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MODULE: HONOURS IN INDUSTRIAL PSYCHOLOGY: CONTEMPORARY
ISSUES IN PERSONNEL PSYCHOLOGY

QUESTION 1:

[n a global workplace report, South Africa was amongst the countries that had
one of the lowest levels of work engagement (Gallup, 2013). As compared to
the five major emerging economies group BRICS (Brazil, Russia, India,
China, South Africa), South Africa had the highest percentage of actively
disengaged employees (Gallup, 2013). One of the proven positive
behavioural outcomes of an engaged employee, is that they are productive
(Harter, Schmidt, & Hayes, 2002). Therefore, understanding predictors that
promote work engagement, could contribute towards diminishing active
disengagement, thereby improving productivity. A possible predictor that was
identified, is psychological availability.

Three research proposals are provided that address the topic of psychological
availability. Critically review EACH proposal by addressing the following:

1.1 Utilise the rubric provided, and provide a critical reflection for proposal 1,
proposal 2, and proposal 3.

The rubric is to be used as a guideline when critically reviewing each proposal. No marks
will be given for scoring the rubric

1.1.1 Proposal 1

Section: 1,2,3,4,6,7, 8 (25)

Section: 5, 10, 11, 12 (5)
1.1.2 Proposal 2

Section: 1,2,3,4,6,7, 8 (25)

Section: 5, 10, 11, 12 (5)
1.1.3 Proposal 3

Section: 1,2,3,4,6,7, 8 (25)

Section: 5, 10, 11, 12 (5)

1.2 Identify and justify which ONE of the proposals has addressed the topic of
psychological availability the best. (10)

[100]
—-000—
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PROPOSAL 1
Psychological Availability on Work Engagement:

Exploring the gender differences. ..

Key Words:

» Psychological Availability

» Work Engagement

s+ Gender Differences

» Organisational Psychology

» South African Organisations
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workplace to be hostile and therefor they engage less by resigning from their jobs (Stokes, .-
Riger-& Sullivan, 19985). . Based on these findings, it-is assumed that men are more-engaged -
than women at work. o

Psychological Availability, Work Engagement and Gender are different -but -highty-
related 66nsfrﬁct§. HdWe;/er aﬁer .defin'ing and analysing each construct if |s fo.undl tﬁat
Psychological - Availability has an influence on work engagement. Furthermore, work-
engagement is found to be different between genders. Thus a gap in research is found as to
what influence gender has on PA. Hence, the study will focus on the levels of PA in both men
anc women at work.

1.1 Psychological Availability

Multiple definitions of Psychological Availability exist. Each definition is based on
Khan's (1990) definition, which proposes that in order for the individual to be engaged at work,
they require certain physical, psychological and emotional resources. In essence, it assesses
how willing employees believe they are to engage in the organization. An example of such a
definition is that of May, Gilson and Harter (2004). They believe that PA “assesses the
readiness, or confidence of a person, to engage in his or her work role given that individuals
are engaged in many other life activities.” (p. 17-18). Furthermore, Crawford et.al (2014), as
cited in Rothman and Bauman (2014), believe that PA individuals have no difficulty in putting
their resources into their specific jobs. However, those who are not psychologically available,
finc it difficult to invest their efforts in their roles and functions at work.

However, PA does not exist independently; instead multiple influencing factors play an
important role in its existence. These include cognitive, emotional and physical resources as
well as work-role security and outside activities (May, Gilson & Harter, (2004). With regard to
physical resources, aspects such as strength and stamina physically enable the individual to
effectively complete the tasks without injury. Secondly, emotional resources enable the
ind'vidual to be psychologically resilient, allowing them sustainability in emotional times of

3
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work being done is significant and something to be proud of (Schaufeli & Bakker, 2003).
Lastly, absorption, as defined by Schaufeli and Bakker, (2003), is the act of getting Jost in

ones work, at ease and happy when doing such work and thus struggles to stop working. -

~Therefore, work engaged employees are eager to take on more jObS and possess a -

mmd set that the job is not just about completlng the tasks at hand, but rather about the.

improvement of oneself and maintaining an intemal locus of control (Macey & Schneider,

2008; May, Gilson, & Harter, 2004; Schaufeli & Bakker, in press, as cited in Bakker, Schaufeli,

Leiter & Taris, 2008). Additionally, Bakker, Schaufeli, Leiter and Taris (2008) found a reduced
likelihood of experiencing burnout due to the fact that when one is engaged; one feels more

willing to work out of their own rather than feeling forced to complete the job requirements.

