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ABSTRACT

Globally, regionally and locally, women are more likely to occupy lower positions in
organisational hierarchies than men. Botswana is no exception as women are seldom
found in leadership and/or managerial positions. In Botswana, most of the research
aimed at evaluating the challenges faced by female employees has focused primarily on
socioeconomic and legislative challenges. In addition, as far it could be ascertained, there
has been no research conducted among women employees in Botswana or elsewhere in
the world which focused on understanding the impact of Sensitivity Towards being the
Target of Upward Comparison (STTUC) on their performance and/or advancement. While
empirical research on the STTUC framework is now just crystallising, past studies have
shown that out-performance may be a challenge for some individuals, with the STTUC
framework offering insights into this phenomenon.

Research has examined various factors that may inhibit the career progress of females
but, as far as the researcher has been able to ascertain, STTUC has not been sufficiently
investigated as a factor that may hamper such progress. This study suggests such a
focus because the work setting constantly places individuals in positions where they are
obliged to present their abilities and/or achievements. In order to address the evident gap
in existing research, this study investigated the STTUC framework within the
organisational context in Botswana, Africa.

The main aim of this study was to investigate the antecedents of STTUC and to explore
gender differences in the STTUC experiences of black employees in Botswana. The
antecedents explored included individual characteristics (specifically, collectivistic cultural
orientation, traditional gender role orientation, affiliative needs, interpersonal sensitivity
and competitiveness), family-work variables (specifically, instrumental support from the
spouse/partner and family-work conflict), and organisational variables (focusing
specifically on masculine values within the organisational culture).

The study adopted a quantitative, cross-sectional survey approach. The sample
comprised 464 black employees from a variety of organisations in Botswana. The
proposed direct relationships were tested using an independent sample t-test, Pearson
product moment correlations, and hierarchical multiple regression analyses. Structural
equation modelling (SEM) was also used in the study to assess the extent to which the
data supported the proposed conceptual models.

Generally, the results provided support for the hypothesised relationships between
STTUC and gender; STTUC and the family-work variables, as well as STTUC and certain
of the personality variables. Based on the findings, it is recommended that, in addition to
making structural changes, including removing the glass ceiling and/or revamping
organisational cultures, gender empowerment and/or development programmes may also
encompass certain interventions on an individual level in order to help women and other
individuals who are likely to experience STTUC to deal with these experiences.
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CHAPTER 1
INTRODUCTION AND BACKGROUND

1.1 Introduction

Chapter 1 presents both the background to and an overview of the current study. The
chapter also contains a brief introduction to the Sensitivity Towards being the Target of
Upward Comparison (STTUC) framework/construct and discusses both the importance
and the relevance of the construct in organisational settings. In addition, the chapter
presents the research questions, aims and objectives of the study, as well as the
theoretical contributions and practical contributions of the study. Finally, the chapter

offers an overview of the rest of the thesis.

1.2 Background

The study used Exline and Lobel's (1999) STTUC framework to investigate several
factors that may predict the STTUC experiences of black female employees in
Botswana. STTUC refers to an outperformer’'s concern about certain aspects of the
outperformed person’s response to outperformance (Exline & Lobel, 1997; 1999; 2001;
Exline, Single, Lobel & Geyer, 2004; Henagan, 2006; Juola-Exline, 1998). As regards
this definition, the outperformer refers to an individual who has surpassed another in
terms of outcome and/or performance, while the outperformed is an individual who has
been surpassed in terms of outcome and/or performance. Outperformance implies an
achieved and/or ascribed status difference between the outperformer and those who

have been outperformed.

Anagolous to the fear of success studies, the STTUC construct provides some insights
into the ways in which personal achievements may be perceived as either costly or
threatening (Henagan, 2010). STTUC discomfort may cause the outperformer to view
their superior status with some ambivalence and, as a result, endeavour to conceal the
strengths associated with outperformance because of the belief that the higher status

may cause another person (i.e., the outperformed) to feel envious, discouraged



embarrassed or to anticipate alienation. The framework recognises that STTUC distress
can be experienced even when the superior status carries more favourable self-
evaluative implications for the outperformer and that the distress can coexist with other

positive reactions to outperformance (Exline & Lobel, 1999; 2001; Juola-Exline, 1998).

According to Exline and Lobel (1999) and Juola-Exline (1998), whether or not

outperformance poses a threat to the outperformer may depend on the following factors:

- the characteristics of the outperformer (e.g. personality, gender, age)

- the situational context (e.g. competitiveness, hostility, friendliness)

- the characteristics of the outperformed person (e.g. personality, gender, age)

- the nature of the relationship between the outperformer and the outperformed

(e.g. close, friendly)

Sensitivity about outperforming others may arise when an outperformer moves beyond
private social comparison to perceiving the outperformed individual as making a social
comparison which is detrimental to the outperformer (Exline & Lobel, 2001). The
outperformer’'s concern may lead him/her to experience discomfort, for example
alienation, sympathy, awkwardness, fear of rejection, and fear of retaliation (Exline &
Lobel, 1999; 2001).

Research further suggests that, when individuals experience STTUC, they may engage
in strategies such as avoiding the outperformed person, avoiding the appearance of
one-upmanship (Exline & Lobel, 2001; Exline et al. 2004; Juola-Exline, 1998),
appeasement (Exline & Lobel, 2001; Geyer & Exline, 2004; Henagan, 2006), self-
depreciation, and/or socially motivated underachievement (Henagan, 2006; Henagan &
Bedeian, 2009) among others. Despite the fact that this research study did not
investigate the consequences of STTUC, a mention of them is nevertheless important in
explaining why leadership and organisational behaviour researchers should pay more
attention to the research which investigates the STTUC construct, and also, why

STTUC may impede the career development and advancement of women.



Both the theoretical claims discussed above and the related empirical evidence
prompted the following questions: Can STTUC be one of the factors that inhibit
Batswana women’s career progress? If so, the following question arises: What factors

can predict STTUC experiences?

The main purpose of this study was to answer the question: What factors predict the
STTUC experiences among black female employees in Botswana? Answering this
question is important in view of the fact that most countries in the world have
experienced challenges as regards to reaching gender equality. Virtually, no country
has yet attained gender equality “... as measured by comparable decision making
power, equal opportunity for education and advancement, and equal participation and

status in all walks of human endeavours” (Lopez-Claros & Zahidi, 2005, p. 2).

The current status of women in both the workplace and in decision-making positions is
likely to be caused by individual factors (e.g. personality characteristics and gender
identity), sociocultural factors (e.g. cultural orientation and gender role orientation),
organisational factors (e.g. discrimination, prejudice against women and organisational
culture) and even national factors (e.g. national culture, laws, policies and statutory
requirements). It is undeniable that the factors identified by previous researchers do,
indeed, contribute to the inequitable status of men and women in decision-making
positions. However, it is still essential that researchers continue to uncover other factors
which may also pose challenges for women, and, the literature reviewed suggests that

STTUC might constitute one of those factors.

In 2004 it was reported that women constituted over 40 per cent of the global labour
force and that this statistic was significantly lower in the developing countries. Between
2000 and 2002, the percentage of women in managerial positions ranged from 20 to 40
per cent in 48 of the 63 countries investigated (International Labour Organization (ILO;
2004). The proportion of women in managerial positions is even lower, as the statistics
show that only a proportion of women obtain top jobs (ILO, 2004; Meng & Miller, 1995;

Schein, 2001). This may, however, also be a result of the fact that traditionally,



leadership has been a male privilege in the corporate, political and military arenas, as

well as in many other sectors of societies (Eagly & Karau, 2002).

Furthermore, in instances where women and men do occupy the same positions, on
average the salaries of women tend to be lower than those of their male counterparts
(Benokraitis & Feagin, 1994; Siphambe & Thokweng-Bakwena, 2001; UNDP, 2008)
even when variables such as education, age, position, and job tenure are controlled for
(ILO, 2004; Powell & Graves, 2003). While initiatives and interventions in respect of the
empowerment of women have produced significant gains, with, comparatively more
women now represented in leadership positions, women still report challenges in
accessing managerial and/or leadership positions and in working as managers and/or
leaders (Costen, Hardigree, & Testagrossa, 2003; Federal Glass Ceiling Commission,
1995; ILO, 2004).

The extent of the unbalanced representation of men and women in certain professions
and in decision-making positions varies from country to country. Since the 1995 Beijing
Platform for Action, Botswana has taken significant measures to create a policy
environment that promotes gender equality (Pheko & Selemogwe, 2008). The Beijing
Platform for Action recommended that governments and the relevant international
bodies facilitate women's equal access to resources, employment, markets and trade,
and also promote a more equitable distribution of productive assets, wealth,
opportunities, income and services by analysing policies and programmes from a
gender perspective (United Nations Division for the Advancement of Women, 2009). In
order to both facilitate and to reach an acceptable level of gender equality, the
Botswanan government, in cooperation with various organisations, has been developing
and implementing several interventions supporting educational, developmental and
decision-making opportunities for women. There have also been progressive changes in
governmental policies and legislation, which have made the empowerment of women a
pivotal national agenda in Botswana (Pheko & Selemogwe, 2008). For example, the
government established a Women’s Affairs Department (WAD), which is mandated to

conduct research into women’s issues, coordinate women empowerment activities at



local, national and international levels, and design programmes which are aimed at
enhancing the participation of women in development (Department of Women Affairs,
1998; Rathapo, 2000).

However, despite the fact that the abovementioned changes have been made,
Botswana has not yet reached 50 per cent gender parity in wage employment (UNECA,
AU, & AfDB, 2008). In addition, Batswana women (i.e. the female citizens of Botswana)
are also seldom found in leadership and/or managerial positions (Women’s Affairs
Department, 2003). This may be as a result of the fact that it takes much more than
changes in laws and government policies to change practices and attitudes in the home
and in the community, as well as in formal and informal decision-making environments
(Lopez-Claros & Zahidi, 2005). For example, in 2002, of the 44 parliamentarians in
Botswana only eight were women, while six of the 22 government ministers were
women. This did, however, represent an improvement on the 1992 statistics, which
reflected that only three of the 44 parliamentarians were women and only three of the
22 government ministers were women. In the same year (i.e. 2002), the number of
women occupying senior leadership positions in Botswana was estimated to be 35 per
cent (Republic of Botswana & United Nations, 2004). This figure included the civil
service (28%), public enterprises (30%), the private sector (27%), and non-
governmental organisations (NGOs) (48%). The statistics also took into account board
members, heads of companies, deputy heads of companies and heads of departments
(Republic of Botswana & United Nations, 2004).

However, in view of the fact that there are no current documented statistics, it is difficult
to ascertain whether this number is either increasing or decreasing. Nevertheless, the
UNECA et al.,’s (2008) suggestions that no country in Africa has reached 50 per cent
gender parity in wage employment should promt researchers to continue to identify any
other factors that may disadvantage women, especially in countries such as Botswana
that have made concrete efforts to change those laws and policies which adversely

affected women.



At global, regional, and local levels, there is ample literature that evaluates the factors
that impede the career development and advancement of women; for example, Arvey,
Rotundo, Johnson, Zhang, and McGue (2006), Hewlett and Luce (2005), Haslam and
Ryan (2008), Horner (1972), Schuck and Liddle (2004), and Steele and Aronson (1995).
The abundant literature on this phenomenon is important in view of the fact that the
broader society (i.e. nations, organisations, NGOs and executive coaches) all benefit
from well-researched theoretical and empirical advances aimed at the development of

programmes and policies targeting the empowerment of women (Pheko, 2009).

In general, the slower advancement of women into managerial and leadership roles, as
compared to that of men, has typically, been ascribed to gender discrimination (Eagly &
Karau, 2002; Snizek & Neil, 1992), with researchers citing overt and covert sexual
discrimination and the differential treatment of women and men as major reasons why
the experiences of women in organisations differ from those of men. Other discussions
have centred on the issue of the so-called glass ceiling (e.g. Costen et al., 2003;
Federal Glass Ceiling Commission, 1995; Haslam & Ryan, 2008; Sampson & Moore,

“*

2008). The glass ceiling has been defined as “... the invisible barriers that women
confront as they approach the top of the corporate hierarchy” (Federal Glass Ceiling
Commission, 1995, p. 3). There have also been suggestions that women may be
subjected to incompatible expectations in respect of managerial roles as well as general
female roles (Eagly & Johnson, 1990). Other factors, including work/life/family conflicts,
prejudice towards women, personality, work experience, age and child bearing have
also been identified as potential contributors to the inequitable representation of women

in leadership and/or managerial positions.

It is interesting to note that the role of STTUC has been largely ignored by leadership
and organisational behaviour researchers. General research on the STTUC construct
suggests that STTUC may be another factor that inhibits the career progress of women
(e.g. Exline & Lobel, 1997; 1999; 2001; Exline et al., 2004; Henagan, 2006; Juola-
Exline, 1998). This may be as a result of the fact that an individual’s functioning within

the work context may be influenced by the way in which individuals think about



themselves (Vrugt & Koenis, 2002). Moreover, for females, the decision to pursue
and/or advance in a chosen career may be influenced by other people’s perceptions

and views of women, especially career-oriented women.

Reviewing the literature described above, it is surprising that leadership and
organisational behaviour researchers have not investigated the potential implications of
STTUC for leadership and/or managerial progression. This possible oversight is
particularly surprising in view of the fact that organisations are not immune to the impact
of social comparison processes, with the work context presenting numerous
opportunities for different forms of social comparison. Accordingly, in order to address
what the researcher perceives as a gap in the existing research, the main purpose of
this study was to apply STTUC theory to the study of leadership and organisational
behaviour by investigating the antecedents of STTUC among Botswana’s black

employees. Gender differences in respect of STTUC experiences were also explored.

1.3 Importance of STTUC in Organisational Settings

Although STTUC has been studied in general, it is important to justify the investigations
into predictors of the STTUC experiences for working individuals. As highlighted above,
comparison processes are ingrained in the fabric of organisational life, thus making it
imperative that researchers investigate their impact (Greenberg, Claire, & Ashkanasy,
2007). Specifically, social comparison processes have been found to have an impact on
individual motivation (Goodman, 1977), to contribute to the formation of job attitudes
(Salancik & Pfeffer, 1978) and to influence individual productivity (Vrugt & Koenis,
2002).

It is also important to study STTUC in organisational settings because research has
revealed that, when individuals experience STTUC, in order to minimise the resultant
discomfort they may employ strategies such as avoiding the outperformed person,
avoiding the appearance of one-upmanship, appeasement, self-depreciation, and/or
socially motivated underachievement. However, such strategies are believed to be

detrimental to both individual and organisational performance. In addition, engaging in



one or all of these strategies may have negative psychological implications for the
individual in cases where, for example, the strategy adopted includes the avoidance of
colleagues or even spouses/partners. Furthermore, in organisations, socially motivated
underachievement may have obvious negative effects on the performance of the team
and/or division of which the individual concerned is a member. Organisational leaders
may also have to rethink some of the strategies used to reward and recognise
outperformers, as public recognition may intensify the experience of STTUC (Exline et
al., 2004; Henagan, 2006).

1.4 Research Problem

In Botswana, most of the research aimed at evaluating the challenges faced by female
employees has primarily investigated the socioeconomic and legislative challenges
faced by women (e.g., Department of Women Affairs, 1998; Mookodi, n.d., 2005;
Rathapo, 2000; Women’s Affairs Department, 1995, 1998, 2003). Following the
recommendations of the NGOs in respect of addressing gender issues, the government
of Botswana has been changing some of the regulations, legislations and policies which
adversely affect females. In addition, interventions have been implemented to facilitate
gender empowerment and development. However, such interventions may have
overlooked certain factors, including the impact of STTUC on the advancement and
performance of women. While it is clear from the literature presented that STTUC may
be another factor that may impede the advancement and/or performance of women, no
research has been conducted among women employees in Botswana or elsewhere in
the world in order to understand the impact of STTUC on their advancement and/or
performance. Furthermore, there is still no comprehensive instrument which assesses
the STTUC of outperformers, thus making it challenging for both practitioners and

researchers to assess individual levels of STTUC accurately.

Accordingly, this study represents an opportunity to widen the scope of the existing

research and literature relating to this relatively new construct/framework.



1.5 Research Questions

This study will address several research questions concerning the predictors of STTUC
and gender differences in STTUC experiences. Specifically, the following research

questions were addressed in this study:

1. In cases of outperformance, are there gender differences in experiences of
STTUC?

2. What are the antecedents of STTUC among Botswana’s black employees?

In order to focus the purpose of the study and to assist in providing help in the
answering of the above broad questions, the research questions were divided into the

following sub-questions:

i In cases of outperformance, do women experience higher levels of STTUC than

men, as suggested by past studies and in the theory?

ii. In cases of outperformance, do married women experience higher levels of

STTUC than their unmarried counterparts, as suggested in the theory?

iii. Can an outperformer's need for affiliation (n-Aff), interpersonal sensitivity,
competitiveness, collectivistic cultural orientation and traditional gender role

orientation predict the outperformer’s experiences of STTUC?

iv.  Can an outperformer’s perceptions of the outperformed individual’s n-Aff,
interpersonal sensitivity, competitiveness, collectivistic cultural orientation and
traditional gender role orientation predict the outperformer’'s experiences of
STTUC?
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V. Can an outperformer’'s experiences of family-work conflict and instrumental
support from the partner/spouse predict the outperformer’s experiences of STTUC,

as suggested in the theory?

