of the impact of the organisation’s 
culture on their job performance (dichotomous question). In section B of the questionnaire, attitudinal 
questions were asked and a five-point Likert-type scale, ranging from “strongly agree” to “strongly 
disagree” was used. The following three factors were tested: sources, elements and dimensions of 
organisational culture (22 statements). Forced ranking was also applied in this section as employees 
had to rank four statements relating to the perceived dominant organisational culture type at this 
institution.
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Pilot Study

Five questionnaires were distributed to female administrative employees. The aim of this pilot study 
was to evaluate whether relevant items had been identified in the construction of the questionnaire 
and to detect possible flaws in the measurement procedures. The respondents’ recommendations 
and the subsequent processing and analysis of the questionnaire responses led to minor changes 
in the questionnaire format and content. These changes increased the reliability and validity of the 
questionnaire.

Data Processing and Analysis

After the data had been collected and before analysing it, it was examined to ensure validity. The 
three processes involved in data processing were editing, coding and tabulation. The first step 
was the editing of the raw data in the completed questionnaire. The questionnaires were received 
and checked for completeness, legibility and comprehensibility before being assigned a reference 
number. The coding procedure was completed effectively by the researcher as there was a small 
sample and the format of forced ranking, and a five-point Likert scale simplified the coding process. 
In the data analysis stage of the research study, descriptive statistics, frequencies and Cronbach’s 
alpha were used.

EMPIRICAL RESULTS

Demographic Profile of Respondents

Table 1 shows the demographic profile of the respondents of this study.

Table 1: Demographic profile of respondents

Characteristic Category %
Age 18–23

24–29
30–35
36–41
42–47
48+

 4
28
16
12
22
18

Ethnic group Black
White

Coloured
Asian
Other

34
42
18
 2
 4

Tenure 1–6 years
7–12 years
13+ years

52
34
14

Highest educational level Matric
Post-matric

Undergraduate degree
Honours
Master’s

14
38
14
18
14

Department employed Academic
Admin/support services

Library

14
60
26

Unsupportive culture 
detrimental to job performance

Yes
No

26
74

It is clear that the majority of the respondents were between the ages of 24 and 29 years (28%), 
and 42 and 47 years (22%) respectively. In terms of ethnic group, whites represent 42 per cent of 
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the sample and blacks 34 per cent. Most of the respondents have tenure of 1–6 years (52%) and 
7–12 years (34%). It thus appears that most respondents who completed the questionnaires have 
some experience about practices and systems at this higher education institution. Of the respondents 
46 per cent have a degree or other post-matric qualification (40%). Most of the administrative 
female respondents are employed in an admin support department (26%) or the library (26%). 
Of the respondents, 74 per cent disagreed that the culture of this institution was unsupportive and 
detrimental to their job performance, while only 26 per cent agreed that this was indeed the case.

Descriptive Statistics for Section B of the Questionnaire

Table 2 outlines the descriptive statistics for section B of the questionnaire (organisational culture 
perceptions).

Table 2: Descriptive statistics for organisational culture perceptions

Factor/
variable

Description Mean Standard 
deviation

B1–B6 Sources of organisational culture 3.61 0.56
B7–B12 Elements of organisational culture 3.28 0.79
B13–B22 Dimensions of organisational culture 3.06 0.86

In analysing the mean values in Table 2, it appears that respondents tended to be neutral for both 
elements and dimensions of organisational culture (values cluster around point three of the scale). 
This is supported by relatively higher standard deviation scores. In terms of sources of organisational 
culture, it appears that the mean values cluster around point four of the scale (“agree”), with a lower 
standard deviation score of 0.56.

Results of Organisational Culture Types

Four statements were designed in the questionnaire to identity which of the following culture types 
were dominant at this higher education institution: bureaucratic (C1), clan (C2), entrepreneurial 
(C3) and market (C4) cultures were dominant. Respondents were asked to rank the statements 
(from 1 to 4) by evaluating which statement represents the organisational culture within their 
organisation.

Bureaucratic Clan Entrepreneurial Market
0

20

40

60

80

100

Figure 3: Dominant culture types

The statement which had the lowest sum score was chosen as the dominant organisational culture 
type – this was the market culture type. The bureaucratic culture type was ranked second, and 
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respondents agreed that the organisation’s policies, procedures and manuals closely regulate the 
conduct of employees. Thus the bureaucratic culture possibly exists as an important subculture at 
this higher education institution.