Organizations seek individuals who are engaged in their work because they show
resourcefulness and act responsibly, a quality sought after. Additionally, these employees
strive to maintain and achieve the high quality standards set by the organization (Bakker &
Schaufeli, 2008), and tend to stay in the organisation much longer (Kahumaza and Schileter,
2008, as cited in Villers and Standers, 2011).

Furthermore organizations can identify these employees or individuals by locking at
their personal resources as well as providing them with job resources they may require
(Bakker, Schaufeli, Leiter & Taris, 2008). Personal resources include seeing oneself in a
positive light, possessing a sense of perseverance and lastly having the ability to influence
ones environment (Hobfoll, Johnson, Ennis, & Jackson, 2003 as cited in Bakker, Schaufeli,
Leiter & Taris, 2008). While job resources are the aspects of a job that encourage learning
and development, aids the attainment of organizational goals and objectives as well as
minimizing physiological and psychological costs (Bakker & Demerouti, 2007;: Schaufeli &
Bakker, 2004 as cited in Bakker, Schaufeli, Leiter & Taris, 2008).
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study. done by. Rothmann, Kirsten and Wissing (2003). shows that women are generally

- expected to-have the need or constant desire to nurture and emotionally express them. The--:

reason for such expectation is due to the fact that women display signs of weakness and ‘play

dumb’ (Guadagno & Cialdini, 2007).

~ Adding to the differences between genders, women are more emotional beings than -

~men;- and ‘when they get into an argument, they unknowingly express--a hatred and:

unwillingness towards their job, which gets wrongly interpreted as a lack of commitment

(Gdédagno & Cialdini, '2007). This explains why women are thought to be less engage& at
work than men. These actions contribute to the above-mentioned statement that women are
less engaged at work than men. On the other hand, men tend to keep their emotions to
themselves (Rothmann, Kirsten & Wissing, 2003). They find pleasure in doing favours for
others, but with the expectation of getting something in return. Moreover men are more
optimistic when the social mood is negative (Chang, Tsai & Lee, 2010), indicating that they
will have a positive view of their work, and therefore have a strong will to work. Again
contributing to the statement that men are more engaged than women.

Because men are said to be more engaged at work than women, and to be PA one
needs to be engaged at work, and the effect gender has on PA is unknown, the current study
will assess the relationship between gender and PA at work. Based on this, the question of
are men more PA than women, or are women more PA than men will be answered though
this study.

2. Research Objective

The general objective of this research is to study the impact of gender on psychological
availability. This study will be conducted in order to determine which gender is more
productive, involved, possesses more flow, is more mindful and intrinsically motivated (Khan,
1920).
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using standardized approaches (Meadows, 2003). Furthermore..it.is recommended. because

it allows the measurement of objectives, it requires self-completion saving.time as opposed to

:doing a face-to-face interview and it taps into sensitive data without offending the participant
(Meadows, 2003).

“Lastly, a cross-sectional design will be utilized. Olsen and George (2004) explains that -
cross-sectional -designs assist-in collecting information from various people, across various -
companies,. in various positions, of different “ages, genders and races but keeping time
constant and VSpecific.

4, Research Design
This section will discuss the details of the study to answer the research questions. Such
details include who will be include in the study, what kind of assessments will be used to

assess them and lastly the techniques that will be used to analyse their responses.

4.1. Study Population

The data for this study will be obtained from more or less 700 participants, and from
companies or working environments in the Gauteng region. The focus will mainly be on adults
between the ages of twenty-five (25) and fifty (50) years. This age group will be chosen
because the professional working population of South Africa falls within this bracket (Statistics
South Africa, 2015). More specifically, participants with a minimum of two (2) years working
experience will be chosen. Reasoning behind the two (2) years’ experience is that such
employees will have the required experience in the working world, enabling them to relate
better to the survey questions. Finally, participants will be required to have at least completed
Grade twelve (12) and have a decent level of English comprehension as the questionnaire will
be in English.
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used. (May, Gilson & ‘Harter, 2004). Based on Khan's discussion in his 1990 article, the -

Cronbach’s alpha was tested and successfully passed, proving this scale to be valid (May,
Gilson & Harter, 2004); e

~4.3. Procedure

=~ The purpose of the survey will be clearly communicated to each participant. Before any---

'surveys will be issued, permission from the relevant organizations will be requested.

Thereafter, the surveys will be taken to two companies where participants will be asked to
complete them.

Participants will in addition be asked to complete a consent form. The environment in
which participants will be completing these questionnaires will be kept as distraction free as
possible.