Vi. Can masculine values in an organisational culture predict the experiences of

STTUC in the outperformer, as suggested in the theory?

1.6 Aims and Objectives of the Study

As discussed above, while research has examined various factors that may inhibit the
career success of women, the role of STTUC in the advancement and performance of
women has not been sufficiently investigated. Accordingly, this study aims to contribute
to the research currently available by investigating both the predictors of STTUC and
the gender differences in the STTUC experience. Both the theoretical objectives and

empirical objectives are outlined below.

1.6.1 Theoretical objectives

The main theoretical objective of this study was to establish, from the existing literature,
whether STTUC can be linked to factors that impede the career development and

advancement of women in the workplace.

A second theoretical objective was to establish, from the literature, whether there are

gender differences in the experiences of STTUC.

The third theoretical objective was to explore the literature for factors that may elicit an
outperformer’s experiences of STTUC and then to develop a model that will aid in

exploring a selection of STTUC antecedents.

The final theoretical objective was to establish, from the literature, whether there are

gender differences in the model identified.
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1.6.2 Empirical objectives

The following empirical objectives were derived from the research questions and the

theoretical objectives:

1. To compile a valid and reliable STTUC scale that assesses an outperformer’s
STTUC.

2. To investigate whether there are gender differences in the experiences of
STTUC.

3a. To investigate whether collectivistic cultural orientation, traditional gender role
orientation, affiliative needs, interpersonal sensitivity, competitiveness, family
work conflict, instrumental support from the partner/spouse and masculine values

within an organisational culture can explain variance in STTUC.

3b  To investigate whether outperformers’ perceptions of the outperformed individual’s
characteristics (specifically, collectivistic cultural orientation, traditional gender
role orientation, affiliative needs, interpersonal sensitivity, and competitiveness)

can explain variance in STTUC.

1.7 Research Contributions

This research study attempts to offer at least six theoretical and three practical
contributions. Firstly, the study will contribute to advancing the development of the
STTUC construct since this construct is relatively new and underexplored. Specifically,
research on STTUC has received little attention from leadership and Organisational
Behaviour (OB) researchers and, thus, this study will contribute new knowledge to this

area of research.

Secondly, as highlighted in the preceding sections, much of the research in Botswana
which aims to evaluate the challenges faced by females has primarily investigated

socioeconomic and legislative challenges. This study will, therefore, hopefully contribute
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to new knowledge by investigating other factors that may inhibit the career progression

of women in Botswana.

A third contribution is to be found in the fact that this research focuses on a non-student
sample and was conducted outside of the United States of America. This is important
as most of the studies in the field of STTUC have been conducted in the USA and have
used university student samples (as far as it could be ascertained, five studies only did
not use a student sample). While such approaches to research offer specific and
undeniable benefits, Goodman and Haisley (2007) warn that the studies with student
samples do not offer insights into the effect that work environments exert on the lives of

individuals.

Fourthly, while other characteristics of the outperformer have been studied (e.g.,
gender, interpersonal sensitivity, empathic concern, trait competitiveness, narcissism
and trait self-control), little empirical research has evaluated the relationship between
gender role orientation and cultural orientation and the experiences of STTUC.
Therefore, the fact that both were investigated in this research study may yield new

insights.

Fifthly, the majority of studies investigating STTUC have been conducted using
laboratory studies. However, this study specifically employed a quantitative, cross-
sectional survey research approach, which made it possible both to include control

variables and to address model specification when needed (Rogelberg, 2002).

A sixth theoretical contribution of this research is the fact that a comprehensive STTUC
scale that assesses two STTUC conditions (i.e. Condition 2 and the three areas of
concern under Condition 3) was compiled using existing measures. Detailed information
about the STTUC conditions in provided in section 2.4. This contribution can also be
viewed as being of practical benefit because both scholars and researchers may, in the

future, use the instrument to assess the STTUC of individuals.
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In addition, this research also provides at least three practical benefits for stakeholders
at different levels (i.e. national/economic, sociocultural, organisational/group and
individual/psychological). Firstly, nations and organisations that are seeking to diversify
and to tap into the knowledge and experiences of women at all levels may use the
research findings to accurately assess the STTUC related challenges women may face

within organisations.

Secondly, national policymakers and senior managers in organisations could also use
the findings from the research study to investigate if STTUC is one of the possible
reasons for the unequal representation of men and women within their organisations.
They may also incorporate the information into their gender policies and their

organisational mentorship and succession management programmes.

Thirdly, women managers and executive coaches may use the information to accurately
evaluate the behaviours, personal beliefs and experiences which may be inhibiting the
career growth of women employees and, thereby, seek and use appropriate and

informed interventions to address the issue.

1.8 Definition of Terms

For the purposes of this study, specific terms refer to constructs that are defined in
terms of both their theoretical and operationalised meanings. These terms, as defined

below, will be used throughout the study:

Social comparison is operationally defined as a process of relating information about

the other person or other people to the self and/or vice versa.

Downward comparison is the process of comparing oneself with those who are worse
off than oneself (Wood, 1996).

Upward comparison is the process of comparing oneself with those who are better off
than oneself (Wood, 1996; Wills, 1981).
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The outperformer is an individual who has surpassed another in terms of outcome or

performance.

The outperformed refers to an individual who has been surpassed in terms of outcome

or performance.

Outperformance implies an achieved and/or ascribed status difference between the

outperformer and those who have been outperformed.

Sensitivity Towards being the Target of Upward Comparison (STTUC) refers to the
outperformer’s concern about certain aspects of the outperformed person’s response to
outperformance (Exline & Lobel, 1997; 1999; 2001; Exline et al., 2004; Henagan, 2006;
Juola-Exline, 1998).

Comparison domain refers to the situation or context in which a comparison takes

place.

Significant other is operationally defined as the outperformer’s comparison target.

1.9 Overview of the Remainder of the Thesis

Chapter 2 will present the theoretical framework of the study. This will entail a review of

both social comparison and STTUC theory.

Chapter 3 presents the integrated conceptual framework which was designed to
investigate the predictors of the relationships between individual characteristics and
experiences of STTUC. In addition, the research propositions and the hypotheses used

in the study will also be discussed in Chapter three.

Chapter 4 presents the research methods used for testing the research hypotheses.
Various statistical analyses techniques and their relevance to testing the hypotheses will

also be discussed. In addition, chapter 4 describes the measuring instruments used.
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Chapter 5 presents the results of the study.

Chapter 6 discusses the research findings and also highlights the contributions and
implications of the research study. In addition, this chapter discusses the limitations of

the study and offers suggestions for future research.

1.10 Summary of Chapter 1

Chapter 1 presented the background to and overview of the study. The chapter also
gave an overview of the challenges facing women in the workplace. This was achieved
by presenting statistics on the limited numbers of women in decision-making positions,
despite the changes that have been made to empower women. It was argued that more
efforts are needed to continue uncovering those factors that may be impeding the
career advancement of women, as the existing inequities may be the result of

multifaceted sources.

STTUC has been identified as one factor that has the potential to explain this
phenomenon. However, to date, STTUC has not received much empirical attention
within this domain. The research questions, aims of the research study, and the
theoretical and practical contributions offered by the study were also discussed in this
chapter. The chapter ended by defining some of the terms which are used throughout
the thesis. The following chapter (i.e. chapter 2) will present the theoretical framework

used in the study.
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CHAPTER 2
THEORETICAL FRAMEWORK

2.1 Introduction

This chapter will present the theoretical framework used in the study. This will entail
discussing the Sensitivity Towards being the Target of Upward Comparison (STTUC)
framework and its conditions. The STTUC framework is an extension of Festinger’s
(1954) social comparison theory. The chapter will therefore begin by presenting a brief
history of Festinger's social comparison theory and the importance of studying the

social comparison processes in organisations.

2.2 Introduction to the STTUC Framework

The theoretical framework used in this research is that of STTUC, which is an extension
of the social comparison theory. Studying social comparison processes in the workplace
is important because, in their working life, employees will come across other individuals
who are performing better than themselves, and also others who are performing worse
than themselves (Buunk, Zurriaga, Gonzalez-Roma, & Subirats, 2003). For example,
employees’ performances are constantly evaluated by means of processes such as
performance management and performance appraisals (Mumford, 1983). In addition,
employees may also compare their salaries and other rewards with those of their
coworkers (Greenberg et al., 2007). Employees are also usually aware of the
promotions and demotions of their fellow employees. It is, thus, generally believed that
social comparison processes are entrenched in the fabric of organisational and
personnel life, in both planned and unplanned ways (Greenberg et al., 2007).
Employees may also share the news about their promotions and salary increases with
their significant others, thus creating even more opportunities for social comparison.
Accordingly, in this research study, significant others were introduced as comparison

targets because comparison with them is probably unavoidable and is also believed to
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elicit STTUC and to somehow influence performance related reactions for female

employees.

2.3 Theoretical Background: Social Comparison

When discussing STTUC it is important first to provide an overview of the theory of
social comparison. Festinger's (1954) original conception of the social comparison
theory posits that: i) people possess fundamental tendencies to social comparison; ii)
individuals similar to oneself are common targets of social comparison; and iii) the

processes of social comparison may differ across the various situations of comparison.

It has also been suggested that social comparison processes are biological (Gilbert,
Price & Allan, 1995) and are important for human adaptation and survival (Buunk &
Mussweiler, 2001). According to Wood (1996), people engaging in social comparison
may either compare themselves with those who have performed worse than they have
(downward comparison), or with those who have performed better than they have
(upward comparison). In the context of STTUC, the outperformer is in a position to
make downward comparisons. In the main, the effects of social comparison depend, in
part, on the: i) motive for social comparison, ii) direction (i.e. downward comparison or
upward comparison) of social comparison, iii) comparison domain, and iv) choice of

comparison target.

2.3.1 Motives for social comparison

Regardless of whether the comparison is downward or upward, there are different
motives behind social comparison (Wood, 1989). For example, both upward and
downward comparisons have been associated with the self-evaluation motive (Beach,
Tesser, Mendolia, Anderson, Crelia, Whitaker & Fincham, 1996; Festinger, 1954;
Lockwood, 2002; Tesser, 1988).

Upward comparisons generally provide information which is useful as regards the self-

improvement motive (Helgeson & Mickelson, 1995; Huguet, Dumas, Monteil &
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Genestoux, 2001; Collins, 1996; Wood, 1989). For example, comparing themselves with
referents who perform better may lead the comparers to determine how they can
improve their situations (Collins, 1996) or to set higher personal goals and standards
(e.g. Helgeson & Mickelson, 1995; Huguet et al., 2001 for studies using school children
and Wood, 1989; Vrugt & Koenis, 2002 for studies using employees). Self-improvement
may occur because the outperformers may motivate the outperformed individuals to
assess their current performance. Outperformers may also exhibit concrete illustrations
in respect of desired goals, and they may provide useful information for improving
oneself (Huguet et al., 2001; Steil & Hay, 1997).

Downward comparisons have been associated specifically with the self-enhancement
motive (Buunk & Gibbons, 2007; Collins, 1996; Wills, 1981; Wood, 1989; Wood &
Taylor, 1991). The basic principle behind the downward comparison theory is that
individuals may increase subjective well-being through comparison with less fortunate
others (Wills, 1981). For example, in specific cases, after comparison with a less
fortunate other, an individual may be frightened into working hard to avoid being like the
outperformed (McMullen & Markman, 2000), and they may also feel inspired to perform

even better in the future (Buunk, Collins, Taylor, Van Yperen & Dakof, 1990).

Research has also shown that downward comparisons have a self-enhancing impact on
the outperformer, especially when the outperformer does not perceive him/herself as
being susceptible to the misfortune of the outperformed (Aspinwall & Taylor, 1997;
Lockwood, 2002). Previous research has also demonstrated that threatened individuals,
such as individuals with low self-esteem, may benefit from downward comparison as it
may enhance their subjective well-being (Aspinwall & Taylor, 1997). In particular,
downward comparison may allow the comparers to draw an analogy between their own
circumstances and those of less fortunate others. It may also serve as a positive

reminder of the outperformer’s relative superiority (Lockwood, 2002).
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2.3.2 Direction and the consequences of social comparison

Upward comparison refers to the process of comparing oneself with those who have
performed better than oneself (Wood, 1996). Research suggests that, in contrast to
downward comparison (i.e, the process of comparing oneself with those who have
performed worse than oneself;, Wills, 1981; Wood, 1996) engaging in upward
comparison tends to lead to more negative feelings and lowered self-esteem (Brewer &
Weber, 1994; Wills, 1981), especially if the individual concerned is outperformed in the
ability domains that are relevant to self-esteem (Tesser, 1986; 1988). The negative
affect and lower self-evaluations may be a consequence of the outperformed being
reminded that he/she is somewhat inferior (Wehrens, Kuyper, Dijkstra, Buunk & Van der
Werf, 2010). However, while upward comparison has been associated mostly with
negative consequences, some research findings suggest that upward comparison may,
in fact, have positive consequences (Brown, Novick, Lord & Richards, 1992; Taylor &
Lobel, 1989; Tesser, 1988) as people may also engage in upward comparison in order
to enhance self-assessments (Collins, 1996), as well as the purposes of inspiration,

self-evaluation, and self-improvement (Huguet et al., 2001).

In contrast to upward comparison, people may actively or passively enhance their own
subjective well-being by comparing themselves with outperformed others (Buunk & Bos,
1998; Wills, 1981). The experience of outperformance may elicit feelings of pride (Exline
& Lobel, 2001) and/or positive affect in the outperformer (Aspinwall & Taylor, 1993;
Wills, 1981), as well as predicting more psychological gains among older adults over
time (Bailis, Chipperfield & Perry, 2005). Downward comparisons have also been
associated with higher levels of life satisfaction (Frieswijk, Buunk, Steverink & Slaets,
2004).

However, contrary to these general findings on the positive effect of downward
comparison, other researchers have demonstrated that outperformers may be
distressed at the prospect of posing a threat to the outperformed others and this, in turn,
may lead to the outperformers experiencing STTUC (e.g. Buunk et al., 1990; Exline et
al., 2004, Exline & Lobel, 1999; 2001; Henegan, 2007; Juola-Exline, 1998).
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Furthermore, if individuals reflect on how they may come to be like the worse-off other,
they may see themselves as vulnerable to this outcome and be threatened by the
downward comparison (Buunk et al., 1990; Lockwood, 2002; Wood & VanderZee,
1997).

2.3.3 Comparison domain

Comparison domain refers to the situation or context of comparison. For example, the
comparison domain may refer to fields of study (e.g. a diploma in nursing versus a
degree in electrical engineering), type of job (e.g. homemaker versus astronaut), or
position in the organisational hierarchy (e.g. supervisor versus chief executive officer).
In general, researchers agree that, traditionally, the male domains include occupational
prestige (Exline & Lobel, 1999; Olsson & Walker, 2003) and fields (Horner, 1972), such
as engineering and technology (Wilson-Kovacs, Ryan & Haslam, 2006). Researchers
have also demonstrated that women tend to be overrepresented in the humanities and
underrepresented in the fields of business and engineering (Biakolo, 2005; Richardsen,
Mikkelsen & Burke, 1997). In addition, women seldom reach top managerial positions in
these fields. Researchers have further documented that both teachers and parents may
unintentionally work together to encourage boys to study science and engineering, while
girls are encouraged to choose careers that are perceived culturally as being more

feminine, for example languages and the humanities (Biakolo, 2005).

Research has also shown that the responses to social comparisons are significant when
the comparison domain is self-relevant (Festinger, 1954; Tesser, 1988). For example, a
woman may not experience STTUC if she outperforms a man in homemaking, but she
may experience STTUC if she outperforms male engineers. Such findings imply that
women's attempts to break into male domains may pose threats to both men and
women (Exline & Lobel, 1999). The findings also imply that women may also have more
reasons than men to be concerned about the responses to their outperformance in such

domains.
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2.3.4 Comparison target

The perceived threat of comparison may also depend on the comparison target (Beach
et al., 1996, 1998; Tesser, 1986, 1988). This comparison target may be a friend, a
significant other, a spouse, a colleague, or even one’s children and/or parents.
Research suggests that responses to social comparisons are significant when a
comparison target is perceived as similar to oneself (Festinger, 1954; Tesser, 1988)
because such interpersonal comparisons may have a more significant effect on self-

evaluation (Festinger, 1954).

Beach et al. (1996) have argued that, although social comparison has been widely
investigated, researchers have not focused on the role played by: i) one's own or one's
partner's outstanding performance and the associated emotions of pride in one's
partner; ii) potential contempt for one's partner; iii) pride in oneself; and iv) shame or
envy that may result because of social comparison as regards married couples. Specific
to this study, efforts were also made to investigate whether the individual characteristics
of the partner may predict the outperformer’s (i.e. comparing partner) experiences of
STTUC. Examples of negative comparison, which are important in this study, may
include situations in which a partner feels threatened because the other partner is
perceived as financially better off, more intelligent and/or even as more beautiful or
handsome (Beach et al., 1996). Within the context of career and STTUC, a
partner/spouse may suffer a negative comparison when the other spouse/partner is

perceived as having advanced further in their careers, or as more financially able.

