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ABSTRACT 

 

This paper explores the influencing dynamics of psychosocial, cultural and organizational design factors 
on the non-gendered characteristics of employee recruitment in firms operating in the Ghanaian mining 
industry that constrains the employability of women. A conceptual framework linking psychosocial, 
cultural, and organizational design to recruitment processes was developed to guide the study. 
Quantitative data was collected in four mining firms in Ghana using a questionnaire. The collated data 
was firstly factor analyzed to establish the predictiveness of the conceptual model components’ indicators. 
This was followed by an analysis of the conceptual model for “model goodness fit” using the AMOS–based 
structural equation modeling approach. The results showed that the non-gendered characteristics of 
employees’ recruitment in mining firms in Ghana, constrains the  employability of women, is influenced 
directly and positively by the firms organizational designs, which is in turn influenced directly by the firms’ 
psychosocial and sociocultural factors. The study also showed that the non-gendered recruitment 
characteristic of the firms is influenced indirectly, but positively by the firms’ psychosocial factors, and 
negatively by other sociocultural factors. By implication, the study provides knowledge that can be used to 
understand the rationale behind the non-gendered characteristics of employee recruitment in Ghanaian 
mines and the influencing roles of organizational design factors as well as psychosocial and cultural factors. 
Mining firms can use this knowledge in developing gendered recruitment policies to enhance future 
recruitment of all qualified human resource, irrespective of gender.   
Keywords: Women; recruitment characteristic; organizational design; psychosocial factors; sociocultural 

factors; Ghanaian mining firms.  

 

INTRODUCTION 

Although the preamble to the 1992 Republican Constitution of Ghana begins with an all-inclusive phrase 

that “We the People…” reality teaches a different lesson because these words are not legally binding, 

creating room for discrimination, inequality and marginalization against women in contemporary 

Ghanaian society. Gender is not a personal trait, but rather an emergent feature of social construction. 

It is a social situation, social arrangement and a means of legitimating one of the most fundamental 

divisions of society (Ampofo, 2014). Ampofo (2014) noted that while almost everyone is born with a 

particular sex, either as male or female, people are not born with a gender, but grow into one, or are given 

one. Contemporarily, such understanding of gender is not global and differs across the world or even 

among different societies. In this paper therefore, women are in focus. This is because, in Ghana, women 

are traditionally the homemakers and are the ones affected most, especially when organisations lack 

work-life balance initiatives (Aryeetey, Yeboah and Sanda, 2011). Such organizations are therefore 

challenged in their ability to retain valuable professional women employees, and as such become non-

gendered due to the lack of alternative work arrangements that could aid such professionals attain work-

life balance, and as a consequence help improve the quality of their work-life (Aryeetey et al., 2011). 

Marginality, inequality and discrimination are terms generally used to describe and analyze 

psychosocial structures, political and economic spheres, where disadvantaged people struggle to gain 

access to resources, and fully participate in social life (Brodwin, 2001; Alhazza, 2015). Marginality is 
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viewed as a temporary state of having been put aside of living in relative isolation, at the edge of a 

system (psychological, cultural, social, political or economic), because such victims do not correspond 

to the mainstream philosophy (Brodwin, 2001). Marginality, inequality and discrimination are 

therefore, critical crosscutting concepts in the field of empirical social science research, in examining 

organizational and psychosocial structural disparities among individuals in the light of legitimacy, 

equity and social justice (Brodwin, 2001). In social science theory and practice, people are generally 

classified by their membership in groups. These group statuses are frequently divided into binary 

categorizations such as men/women and abled/disabled, with the former groups vested with positions, 

power, prestige and value while the latter groups are disadvantaged (Adams, Bell and Griffin, 1997).  

Recruiting women into traditionally male-dominated jobs is now a global phenomenon, and Ghana is not 

an exception. In the Ghanaian sociocultural environment, most women (especially those who are married) 

seeking to work as professionals in organizations are mostly confronted with the challenges of trying to 

draw a fit between their professional personal-selves and their established sociocultural norms (Sackey 

and Sanda, 2009). Furthrmore, societal roles of most professional women as wives are clearly defined and 

this has evolved the perceived notion by most Ghanaian women that they have no alternative but to 

endure the impact of marriage as a cultural artifact on their professional career development (Sackey 

and Sanda (2010).  