The surveys will require completion via pen and paper.

4.4, Statistical Analysis

When trying to answer the research question, the SPSS program will be used. It will

help determine the descriptive statistics, Pearson’s Movement Correlation, to analysis the
Regression and to conduct T-tests as well as an ANOVA.
Furthermore, in this study two statistical analyses will be conducted: descriptive statistics and
Inferential Statistics. Descriptive statistics are those that summarise the data and provide a
description of it using the sample or the population (Frank & Althoen, 2003). Inferential
statistics, on the other hand, uses the sample and tries to make inferences about the
population (Frank and Althoen, 2003). With regards to the current study, Pearson’s
correlation, the regression analysis, the t-test as well as the analysis of variance will all be
used as inferential statistics.

11
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of the purpose of the study. Thereafter, the consequences of not participating in the study..
should be clearly explained.

The results of the survey will be stored with restricted access at a safe location to
protect the parl;icipants' personal information. Additionally, no identifying -information'of the -~
participant will be shared with the public.

__ The questionnaires and surveys will be transported in sealed envelopes and stored in a
safe with restricted acceés to the key. Once the questionnaireé are summaries, this data will
be stored on a personal computer where, once again, only authorised persons wili be able to
access it.

This survey, the results and the analysis hereof will not be manipulated in any way,
which includes deception, unfairness and biasness. To emphasise this point, no participant
will be discriminated against in any way, shape or form. Lastly, participants will be given the
option to withdraw from the process at any given time if they disagree with any aspect related
to the survey.

6. Practical Contribution

The results from this research can benefit the field of Industrial Psychology by providing
theories relating to psychological availability. Furthermore, it can also benefit the field by
knowing which gender is more psychologically available thus more productive, motivated and
involved. Having knowledge of this allows an organization to exert more efforts on the gender
tha! is less psychologically available, allowing both genders to be equally motivated,
productive, involved as well as committed. Lastly, by using designs such as surveys,
feedback on the surveys can contribute to the development of new ways of asking questions
and completing it.

13
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receéntly been seen 1o be a struggle for South African-organisations. In relation to the - -
Employment Equity Act 55 of 1998, 1ssued in terms of section 25(1) so many 1nd1v1dua1s X
have found comfort in that there is an Act that addresses the1r work fulflllment needs and
thi's may pos1t1ve1y or negatively affect orgamsat1on South African orgamsatlons frnd it
hard to adhere to government regulations of multi-racial structured organisations while
maintaining their conti)etiveness (Patel, 2014). The survival _Qf'__ev_er,y_org@nts'a_tio_r;_l -
depends on how employees connect ‘with their jobs, their effort put into client
satisfaction, how well they work towards the production of quality goods and services,
their creative abilities and organizational accountability through their engagement in the

workplace (Fay & Luhrmann 2004; Newell 2002).

In the topic of work engagement it is important to consider racial identification, which is
the level to which an individual’s self-concept is defined by their membership in a certain
racial or ethnic group (McKay et.al,. 2007.) Strong racial identification causes
individuals to protect their identity by embracing scenarios that affirm their identity
(Singh, Winkel & Selvarajan, 2013). It is important to note that racial (and ethnic)
identity do matter, and are important factors for people in the workplace (Plaut, Thomas
& Hebl, 2014).

In order to keep up with the development of employees in terms of their engagement
levels in an organisation, it is important that the study of psychology in the workplace
moves from the investigation of mental illness and treatment of psychopathology to more
positive investigations of mental wellness and fulfillment (Seligman & Csikszentmihalyi,
2000; Bakker, Schaufeli, Leiter & Taris 2008). The time has come for a change in
perspective and to put more focus in the exploration of the positive sides in order to
achieve maximum understanding of the meaningful effects of work (Turner, Barling and

Zacharatos, 2002).
17
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Work engagement

Work engagement has been defined by Schaufeli, et.al.,(2002) as.a state of mind that is
not only positive, but fulfilling as well which is factored around three components:
v1g0r absorptton, and dedlcatlon Schaufell et al ,(2002) defines the-three eoncepts in..