To address the concerns of Beach et al. (1996), in the current study, significant others
were used as comparison targets. Specifically, engaged, dating, married, divorced or
widowed participants were prompted to recall a specific situation in which they had
performed better than their spouse/partner/ex-spouse. The single comparers were
prompted to recall a situation in which they had performed better than individuals whom
they regarded as significant others. Female single comparers were prompted

specifically to compare either with exboyfriends, male colleagues, or brothers while
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male single comparers were prompted specifically to compare with either exgirlfriends,

female colleagues, or sisters.

Researchers continue to debate on whether attitudes, behaviours, and cognitions are
consistent across situations or situationally specific (Bem & Allen, 1974) and the same
questions may be asked about STTUC related experiences. Generally, reseachers have
suggested that drives to avoid success could just be motives, cultural stereotypes
(Zuckerman & Wheeler, 1975) or personality characteristics (Tresemer, 1977). In the
current study, it was assumed that STTUC related experiences might also be
experienced cross situationally. This assumption was informed by research and several
theories — one being the family work literature (see section 3.5 of this document) which
has generally revealed how what happens at home might inhibit or enhance work
outcomes or vice versa. Furthermore, theories such as the Self-evaluation Maintenance
Model (Tesser, 1988; Beach et al., 1996) and Korman and Korman’s (1980) career
success/personal failure phenomenon may also help elucidate how STTUC related
experiences might be experienced cross situationally. The career success/personal
failure phenomenon explain that certain situations, individuals who obtain success in
terms of income or organisational status may experience personal and social alienation,

burnout, and even disappointment (Korman & Korman’s, 1980).

The Self-evaluation Maintenance Model explains the way in which reflection and
comparison processes are central to the maintenance of a positive self-evaluation
(Tesser, 1988; Beach et al., 1996). According to this model, when one is outperformed,
comparison leads to a negative reaction whereas reflection leads to a positive reaction.
Both reflection and comparison are assumed to involve arousal, and both are more
pronounced when the comparison target is a close other (Tesser, 1988). The Extended
Self-evaluation Maintenance Model predicts that people will feel negative about
outperformance if their romantic partners are, or are perceived to be, suffering negative
comparison and/or if they are not benefiting from the outperformance (Beach & Tesser,
as cited in Exline & Lobel, 1999, 2001).
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Couples may, thus, avoid outcomes which may produce negative comparison in either
partner and, instead, they would prefer outcomes that support the self-evaluative needs
of both partners (Beach et al., 1996). Such findings show that the emotional benefit
which a spouse may derive from positive comparison (or reflection) may be offset by the
perception that the other partner is either suffering negative comparison or failing to
benefit from positive reflection (Beach et al., 1998). These findings also have clear
implications for working female significant others, especially in cases there they
continually outperform their partners’. Partners live together; therefore, a spouse’s past
behaviours, reactions and even attitudes are likely to be known to the other partner.
Therefore, it is reasonable to suggest that the motivations for a spouse to outperform in
the future could be influenced by negative consequences associated with their past

outperformances.

2.4 STTUC: Conceptual Framework

According to Exline and Lobel (1999; 2001) and Juola-Exline (1998), if both the
outperformer and the outperformed are aware of the difference in status, then the
outperformer may feel some concern about certain aspects of the outperformed
person’s response. In this context, outperformance implies an achieved and/or ascribed
status discrepancy between the outperformer and the outperformed. Exline and Lobel
(1999; 2001) and Juola-Exline (1998) further explain that, for someone to be classified

as STTUC, it is essential that the following three conditions be met:

e Condition 1: The individual must see him/herself as a target of upward

comparison.

e Condition 2: The individual must believe that the outperformed person is
threatened by the upward comparison. Henagan and Bedeian (2009) referred to
this discomfort as the comparison threat. This discomfort will, hereafter, be

referred to as the Perceived Comparison Threat (PCT).
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e Condition 3: The individual must be concerned about the outperformed’s

response. The outperformer’s concern may be focused on:

o Condition 3a: The well-being of the outperformed person, hereafter

referred to as Concerned for the Outperformed Person (COP) and/or

o Condition 3b: Own well-being, hereafter referred to as Concern for the Self
(CS), and/or

o Condition 3c: The relationship between the outperformer and the
outperformed, hereafter referred to as Concern for the Relationship with
Outperformed (CRO). Figure 2.1 presents a diagrammatic representation
of the STTUC framework.

%0 || condition

The mdividual perceives himself herself as a target of upward

comparison
l Yes
Condition 2
The mdividual believes that the person outperfored 1s
threatened by the upward comparison (UC)

l_
Condition 3

Arethey concerned about the outperformmed’s response?
a) concerned about well being of the outperformed person —

Or ' |

b) concemed about own well bemng
Or

¢) concerned about the relationship

= The mdividual 1s NOT STTUC The mdividual 1s STTUC) «

Figure 2.1: STTUC conceptual framework (Juola-Exline, 1998)
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It is important to emphasise that STTUC distress may coexist with other positive
reactions to outperformance, including feelings of superiority, happiness and pride.
Factors such as the characteristics of the outperformer, the situational context of
outperformance, the characteristics of the outperformed person, and the relationship
between the outperformer and the outperformed may increase the discomfort
experienced by the outperformer (Exline & Lobel, 1997, 1999, 2001; Exline et al., 2004).

Exline and Lobel (1999) stress that perceptions may also result in STTUC distress,
regardless of whether these perceptions coincide with reality or not. Accordingly, in this
study, outperformers were also asked to evaluate their perceptions of the individual
characteristics of the outperformed as these were also assumed to predict the
outperformer’s STTUC.

Throughout this paper, STTUC has been used both as a noun and as an adjective. For
example, STTUC can be discussed, an outperformer can experience STTUC, or an
individual can be STTUC.

2.5 Summary of Chapter Two

Chapter 2 presented the theoretical framework used in this study for investigating
predictors of experiences of STTUC. This was achieved by presenting a brief history of
Festinger's (1954) social comparison theory and also the importance of studying the
social comparison processes within organisations. The chapter also revealed the way in
which a myriad of organisational processes present countless opportunities for social
comparison. Exline and Lobel’s (1999) STTUC framework and its components were

also discussed.
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CHAPTER 3
LITERATURE REVIEW

3.1 Introduction

This chapter presents an integrated conceptual model for investigating selected
predictors of Sensitivity Towards being the Target of Upward Comparison (STTUC).
The first requirement of the STTUC framework is that the individual concerned must
believe that he/she has outperformed another/others in a relevant domain. The second
requirement is that the individual concerned must believe that the outperformed other is
experiencing a comparison threat. This may involve believing that the well-being or self-
worth of outperformed others is being threatened by the experience of being
outperformed. The last requirement of the STTUC model stipulates that the individual
concerned must be experiencing concern for the outperformed person, concern for the
self, and/or concern for the relationship with the outperformed. Experiencing any one of
the above concerns will increase the intensity of the outperformer’'s own emotional
discomfort and, in turn, his/her experiences of STTUC (Exline & Lobel, 1999; 2001;
Juola-Exline, 1998; Henagan, 2006). It is also important to note that, in order to be
classified as STTUC, it is not necessary for the individual to be affected by all three
areas of concern (Exline & Lobel 1999; 2001; Juola-Exline, 1998).

Since Festinger’s (1954) suggestion that people anchor their judgements through a
process of social comparison, a wide variety of social comparison studies have been
conducted. Whether conducted in school settings, work settings, home settings or other
settings, research has consistently shown that individuals evaluate their attitudes,
actions and attainments in absolute terms and by comparing themselves with others,
especially those whom they perceive as similar to themselves (for reviews see Beach et
al., 1996; Buunk et al., 2003; Eddleston, 2009; Exline & Lobel 1999; 2001; Festinger,
1954; Greenberg et al., 2007; Juola-Exline, 1998; Henagan, 2006; Lockwood, 2002;
Tesser, 1988).
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In general, engaging in downward comparison (i.e. being a target of upward
comparison) has been associated with positive consequences. However, as
researchers have recently shown, despite the positive effect of downward comparison,
being a target of upward comparison can be threatening to some outperformers. It is,
therefore, the purpose of this study to investigate potential predictors of such threats.
The rationale for selecting the five levels of analysis, namely, demographic
characteristics, cultural variables, personality variables, family/work variables and

organisational variables, is discussed below.

3.2 Demographic Characteristics

Individual characteristics, such as gender, have consistently been found to predict the
experience of STTUC (Exline & Lobel, 1999; 1997; Exline & Geyer, 2003). Related
research on the effect of marriage on women suggests that gender role expectations for
married women in the African context may further expose women to threats related to
outperformance. Gender and marital status are believed to be related to experiences of

STTUC and were, therefore, investigated in this study as demographic characteristics.

3.2.1 Gender Differences

Individuals may constantly ask themselves the questions: “Who am 1?7 Which group
memberships and affiliations have significance for me? How do | make sense of and
give coherence to the paths my life has taken?” (Ferdman, 2000, p. 19). In view of the
fact that gender represents one of the most salient social identities in human
interactions (Heppner & Fu, 2011), an individual's sense of being either male or female
has been identified as the core element in the development of the self (Maccoby, 2002).
For example, the first question asked when a child is born is: “Is it a boy or a girl?” Also,
when an individual enters a room, gender and colour are often the most obvious and
noticeable features observed. In addition, gender socialisation influences the way in
which men and women behave, the attitudes they hold, and the expectations which

individuals have of themselves and others with individuals acting according to the
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beliefs, norms, attitudes and values that they perceive to be held by other members of
their society, community, and/or group (Kemmelmeier & Oyserman, 2001). For
example, in a study conducted by Blair and Johnson (1992), a relationship between
gender ideology and division of household labour was revealed. Other researchers
found that some women in management have reported feeling as if they are treated first
as a woman and second as a manager/leader (Schuck & Liddle, 2004). This, in turn,
reveals the saliency of one’s gender. However, gender may be even more salient in
cases in which the two sexes either interact face-to-face (Mueller, Mulinge & Glass,

2002) or have to compete and/or engage in social comparison.

While an investigation into the saliency of social identification was not within the scope
of this research study, social identity theory (Hooper 1976) was used to understand the
way in which one’s gender may affect STTUC experiences. In general, individuals
belong simultaneously to an indefinite number of social categories (Mussweiler, Gabriel
& Bodenhausen, 2000). For example one individual may be simultaneously identified as
a boy, child, village boy, school aged, black, and/or thin. Such a multifaceted nature of
identity may probide a strategic basis for reducing the threat involved in social
comparisons as individuals are more likely to identify themselves in terms of a salient
social group (Tajfel & Turner, 1986, as cited in Ashforth & Mael, 1989). For example, a
woman CEO with no family may identify more with being a manager than with being a
wife, while a married woman CEO with children may identify more with being a wife than
with being a manager. Salient categories are also more likely to influence an individual’s

perceptions of certain situations as well as his/her behavioural outcome expectations.

Social identification affects both intentions and behaviours (Chatzisarantis, Hagger,
Wang, & Thagersen-Ntoumani, 2009) while the saliency of identity also influences the
types of social comparisons made (Hogg, 2000; Tajfel & Turner, 1986). Social
comparison processes may also have potential behavioural implications for social
identity (Shipley, 2008). For example, research has suggested that the amount of effort
devoted to a specific role requirement may be dependent on the performer’s extent of
identification with the particular role (Aryee & Luk, 1996). Aryee and Luk (1996) further
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suggest that identification with a role may play out differently for men and women. They
give the example that a man who identifies strongly with his family role may expend a
considerable amount of time on the work role in order to provide adequately for the
family, whereas a woman who identifies more with the family role may devote more time

to nurturing and taking care of the family.

People who identify strongly with a group may also espouse the group’s accepted
goals, attitudes, intentions, and expected behaviours and may also base their
judgements of certain outcomes on the prevailing group norms and standards.
Therefore, to what extent are gender identities related to STTUC experiences? Both the
theoretical and the empirical research suggest that STTUC distress may be
experienced more frequently and more intensely by women than by men (Exline &
Lobel, 1999; Exline et al., 2004). Previous research has shown that, as a result of
gender socialisation, women experience higher needs for affiliation than men.
Furthermore, Markus and Kitayama (1991), suggests that individuals may have
independent self construals (i.e., the tendency to view the self as autonomous and
independent) or interdependent self construals (i.e., the tendency to see oneself as part
of a group and to expect their actions to be determined by other individuals in the social
relationship). Therefore, in view of the fact that women tend to pay more attention to
relationships and other individuals, they are more likely to have interdependent self-

construal (Kemmelmeier & Oyserman, 2001).

This focus on social contexts and relationships may also mean that women have deeper
conceptual structures pertaining to their expectations of the behaviour of others and
also of their own behaviours. For example, Barnett, Marshall, Raudenbush, and
Brennan (1993) suggest that, because the job role may be more crucial than the family
role to men's mental health, the workplace may regulate the psychological fate of men
more than in the case of women. This, in turn, implies that the association between job
role quality and psychological distress may be stronger for men than for women. Using
similar arguments, it may be suggested that women are more likely to be aware of both

the role that their partners/spouses are expected to play and also the psychological
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distress that their partners may be experiencing when they are not able to perform as
expected in such roles. Such awareness may, thus, influence the types of social
comparisons women make and their reactions to being the targets of upward

comparison; especially when they are comparing themselves with the significant others.

In view of the historically subordinate status of women, STTUC distress may also be
more likely should women outperform men in traditionally male domains, for example,
occupational status (Exline & Lobel, 1999) and in traditionally male dominated fields
(Horner, 1972) such as engineering and technology. This may occur as a result of the
fact that attempts on the part of women to break into these domains may pose actual
threats to men (Exline & Lobel, 1999). For example, studies using Thematic
Apperception Tests (Horner, 1972) and hypothetical career-oriented scenarios
(Janman, 1989), in which women outperformed men prompted more negative imagery
such as relationship breakups and quarrels than stories in which men outperformed

women (Horner, 1972; Janman, 1989).

Kemmelmeier and Oyserman (2001) conducted a study in which they examined gender
specific consequences of downward comparison and also the way in which cultural
assumptions about the causes of failure may produce low levels of academic self-
competence in women. Their study revealed that, as compared to men, women tend to
assimilate social comparison into their sense of self. This, in turn, may lead to the
assumption that, when women are exposed to the failures of others, their own self-
confidence may be somewhat undermined. The proposition that women may
experience higher levels of STTUC than men was, therefore investigated. The following

proposition was formulated in order to encapsulate these notions:

Proposition 1: Women report higher levels of STTUC than men.

3.2.2 Marital status and experiences of STTUC

The phenomenal increase in the number of married women in paid employment has

resulted in an increase in research activities investigating the dynamics between family
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and work models (Aryee & Luk, 1996). Bernard (1972) argued that men benefit greatly
from marriage but women do not. However, do these assertions still stand in 20127?
Researchers such as Verbakel and de Graaf (2008) have also argued that employers
may prefer men with families (i.e. wife and children) because the assumption that such
men may feel a stronger sense of financial responsibility and which, in turn, means that
they invest more in their work. One may inversely ask: Is it possible to make the same
argument about married women with children? Do employers prefer married women
with children? Based on the common gender role expectations and empirical evidence
(Eagly & Karau, 2002; Eagly & Steffen, 1984; Gushue & Whitson, 2006) for women, the
answer to the question may possibly be no. There are several factors that may make
married women with children less attractive than their male counterparts. For example,
it is a fact that women require maternity leave as a result of their responsibilities as child
bearers and primary caregivers. In view of such theoretical considerations it may make
sense to assume that employers may prefer married men with children to married
women with children because of the potential increased work and family role conflicts

which married women with children may experience.

Marital interaction consists of two individuals interacting in a relationship and, thus,
individual characteristics and vulnerabilities play a part in such interactions (Mead,
2002). There has also been a suggestion that couples may avoid outcomes that may
produce negative comparison in either partner, instead preferring outcomes that support
the self-evaluative needs of both partners (Beach et al., 1996). In addition, many
couples share family, career, and leisure interests and, thus, there are likely to be

numerous opportunities for self-relevant comparisons with one’s partner (Tesser, 1988).

Gender role expectations may also play an important part both in the marital interaction
and in experiences of marital distress. The ecological systems approach (i.e. the
adaptive fit between organisms and their environments) suggests that an individual’'s
involvement in multiple systems often results in stress as a consequence of the
competing demands of those systems (Fagan & Press, 2008). In addition, such stress

may be increased if there are negative relationships between the role expectations.
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Research has generally suggested that there are negative relationships between work—
family conflict and marriage outcomes (Wu, Chang, & Zuang, 2010). In a study
investigating the different ways in which married men and women perceive the level of
marital equality, and the connection between the various indices of marital equality and
marital satisfaction and tension, Rabin and Shapira-Berman (1997) found that equal role
sharing and decision making were predictive of women's marital satisfaction, but
predictive of men's marital tension. It is, therefore, imperative to understand the way in
which couples’ perceptions, values and beliefs about available career opportunities
affect their choice and interest in particular careers (Kakiuchi & Weeks, 2009) and the

impact of such perceptions, values and beliefs on couples’ reaction to outperformance.

Balancing work and family demands is an issue that many working, married individuals
from different countries have to face (Sowan & Goodwin, 2009) because role
expectations in the work and in the family domains are often incompatible (Wu et al.,
2010). For example, in a study investigating the way in which work impacted on
marriage in three cultures and which was conducted in the United Kingdom, Hong Kong
and China (Sowan & Goodwin, 2009), one-third to one-half of the respondents from
each of the three cultures mentioned that work plays a negative role in respect of

marriage. This may, however, depend on the married couples themselves.