The issue of why women are few, and how they were excluded from mine jobs has become a global 

research interest. A profile of gender representation proportions to create a sense of sex composition among 

employees from some multinational mining companies was carried out in Africa, specifically Ghana (Kilu, 

Andersson, Sanda and Uden 2016), featuring statistical data sourced from various Human Resource 

Managers aim at explaining employees’ status by gender in those companies. The results showed majority 

of employees in the multinational Ghanaian mines are men; suggesting an average between 85–95% of the 

workforce being men across management, supervisory, core operations and ancillary work positions. In a 

similar vein across the large scale European mines, and more specifically in Swedish mines, about 80 – 

90% of all employees are men (Andersson, Faltholm, Abrahamsson and Lindberg 2013). In Asia Pacific, 

Lahiri-Dutt (2012) posits between 1900 and 2000, the percentage of women employed in Indian coal mines 

fell from arround 44% to a less than 6% of the mining work force. Historically, women have faced exclusion 

from mining as a result of prevailing organizational designs, psychosocial structures and legislative 

restrictions (Benya, 2009). In Great Britain, women were legally excluded from working underground by 

the 1842 Mines Act. Although women were excluded in Britain from working in mines, they still 

participated in strikes and supported mine work activisms (Bradley, 1989). In the light of this, one may 

argue that, the mine work, world over is confronted with the realities of male-dominance and few women 

representations. Even in today’s era in which a strong economy demands a productive and engaged 

workforce, an increase in family and job-related responsibilities, especially among professional women in 

a developing economy, such as Ghana,  has made it difficult for them to respond to the demands of their 

personal responsibilities (Aryeetey et al., 2011). The women exclusion phenomenon however, was not 

universal. Bradley (1989) has noted that in countries, such as, Germany, India and Belgium, women 

worked underground until the twentieth century. The post-World Wars also led to a huge increase in the 

employment of women in the mines. According to Bradley (1989), these women did heavy work, such as, 

dragging and pushing trucks or covering of coal, and also worked as coal carriers, sieving coal, loading, 

unloading coal and weighing it. This mine activity by women changed in the 1950s, when men started 

taking over, to a point that in the 1970s only 0.4% of all workers in mining and quarrying were women 

(Bradley, 1989). In the 1960s in India women worked in open-cast mines and in the 1970s, Chinese and 

American women also took up mine work (Bradley, 1989).   

         In Ghana, the gold discovery story line centered on a woman on her way to draw water from the river 

after violent rains found such shining and sparkling ornament material, which was picked and brought 

home, and upon interpretations, it appeared to be a gold nugget in the Southern part of Ghana (Ofosu and 

Emmanuel 2011), and that both men and women mined hand in hand, when mining was seen as a family 

trade. Also, when mining activity was not highly digitized and entailed lots of drudgery, lots of human 

labour and high energy expenditures were required. The drudgery and critical requirements for the job 

were used to augment the sociocultural and psychosocial justification for the non-engagement of women in 

mine works. Though mine work has seen significant technological development, in terms of digitization, 

and the drudgery associated with mining activities have now been dissociated from human work, which 

now requires less energy expenditure (Sanda, Johansson and Johansson, 2011; Sanda, Johansson, 