Ko"unka et. al (2009) in the followmg manner: Vlgor as he1ghtened levels of energy,

showed-by an individual’s willingness to invest not just effort, but-alse time inte-their. -

work, also showing persistence in difficulties. Absorption is an employee’s total

immersion in their work, oftentimes losing track of time, and being unable to detach

oneself from the work. Dedication would be characterized by a strotig involvenert in

one’s work. A high level of energy and an identification of a person with their work is
said to be characteristic of work engagement (Bakker, et. al., 2008). The definition stated
by Yalabik, Popaitoon, Chowne and Rayton (2013) breaks down the above mentioned
work engagement definition into factors that are a part of a worker’s everyday life, they
defined work engagement as an independent, persistent, positive and fulfilling work-
related concept which is cognitive-affective and a motivational-psychological state. In a
general sense, employees who are happy and comfortable in their line of work tend to be
loyal to the organisation. It is thus a clear fact that employee retention is linked to job
satisfaction which is a part of the definition of work engagement and arousal of employee
engagement. Perrin (2003) believes that no level of engagement in the workplace
guarantees that an employer will stay with the firm, but it does increase the probability of
retaining loyal individual employees that may be willing to stay with the organisation
(Patel, 2014).

Previous studies have tackled the construct of work engagement in comparison with
burnout (¢f. Bakker, Demerouti, Karina, 2010; Bakker, Doornen, Langelaan, Schaufeli,
2006; Bakker, Leiter, Schaufeli & Taris, 2008). Work engagement has also been
investigated with regards to workaholism (Bakker, Schaufeli, Leiter & Taris, 2008).

Bakker et.al (2008) emphasized that it is important to note that workaholism and work

19
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career growth. An organisation that makes an effort to institute an environment that is calculated.to.

produce career development can be able to increase levels of work engagement (Schreuder, 2010)

The measurement of work engagement

Bakl;er et.-.e.l‘.', (2008) stetes that there have been several instruments that wet edeveloped to - =
megsure work engagement, these instruments include the Oldenburg Burnout Inventory (OLBI) the_ o
Maslach Burnout Inventory (MBI), which measures the three aspects of bumout against the three .
aspects of work engagement (Schaufeli & Bakker, 2003). However, the most widely. validated scale, is
the Utrecht Work Engagement Scale (UWES) which includes the assessment of the three components
of work engagement: vigor, dedication, absorption as stipulated by Schal_lfe_li_e_t.a_l_.__, (2001). Having
been validated in a number of countries (, the UWES is the scale that is more appropriete to ﬁee when N

measuring work engagement as it is used in cross-cultural studies. (Rathbone, 2006).

Race groups

The definition of race according to the United States has significantly evolved over the past century
(Lowe, 2009). In the 1800, race was generally understood to define an individual’s ancestry/ethnic
background, in the recent decades, it has been widely used to refer to any one of the four to five
categories of mankind. Under the biological race theory, categories of race were based solely on skin
colour, facial features, and other externally visible traits. (Lowe, 2009).  In the Apartheid South
Africa, all South Africans had to be classified into one of three racial categories in accordance to the
1950 Population Registration Act. The categories were White, Black and Coloured. (Seekings, 2008).
Later on, in the 1970s, a new racial category was introduced, which was the Indian category. (Seekings,
2008) Post-Apartheid South Africa still sees people of different racial groups using the Apartheid
categorization to define themselves in terms of race. (Seekings, 2008). To date, the number of dominant

racial categories has increased to five categories: Black, White, Coloured, Indian, and Asian (Census,
2011).

21
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~ that an individual’s perception .of symbalic interactionism will be influenced by that.individual’s racial .. ..
-identification (Singh & Winkel, 2012). In their study on racial differences and-workplace behavior,

‘Singh and Winkel concluded that race moderates the relationship between a positive relational climate

and workplace behavior.

Many academic papers on the construct of work engagement have been written, and a fair number of

‘papers on race, are also available, however, articles on the relationship of work engagement and race

are not as prevalent as one would expect them to be. This literature review has dlscussed the deﬁmnons

of the two constructs, work engagement and race, Furthermore constructs that are related to work

engagement, such as'employee engagement, are also clearly defined and differentiated from the

construct of work engagement.

2. RESEARCH OBJECTIVES

The research objectives of this study consist of a general objective and specific objective.

2.1. General Objectives

The general purpose of this research project is to evaluate the prevalence of work engagement, based on
an individual’s race and to investigate the extent to which work engagement is influenced by race, a
factor other than job satisfaction.

2.2, Specific Objectives

The specific Objectives of this study are 1) to investigate the relationship between race and work

engagement as well as 2) to determine whether race has an impact on work engagement.

23
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3.3 Measuring Battery

'The follow_i_n_g_ measuring instruments will be used in this study:

I measuring the two constructs, the following test'ﬁﬁttery'wi'l'l be used: To measure Work
Engagement: the Utrecht Work Engagement Scale (UWES) will be used. To determine the racial group

a participant belongs to, a Biographical questionnaire will be issued to the participants.