Research has also established that different types of couples may respond to
comparisons differently (Fitzpatrick, 1988). These different types of couple include the
so-called separates (i.e. couples who displayed particularly low levels of “we-ness”), the
independents (i.e. couples perceived as portraying the ideal example of marriage as
they appear to be supportive of each other and are egalitarian in their orientation to
marriage), and the traditionals (i.e. couples who reported having an extremely clear and
distinct division of labour in the marriage, spending most of the time together and
sharing most activities). Cooper, Arkkelin, and Tiebert (1994) explain that the
importance that individuals ascribe to relationship issues, for example equity and

achievement, may also be related to different career-marriage inspirations.
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While understanding that different types of couples is important, it is also important for
researchers to remember that family models are also highly dynamic. It is indisputable
that, worldwide, the images of the traditional, nuclear family are changing (Wu et al.,
2010). The renegotiation of both family and family roles has been necessitated by the
changes in the traditional family model in terms of which the husbands were perceived
as the breadwinners and wives as the homemakers (Bartley, Blanton, & Gilliard, 2005).
This family model has been replaced by one which takes into account the fact that both
husbands and wives, and women with children, are employed outside of the home (Wu
et al., 2010).

However, despite such changes, some researchers have revealed that the husband’s
career is still commonly regarded as of primary importance and, in fact, of greater
importance than the wife’'s career (Bartley et al., 2005). This occurs even when
husbands and wives espouse non-traditional, gender role attitudes (Rogers & Amato,
2000). This position of greater influence in all areas of life allows husbands to avoid an
equal involvement in household labour (Bartley et al., 2005). Earlier research has
suggested that, among couples where the wife has a higher occupational status than
the husband, there often appears to be marital dissatisfaction (Hornung & McCullough,

1981) which may lead to either separation or divorce (Philliber & Hiller, 1983).

Beach et al. (1996) used a self-evaluation maintenance model to explain the structure of
what they referred to as performance ecology. They hypothesised that, in marriages,
the relative performance of each partner within the respective set of performance
positions provides a context for understanding marital processes. Beach et al. (1996)
further asserted that negative social comparison is inevitable nowadays because, prior
to married women working in paid employment, there were clear gender-based
prescriptions for participation in the various performance domains, thus eradicating the

opportunity for a negative social comparison with one's spouse.

There are also claims that married women with children are less likely to make an
upward career move and are more likely to retreat from the labour market than single

women (Verbakel & De Graaf, 2008). Furthermore, women tend to earn less than their
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spouses and, in cases of divorce, they are also usually left with the children. Thus,
when a marriage dissolves, the woman may have more to lose than the husband. This,
in turn, implies that women are often more susceptible than men to perceiving threats
and are more concerned about the relationship when they outperform their spouses or
partners. Whelan (2011) also points out that marital advice has always been primarily
geared toward women as it is assumed that women have a greater emotional and
financial interest in marriage than men as they are often held accountable for the

success or failure of the marital relationship.

The self-consistency theory (Aronson, 1968, as cited in Aronson, 1992; Korman, 1970,
1976) and the role congruity theories may be used to explain why female
spouses/partners may be more likely to experience STTUC than their unmarried
counterparts. The role congruity theory will be discussed under the subsection on
gender role orientation in this thesis. This theory suggests that traditional gender role
orientation may predict the experiences of STTUC in the case of the female
outperformer. In addition, this may occur more frequently in marriages because
marriages clearly articulate role expectations for both the wife and the husband. The
self-consistency theory may also explain why female partners and spouses may
experience STTUC when they outperform their male spouses/partners. The theory
suggests that people are more comfortable when they are perceived in a manner that
confirms their self-views (Aronson, 1968). Therefore, if a wife subscribes to the notion
that a husband is supposed to be the breadwinner, and the wife finds herself in the
position of either a breadwinner or an outperformer, this may be inconsistent with the
wife’s self-view and may result in her experiencing STTUC. It is also important to note
that, while the female outperformer may not subscribe to certain cultural orientations or
gender role orientations, she may be aware of them because, as an individual, she is,
nevertheless, embedded within a broader cultural framework. This awareness may still
elicit experiences of STTUC because she may be aware of how others perceive her or
her spouse/partner. Based on the literature reviewed, the following proposition was

explored:
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Proposition 2: Married women report higher levels of STTUC than women who are not

married.

33 Cultural Variables

When evaluating challenges in respect of the development and advancement of
women, it is also important to understand the cultural framework in which women are
operating and its potential impact on their career progression. This is important because
the cultural environment may affect the way in which: i) women perceive themselves as
leaders; ii) how they are perceived by those whom they are leading; and iii)) how
effective they perceive their own leadership styles and/or experiences to be (Pheko,
2009).

While there is limited empirical research linking specific STTUC experiences with
cultural variables, related research does suggest that culture may influence STTUC
experiences. Cultural values, norms, beliefs and traditions may regulate interpersonal
relations and also influence the likelihood that autonomous and/or interdependent
achievements are punished or rewarded (Exline & Lobel, 1999; Markus & Kitayama,
1991; Triandis, 1994). According to Exline and Lobel (1999), most of the empirical
research which is relevant to STTUC has investigated collectivist and individualist
cultures. This focus may, indeed, be justified because other researchers have indicated
that the individualism-collectivism cultural dimension is an important factor that affects
both the perception and the experience of work, marriage, and family (Yang, Chen, Choi
& Zou, 2000). Therefore, in view of the theoretical assumptions relating to culture (e.g
Exline & Lobel, 1999) this study investigated both traditional gender role orientation and

collectivistic cultural orientation as cultural variables.

3.3.1 Traditional gender role orientation

Gender role has been broadly defined as a collection of norms describing expectations
of qualities and behavioural tendencies associated with being a member of either

gender, and prescribing behaviour and qualities for each gender (Eagly & Karau, 2002;
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Eagly & Steffen, 1984; Gushue & Whitson, 2006). These expectations may include
appropriate behavioural display and/or expectations about the social roles of each
gender (Gushue & Whitson, 2006). This has been referred to as gender role orientation
(Barry & Beitel 2006; Bem, 1974; Eagly & Steffen, 1984). There is consensus among
some researchers that gender role orientation exists on a continuum ranging from
Modern Sex Role Orientation (MSRO) to Traditional Sex Role Orientation (TSRO)
(Barry & Beitel 2006; Bem, 1974; Eagly & Steffen, 1984).

Researchers have highlighted the role of socialisation in the formation of gender role
orientation, the development of attitudes towards the genders (Langlois & Downs, 1980;
Lytton & Romney, 1991; Martin & Halverson, 1981; Martin, Ruble, & Szkrybalo, 2002;
Talbani & Hasanali, 2000), and the formation of gender stereotypes. Social role theory
has also been used to explain the formation of gender role orientation. For example,
researchers such as Bem (1974) and Wood and Lindorff (2001) have used social role
theory to explain the way in which gender roles influence the formation of gender
stereotypes, the qualities that the members of each gender would like to possess, and
the social roles that members of each gender would like to play. Bussey and Bandura’s
(1999) Social Cognitive Theory (SCT) of gender development and differentiation
explains how gender develops. This theory describes how cognitive constructs,
biological underpinnings and socio-structural factors interact and influence each other to
produce gender typed behaviours. The theory borrows from Bandura’s (1986) SCT
theory which explains how the individual’s biological preparedness, his/her modelling
experiences and self-standards, and also his/her anticipated outcomes, as governed by
past success or failure in producing gender-typed behaviours, play an important role in

the emergence and maintenance of gender typed behaviours (Martin et al., 2002).

One’s biological make-up may further interact with socialisation and cognitive constructs
to produce gender stereotypes, attitudes towards the genders, and gender role
orientation. For example, Wood and Lindorff (2001) have revealed how gender
stereotypes may lead to differences in the career progress seeking behaviours of both

males and females. However, as a result of the fact that gender stereotypes reflect the
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perceiver’s observations of what people do in daily life (Eagly & Steffen, 1984), gender
role attitude may change if what people do in daily life changes. For example, in a study
designed to determine cohort changes in gender-role attitudes, university students were
tested in 1972, 1976, 1980, and 1992. The results of these studies showed that,
although men were more consistently traditional in their attitudes than women, all the
groups across the years showed increased egalitarian attitudes towards gender roles
(Spence & Hahn, 1997). These findings, as well as Eagly and Steffen’'s (1984)
theoretical arguments, imply that because there is increased representation of women
in the workplace, people may have a more egalitarian view of gender roles. By similar
logic, one may argue that, because of the scarce representation of women in
traditionally male domains such as occupational prestige (Exline & Lobel, 1999; Olsson
& Walker, 2003), and fields such as engineering and technology (Wilson-Kovacs, Ryan,
& Haslam, 2006), people may express negative attitudes towards women in such

domains and fields.

Role congruity theory (Eagly et al., 2000; Eagly & Karau, 2002) offers a slightly different
perspective on the way in which socialised gender roles may adversely affect females in
the workplace. This theory may be interpreted in terms of the following question: In view
of the fact that gender roles encompass consensual beliefs about the attributes of the
two sexes (Eagly & Karau, 2002), what would happen if a member of the opposite sex
occupied the social role that is not consistent with his/her sex category? According to
this theory, socialised gender roles may spill over into organisational roles and, thus,
impact negatively on the career progress of women. This theory extends further than
social role theory by specifying key factors and processes that influence congruity
perceptions, and the consequences of such for both prejudice and for prejudicial
behaviours (Eagly & Karau, 2002). The theory explains that, because people tend to
hold dissimilar beliefs about leaders and women, while they hold similar beliefs about
leaders and men (Bosak & Sczesny, 2011), being a woman leader may elicit thoughts of
incongruency for some individuals. Depending on how such individuals react to such

incongruencies, this may pose a threat to the female outperformer.
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It has been argued that TSRO is able to position men in the role of the provider with
formal executive power and women in the role of the nurturer with referent power (Barry
& Beitel, 2006; Judge & Livingston, 2008). As compared to the TSR, MSR ideologies do
not recognise differences between male and female roles and, instead, emphasise role
flexibility for both males and females (Larsen & Long, 1988). Wood and Lindorff (2001)
went on to suggest that men and women’s different beliefs, attitudes and values may
work either concurrently or individually to impact on their promotion-seeking behaviours.
Gushue and Whitson (2006) examined the way in which gender role attitudes and
ethnic identity may be related to career decision self-efficacy and traditional career
choice goals. Their results generally showed that career decision self-efficacy fully
mediated the influence of egalitarian, gender role attitudes on gender traditionality in
career choice goals. Promotion and working in a traditionally male domain are two
examples of situations that may position women as the targets of upward comparison.
Consequently, if the woman is traditional as regards her gender role orientation, career
advances or advantages this may result in her experiencing STTUC. This may occur
because success is commonly attributed to agentic tendencies (assertiveness, material
success, toughness, ambition and independence) which are commonly associated with
men (Hofstede, 2001; Wood & Lindorff, 2001).

Research further suggests that people with agentic tendencies have stronger motivation
for achievement and value higher performance (Yoo & Naveen, 2002). While a stronger
motivation as regards achievement has been commonly associated with men, other
researchers have demonstrated that women with more modern gender role orientations
tend to possess higher levels of aspiration and expectations than women with traditional
gender role orientations (McWhirter, Hackett & Bandalos, 1998; O’'Brien & Fassinger,
1993). Gender role orientation may, therefore, explain the difference between those
females who experience STTUC and those who do not. Specifically, in the context of
outperformance, women with TSRO may experience STTUC as compared to those with
MSRO. In contrast, for men, TSRO may negatively predict the experience of STTUC.

Thus, TRSO may work on its own or in conjunction with other variables to influence the
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way in which an individual reacts to being the target of upward comparison. Based on

the concepts presented above the following propositions were formulated:

Proposition 3a: A direct positive relationship exists between the traditional gender role

orientation of female outperformers and their experiences of STTUC.

Proposition 3b: A direct negative relationship exists between the traditional gender
role orientation of male outperformers and their experiences of
STTUC.

J

Proposition 3c: A direct positive relationship exists between female outperformers
perceptions of the significant others’ traditional gender role

orientations and experiences of STTUC within female outperformers.

3.3.2 Collectivistic cultural orientations

The nature of social comparison is such that an individual positions the self-relative to
others on a continuum which ranges from upward to downward comparisons and/or a
continuum which ranges from contrastive to connective comparisons (Locke, 2003). In
view of the fact that culture influences the attitudes, beliefs, behaviours, perceptions,
and evaluations of experiences of individuals, it is also likely that culture will influence
where the individual places either himself/herself or others, and also the way in which

the individual will react to where he/she and/or relevant others are positioned.

Culture also has many different dimensions. According to Matsumoto and Juang (2004),
the individualism—collectivism dimension of culture describes the degree to which a
culture focuses on the needs and preferences of either individuals (i.e. individualism) or
of groups (i.e. collectivism). Compared to people in individualistic cultures who tend to
value individual recognition of their performance, people in collectivistic cultures tend to
be both more interdependent and to work for the common good of the group (Hofstede,
1980; Hofstede & Hofstede, 2005; Triandis, 1989; Triandis & Gelfand, 1998). In

individualistic cultures, the personal accomplishments achieved through work may be
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perceived as an achievement of personal ambition (Yang et al., 2000) while, in
collectivistic cultures, identity is embedded in the social systems, for example, the
organisation, family and/or any other group to which the individual belongs. In such a
social system, interdependence and harmony among group members are emphasised
(Cheung & Halpern, 2010; Markus & Kitayama, 1991). It has also been suggested that
individuals in collectivistic cultures may be motivated to fit in and adjust themselves to
the expectations and needs of others (Morling, Kitayama, & Miyamoto, 2002). For
example, it has been shown that some Asians (who are commonly profiled as
collectivistic) may show dissonant effects when their performances are publicised
because the accompanying public scrutiny may produce concerns about possible

interpersonal rejection (Kitayama, Snibbe, Markus, & Suzuki, 2004 ).

In the Setswana culture, which can also be described as collectivistic in orientation, it is
common to hear both men and women stating that ga dike di etelelwa ke namagadi pele
- a woman is not supposed to lead a group (Pheko, 2009) or monna thogo ya lolwapa -
a man is the head of the family (Mookodi, n.d.). Therefore, when women who have been
exposed to such cultural teachings are placed in the position of outperformers, they may

anticipate some type of threat related to their personal achievements.

STTUC reactions may be understood as a form of dissonance. Hoshino-Browne,
Zanna, Spencer, Zanna, Kitayama, and Lackenbauer (2005) suggest that culture may
shape the situations in which dissonance is aroused. This is as a result of the fact that
one’s cultural orientation influences expectations and, when an individual’s behaviour
departs from such expectations, the individual may experience dissonance. Research
has also shown that cultural beliefs, values and norms may also influence the
experience of work and family issues, and the extent to which the self, one’s work, and
one’s family are perceived and experienced as either independent or interdependent
(Schein, 1984). Researchers such as Kitayama et al. (2004) also explained that the
potential rejection by liked significant others would be significantly more threatening to

interdependent selves than to people with independent selves.
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A collectivistic cultural orientation, in particular, may predict negative consequences of
outperformance in respect to women. According to Hoshino-Browne et al. (2005,
p. 294), “individuals encounter a myriad of choices every day ranging from very simple
decisions ... to more difficult ones ... Sometimes people have to make choices not only
for themselves but also for their family members or close friends”. For women
outperformers, such choices may be influenced by the fact that culture defines the
social expectations in respect of men’s and women'’s roles (Cheung & Halpern, 2010).
For example, when the hierarchical norms of husband and wife were reversed, it was
found that Chinese female leaders were sensitive to the way in which their husbands
may lose face and, consequently, they took actions to obviate such situations. Thus,
because both history and cultural values affect society’s acceptance of women in the
workforce (Caligiuri & Tung, 1999), this study suggests that collectivistic cultural
orientations may predict women’s experiences of STTUC. Accordingly, the following

propositions were formulated.

Proposition 4a: A direct positive relationship exists between the collectivistic cultural

orientation of female outperformers and their experiences of STTUC.

Proposition 4b: A direct negative relationship exists between the collectivistic cultural

orientation of male outperformers and their experiences of STTUC.

Proposition 4c: A direct positive relationship exists between female outperformer’s
perceptions of their significant others’ collectivistic cultural

orientations and experiences of STTUC within female outperformers.

3.4 Personality Factors

Personality has been revealed as an important predictor of work-related attitudes (Hulin
& Judge, 2003) with several researchers showing that certain personality traits may play
a role in comparison processes (Buunk & Gibbons, 2007; Exline & Lobel 1999; Exline et
al., 2004; Exline & Zell, 2012; Henagan, 2006). Specifically, Exline and Lobel (1999)

argue that, because STTUC distress is interpersonal, people should experience more
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intense STTUC distress to the extent that they are interpersonally attuned, attentive to

negative interpersonal situations, and highly motivated to avoid such events.

For example, Exline et al. (2004) investigated the relationship between desire for public
recognition and three personality traits, namely, competitiveness, sociotropy, and
narcissism. Their results revealed that competitiveness was associated with a greater
expectation of negative responses from peers; sociotropy was associated with concern
about both positive and negative peer responses; and narcissism was associated with
both the desire for public recognition and with less concern about being the target of
envious hostility. Previous research also suggests that people are more susceptible to
STTUC when they perceive the outperformed as susceptible to the negative effects of
upward comparison (Exline & Lobel, 1999). In this study, need for affiliation (n-Aff), the
interpersonal sensitivity dimension of sociotropy, and competitiveness were investigated

as personality variables which may be relevant to STTUC.