Johansson and Abrahamsson, 2011; Sanda, Johansson, Johansson and Abrahamsson, 2014), the non-

engagement of women in mine work still prevails. As it was argued by Aryeetey et al. (2011), organisations 
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are challenged per their roles in designing work environments to help their female employees create a good 

work-life balance. Aryeetey et al. (2011) noted that despite the increasing prominence of Ghanaian female 

professional employees at the workplace, their traditional family roles have not waned and as such they 

continue to bear the pressures of balancing work and family roles. This is because many professional 

female employees find it difficult to respond to the demands of their work and family responsibilities within 

the framework of the traditional work schedule (Aryeetey et al., 2011). Generally, the mining literature 

has increasingly focused on health and safety, human capital development, unionism, legislation, changing 

technology and global. The relatively few works on gender in mining sought to understand issues 

pertaining to workplace cultures, psychosocial structures and gendered behaviours in mines. As 

established in the extant literature, the context of these studies was external to the Ghanaian mining 

environment; there was an initial study on gendered behaviours in Ghanaian mines by Kilu, Anderson 

and Sanda (2014). This therefore, signifies the paucity of studies on the gender implication on mining 

firms’ recruitment characteristics in the Ghanaian context. The current study therefore seeks to explore 

and understand the influencing dynamics of psychosocial, cultural and organizational design factors on 

the non-gendered characteristics of employees’ recruitment in firms operating in the Ghanaian mining 

industry 

 

LITERATURE REVIEW 

This overview begins with the theory of patriarchy which points to social consequences of the biology of 

human reproduction. The theory postulated that because of child birth women assumed tasks associated 

with home and child care while men perform other tasks requiring greater strength, speed, expertise and 

absence from home, prestigiously establishes contacts with other groups, accumulated possessions from 

trade and gained experience and become powerful, while little prestige was given to the ordinary, routine, 

taken for granted activities of women (Henslin, 2002). The theory of patriarchy functions in a way of 

teaching women how to subjugate themselves and teaches men how to dominate and this system of sexist 

domination and counter subjugation is carried forward to other spheres of society (Farganis, 2008). 

According to the theory, gender is the primary division in humanity, societies, groups and individuals. 

Invariably, there are set up barriers leading to unequal access to power, property and prestige on the basis 

of sex, hence sociologists and other social scientists classify females as minority group. The requirement 

by law in most countries for corporate entities to meet some special needs of female employees, such as 

maternity leave, child care centers and rooms for nursing mothers, appear to make women workers more 

expensive to manage than men.  Consequently, women have become the last to hire and first fired (Henslin, 

2002). This observation has been supported by studies that traced the institutionalization of hegemonic 

masculinities in specific organizations like the mines and male dominant role in organizational decision 

making (Hodges and Budig, 2010).  This is further related to the glass ceiling experience of females. 

According to Cotter, Hermsen, Ovadia and Vanneman (2001) the glass ceiling theory describes invisible 

sociocultural and organizational barriers (glass) through which women can see elite positions but cannot 

reach them (ceiling). According to the theory, the invisible barriers prevent women from obtaining and 

securing the most powerful, prestigious, and high pay jobs in the labour market (Cotter et al., 2001).  

The glass ceiling continues to exist although there are no explicit obstacles keeping women from 

acquiring advanced jobs, and there are no recruitment advertisements that specifically exclude women 

from participation but the barriers do lie beneath the surface (Cotter et al., 2001). When companies exercise 

this type of discrimination, they typically look for the most plausible explanation they can find to justify 

their decision, mostly done by citing qualities that are highly subjective or by retrospectively emphasizing 

or de-emphasizing specific criteria that gives the chosen candidate the edge (Cotter et al., 2001). There are 

arguments which suggest that the glass ceiling has been broken and that women are no longer hindered 

from achieving their desired goals in their careers (Wrigley, 2002). Women also learn to play by men’s rules 

and adopting styles that make men comfortable (Henslin, 2002). The preference theory also seeks to 

explain and predict women’s choices regarding productive and reproductive work. According to Blackburn 

(2002), there exist two types of women; those who are interested and give more attention to their career 

development and those who are more concerned with their families. Women who are career-oriented give 

more attention to their careers. Such women mostly live as single women and have no interest in children 

(Blackburn, 2002). These set of women are always discriminated against and regarded as acting against 

societies’ morally accepted norms such as marriage and childbirth (Blackburn, 2002). They are also viewed 

as trying to compete with their male counterparts to whom they are supposed to be submissive (Blackburn, 

2002). Women who give more attention to their families share the societal believe that women's basic roles 

in the family are to give birth and take care of the children (Blackburn, 2002). The conceptual model 
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presented in figure 1 below shows the relational links between psychosocial, sociocultural, and 

organizational design variables and their consequential influence on the recruitment characteristics of a 

mining firms in Ghana. 