The UWES, which was developed by Schaufeli ct.al, is a measuring tool that consists of a number of

‘questions; used to measure the level of work engagement of an individual. The UWES-9 measure will

be used in this study. This measure will consist of 9 items, in which three will measure vigor (“l am
filled with energy when 1 am at work™), another 3 will measure dedication (“I am inspired by my job”),
and the remnant will measure absorption (“I always lose track of time when [ am doing my work™)
(Rothmann, 2010) The UWES-9 will be used because it measures one of the constructs in the study,
Work Engagement. The biographical questionnaire will be used to gather information regarding the

race of the participants.

3.4 Procedure

The different organisations whose employees will be taking part in the study will be approached via e-
mail informing them of the research study and what it will entail. The participants will, thereafter, be
approached via e-mail, informing them of the study and the purpose of the study. They will be informed
of the questionnaires that they will be expected to complete. The collection of the data will take place
over one week. Considering the busy schedules that some of the participants may be subjected to, they
will be requested for an appointment, in which the questionnaires will be administered to them.

The questionnaires conducted will be pen and paper questionnaires, no online questionnaires will be

administered.
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4. ETHICAL CONSIDERATIONS

Thers are cthical considerations for this research study:

Thie pérticipahts will née‘dr to be given sufficient informatioﬁ and Ith'é'refore ‘be"ablé'ib. give infoimed i -

consent to participate in the research study.
Voluntary participation: The participants will need to participate in the study voluntarily. and therefore
giving the participant autonomy, this means that they-may withdraw from the study.anytime they may .-

‘wish to do so. (Wilson, S., & MacLean, 2011, p. 603).

Anonymity, privacy and confidentiality: Participants will be assured that their privacy will be protected,
their data will be kept confidential and only made available to the relevant parties (Wilson, S., &
MacLean, 2011, p. 600; Balnaves, M., & Caputi, P. 2001, p. 242)

It is important to ensure that the questions are in no way discriminative, prejudiced, or assume a certain
stereotype.

If notes or any other form of recording will be made, participants will be made aware before the

sessions begin. (Balnaves, M., &Caputi, P. 2001, p. 241)
5. VALUE-ADD OF THE STUDY

Theoretical contributions: This research study will give an insightful view on the impact that racial
identity has on an individual. Considering the history of South Africa, there a significant amount of
knowledge to be gained from such this study, which will contribute to the literature about Work
engagement and race that is already available

Practical contributions: The contributions that this study could make in the workplace are rather

invaluable, in that the study will assist Organisational Development specialist with guidelines, and
possible solutions to work engagement issues.

Contribution to research methodology: This study will contribute to the improving of research methods

used.
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TITLE: THE IMPACT OF SEX ROLES ON PSYCHOLOGICAL AVAILABILITY

1. INTRODUCTION AND PROBLEM STATEMENT

PSychofoéi_cal d\}ailability can contribute to how people engage at work. Sex roles "s'eparaitely
focuses on wﬁys of socialisation that culminate in individuals d1sp1ay1ng moremascuhne, femmme
and/or androgynous characteristics. Following a thorough search for literature _éufrbuﬁding
psychological availability (Kahn, 1990; May, Gilson and Harter, 2004; Olivier and Rothman, 2007) and
sex roles (Bem, 1974; Bem & Lenney, 1976), no research could be found to directly link these
constructs in the workplace. The rationale for such a link is that the feminine sex role is described as
nurturing and caring (Cheng, 1999; Erikson, 1964; Tong, 1989) whereas masculinity represents
independence, forcefulness and dominance (Hoffman & Borders, 2001). In addition, Hoffman and
Borders (2001) indicate that traditionally feminine sex roles are associated with women, whereas
masculine sex roles are associated with men.

Individuals that are more nurturing are more inclined to have a greater number of care
responsibilities both inside and outside of the formal organisation. May et al., (2004) report that
psychological availability is negatively related to participation in activities outside the organisation.
Therefore, those individuals that enact the feminine sex role, may be less psychologically available at
work. Conversely those that enact a masculine sex role maybe more psychologically available as their
care activities outside the organisation are more limited than those of women.

In order to be psychologically available at work, individuals have to make use of physical,
emotional, and psychological resources to express themselves at work (Binyamin & Carmeli, 2010;
Kahn, 1990; May et al., 2004; Olivier & Rothman, 2007; Vinarski-Peretz, Binyamin, & Carmeli, 2011).
Psychological availability refers to the capability that individuals might have to personally engage in

their work at a certain moment by making use of physical, emotional, and psychological resources
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- Every. culture .emphasises roles and behaviours that are linked to expectations. about men and women ..