3.4.1 Need for affiliation

Social relations are both important and critical as people may use them in order to
evaluate their own actions, attitudes and personal attainments (Baron & Pfeffer, 1994).
According to Walton and Cohen (2007, p. 94), “[o]ne of the most important questions
that people ask themselves in deciding to enter, continue, or abandon a pursuit is, “Do |
belong?” Social bonds may also be used as sources of satisfaction and fulfiiment
(Denissen, Penke, Schmitt, & Van Aken, 2008). Social bonds may also serve to provide
the individual with emotional, instrumental, and informational support. For example,
researchers have shown that strong networks of family ties may facilitate the survival,
health, and well-being of certain groups of people through the reciprocal sharing of
resources, information, and emotional support (Brown, Gary, Greene & Milburn, 1992).
In their study, Brown et al. (1992) showed specifically that individuals with greater family
closeness, more religious involvement and a greater number of voluntary associations

reported lower levels of depressive symptoms.
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According to Leary (2007), people are also attuned to indications that other people may
not value them as social interactants, group members and/or relationship partners. For
the individual who is STTUC, outperformance may cause the outperformer as if he/she
were neglecting his/her social relations. Therefore, in the context of STTUC, while
outperformers may be motivated to enhance themselves (Exline & Lobel, 1999; Juola-
Exline, 1998) in the domains of achievement, they may also be sensitive to the quality
of their social bonds (Walton & Cohen, 2007), thus resulting in their experiencing
STTUC when such bonds are threatened. This may occur because the outperformer’s
behaviour is influenced by what he/she perceives to be the thoughts, feelings, and

actions of the outperformed individuals (Markus & Kitayama, 1991).

McClelland’s (1987) motivation theory identified the need for achievement (n-Ach), need
for affiliation (n-Aff), and need for power (n-Power) as important factors in motivating
individuals in respect of certain patterns of behaviour. Researchers have subsequently
been able to show that women may have higher n-Aff than men (Boneva, Frieze,
Ferligoj, Jarsova, Pauknerova & Orgocka, 1998), even in young children (Query, Query
& Singh, 1975).

In view of the fact that people high in n-Aff tend to receive gratification from harmonious
relationships with others, one may also assume that these individuals possess desirable
qualities, especially within the context of organisations. In particular, they may be
capable of working well with other team members and organisational members. For
example, n-Aff has been shown to have a positive impact on organisational citizenship
behaviour and organisational identification. In a study conducted by Wiesenfeld,
Raghuram and Garud (2001), n-Aff was significantly and positively related to the
organisational identification of virtual workers. In addition, Johnson’s (2008) study
indicated a positive relationship between n-Aff and the self-ratings of organisational
citizenship behaviour. In the same study, even when individuals with high n-Aff
perceived that organisational culture and leadership support were low, they still tended

to report higher citizenship behaviours as compared to individuals with lower n-Aff.
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Generally, individuals with strong n-Aff are sensitive to the availability of social support
and, because they may have an interdependent view of the self, they tend to be deeply
concerned about separation from relatives or friends. This, in turn, may have
implications for the way in which they perceive standing out from others. Markus and
Kitayama (1991) explain that, for individuals with interdependent self-construals, the
individual self may, on certain occasions, cease to be the primary unit of consciousness.
This occurs because, for such individuals, other people within their social context may
comprise an integral part of the setting, situation, and/or context to which the self is
connected, fitted, and assimilated. Because of this interdependence, such an individual
may be sensitive to interpersonal harm and this appears to be crucial to how guilty they
may feel about the consequences of their actions (Baumeister, Stillwell & Heatherton,
1994; McClelland, 1987), including the consequence of outperformance. Situations that
threaten an individual’s social connectedness may have an impact on the motivation of
those who are challenged by a threatened social identity (Walton & Cohen, 2007). In the
area of STTUC, this threat may be either real or perceived and may lead to what
MacDonald and Leary (2005) term social pain. Social pain theory suggests that there
are specific emotional reactions to the perception that one is being excluded from
desired relationships or that one is being devalued by desired relationship partners or

groups.

In line with the above discussion, it may be easier for individuals with high n-Aff to
perceive that the need to attend to others and to create harmonious interdependence
with others may be somewhat threatened by outperformance. This may, in turn, lead to

their experiencing STTUC. Thus, the following propositions were formulated:

Proposition 5a: A direct positive relationship exists between the n-Aff of outperformers

and their experiences of STTUC.

Proposition 5b: A direct positive relationship exists between female outperformers’
perceptions of their significant others’ n-Aff and experiences of STTUC

within female outperformers.
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3.4.2 Interpersonal sensitivity

Sociotropy (social dependency) has been defined by Robins, Ladd, Welkowitz, Blaney,
Diaz, and Kutcher (1994) as excessive concern about interpersonal relationships and by
Clark, Steer, Beck, and Ross (1995, p. 325) as “... an investment in positive interactions

with others.”

People who achieve score high scores in sociotropy are characterised by a dependence
on social feedback for gratification and support (Bieling Beck, & Brown, 2000); the belief
that others should accept and love them (Clark et al.,1995); and an overvaluing of close
interpersonal interactions involving, intimacy, empathy, social relatedness, approval of
others, affection, protection, and guidance (Beck, 1987). Beck (1983) also explained
that, upon perceiving loss of social relation or perceived rejection by others, those
individuals scoring high in sociotropy may experience a so called sociotropic

depression.

This study will focus on a dimension of sociotropy which is known as interpersonal
sensitivity. This dimension of sociotropy involves both the fear of hurting others and fear
of being rejected by others (Sato, 2003). Individuals who achieve high scores in the
interpersonal sensitivity dimension of sociotropy (Robins et al., 1994) have also been
shown to achieve high scores in STTUC (Exline & Lobel, 1999; Exline et al., 2004;
Henagan, 2006).

Researchers such as Exline and Lobel (1999), Exline et al. (2004) and Henagan (2006)
have also revealed that people who score high in interpersonal sensitivity are likely to
be extremely concerned with both the way in which their peers respond to them and
whether those responses are either positive or negative. They are also likely to expend
considerable effort into maintaining smooth interpersonal relationships. In their study,
Gorski and Young (2002) also found that sociotropy and interdependence were related,
regardless of gender, thus showing that people high in sociotropy possess cognitive
schemas that are based on dependency on and acceptance by others. This may occur

because an individual may be motivated to behave in ways that maintain relationships
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with others and avoid disapproval by peers, family, and other individuals within their

social context (Gorski & Young, 2002).

In a study investigating the moderating effects of sociotropic cognition on stress-induced
cardiovascular responsiveness, Sauro, Jorgensen, Larson, Frankowski, Ewart, and
White (2001) found that people scoring high in sociotropy demonstrated a higher stress-
induced cardiovascular responsiveness than those scoring low in sociotropy. They also
revealed that, with tasks involving threats of social evaluation, the participants were
likely to experience increased blood pressure. Such findings may explain the
suggestions that certain relationships may activate sociotropic cognitions and
behaviour, including fear of rejection, thoughts of social undesirability, and feelings of

loss and reassurance seeking (Gorski & Young, 2002).

In view of the fact that these sociotropic outperformers may be interpersonally attuned,
they are also likely to be aware of the possible negative consequences that may result
from outperformance (Henagan, 2006). This, in turn, may render them more susceptible
to experiencing STTUC. Accordingly, based on the above discussions, the following

propositions were formulated:

Proposition 6a: A direct positive relationship exists between the interpersonal

sensitivity of outperformers and their experiences of STTUC.

Proposition 6b: A direct positive relationship exists between female outperformers’
perceptions of their significant others’ interpersonal sensitivity and

experiences of STTUC within female outperformers.

3.4.3 Competitiveness

The outperformer’s degree of competitiveness may also predict his/her experiences of
STTUC. Spence and Helmreich (1983) conceptualised trait competitiveness as an
aspect of personality that involves the desire to win and to be better than others.

However, researchers have warned that research on competitiveness may yield better
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results if competitiveness is viewed as a multidimensional construct (Houston, Mclintire,
Kinnie, & Terry, 2002). Houston et al. (2002) administered 10 different paper-and-pencil
measures of competitiveness to the same sample. The factor analysis results of their
study revealed evidence of two factors that were labelled Self-Aggrandisement (SA) and
Interpersonal Success (IS). The SA factor included items which portray competition as a
way of validating one’s own superiority while the IS factor contained items which offer a
neutral view of others, but which stressed the benefits of competitiveness. The literature
also suggests that males may be more competitive than females. For example, in a
study testing the impact of trait competitiveness on the social and psychological
adjustment of both males and females, Hibbard and Buhrmester (2010) found that the
males scored higher on competing to win/dominate others than the females, although
there were no gender differences in respect of competing to excel/surpass personal
goals. For females, competing to win was associated with greater depression and
loneliness while, for both males and females, competing to excel was associated with

higher self-esteem and less depression.

Research findings on the association between competitiveness and performance are
both contradictory and complex. For example, a study conducted by Brown et al. (1998)
showed that individuals scoring low in trait competitiveness set relatively low goals both
in highly competitive organisational climates and in non-competitive organisational
climates. However, individuals high in trait competitiveness set higher goals only when
they perceived the organisational climate to be competitive. Other studies have
revealed that trait competitiveness is negatively related to modesty, morality,
straightforwardness, sympathy, and tender-mindedness (Fletcher & Nusbaum, 2008). In
their study, Standage, Duda, and Pensgaard (2005) noted differences in the
participants’ responses to task motivation (i.e. where one participates in competition to
increase productivity as regards completing the task at hand) and ego-motivation (i.e.
where one engages in competition to compare one’s performance with the performance
of others in order to feel superior and more competent). It was found that those
participants who scored higher in ego-motivation experienced more negative affect and

lower need satisfaction as compared to those who scored higher in task motivation.
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Competitive individuals are also more likely to project their competitiveness onto other
individuals and to believe that being recognised for superior achievement will elicit
hostile reactions in their peers (Exline et al., 2004). For example, goal achievements in
competitive organisational climates may be negatively correlated with performance
because the individual may perceive that, when he/she performs better, all the others
who were part of the goal failed to achieve the set goal (Tjosvold, Johnson & Sun,
2006). This, in turn, may result in the individual who attained his/her goals experiencing
STTUC. Another factor to consider in outperformance is the effects of competition
between men and women. This type of competition may result in the possible violation
of sex role expectations and also the violation of male superiority (Peplau, 1976), thus
leading to the female outperformers experiencing STTUC. Based on the arguments

presented above, the following propositions were formulated:

J

Proposition 7a: A direct positive relationship exists between the outperformers

competitiveness and their experiences of STTUC.

Proposition 7b: A direct positive relationship exists between female outperformers’
perceptions of their significant others’ competitiveness and

experiences of STTUC within female outperformers.

3.5 Family-Work Variables

Research suggests that career development and progression may be determined by a
wide range of variables that reflect the ongoing interaction between people and their
social contexts (Gushue & Whitson, 2006). One such example is the interaction
between family and work. Similar to the other variables in this study, there has been
limited research directly investigating the way in which family-work variables such as
family-work-conflict (FWC) and work-family-conflict (WFC) may be related to STTUC.
Thus, as a result of this lack of research, these variables were included in the current
study in order to explore and expand the research investigating these relationships.
Researchers such as Exline and Lobel (1999; 2001), Festinger (1954), and Tesser

(1988) have suggested that social comparisons may, in particular, characterise those
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interpersonal relationships in which individuals are concerned with the way in which
their performance may be judged by the close other. This results from the fact that the
nature of human pair bonding suggests that performance considerations may play some
role in the development and evaluation of relationships (Beach et al., 1996). The family-
work variables investigated in this study included instrumental support from the

spouse/partner and FWC.

3.5.1 Family-Work-Conflict (FWC)

According to Netemeyer, Boles, and McMurrian(1996), family and work constitute the
important focal points of adult life. However, these two domains are not always
compatible and there may be conflict between the individual’s work and his/her family
life (Netemeyer et al., 1996). Netemeyer et al. (1996) further explain that strain-based
conflicts may exist when the strain created by work or family role interferes with either
work performance or family responsibilities while time-based conflict may arise when
the amount of time devoted to either the work or the family role interferes with the
carrying out of family or work related responsibilities. The antecedents of work-family
and family-work conflict have been sought mainly in situational factors, including long
working hours, number of children, and work and family overload (Rantanen, Pulkkinen,
& Kinnunen, 2005). Rantanen et al. (2005) further emphasised that factors pertaining to
individuals have received far less attention both as antecedents of or as moderating
factors between work and family domains and psychological distress. Livingston and
Judge (2008) also suggested that the literature on FWC and WFC lacks research on
specific emotional responses to such conflict (Livingston & Judge, 2008). Other
research findings have associated the FWC and WFC conflicts with emotions such as
depression, psychosomatic symptoms and anxiety (Parasuraman, Purohit, Godshalk &
Beutell, 1996). Livingston and Judge (2008) also revealed that FWC conflict may be

positively related to guilt through interactions such as gender role orientation.

This study has contributed to this under-researched area by investigating whether FWC
explains the variance in STTUC. Greenhaus and Beutell (1985) defined work-family

conflict as a situation in which the demands of work and family roles are mutually
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incompatible and exceed the resources available to the individual to manage these
roles. Other researchers, such as Carlson, Kacmar, and Williams (2000), have
conceptualised the two dimensions — work interfering with family life (WIF) and family
interfering with work life (FIW) - as distinct experiences in terms of, when family
interferes with work, family is presumed to be the primary cause of the conflict, and vice

versa (Boyar, Carr, Mosley, & Carson, 2007; Mesmer-Magnus & Viswesvaran, 2005).

Current research has focused specifically on FWC, which has been defined as a form of
inter-role conflict in which the time devoted to family and the strain created by the family
both interfere with carrying out work-related responsibilities (Boyar et al., 2007,
Netemeyer et al., 1996). Boyar et al. (2007) further indicated that, even when an
individual brings work home or vice versa this may not be experienced as a conflict
unless there is a negative spillover (either family or work activities are inhibited). Other
researchers such as Van Daalen et al. (2006) have also revealed that social support
from spouses and from colleagues is related to FWC and not to WFC, thus indicating

that the two constructs are distinct from each other.

While it is believed that men and women love their families and children equally,
‘women generally continue to perform primary care-giving to children and dependents
while simultaneously juggling the demands of their workforce participation and their
career development issues, concerns, tasks, and responsibilities” (O'Neil & Bilimoria,
2005, p. 169). Multiple stressors — a variable conceptually similar to work-family conflict
- have been be related to lowered levels of subjective career success (Aryee & Luk,
1996; Peluchette, 1993). Research has also revealed that exhaustion tends to be more
prevalent in women than in men and that women also tend to suffer from job strain more
often than men (Canivet, Ostergren, Lindeberg, Choi, Karasek, Moghaddassi &
Isacsson, 2010). Furthermore, in families which are characterised by traditional sex role
orientations, women are usually expected to carry out the role of homemaker (Gutek,
Nakamura & Nieva, 1981). It is, therefore, likely that both socialisation and the
traditional view of gender roles will affect men and women’s perceptions of their work

experiences differently. For example, Gutek, Searle, and Kelpa (1991) explain that the
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TSR view may affect both men and women’s perceptions of work-interference-with-
family (WIF) and family-interference-with-work (FIW) differently. It has also been widely
suggested that family-work-conflict and work-family-conflict are among the factors that
may inhibit the progress of women (Greenhaus, Parasuraman & Collins, 2001;
McMahon, Limerick, Cranston & Andersen, 2006; Moore, Sikora, Grunberg &
Greenberg, 2007; O’Neil & Bilimora, 2005).

As the research which was reviewed indicates, FWC has been primarily investigated as
a dependent variable with researchers investigating factors that may predict FWC.
However, this study takes up a different stance by investigating FWC as a predictor of
STTUC. It is important also to highlight that the relationships between the experiences
of STTUC and FWC are likely to be gendered, and also affected by other family-work
variables (e.g. support). For example, in a study which analysed, according to gender,
how WFC and FWC were related to exhaustion, Canivet et al. (2010) found that WFC
and FWC remained statistically significant risk factors for exhaustion in both men and
women. Specifically, WFC and FWC contributed 22 per cent explanatory power of the
the variance in women and 14 per cent of the the variance in men (Canivet et al., 2010).
In another study, Van Daalen et al. (2006) found that social support from both spouses
and from colleagues was related to FWC conflict but not to WFC. This further reveals

the complexity of the relationship between the two variables.

Despite the limited research investigating direct links between FWC and comparison
processes it is, nevertheless, conceivable that work and family conditions are likely to
influence both the attitudinal and behavioural reactions to being the target of upward
comparison in either domain. In addition, it is also conceivable that FWC may explain
variance in STTUC because, for outperformers to experience that family is interfering
with work; they may already be feeling that they are not giving their families enough
time and attention. It is, therefore, conceivable that the perception of such conflicts may
possibly elicit STTUC experiences, particularly as regards women. The following

propositions were, therefore, formulated:
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Proposition 8: A direct positive relationship exists between outperformers’ experiences
of FWC and their experiences of STTUC.