Reliability and Validity of the Measuring Instrument

External validity refers to the generalisation of research results to other population groups. This 
was ensured by means of a proper sampling procedure, and clear guidelines were given regarding 
the place, time and conditions in which the research was to be conducted. The internal validity of 
the instrument’s scores is ensured through face validity and content validity – expert judgement and 
a pilot study among potential graduates were undertaken. The statistical software package, SPSS, 
was used to determine the Cronbach’s alpha values for the three predetermined organisational 
culture factors. To confirm the internal reliability of the seven generic factors, Cronbach’s alpha was 
calculated (refer to Table 3).

Table 3: Cronbach’s alpha for section B of the questionnaire

Variables Factor Cronbach’s alpha
1–6 Sources of organisational culture (B1) 0.56

7–12 Elements of organisational culture (B2) 0.79

13–22 Dimensions of organisational culture (B3) 0.86

To establish the reliability of the various factors, Cronbach’s alpha was calculated (indicating internal 
consistency). The reliability coefficients of Cronbach’s alpha for the various factors are above 0.7, 
except for sources of organisational culture (B1). According to Hair et al. (1998: 118), Cronbach’s 
alpha value may be decreased to 0.6 or lower in exploratory research. It can therefore be concluded 
that all factors are internally reliability.

CONCLUSIONS AND RECOMMENDATIONS

The sources of organisational culture which were perceived as important at this higher education 
institution were organisational history, formal statements of organisational philosophy, 
language and critical incidents. It is suggested organisation should formalise and document the 
organisation’s history and critical incidents (such as takeovers and mergers) and ensure that these 
are valued by all organisational members. Organisational members should also be made aware 
and constantly reminded of the organisation’s mission, vision and goals. Organisational culture 
could also be transmitted through various elements. The empirical study concluded that the most 
effective elements of organisational culture were the organisation’s shared symbols and shared 
narratives. In terms of the operational focus, management may further emphasise this dimension 
by ensuring that organisational members prioritise attention to detail in their work activities. The 
social focus highlights the emphasis on the effect of decisions on organisational members and 
relationships, and the organisation should continue to demonstrate its support for the welfare 
of its members. However, it was noted that the respondents disagreed that there is a task focus 
or an individual orientation at this higher education institution. This confirms that there is an 
emphasis on collective action and relationships within this organisation. The market culture is 
perceived as the most dominant culture at this institution, therefore there is a perceived emphasis 
on the pursuit of objectives using the organisation’s growth, profitability and market share as the 
primary indicators of performance.

Table 4 provides some general guidelines for instilling and managing organisational culture.
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Table 4: General guidelines for instilling and managing organisational culture

Number Guideline description
Sources of organisational culture

1 Past experiences and practices should serve as a guide and foundation for future conduct in the 
organisation

2 Management should ensure that organisational members are aware of the organisation’s mission, 
goals and objectives

3 New organisational members should be introduced to the shared language system of vocal sounds, 
written signs or gestures and jargon used by organisation members to communicate

4 The design of the buildings and work environment should reflect the character of the organisation
5 Critical incidents within the organisation should be documented and used as a guide for similar 

situations in the future
6 Management should make certain that organisational procedures and processes are consistent and 

predictable
Elements of organisational culture

1 Management should promote organisational symbols such as logos and emblems, and ensure that 
they are valued within the organisation

2 There should be an internal communication medium (e.g. a newsletter) through which members 
can share unique organisational stories

3 There should be a clear and consistent set of values that determines the way duties are performed
4 Socialisation between organisational members should be encouraged, and social events should be 

arranged by the organisation
5 Work should be organised so that everyone can see the relationship between their job and the goals 

of the organisation
6 Organisational members should be given the opportunity to participate in organisational rituals 

such as award ceremonies and end-of-year parties
Dimensions of organisational culture

1 New and improved ways to do work should be adopted in the organisation
2 Risk taking should be encouraged within the organisation
3 There should be a focus on long-term purpose and direction within the organisation
4 Employees should be encouraged to pay attention to detail in their daily activities
5 Management should prioritise outcomes, goals and results in the organisation
6 Employees should be encouraged to learn new techniques, processes or methods in their jobs
7 Management should consider the welfare of organisational members when making decisions
9 Organisational members should be encouraged to work independently
10 Work activities should be organised around teams rather than individuals

LIMITATIONS OF THE STUDY

Although an exploratory study, the following limitations of this study are acknowledged:

 • The limited sample could have impacted on the representativeness of the population.
 • The study was conducted in only one higher education institution.
 • Owing to the small sample size, no advance statistical analysis was conducted.

The following is an appropriate statement with which to conclude this study (Halford & Leonard, 
2001: 65):

Organizations consist of a multitude of “informal” processes through which gender relations are constructed 
and reproduced. The organizational culture by which management may wish to direct the organization 
cannot be simply achieved, individual organizational members must actively and continuously enact it. In 
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this way, organizational culture becomes both a tool and a process of social interaction that works to gender 
work organizations.
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