-fespectively. Such cultures may be influenced by socioeconomic status and/or education. If gender role-

identity"is culturally and socially constructed, then ‘the sex of a person is determined biologically -

(Woodhill & Samuels, 2003). Gender is defined as something that has to do with socialized patterns of

behaving,'Whereas' sex is-defined as the.biologii:ﬂ‘differen’t’:es‘ that exist between men and” womien

(Weiten, 1997; Holt & Ellis, 1998; Woodhill & Samuels, 2003).

. Both men and women respectively could have features of both masculinity and femininity. In an
organisational setting, masculinity.has been associated with a cognitive focus on ‘getting the job done’,
an instrumental orientation; and femininity has been associated with an affective concern for the
welfare of others, an expressive orientation (Bem, 1974, Bem, 1975_). Resecarch stated that individuals
might be androgynous; that is, they might have both elements of assertiveness and yielding, both
masculine and feminine, be both instrumental and expressive, depending on the context in which they
operate (Anderson, 1986; Bem, 1974; Bem 1975; Hogan; 1977; Marsh & Myers, 1986; Woodhill &
Samuels, 2003; Ward, 2000). Additionally, Pearson and Cooks (1995) stated that in most cases,
individuals are masculine or feminine, however, some individuals are masculine as well as feminine.

Against this background, the aim of this research is to identify if masculine, feminine, and
androgynous roles that men and women respectively display has an impact on the level of
psychological availability they have at work. Further, this study will aim to determine how sex (man
and woman) affects the relationship between sex roles and psychological availability. The research
proposal begins with a discussion of the different types of sex roles (masculinity, femininity and
ﬁndrogyny) that individuals display in organisations. Sex Role Theory will be used to provide some
clarity with regards to sex role differences. A brief discussion of the difference between sex and gender
will be provided. Thereafter, psychological conditions will be discussed specifically the dimension of
psychological availability.

This study therefore provides the possibility that it may be that being more feminine in your
behaviour may distract people from being psychologically available in their work roles. Hoffman and
Borders (2001) provides a framework where traditionally women are more feminine, which then leads

to them taking up more of a caregiving roles outside of work thus being less available at work. In
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important because it enables researchers to conceptually separate the social aspects. of gender from the -
biology of sex (Crawford, 2006). Furthermore, it is important to distinguish séx from gender in order to
realise that the disp]ayed differen;:es_ between men and women might be societally imposed rather than -

natural or inheritable (Muehlehard & Peterson, 2011).

* " According to Bem and Lenney (1976), people favouring the-androgynous-trait o1 style-aré the

ideal sex role types for contemporary society as they are able to incorporate both masculinity and

femininity into their personality. Additionally, Woodhill and Samuels (2003) stated that androgyny is a

‘balanced identity that combines the virtues of both genders. Furthermore, Bem. and Lenney (1976). .

stated that such individuals would have the psychological freedom to engage in any behavior as they
deem appropriate at a particular moment because such individuals will have no need to limit themselves
based on those traditional societal definitions of what is ‘sex appropriate’.

Sex-typed individuals fail in being androgynous because they do not have sufficient skills to act
out both masculine and feminine roles or it simply does not occur to them. Perhaps they would engage
in such behaviors if they were given the opportunities that encourage such behaviours (Bem, 1974).

Bem and Lenney (1976) stated that individuals with sex-typed features find it motivationally
problematic to engage in androgynous behaviour and as a result, they will avoid it. Individuals avoiding
androgynous behaviours might be a result of wanting to adhere to the stereotypes of being masculine or
feminine. Sex type plays an essential role in these stereotypes. Some non-adaptive behaviour in men
and women have manifested due to these traditional stercotypes - such as typical notions of women not
being capable of being assertive and resourceful, and men not being capable of compassion or being
vulrerable (Woodhill & Samuels, 2003).