3.5.2 Instrumental support from the spouse/partner

‘Do people have better career chances if they have a partner?” (Verbakel & De Graaf,
2008 p. 8) and/or does it matter what type of support the partner provides? Such
questions are important because it is undeniable that the problems encountered in
combining work and family responsibilities may cause stress in a significant number of
working people (Van Daalen et al., 2006) and, as a result, these people would probably

require social support.

Seiger and Wiese (2009) explain that social support represents a key social resource
which may be instrumental in protecting existing resources and obtaining new resources
by enabling an individual to feel cared for, loved, and valued (King, Mattimore, King &
Adams, 1995). Based on Ezzedeen and Ritchey’s (2008) description of stress as an
incongruence between environmental problems and coping resources it is possible to
begin to understand the way in which social support, in general, may constitute a critical
coping resource. The presence of social support may be perceived as an indicator that
the individual feels his/her family is aware of the demands that he/she is facing at work
(Matthews, Bulger & Barnes-Farrell, 2010). Accordingly, the easier answer to the
question as to whether people have better career chances if they have a partner may
be: “It depends on several different factors.” Firstly, it may depend on the nature of the
partner. Baumeister and Leary (1995) argue that, compared to interactions with
changing relationship partners, a stable relationship with one partner is expected to
satisfy the need to belong. Secondly, it may depend on the nature of the relationship or
the supportiveness of the partner because a supportive spouse may reinforce
acceptance or tolerance of negative events (Mead, 2002). For example, in their study,
Phillips-Miller, Campbell, and Morrison (2000) revealed empirically that balancing work

and family life may depend on the supportiveness of the spouse.
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In addition to understanding the nature of the relationship and the supportiveness of the
partner, it is also important to understand the benefits that a partner may offer. There is
much evidence to show that spouses may represent an important source of support for
their partners (e.g. Carlson & Perrewé, 1999; Ezzedeen & Ritchey, 2008; King et al.,
1995).

In general, social support has been shown to affect certain work related outcomes and
activities. For example, it has been shown that the support of spouses is positively
associated with work-family balance and with life satisfaction for women (Gordon &
Whelan-Berry, 2004). For example, in a study investigating antecedents to work-family
and family-work enrichment, Wayne, Randel, and Stevens (2006) revealed that
emotional support from one’s family strongly predicted family-work enrichment. Van
Daalen et al. (2006) investigated the relationship between four sources of spousal
support, namely, support from relatives, friends, supervisors, and colleagues, and time
and strain-based work-to-family and family-to-work conflict. Their results indicated that
social support from the spouse was related to family-to-work conflict and that women
who felt strongly supported by their environments were less affected by the strains and

stressors.

In a study conducted by Matthews et al. (2010), family support was found to be
negatively related to family-to-work conflict with the relationship being significantly
stronger for people in the middle age group. In another study, Seiger and Wiese (2009)
found that partner support predicted domain specific strain experiences, thereby
influencing work-to-family and family-to-work conflicts. From a role demand or role
conflict perspective the relationships between work demands and social support may
arise because a supportive spouse may help with child care (Rao, Apte &
Subbakrishna, 2003), household activities, and any other household demands. This
buffering nature of social support will interact with stressors or strains to lessen their
impact (Seiger & Wiese, 2009) and may prevent role demands from translating into

work—life conflicts (Carlson & Perrewé, 1999).
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The theoretical arguments and empirical evidence presented above warrant further
investigation into the ways in which support may relate to other work and family factors.
In addition, in view of the fact that it is generally accepted that labour at home is still
gendered and this has been noted as negatively affecting the career experiences and
performance of women, it remains an important issue to pay special attention to women
(Aryee & Luk, 1996). Aryee and Luk (1996) further argue that, for married women, the
encouragement and support provided by partners/spouses may enhance the wife's
resilience in the face of work-role difficulties. Baumeister and Leary (1995) posit that
belongingness motivation should be considered a fundamental motive that is not
diminishable as compared to other motives. They argue that if the need to belong is
either not fulfilled or is being challenged, the individual concerned may experience a
lack of frequent, positively valenced social interactions and also a feeling of not being
cared about. In addition, being in an unsupportive relationship may cause an individual

to feel as if his/her need to belong is either not being fulfilled or is being challenged.

The specific type and nature of social support may also influence the relationship
between support and other work related factors. For example, Ezzedeen and Ritchey
(2008) found that the most valued behaviours on the part of spouses include emotional
support, esteem support, help with family members, career support, and support in the
household. Researchers have focused primarily on two types of social support, namely,
emotional and instrumental support while this study focused primarily on the
instrumental support component of social support. King et al. (1995) define instrumental
support as behaviours and attitudes on the part of family members that are meant to
accommodate the employee’s work requirements by relieving the individual concerned

of some of the household activities and expectations.

While the studies on social support overwhelmingly suggest that feeling cared about
and supported in one’s work and family environments is critical to certain experiences at
work it is, nevertheless, essential that there be more investigations into such
relationships. There is a lack in existing research as regards to the way in which

instrumental support may relate to STTUC experiences, especially in terms of women
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outperformers. In general, the research suggests that an individual is likely to perceive
STTUC when he/she is under the impression that the outperformed is threatened by
outperformance. However, a supportive relationship may minimise this experience
because the outperforming partner may feel that the supportive partner is encouraging
his/her career growth. Accordingly, when taking into account previous research and
theoretical considerations, it was hypothesised that instrumental support may negatively
predict STTUC experiences. More specifically, the following propositions were

formulated:

Proposition 9: A direct negative relationship exists between outperformers’

experiences of instrumental support and their experiences of STTUC.

3.6 Organisational Factors

Certain additional organisational factors may predict STTUC experiences. It has been
suggested that STTUC distress may be experienced in situations that render
comparison issues salient (i.e., by drawing attention to the outperformer's higher
performance status), or in situations that exacerbate the threat to the outperformed
individual (Exline & Lobel, 1999). For example, Henagan’s (2010) study revealed that a
competitive psychological climate was a positive predictor of a perceived comparison
target threat. It is against this background that this study investigated whether
perceptions of the masculinity of the organisational culture may also predict STTUC

experiences.

3.6.1 Masculinity of the organisational culture

The nature of a job determines whether coworkers comprise an important system within
the work environment (Sherwood, 1988) and vice versa. Co-workers influence
organisational culture, and organisational culture influences them. Similar to a national
culture, organisational culture represents shared values, beliefs, norms, traditions and
behavioural patterns within the employing organisation. Different practitioners and

researchers have used a variety of instruments and approaches to the study and
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assessment of organisational culture. This study adopted the approach of Hofstede
(1980), who posits the following five dimensions of culture, namely, individualism versus
collectivism, masculinity versus femininity, short term versus long-term orientation, high
versus low power distance, and uncertainty avoidance. In this study it was decided to

focus specifically on the masculinity of the organisational culture.

According to Hofstede and Hofstede (2005), masculinity represents a society in which
the gender roles are clearly distinct. In masculine societies, men are expected to be
assertive, tough, competitive, and focused on material success whereas women are
supposed to be modest, tender and concerned with the quality of life. While the above
description focuses on society, as does most of Hofstede’s research on culture, in this
research the description was used to describe an organisational culture. In addition,
organisations with a masculine culture are also likely to be characterised by competitive

psychological climates.

113

According to Brown et al. (1998), there is a difference between “... employees'
perceptions of their organisation's environment,” (p. 89) (psychological climate) and “...
the degree to which employees perceive organisational rewards to be contingent on
comparisons of their performance against that of their peers,” (p. 89) (competitive
psychological climate). The above definition of a competitive psychological climate
emphasises competition as an important aspect of psychological climate. Research has
also suggested that individuals vary in their behavioural responses to a competitive
psychological climate (Brown et al., 1998). For example, in a recent study investigating
the antecedents to experiences of comparison target threat by outperformers, it was
revealed that, in competitive work contexts, outperformers are more likely to anticipate
greater negative peer reactions in response to their successes than they would in less
competitive environments (Henagan, 2010). The same study revealed that, in
competitive work environments, outperformers with empathic concern and who
perceived their coworkers as having experienced an externally focused threat because

of engaging in upward comparisons were likely to experience comparison target threat.
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In terms of organisational culture, it is possible to understand an outperformer’s reaction
to outperformance from the perspective of organisation-fit. In view of the fact that
individuals are simultaneously nested in multiple systems within the work environment,
fit has also been studied at the different environmental levels — person-vocation (P-V);
person-job (P-J); person-group (P-G); person-person (P-P) and person-organisation (P-
O) fit (Jansen & Kristof-Brown, 2006).

From an organisational culture perspective, the environmental fit that is important is the
P-O fit as this is established when individuals share the organisational cultural values.
Working from a basic understanding of organisational culture and the STTUC
framework it is, thus, reasonable to suggest that competitive organisational cultures
may also elicit competitiveness in employees with this competitiveness being even more
pronounced in the case of those individuals who are already competitive in nature. For
example, one study revealed that those participants who attained high scores in trait
competitiveness set higher goals when they perceived the organisational climate as
competitive as compared to those participants who attained low scores in trait
competitiveness who set relatively low goals regardless of their perceptions of the

competitive nature of the organisational climate (Brown, Cron & Slocum, 1998).

Male-dominated fields, which include occupations and professions such as the
scientific, engineering and technology domains (Wilson-Kovacs, Ryan,& Haslam, 2006)
or higher level positions, for example, leadership or managerial positions (Olsson &
Walker, 2003) may also espouse masculine values. Catanzaro, Moore and Marshall
(2010) investigated the way in which the beliefs of male and female job applicants about
a specific organisation's culture may affect their job hunting and application decisions.
They revealed that, compared to women; men were more likely to pursue a job in a
competitive organisation. McLean and Kalin’s (1994) access discrimination theory
suggests that both females and males who enter traditionally male-dominated fields
tend to possess more masculine and less feminine self-concepts than those entering
traditionally female-dominated fields (Gianakos & Subich, 1988; McLean & Kalin, 1994).
This reveals the importance of the P-O fit for individuals within organisations. Other

researchers have suggested that women may be facing a situation which is commonly
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referred to “damned if you do, damned if you do not”. For example, Moore (1999)
argued that, if females display traditionally feminine characteristics in masculine
organisations, their behaviours may be labelled as inappropriate. However, if they
display masculine characteristics they may be also perceived as either threatening the
organisation's social order or contaminating its masculine unity. Accordingly, in
masculine organisational cultures, females who do not possess masculine self-concepts
may have difficulty in advancing and, when they outperform, they may be more likely to
experience STTUC. Thus:

Proposition 10a: A direct positive relationship exists between the female
outperformers’ perceptions that an organisation is characterised by

masculine culturural values and their experiences of STTUC.

Proposition 10b: A direct negative relationship exists between the male outperformers’
perceptions that an organisation is characterised by masculine

culturural values and their experiences of STTUC.

3.7 An Integrated Conceptual Model

Further steps were also taken to assess if the selected variables may explain variance
in STTUC while taking the existence of all other variables into consideration. Based on
the abovementioned theoretical arguments, an integrated conceptual model for
investigating the predictors of STTUC was developed and the model is presented in
Figure 3.1. The model depicted indicates that the selected variables explain variance in

STTUC. The following proposition was also formulated:

Proposition 11: Collectivistic cultural orientation, traditional gender role orientation,
affiliative needs, interpersonal sensitivity, competitiveness, family work conflict,
instrumental support from the partner/spouse, masculine values in an
organisational culture, outperformers’ perceptions of the outperformed’s
collectivistic cultural orientation, outperformers’ perceptions of the

outperformed’s traditional gender role orientation, outperformers’ perceptions
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of the outperformed’s affiliative needs, outperformers’ perceptions of the
outperformed’s interpersonal sensitivity, and outperformers’ perceptions of the
outperformed’s  competitiveness predict the outperformer's STTUC

experiences.
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Figure 3.1: The integrated conceptual model under investigation
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3.8 A Conceptual Structural Model

The structural model depicted in Figure 3.2 also shows the relationships between the
exogenous and the endogenous variables investigated in this study. If it were possible
for the model to provide a perfect explanation of the covariance between the indicator
variables in the data, then the substantive research hypothesis would translate into the
following exact fit, null hypothesis:

Hypothesis Twelve
Hyi.: RMSEA=0

H,,: RMSEA >0

If exact fitis not possible; the close fit hypothesis would be stated as:

Hypothesis Twelve
Hy..: RMSEA <0

H,,: RMSEA > 0
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3.9 Summary of Chapter 3

While there is burgeoning literature on the factors that may negatively inhibit the
career success of women, there is almost no research investigating the factors
contributing to STTUC. This research study aims to ease this research gap by
examining whether Batswana female employees are more likely to experience STTUC
as a result of outperformance than their male counterparts. In addition, as far as the
researcher is aware, no empirical research exists which investigates the way in which
most of the independent variables, specifically, collectivistic cultural orientation,
traditional gender role orientation, n-Aff, instrumental support from the spouse/partner,
family-work-conflict and the focus on masculine values within the organisational

culture, may be related to STTUC.

This chapter presented both empirical research and theoretical arguments that
suggest that the selected variables may either negatively or positively predict
experiences of STTUC. This study investigated how characteristics of the
outperformer, (i.e, interpersonal sensitivity, competitiveness, n-Aff, collectivistic
cultural orientation and traditional gender role orientation), the situational context, (i.e,
masculine organisational values), characteristics of the outperformed person, (i.e,
his/her perceived interpersonal sensitivity, competitiveness n-Aff, collectivistic cultural
orientation, and traditional gender role orientation), and the nature of relationship
between the outperformer and the outperformed, (i.e., marital relationship) may work

either individually or collectively to elicit STTUC experiences.
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CHAPTER 4
METHOD

4.1 Introduction

This chapter discusses the methods which the study adopted to answer the research
questions. Thus, the chapter discusses the research design, sampling strategies, data
collection procedures, measuring instruments and data analysis techniques which

were used.

As discussed in chapter 1, section 1.6.2, the empirical objectives of the study were:

e To compile a valid and reliable STTUC scale that assesses an outperformer’s
levels of STTUC.

e To investigate whether there are gender differences in STTUC experiences.

e To investigate whether collectivistic cultural orientation, traditional gender role
orientation, affiliative needs, interpersonal sensitivity, competitiveness, family
work conflict and instrumental support from the partner/spouse, and masculine

values within an organisational culture can explain variances in STTUC.

e To investigate whether the outperformer’s perceptions of the outperformed
individual’s characteristics, specifically, collectivistic cultural orientation,
traditional gender role orientation, affiliative needs, interpersonal sensitivity and

competitiveness, can explain variances in STTUC.

These empirical objectives were realised by conducting a series of statistical analyses
which included item analysis, Exploratory Factor Analysis (EFA), independent sample

t-tests, Hierarchical Multiple Regression and Structural Equation Modelling analyses.

The dependent variable in the current study was STTUC while the predictor variables

were the following:
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- the outperformer’s individual characteristics, for example n-Aff, interpersonal
sensitivity and competitiveness,

— cultural variables, for example collectivistic cultural orientation and traditional
gender role orientation,

- the outperformer’s perception of the outperformed’s individual characteristics,

- supportiveness of the partner/spouse and family-work-conflict , and

- masculinity of the organisational culture.

Several of the data analysis techniques used were specifically selected to test the
research hypotheses. For ease of reference, the research hypotheses are presented

in section 4.2.

4.2 Propositions and Research Hypotheses

In order to realise the empirical objectives of this study, research hypotheses relating
directly to the research propositions outlined in chapter 3 were formulated and are
presented below. Appendix C presents a list of the acronyms used in the propositions

and hypotheses.

It was explained in section 2.4 of the conceptual framework that, for someone to be
classified as STTUC, the last two conditions of the framework are such that the
outperforming individual must perceive/believe that the outperformed individual is
threatened by the upward comparison (Condition 2: PCT) and the outperforming
individual must also be concerned about the outperformed’s response. The
outperformer should either manifest Concern for the Outperformed Person (Condition
3a: COP), Concern for the Self (Condition 3c: CS) or Concern for the Relationship with
the Outperformed (Condition 3b: CRO). As far as it could be ascertained, most of the
studies which have been conducted to date have focused on one or two of the areas
of concern identified. However, in this study, an effort was made to test whether it was
possible for the predictors identified to explain variances in all three areas of concern

under Condition 3. Assessing three areas of concern independently resulted further in
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the breakdown of the propositions formulated in Chapter 3 into the more detailed and

testable hypotheses presented below.

Proposition 1: Women report higher levels of STTUC than men.
Hypothesis 1a: Women report higher levels of PCT than men.
Hypothesis 1b: Women report higher levels of CRO than men.
Hypothesis 1c: Women report higher levels of CS than men.

Hypothesis 1d: Women report higher levels of COP than men.

Proposition 2: Married women report higher levels of STTUC than women who
are not married.

Hypothesis 2a: Married women report higher levels of PCT than women who are not
married.

Hypothesis 2b: Married women report higher levels of CRO than women who are not
married.

Hypothesis 2c: Married women report higher levels of CS than women who are not
married.

Hypothesis 2d: Married women report higher levels of COP than women who are not

married.

Proposition 3a: A direct positive relationship exists between the traditional
gender role orientation of female outperformers and their

experiences of STTUC.