 

Figure 1: Conceptual framework of relationship between psychosocial, sociocultural, and organizational 

design variables and recruitment characteristics of Ghanaian mining firms 
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 The psychosocial factors are personal in nature, and centered on personal interest, motivation, 

ambition, self-confidence and self-esteem among some females to break barriers, and veer into certain jobs 

considered as male preserves. Peculiar attitudes, behavior and personality characteristics are among 

major factors affecting recruitment of women in the mines. Also, discrimination, the generally held beliefs 

restricting females to domestic roles, stigma, customs and traditions, as well as perceptions and 

stereotypes are noted factors. Maintaining an effective balance between work and life is another area 

where a lot of working women report experiencing troubles. The social cost of working as a miner include 

doing long hours, travel and stay on-site and unsociable life (Carter & Kirkup, 1990).  The cultural factors 

affecting the recruitment of women are elements of gender-based stereotypes. These include the cultural 

perception that women, unlike men, tend to prioritize family life to professional career, and as such, will 

be more committed to their family (or future family) than their work when recruited. Thus, mining 

companies tend to recruit persons who are culturally perceived to ‘fit-in’ the mine-work social environment, 

but which characteristics women are deemed as lacking.  

 The organizational design factors are made up of organizational culture and organizational climate 

elements (Mullins, 2016). These elements act and interact with each other, also interact with the 

sociocultural factors, and subsequently affect recruitment and selection processes in work organizations, 

as captured in figure 1 above. The organizational cultural factors are essential elements in the 

understanding of organizations and gaining commitment of workers (Mullins, 2016). They include male 

resistance to females, deeply held beliefs, values and assumptions doubting women capabilities at work. 

In the recruitment and selection process, women are often asked inappropriate and discriminatory 

questions concerning their plans for marriage and starting a family (Blackwell, 2001). These 

organizational cultures are often influenced by societal cultures in which it is located and subsequently 

affect recruitment processes in work organizations. Other organizational design factors are properties 

perceived directly or indirectly by employees to be major forces in influencing employees’ behavior (Fulop, 

Linstead & Lilley, 2009). These include, lack of opportunities for personal growth and development, lack 

of support services, lack of mentorship, access to information and technology (Fulop et al., 2009). Other 

design factors are the extent to which industry and higher education put measures in place to retain female 

staff subsequent to child birth, whether jobs are guaranteed in relation to career breaks, the availability 

of flexi-time and part-time opportunities and the presence of affordable child care facilities (Fulop et al., 

2009). Thus arguing from the perspective of Sidanius and Pratto (1999) and Pratto, Stallworth, Sidanius 

and Siers (1997), it is important to unmask the gendered nature of organizational structuring, particularly 

the bureaucratic structures that fixate control and rationality, creating a form of organization that tended 

to be a structural manifestation of male domination.    
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METHODOLOGY 

The research was designed using the survey approach. The selection of participants was characterized by 

the researchers’ criteria that persons to be selected for the study (i.e. data sources) must be a willing 

participant with a relatively high role perception and ability (Sanda, 2010, Aryeetey et al., 2011). In this 

regard, four (4) key mining firms operating within Western Region of Ghana were contacted to solicit their 

participation in the study, and they all agreed to participate. A sample of 315 employees were randomly 

selected from the 4 firms. 

 

Procedures for Data Collection 

The design of the questionnaire was primarily based on multiple-item measurement scales derived from 

the reviewed literature, using a Likert scale ranging from 1 “strongly disagree” to 5 “strongly agree”. Six 

items (observed endogenous/latent variables) measured socioculture (unobserved endogenous/latent 

variable), and 2 items each (observed endogenous/latent variables) measured other two unobserved 

endogenous/latent variables (organizational design and recruitment). The psychosocial component 

(unobserved endogenous/latent variable) was measured with 13 items (observed endogenous/latent 

variables). In the data collection process, the questionnaire was sent to all the 315 employees randomly 

selected from the 4 firms. Out of the 315 questionnaires administered 310 were retrieved. But 6 of the 

retrieved questionnaires were excluded from the final data set on the basis of serious omissions in some of 

the scale items used. Consequently, the 304 usable questionnaires were extracted,  representing a valid 

response output of approximately 98%.  