Although numecrous studies state the positive outcomes of being androgynous (Bem 1975;
Cheng, 1999; Green and Kendrick, 1994; Rose and Montemayor, 1994; Sawrie, Watson, and Biderman,
1991; Wubbenhorst, 1994), there are also numerous studies that point to some negative outcomes of
being androgynous (Marsh & Myers, 1986; Ricciardelli & Williams, 1995; Russell & Antill, 1984;
Woodhill & Samuels 2003). Additionally, androgynous individuals can possess a balance of
negative/positive feminine and negative/positive masculine traits which in combination can create an

undesirable androgynous gender identity (Marsh & Myers, 1986).
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2.2.1 Psychological availability
‘Kahn (1990) stated that psychological conditions, such as those discussed abové, shape how
individuals perform- their work roles. Tn addition, the ‘psychological cohd;tion'_'-iterrﬁed‘ps'ycholtigical—""_—'.

availability, refers to the capability that individuals might have to personally engage in their work at a

~certain moment by'making use of ﬁhj’fsical, emotioﬁal, and psychological resources provided (Binyanin-

& Carmeli, 20-10; Kahn, 1990; May et al., 2004; Olivier & Rothman, 2007; Vinarski-Peretz et al.,-
2011). There is a general hnk ,bvetweren personal engagement and psychological availability (Kahn, :
1950; May et al., 2004; Rothman & Baumann, 2014; Rothman & Welsh, 2013).

All individuals have the resources (physical, emotional, and cognitive resources) to perform
their tasks at work (Olivier & Rothman, 2007). However, some jobs are more physically, emotionally
and cognitively challenging than others. An example is given by Hollenbeck, Ilgen and Crampton
(1992) that sitting at a desk might require more physical resources because it can put strain on the back.
Where individuals lack some of these resources, it might cause them to be disengaged in their roles at
work. Some jobs might require much more emotional labour than others (Sutton, 1991). Kahn (1990)
suggested three distractions that might influence psychological availability: Resources, Insecurity and
Outside lives (commitments outside of the organisation).

Resources. Physical, emotional, and cognitive resources are brought by individuals to
organisations to enable them to perform their work role tasks. Some jobs have demands of individuals’
physical energy. Olivier and Rothman (2007) emphasized that the levels of stamina, flexibility and
streagth to meet these physical difficulties vary from individuals. Individuals might disengage from
their tasks if they lack these physical resources (Hollenbeck et al. (1992). The service sector, for
example, involves more emotional labour (Sutton, 1991) than an employee is required to invest in the
financial sector. Engaging with a role requires a certain level of emotional energy that is not required
when being disengaged in a role task (Kahn, 1990).

Insecurity. Being insecure will affect the level of engagement into the role task. Individuals
have to feel some security before they can bring their selves into the role. Insecurity causes anxiety that

occupies energies that could have been utilized in personal engagement (Kahn, 1990).
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-of p_sychological availability of the parents at home. Danner—Vlaa;‘diI;gerbpoek et al. (2013) stated that..

- the psychological resources of the parents are diminished by- exhaistion, negative mood, and

‘rumination and increased by positive mood and vigour. The absenice of mental resources makes it mofe -

difficult to focus d1l1gent1y on the child during parent-child 1nteract10ns (Danner—Vlaardmgerbroek et
al., 2013; Rothbard Ph111ps & Dumas, 2005). For examiple, unf“avoura"bie WOTk -outcones” or- an
argument with a colleague at work could have a negative impact on duties after work. Tasks or

responsibilities at work may result in physical and/or mental exhaustion resulting in parents being less

psychologically available when: performing their child care roles (Carlson & Frone, 2003; Dannet-..

Vlaardingerbroek et al., 2013; Rothbard et al., 2005)._

The activities of childcare and family responsibilities have been closely associated with
women’s natural or feminine tendencies and with assumptions based on socialised culture about love
and intimate family relations (DeVault, 1991; Erickson, 2005; Thompson & Walker, 1989). Women
often discount time and effort in caring work because the illusion of effortlessness is part of doing the
Job well (DeVault, 1991; Erickson, 2005; Thompson & Walker, 1989). Therefore, women are expected
to ke less psychologically available at work based on the family responsibilities and the caring roles
that they play outside their work.

Against this background, evidence has shown that women are more involved in the care roles than men.
In addition, the literature suggests that women have distractions that they take with them to work which
result in them not being available psychologically at work. The inverse also takes place in this dynamic
where women take experiences/challenges from work to their homes, thereby making them less

available to perform their care roles at home.

3. RESEARCH OBJECTIVES
The primary aim of this study is to determine how sex roles impact psychological availability.
The secondary objectives of this study are the following;
a. To determine if masculinity influences levels of psychological availability.

b. To determine how femininity influences levels of psychological availability.
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study asks why things are the way they are and further identifies the réason something occurs (Neuman,
2003). Descriptive because it will provide -a detailed, picture of the literature- available and possibly- 3
locate information that contradicts previous findings (Rindfleisch et al., 2007).