Hypothesis 3ai: A direct positive relationship exists between the traditional gender role
orientation of female outperformers (51) and their perception that the
outperformed individual is PCT ("1 ).

Hypothesis 3aii: A direct positive relationship exists between the traditional gender

role orientation of female outperformers (£1 ) and their experiences of CRO

(2 ).
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Hypothesis 3aiii: A direct positive relationship exists between the traditional gender
role orientation of female outperformers (%1 ) and their experiences of CS
(Ms).

Hypothesis 3aiv: A direct positive relationship exists between the traditional gender

role orientation of female outperformers (£1 ) and their experiences of COP

(M+).

Proposition 3b: A direct negative relationship exists between the traditional
gender role orientation of male outperformers and their
experiences of STTUC.

Hypothesis 3bi: A direct negative relationship exists between the traditional gender
role orientation of male outperformers (51 ) and their perceptions that the
outperformed individual is PCT (M1 ).

Hypothesis 3bii: A direct negative relationship exists between the traditional gender
role orientation of male outperformers (%1 ) and their experiences of CRO
(mz).

Hypothesis 3biii: A direct negative relationship exists between the traditional gender
role orientation of male outperformers (%1 ) and their experiences of CS
(M3).

Hypothesis 3biv: A direct negative relationship exists between the traditional gender

role orientation of male outperformers (51 ) and their experiences of COP

(Ms).

Proposition 3c: A direct positive relationship exists between female
outperformers’ perceptions that their significant others posses
traditional gender role and experiences of STTUC within female

outperformers.

Hypothesis 3ci: A direct positive relationship exists between female outperformers’

perceptions that their significant others posses traditional gender role
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orientation (§s) and the female outperformers’ perception that the
outperformed individual is PCT (M1 ).
Hypothesis 3cii: A direct positive relationship exists between female outperformers’

perceptions that their significant others posses traditional gender role

orientation (8) and the experiences of CRO (Mz) within female
outperformers.
Hypothesis 3ciii: A direct positive relationship exists between female outperformers’

perceptions that their significant others posses traditional gender role

orientation (&) and the experiences of CS (M3 ) within female outperformers.
.Hypothesis 3civ: A direct positive relationship exists between female outperformers’

perceptions that their significant others posses traditional gender role

orientation (%) and the experiences of COP (Ms) within female

outperformers.

Proposition 4a: A direct positive relationship exists between the collectivistic
cultural orientation of female outperformers and their experiences of
STTUC.

Hypothesis 4ai: A direct positive relationship exists between the collectivistic cultural
orientation of female outperformers (52 ) and their perception that the
outperformed individual is PCT ("1).

Hypothesis 4aii: A direct positive relationship exists between the collectivistic cultural
orientation of female outperformers (£z ) and their experiences of CRO(Nz ).

Hypothesis 4aiii: A direct positive relationship exists between the collectivistic cultural
orientation of female outperformers (52 ) and their experiences of CS (13 ).

Hypothesis 4aiv: A direct positive relationship exists between the collectivistic cultural

orientation of female outperformers (82 ) and their experiences of COP (N ).
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Proposition 4b: A direct negative relationship exists between the collectivistic
cultural orientation of male outperformers and their experiences
of STTUC.

Hypothesis 4bi: A direct negative relationship exists between the collectivistic cultural
orientation of male outperformers (52 ) and their perception that the
outperformed individual is PCT (M1 ).

Hypothesis 4bii: A direct negative relationship exists between the collectivistic cultural
orientation of male outperformers (5z ) and their experiences of CRO (Mz ).

Hypothesis 4bii: A direct negative relationship exists between the collectivistic cultural
orientation of male outperformers (§2 ) and their experiences of CS (M3 ).

Hypothesis 4bii: A direct negative relationship exists between the collectivistic cultural

orientation of male outperformers (52 ) and their experiences of COP (1 ).

Proposition 4c: A direct positive relationship exists between female
outperformer’s perceptions that their significant others posseses
collectivistic cultural orientations and experiences of STTUC within

female outperformers.

Hypothesis 4ci: A direct positive relationship exists between female outperformers’

perceptions that their significant others possesses collectivistic cultural

orientation (8x) and the female outperformers’ perception that the
outperformed individual is PCT (M1).
Hypothesis 4cii: A direct positive relationship exists between outperformers’

perceptions that their significant others possesses collectivistic cultural

orientation (510) and the experiences of CRO (Wz) within female
outperformers.
Hypothesis 4ciii: A direct positive relationship exists between outperformers’

perceptions that their significant others possesses collectivistic cultural
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orientation (%) and the experiences of CS (M3) within female
outperformers.
Hypothesis 4civ: A direct positive relationship exists between outperformers’

perceptions that their significant others possesses collectivistic cultural

orientation (510) and the experiences of COP (N:) within female

outperformers.

Proposition 5a: A direct positive relationship exists between the n-Aff of
outperformers and their experiences of STTUC.

Hypothesis 5ai: A direct positive relationship exists between the n-Aff of outperformers
(53 ) and their perception that the outperformed individual is PCT (11).

Hypothesis 5 aii: A direct positive relationship exists between the n-Aff of
outperformers (3 ) and their experiences of CRO (Mz).

Hypothesis 5 aiii: A direct positive relationship exists between the n-Aff of
outperformers (%3 ) and their experiences of CS (13 ).

Hypothesis 5 aiv: A direct positive relationship exists between the n-Aff of

outperformers (53 ) and their experiences of COP (s ).

Proposition 5b: A direct positive relationship exists between female
outperformers’ perceptions that their significant others have n-Aff

and experiences of STTUC within female outperformers.

Hypothesis 5bi: A direct positive relationship exists between female outperformers’

perceptions that their significant others have n-Aff (£11) and the female
outperformers’ perception that the outperformed individual is PCT (11 ).

Hypothesis 5bii: A direct positive relationship exists between female outperformers’

perceptions that their significant others have n-Aff (511) and the experiences

of CRO (Mz ) within the female outperformer.
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Hypothesis 5bii: A direct positive relationship exists between female outperformers’

perceptions that their significant others have n-Aff (511) and the experiences
of CS (M3 ) within the female outperformer.

Hypothesis 5biv: A direct positive relationship exists between female outperformers’

perceptions that their significant others have n-Aff (511) and the experiences

of COP (M4 ) within the female outperformer.

Proposition 6a: A direct positive relationship exists between outperformers’

interpersonal sensitivity and their experiences of STTUC.

Hypothesis 6ai: A direct positive relationship exists between outperformers’ sociotropy
(84 ) and their perception that the outperformed individual is PCT (M1 ).

Hypothesis 6ai: A direct positive relationship exists between outperformers’ levels of
sociotropy (54 ) and their experiences of CRO (1z).

Hypothesis 6aiii: A direct positive relationship exists between outperformers’ levels of
sociotropy (%4 ) and their experiences of CS (N3 ).

Hypothesis 6aiv: A direct positive relationship exists between outperformers’ levels of

sociotropy (%4 ) and their experiences of COP (s ).

Proposition 6b: A direct positive relationship exists between female
outperformers’ perceptions of their significant others’
interpersonal sensitivity and experiences of STTUC within

female outperformers.

Hypothesis 6bi: A direct positive relationship exists between female outperformers’

perceptions that their significant others are sociotropic (§1z) and the female

outperformers’ perception that the outperformed individuals are PCT ("1 ).
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Hypothesis 6bii: A direct positive relationship exists between female outperformers’

perceptions that their significant others are sociotropic (52) and the
experiences of CRO (M1z ) within the female outperformers.

Hypothesis 6biii: A direct positive relationship exists between female outperformers’

perceptions that their significant others are sociotropic (52) and the
experiences of CS (M3 ) within the female outperformers.

Hypothesis 6biv: A direct positive relationship exists between female outperformers’

perceptions that their significant others are sociotropic (512) and the

experiences of COP (s ) within the female outperformers.

Proposition 7a: A direct positive relationship exists between outperformers’

competitiveness and their experiences of STTUC.

Hypothesis 7ai: A direct positive relationship exists between outperformers’
competitiveness (55 ) and their perception that the outperformed individual is
PCT (m1).

Hypothesis 7aii: A direct positive relationship exists between outperformers’
competitiveness (%s ) and their experiences of CRO (Mz ).

Hypothesis 7aiii: A direct positive relationship exists between outperformers’
competitiveness (&s ) and their experiences of CS (13 ).

Hypothesis 7aiv: A direct positive relationship exists between outperformers’

competitiveness (5s ) and their experiences of COP (1 ).

Proposition 7b: A direct positive relationship exists between female
outperformers’ perceptions of their significant others’
competitiveness and experiences of STTUC within female

outperformers.
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Hypothesis 7bi: A direct positive relationship exists between female outperformers’

perceptions that their significant others are competitive (§12) and the female
outperformers’ perception that the outperformed individuals are PCT ("1 ).

Hypothesis 7bii: A direct positive relationship exists between female outperformers’
perceptions that their significant others are competitive (%s) and the
experiences of CRO (1z ) within the female outperformers.

Hypothesis 7biii: A direct positive relationship exists between female outperformers’
perceptions that their significant others are competitive (55) and the
experiences of CS (M2 ) within the female outperformers.

Hypothesis 7biv: A direct positive relationship exists between female outperformers’
perceptions that their significant others are competitive (%5) and the

experiences of COP (s ) within the female outperformers.

Proposition 8: A direct positive relationship exists between outperformers’

experiences of FWC and their experiences of STTUC.

Hypothesis 8i: A direct positive relationship exists between outperformers’
experiences of FWC (8¢ ) and their perception that the outperformed individual
is PCT (1).

Hypothesis 8ii: A direct positive relationship exists between outperformers’
experiences of FWC (s ) and their experiences of CRO (Mz ).

Hypothesis 8iii. A direct positive relationship exists between outperformers’
experiences of FWC (%¢ ) and their experiences of CS (M3 ).

Hypothesis 8iv: A direct positive relationship exists between outperformers’

experiences of FWC (s ) and their experiences of COP (1 ).

Proposition 9: A direct negative relationship exists between outperformers’
experiences of instrumental support and their experiences of
STTUC.
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Hypothesis 9i: A direct negative relationship exists between outperformers’
experiences of IS (§7 ) and their perception that the outperformed individual
is PCT (M1).

Hypothesis 9ii: A direct negative relationship exists between outperformers’
experiences of IS (§7 ) and their experiences of CRO (1z ).

Hypothesis 9iii: A direct negative relationship exists between outperformers’
experiences of IS (57 ) and their experiences of CS (N3 ).

Hypothesis 9iv: A direct negative relationship exists between outperformers’

experiences of IS (7 ) and their experiences of COP (1 ).

Proposition 10a: A direct positive relationship exists between the
outperformers’ perceptions that the organisation is
characterised by a masculine culture and their experiences of
STTUC.

Hypothesis 10ai: A direct positive relationship exists between the perceptions of
female outperformers that their employer organisation is characterised by a
MOC (82 ) and their perception that the outperformed individual is PCT (M1).

Hypothesis 10aii: A direct positive relationship exists between the perceptions of
female outperformers that their employer organisation is characterised by a
MOC (82 ) and their experiences of CRO (Nz ).

Hypothesis 10aiii: A direct positive relationship exists between the perceptions of
female outperformers that their employer organisation is characterised by a
MOC (82 ) and their experiences of CS (N2 ).

Hypothesis 10aiv: A direct positive relationship exists between the perceptions of
female outperformers that their employer organisation is characterised by a
MOC (%2 ) and their experiences of COP (1 ).

Proposition 10b: A direct negative relationship exists between the perceptions
of male outperformers that the organisation is characterised by

masculine cultures and their experiences of STTUC.
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Hypothesis 10bi: A direct negative relationship exists between the perceptions of male
outperformers that their employer organisation is characterised by a MOC (
€z ) and their perception that the outperformed individual is PCT (1 ).

Hypothesis 10bii: A direct negative relationship exists between the perceptions of
male outperformers that their employer organisation is characterised by a
MOC (%2 ) and their experiences of CRO (Nz ).

Hypothesis 10biii: A direct negative relationship exists between the perceptions of
male outperformers that their employer organisation is characterised by a
MOC (%2 ) and their experiences of CS (13 ).

Hypothesis 10biv: A direct negative relationship exists between the perceptions of
male outperformers that their employer organisation is characterised by a
MOC (82 ) and their experiences of COP (Ms ).

Proposition 11: Collectivistic cultural orientation, traditional gender role
orientation, affiliative needs, interpersonal sensitivity, competitiveness,
family work conflict, instrumental support from the partner/spouse,
masculine values in an organisational culture, outperformers’
perceptions of the outperformed’s collectivistic cultural orientation,
outperformers’ perceptions of the outperformed’s traditional gender
role orientation, outperformers’ perceptions of the outperformed’s
affiliative needs, outperformers’ perceptions of the outperformed’s
interpersonal sensitivity, and outperformers’ perceptions of the
outperformed’s  competitiveness  predict the outperformer’s

experiences of STTUC.

Hypothesis 11a: Collectivistic cultural orientation, traditional gender role orientation,
affiliative needs, interpersonal sensitivity, competitiveness, family work
conflict, instrumental support from the partner/spouse, masculine values in
an organisational culture, outperformers’ perceptions of the outperformed’s
collectivistic cultural orientation, outperformers’ perceptions of the

outperformed’s traditional gender role orientation, outperformers’ perceptions
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of the outperformed’s affiliative needs, outperformers’ perceptions of the
outperformed’s interpersonal sensitivity, and outperformers’ perceptions of
the outperformed’s competitiveness explain variances in the outperformer’s

experiences of PCT.

Hypothesis 11b: Collectivistic cultural orientation, traditional gender role orientation,
affiliative needs, interpersonal sensitivity, competitiveness, family work
conflict, instrumental support from the partner/spouse, masculine values in
an organisational culture, outperformers’ perceptions of the outperformed’s
collectivistic cultural orientation, outperformers’ perceptions of the
outperformed’s traditional gender role orientation, outperformers’
perceptions of the outperformed’s affiliative needs, outperformers’
perceptions of the outperformed’s interpersonal sensitivity, and
outperformers’ perceptions of the outperformed’s competitiveness explain

variances in the outperformer’s experiences of CRO.

Hypothesis 11c: Collectivistic cultural orientation, traditional gender role orientation,
affiliative needs, interpersonal sensitivity, competitiveness, family work
conflict, instrumental support from the partner/spouse, masculine values in
an organisational culture, outperformers’ perceptions of the outperformed’s
collectivistic cultural orientation, outperformers’ perceptions of the
outperformed’s traditional gender role orientation, outperformers’
perceptions of the outperformed’s affiliative needs, outperformers’
perceptions of the outperformed’s interpersonal sensitivity, and
outperformers’ perceptions of the outperformed’s competitiveness explain

variances in the outperformer’s experiences of CS.

Hypothesis 11d: Collectivistic cultural orientation, traditional gender role orientation,
affiliative needs, interpersonal sensitivity, competitiveness, family work
conflict, instrumental support from the partner/spouse, masculine values in

an organisational culture, outperformers’ perceptions of the outperformed’s
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collectivistic cultural orientation, outperformers’ perceptions of the
outperformed’s traditional gender role orientation, outperformers’
perceptions of the outperformed’s affiliative needs, outperformers’
perceptions of the outperformed’s interpersonal sensitivity, and
outperformers’ perceptions of the outperformed’s competitiveness explain

variances in the outperformer’s experiences of COP.