4.4 Participants and sampling procedures

The rescarch will be conducted on a sample of individuals (N = # 500) within and around the
surrounding Gauteng area in South African organisations. Convenience-sampling will be used i order.
to gather large amounts of information effectively and efficiently. Furthermore, convenience sampling
allews for accessibility to the participants being used in a cost and time efficient way (Marshall, 1996).
Trends and information may be generalized to the larger population through drawing such large
amounts of data. Previous literature has not focused on the black African subset of the population. For
this reason, black Africans should ideally be proportionally represented in the study’s population.

For the purpose of this research, questionnaires will be handed out to participants and returned
via personal collection. Participants will be made aware that all information will be kept confidential
and that the use of the data is for research purposes. Participants will be made aware that there is no
financial benefit from completing the questionnaire.

4.4 Biographical and Demographical Information

The demographics of the populaticn will vary, as convenience sampling will be used. The
sample will consist of men and women who have at least one year of working experience and the
collection of data will take place at various organisations between May 2015 and June 2015.

4.5 Measuring instrument

4.5.1 Biographical Questionnaire

A biographical questionnaire will be used in this study to assess sample-specific demographic
information pertaining to the age, race, gender, marital status, number of people under direct care and
ethricity.

4.5.2 Sex Role Questionnaire
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4.6 Sta_tistical Analysis
-Statistical analyses will be carried out using the SPSS 22 program (SPSS Inc., 2014); In the first
step of statistical analysis, data-will be screened for out of range responses, typing mistakes, incomplete - -

questionnaires and statistical outliers. Descriptive statistics will be obtained for all items of the scales

‘and'data will be dnalysed in terms of mean, standard deviation, skewness, arid kurtosis. Acéording to

Kline (2010), skewness and kurtosis reflect the extent to which data is normally distributed with regard
to the mean. |

‘Healey (2012) posits that descriptive statistics are relevant in the following situatiors. Firstly,
when a researcher wants to summarise or describe the distribution of a single variable, or when the
researcher wants to describe or summarise the distribution of two or more variables. Summarising or
describing one variables distribution is referred to as univariate analysis, while summarising or
describing the distribution of two or more variables is referred to as bivariate analysis.

SPSS 22.00 (2014) will also be used to assess for correlation between sex-roles and
psychological availability. Pallant (2011) maintains that correlation analysis is the most elemental
manner to assess for the association between two variables. Kline (2010) states that a p-value, or level
of significance reflects the probability of rejecting the null hypothesis when there is an actual effect
within the population. This implies the existence of the phenomenon being investigated. Kline (2010)
maintains that in order for a study to be valid, practical significance is required as well. Practical
significance allows one to see whether there is a large enough difference between means to be of
practical value. Kline (2010) also maintains that the effect size must be evaluated between two
variables. The effect size is an assessment of the strength of the relationship between the variables
studied.

In terms of effect sizes, Cohen (1992), provides the following guidelines: » = .1 is indicative of
a small effect, r = .3 is indicative of a medium effect and » = .5 is indicative of a large effect. This will
indicate the practical significance of the correlations between the variables.

Furthermore, SPSS 22.00 (2014) will also be used for performing multiple regression analysis
to determine whether the different sex-roles predict psychological availability for men and women.

Pallant (2011) states that multiple regression analysis is an extension of the simple regression, but it
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4.8 Value Add

-+ - -As previously mentioned above, after a thorough search-for literature siirrounding the impact

that scx roles (Bem, 1974) might have on psyctiological availability (Kahn, 1990), no research could be -
found to directly link these constructs. Much of research has focused on engagement and how it affects
psychological availability (Olivier & Rothman, 2007; Rothman & Welsh, 2013)." Another ‘study by
(Danner-Vlaardingerbroek et al. 2012) focused on how couples are psychologically available when they

get home from work but the authors do not highlight whether that has anything to do with the type of

'sex role a person holds. The results of the. Danner-Vlaardingerbroek et 41.:(2012) study did not provide

evidence for gender differences. However, another study done by Schulz, Cowan, Cowan and Brennan
(2004) found that wives that experience heavy workload were more prone to increased withdrawal and
anger after the workday and this was not the same for husbands.

The value of this study lies in identifying if people’s sex role type will have any impact on how
they engage and avail themselves psychologically at work within the South African context. Not only
does this study aim to determine the impact, but this study also aims to identify how gender plays a role
in this dynamic. The intended utility of the findings from this study will be to add to the body of
knowledge on these two constructs. In addition, this study may potentially contribute to bringing about
awareness of how the different types of sex roles that individuals hold might have an impact on

engagement in an organisation,
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