Hypothesis 12

The exact fit hypothesis was formulated as:

H,,,: RMSEA = 0

H,,,: RMSEA > 0

The overarching research hypothesis were further broken down into 52 path

coefficients statistical hypotheses which are depicted in Table 4.1.
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Table 4.1

Path Coefficients Statistical Hypotheses

Hypothesis 1 | Hypothesis 10 | Hypothesis 19 | Hypothesis 28 | Hypothesis 37 | Hypothesis 46
Hps:y1a =0 Ho1z1y23 =0 Hpz11v3s =0 Hzpv47 =0 Hgao:¥1,10 =0 Ho47:¥2,12 =0
Hgz:y11 >0 Hg12:¥23 >0 Haz1:v35 >0 Haz0:¥47 >0 Hazs'¥1,10 >0 | Haar'¥212 >0
Hypothesis 2 | Hypothesis 11 | Hypothesis 20 | Hypothesis 29 | Hypothesis 38 | Hypothesis 47
Hpq'yz1 =0 Ho13:Y3z =0 Hg22:Y45 =0 Hoz1:¥1s =0 Hoso¥z10 =0 | Hosg'¥a,12z =0
Hgqy21 >0 Hg1a:vaz >0 Haz2:v45 >0 Has1:v18 >0 Has0:¥2,10 >0 | Hogao'¥a,a2 >0
Hypothesis 3 | Hypothesis 12 | Hypothesis 21 | Hypothesis 30 | Hypothesis 39 | Hypothesis 44
Hgs:y31 =0 Ho14:¥43 =0 Hyz3:¥16 =0 Hp32:¥28 =0 Hos1:¥3,10 =0 | Hos0'V4,22 =0
Hgs'ys, >0 Hy14'Y43 >0 Hgya3:¥16 >0 Hg32:Y2e >0 Ha41:¥3,10 >0 | Haao'¥4,12 >0
Hypothesis 4 | Hypothesis 13 | Hypothesis 22 | Hypothesis 31 | Hypothesis 40 | Hypothesis 49
Hgg:Ya1 =0 Hg15:¥14 =0 Hpz4:¥26 =0 Hgz3:¥3a =0 Ho42'¥410 =0 | Hos1'¥1,23 =0
Hgg'Y41 >0 Ha15:¥14 >0 Hg24¥26 >0 Hgas3'yY3s >0 Haaz¥410 >0 | Hgsa:¥113 >0
Hypothesis 5 | Hypothesis 14 | Hypothesis 23 | Hypothesis 32 | Hypothesis 41 | Hypothesis 50
Hp7:¥12 =0 Hop16'Y24 =0 Hyp25:v36 =0 Hoz4'Yag =0 Hoaz'¥1,11 =0 | Hos2'¥213 =0
Ha7:v12 >0 Hai6:¥24 >0 Hyz5:¥36 >0 Haza'Yas >0 Haa3'¥111 >0 | Hasz'¥z213 >0
Hypothesis 6 | Hypothesis 15 | Hypothesis 24 | Hypothesis 33 | Hypothesis 42 | Hypothesis 51
Hgg:¥22 =0 Hy17:¥34 =0 Hg26:¥46 =0 Hyss:¥19 =0 Hosa'¥2,11 =0 | Hos3:¥3,13 =0
Hug'y22 >0 Hu17:Y34 >0 Hyz6:¥a6 >0 Hyasv19 >0 Ha44'¥211 >0 | Hgsalysas >0
Hypothesis 7 | Hypothesis 16 | Hypothesis 25 | Hypothesis 34 | Hypothesis 43 | Hypothesis 52
Hgov32 =0 Ho18:¥4s =0 Hgz7:v17 =0 Hoag¥29 =0 Hoas¥3,11 =0 | Hos4¥4,13 =0
Hag'y¥az >0 Ha1g:¥a4 >0 Hyz7:v17 >0 Hazs'Yze >0 Ha4s¥311 >0 | Has4'¥a13 >0
Hypothesis 8 | Hypothesis 17 | Hypothesis 26 | Hypothesis 35 | Hypothesis 44

Ho10:¥42 =0 Ho15:¥15 =0 Hgzg:¥27 =0 Hya7:¥3s =0 Hosg'Ya,11 =0

Hg10:¥42 >0 Ha19:v15 >0 Hgzg:¥27 >0 Hgaa7Y3e >0 Ha46'Y4,11 >0

Hypothesis 9 | Hypothesis 18 | Hypothesis 27 | Hypothesis 36 | Hypothesis 45

Hp11:y13 =0 Hyz0¥25 =0 Hyzs:y37 =0 Hyza:vas =0 Hosa7:¥1,12 =0

Hg11:v13 >0 Hgz29'Y25 >0 Hgz9'¥37 >0 Hgazg'Ya0 >0 Haa7'¥1,12 >0

4.3 Research Design

A research design provides the guidelines and instructions to be followed by the

researcher in addressing the research problem (Mouton, 1996; Giuffre, 1997). The
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design further ensures internal validity and provides an adequate way in which to find

answers to the research questions asked (Giuffre, 1997).

For the purposes of this study, it was deemed appropriate to use a quantitative, cross-
sectional survey approach to answer the research questions posed and to investigate
the merit of the hypothesised relationships empirically. Using this approach, data was
collected from various organisations and then statistically manipulated in order to test
the relationships and the differences (White, Jennings, Renwick & Barker, 2005). The
quantitative, cross-sectional survey approach also made it possible to include control
variables and to address model specifications when necessary (Rogelberg, 2002).
Furthermore, in view of the fact that the data in the study was collected anonymously,
the approach adopted minimised the problem of protecting the identities of the

participants (Spector, 2001).

While well-conceived, well-designed and well-executed experiments represent the
ideal in science (Benke Jr & Street, 1992; Farrant, 1977; Lord, 1973), such a design
was considered impractical for the purposes of this study. Accordingly, in this study,
an ex post facto approach, that is, after the fact approach, (Benke Jr & Street, 1992;
Farrant, 1977) was used as this approach was deemed capable of satisfactorily

testing functional hypotheses or propositions (Farrant, 1977).

As in the other ex post facto approaches, it was only possible to investigate the effect
of the independent variables on the dependent variables only after the events had
already occurred (Steinberg, 2004). This, in turn, meant that both y and x were
observed because direct control of both y and x could not be achieved (Benke Jr. &
Street, 1992). Furthermore, the time and cost constraints which could not be

overcome necessitated the use of the ex post facto approach.

In order to reproduce the observed covariance matrix closely, estimates for the freed
structural and the measurement model were obtained in an iterative fashion
(Diamantopoulos & Siguaw, 2000). Thereafter, goodness-of-fit measures were

evaluated to determine how well the covariance matrix had been produced
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(Diamantopoulos & Siguaw, 2000; Kline 2005). A high degree of fit between the
estimated covariance structural model and the observed covariance matrix would
imply that the variables selected were providing one possible explanation for the

covariance matrix observed.

4.4 The sample

It was discussed under the subsection on the research problem that STTUC may be
another factor that may impede the advancement and/or performance of women in
organisations. However, there has been no research conducted amongst women
employees in Botswana or elsewhere in the world investigating the impact of STTUC

on the advancement and/or performance of women.

Except for very few studies (Henagan, 2006, 2010; Henagan & Bedeian, 2009; Tal-Or,
2008), most studies investigating the STTUC construct have also been conducted
using university student samples. However, this study used a non-student sample
from a country other than the United States of America. The target population was
Batswana black employees. Nevertheless, while the focus of research was on female
employees, for reasons of comparison, data was collected from both males and

females.

In selecting a sample for this study, certain factors were taken into consideration.
Ferber (1977) advises that, from an analytical point of view, it is essential that a
sample satisfy three basic criteria at least. Firstly, the sample, or the target population
should be relevant to the topic under study, secondly, the subjects should represent
the population being studied and thirdly, the sample size must be adequate for the
intended statistical analytical procedures. Researchers such as Arnett and Rikli (1981)
and Ferber (1977) also highlight the importance of sampling and recruitment
strategies in research by indicating that recruitment strategies may either result in the

selection of participants with particular characteristics and they may limit the
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generalisability of the research findings. Accordingly, care was taken to ensure that

appropriate sample was selected for this study.

Researchers may utilise either probability samples, for example random samples, or
purposive/non-probability samples, for example convenience samples (Gilbert, 1993).
Probability samples yield samples that are broadly representative of the population
from which they are drawn (Hultsch, MacDonald, Hunter, Maitland & Dixon, 2002). For
example, using random sampling, the selection may be carried out proportionally from
each sub-group (strata) so that larger strata contribute more and smaller strata
contribute less to the total sample size. While the advantages of probability sampling
are well documented, the method is rarely used in social sciences research because it
is not always practical (Bailey, 1994). Most social scientists rely on the use of non-
probability samples, such as convenience samples which are less rigorous. Such
sampling strategies are more practical and less costly (Ferber, 1977). This study also
used convenience sampling because of the practicality and cost efficiency of this type

of sampling. The sample profile will be fully described in chapter five.

45 Data Collection Procedure

Firstly, ethics clearance for conducting a research study using human subjects was
obtained from both the University of Cape Town and from the Botswanan Ministry of
Labour and Home Affairs (Copies are attached in Appendix B). After obtaining the
ethics clearances, letters were sent to several organisations requesting that the
employers allow their employees to participate in the study. Five organisations agreed
to participate in the study. Data was then collected using a paper-and-pencil

questionnaire.

The questionnaires were distributed and then collected at a later date by the

researcher and three research assistants.

The questionnaire started with a participant information cover page that detailed the

research objectives and requested the respondent’s consent (see appendix A). The



82

cover page also provided the respondents with the contact information of both the
researcher and her supervisor. The participants were then asked to assess their
individual characteristics and their perceptions of the outperformed individuals’

characteristics.

4.6 Measuring Instruments

The instruments described below were chosen to measure the constructs under
investigation. The first set of instruments was used to measure the independent
variables selected and the second set of instruments were used to measure the

STTUC construct and its four dimensions.

4.6.1 Measuring the selected predictor variables

Collectivistic Cultural Orientation was measured using the Vertical Collectivism (VC)
sub-scale of the Individualism-Collectivism Scale (ICS) of Triandis and Gelfand
(1998). The overall ICS consists of 16 items which are designed to evaluate the
following four cultural orientation dimensions, namely, Horizontal Individualism (HI),
Horizontal Collectivism (HC), Vertical Individualism (VI), and Vertical Collectivism
(VC). For the purposes of this study, the four items of the VC sub-scale were used as
the items on the measure have been used in the past to provide evidence of the
practicality of the constructs in Korea, a non-Western culture (Triandis & Gelfand,
1998). The respondents were asked to indicate their level of agreement on a 4-point
Likert-type scale, ranging from 1 (Strongly Disagree) to 4 (Strongly Agree). Samples
of items included the following: “Parents and children must stay together as much as
possible” and “It is my duty to take care of my family, even when | have to sacrifice
what | want.” Past research has shown that people who achieved high scores in VC
have also stressed both authoritarianism (r = .29, p < .005), and interdependent
construal (r = .52, p <.001; Triandis & Gelfand, 1998).
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Competitiveness was assessed using Griffin-Pierson’s (1990) Competitiveness
Questionnaire (CQ). The CQ assesses two types of competitiveness, namely, goal
attainment, that is the desire to strive for a goal; and interpersonal competitiveness,
that is the desire to win in interpersonal exchanges. For the purposes of this study,
eight items measuring interpersonal competitiveness were used. Griffin-Pierson
(1990) reported a satisfactory Cronbach alpha (a = .76). Examples of items on this
scale include “I perform better when | am competing against someone rather than
when | am the only one striving for a goal” and “When | win an award or game it
means that | am the best compared to everyone else who was playing. It is only fair
that the best person win the game.” The respondents were asked to indicate their
level of agreement on a 4-point Likert-type response scale, ranging from 1 (Strongly

Disagree) to 4 (Strongly Agree).

Traditional Gender Role Orientation was assessed using four items from Larsen and
Long (1988)’s Traditional-Egalitarian Sex Roles scale (TESR). This scale measures
attitudes toward traditional-egalitarian beliefs about sex roles. Sample items on this
scale include “It is important that men feel in charge of their families” and “One of the
main jobs of a husband is to protect his wife.” The responses on this sub-scale were
rated on a 4-point Likert-type response scale, ranging from 1 (Strongly Disagree) to 4
(Strongly Agree). The sub-scale score represents a continuum with low scores
indicating an egalitarian attitude towards sex roles and high scores indicating a more
traditional attitude towards sex roles. The sub-scale has demonstrated an acceptable
level of internal consistency through split-half reliabilities of .85 and .91 when
corrected using the Spearman-Brown’s formula (Livingston & Judge, 2008). Support
for the measure’s validity has been provided by the finding that ther relationship
between work interfering with family and guilt was more strongly positive for
egalitarian individuals than for traditional individuals, as measured by TESR
(Livingston & Judge, 2008).

Sociotropy was assessed using seven items identified by Henegan (2006). Henegan

used items from the two dimensions of sociotropy, that is, dependence and
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interpersonal sensitivity, identified through factor analysis by Sato (2003) on the
Sociotropy-Autonomy Scale (Clark, Steer, Beck, & Ross, 1995) and the Personal
Style Inventory (Robins et al., 1994). Iltems on this scale were scored on a scale from
1 (Never) to 4 (Always). Sample items include “I am more apologetic to others than |
need to be” and ‘I find it difficult to say “no” to people.” In one study, sociotropy was
strongly associated with caring about both negative peer responses (r = .48, p <.
001), and positive peer responses (r = .61, p <. 01), thus indicating a satisfactory

construct validity (Exline et al., 2004).

Need for affiliation was measured using a sub-scale of the Needs Assessment
Questionnaire (NAQ) of Heckert, Cuneio, Hannah, Adams, Droste, Mueller, Wallis,
Griffin, and Roberts (2000). The NAQ was chosen because it has proven to be a
reliable and valid alternative in both student and worker samples which were used to
measure the needs for achievement, affiliation, dominance and autonomy (Heckert,
et al., 2000). The n-Aff scale scores also significantly correlated with criteria such as
number of monthly, long-distance phone calls made to family/friends (r = .13, p =
.016), number of organisations to which the individual belongs (r = .16, p <..00) and
preference for exercising alone, with one other person, or in a group (r = .17, p =
.001). The Cronbach’s alpha for the 5-item n-Aff sub-scale was .59 (Heckert et al.,
2000). Sample items for need for the n-Aff scale include “I spend a lot of time talking
to other people,” and “l am a "people" person”. Items on this scale were scored on a

scale ranging from 1 (Strongly Disagree) to 4 (Strongly Agree).

Family-Work-Conflict was measured using a five-item, Family-Work Conflict (FWC)
sub-scale of the Work-Family Conflict (WFC) and Family-Work Conflict (FWC) scales
of Netemeyer et al. (1996). Responses on this sub-scale were rated on a 4-point
Likert-type scale, ranging from 1 (Strongly Disagree) to 4 (Strongly Agree). Sample
items of this sub-scale included “My home life interferes with my responsibilities at
work, such as getting to work on time, accomplishing daily tasks, and working
overtime.” Evidence of satisfactory internal consistency for this scale was provided by

acceptable Cronbach’s alphas ranging from .83 to .89 and average variance
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extracted estimates ranging from .48 to .64 (Netemeyer et al, 1996). In
demonstrating the construct validity of this measure, the scores on this scale also
showed positive correlations with job burnout, job tension, role conflict, role
ambiguity, and intention to leave an organisation and search for another job
(Netemeyer et al., 1996). Another study demonstrated that those individuals who
espoused more traditional gender roles experienced a stronger relationship between

FWC and average daily guilt (Livingston & Judge, 2008).

Instrumental support was measured using the Instrumental Support (IS) sub-scale of
the Postpartum Partner Support Scale (PPSS) of Dennis and Ross (2006). Several
studies in the industrial-organisational literature use measures of family social
support that are more representative of specific content domain and, therefore,
finding a generic instrument suited to measuring partner support could be difficult
(King et al., 1995). PPSS was developed to assess the following four functional
elements of support, namely, instrumental; appraisal/lemotional; problem-
solving/informational and negative support. The IS sub-scale was used in this study
because, despite the fact that it was specifically designed to measure the impact of
support on postpartum women, the items on the measure provide evidence of validity
of the constructs in the general adult population. Evidence of internal consistency for
this scale was provided by an acceptable Cronbach’s alpha of 0.96 (Dennis & Ross,
2006). Items on this scale were scored on a 4-point scale, ranging from 1 (Strongly
Disagree) to 4 (Strongly Agree) in order to produce a summative score with the
higher scores indicating higher levels of partner support. Sample items on the scale
included “My partner/spouse/significant other helps me with the household chores”
and “My partner/spouse/significant other provides me with opportunities to do things

for myself”.

Masculine organisational value was measured using a scale specifically developed
for this study. Based on the theoretical work of Hofstede (1980), the Masculinity of
Organisational Culture Index (MOCI) was developed for the purposes of this study to

assess masculine organisational values. Using a scale ranging from 1 (Not at all
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True) to 4 (Very True), the participants were required to indicate whether statements
such as “In my organisation, it is important that managers hold ambitious career
aspirations” and “In my organisation, it is important that managers are assertive” are

applicable to the organisations for which they worked.

4.6.2 Compilation of the STTUC scale

It has been stated in previous chapters that there are no comprehensive instruments
available for assessing an outperformer’s experiences of STTUC and which satisfies
all three STTUC conditions. In the past, researchers have used a variety of self-report
measures with which to assess STTUC (Exline et al.,, 2004; Exline & Lobel, 1999;
2001; Henagan, 2006; Henagan & Bedeian; 2009; Juola-Exline, 1998). However, most
of these measures did not assess the entire spectrum of all the domains of STTUC.
Accordingly, this study endeavoured to use existing scales to compile an STTUC
measure that satisfied the three stipulated conditions. Specifically, it was important to
ensure that Condition 1 be satisfied, that is, the respondents see themselves as

targets of upward comparison.

Secondly, it was also important to assess whether the individual concerned believed
that the person outperformed was threatened by the UC, that is, Condition 2 with this

being operationalised as Perceived Comparison Threat (PCT).

Thirdly, it was important to assess whether the respondents were concerned about the
outperformed individual’s response that is Condition 3. This concern was assessed at
three different levels. The first level of concern referred to the well-being of the
outperformed person and was operationalised as Concerned for the Outperformed
Person (COP). The second level of concern referred to the individual concerned’s own
well-being and was operationalised as Concern for the Self (CS). The last level of
concern referred to the relationship between the outperformer and the outperformed
and was operationalised as Concern for the Relationship with Outperformed (CRO).

For a diagrammatic representation of the STTUC construct, see Chapter 2, Figure 2.1.
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4.6.2.1 Condition 1. Perceiving oneself as a target of upward

comparison.

The first set of instructions asked the participants to think of a specific situation in
which they had outperformed a significant other. In this study, significant others were
chosen as comparison targets because it has been suggested that performance
considerations may play some role in the evaluation of relationships (Beach et al.,
1996). It was also believed that STTUC related distress may occur when an
outperforming partner anticipates rejection from the outperformed partner (Beach et
al., 1996), and that outperforming significant others may become distressed at the
prospect of posing a threat to their outperformed partners (e.g. Buunk et al., 