 

Procedures for Data Analysis  

A stepwise analytical approach was used. The first step consisted of a factor analysis aimed at establishing 

whether all the items (observed endogenous/latent variables) included in the different model components 

(unobserved endogenous/latent variables) measure the constructs of interest significantly. The second step 

consisted of a structural analysis of the conceptual model to test the model fit of the unobserved 

endogenous/latent variables (i.e. psychosocial, societal culture, organizational design and recruitment). 

This was done using structural equation modeling (SEM) with analysis of moment structures (AMOS) as 

analytic technique. The use of AMOS software for this analysis provided the opportunity to use regression 

factor scores directly to predict the location of the individual items in the model (Tabachnick and Fidell, 

2001). According to DiStefano, Zhu and Mindrilä (2009), this procedure has the advantage of maximizing 

the validity of the estimates. Furthermore, the AMOS software also gives us the opportunity to conduct 

analyses for multiple levels of variables using a range of in-built statistical techniques, including (i) Chi 

Square (CMIN), (ii) Comparative Fit Index (CFI), and (iii) Root Mean Square Error of Approximation 

(RMSEA). Indicator fit in models is interpreted from the perspective that estimated indicator loadings on 

a latent variable must be 0.7 or higher (Schumacker and Lomax, 2004). 

 

RESULTS 

Respondents’ Profile 

The demographic distribution of the study respondents is shown in table 1 below.  

 

Table 1: Distribution of respondents’ demography 

 
Demographic Factors Frequency (N) Valid % Cumm. % 

 

Gender 

Male  231 76.0 76.0 

Female  
73 24.0 100 

Age  

 

 

 

 

 

Below 20 years 6 2.0 2.0 

20-29 years 153 50.3 52.3 

30-39 years 98 32.2 84.5 

40-49 years 38 12.5 97.0 

More than 50 years 9 

 

3.0 

 

100 

 

Levels of Education 

 

 

 

 

 

Certificate 2 0.7 0.7 

Diploma 48 15.8 16.5 

Degree 220 72.4 88.9 

Post graduate 27 8.9 97.7 
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Other 7 

 

2.3 

 

100 

 

Physical Challenge 

 

 

Yes  1 0.3 0.3 

No  303 

 

99.7 

 

99.7 

 

Length of Service 

 

 

 

 

˂ 1 year 27 8.9 8.9 

1 ≥ years ˂ 2 106 34.9 43.8 
2 ≥ years ˂ 3 56 18.4 62.2 
3 ≥ years ˂ 4 53 17.4 79.6 
4 ≥ years ˂ 5 51 16.8 96.4 

5 ≥ years 
11 3.6 100 

*Total N = 304 

 

As it is shown in table 1 above, 76 % (N=231) of the respondents were males while 24% (N=73) were 

females. Only 1 (0.3%) study participant was physically challenged while the remaining 302 (99.7%) 

participants were not. A total of 247 (81.3%) of the respondents held university degrees, and 50 (16.5%) 

held diploma or college level certificates. One hundred and fifteen (37.8%) of the respondents have been 

working with their firms for not less than three years, and 11 (3.6%) have more than 5 years of experience 

with their firms.  

 

Factor Analyses for Model Components  

The factor analysis was conducted using the AMOS-based structural equation model (SEM) approach for 

each of the proposed model’s components in order to assess the model’s goodness of fit. The standardized 

model-fits generated by the AMOS software for the structural model entailing the unobserved 

endogenous/latent variables (model components) and their observed endogenous variables/indicators are 

shown in figure 2 below. 

 

Figure 2: AMOS-generated path diagram showing standardized indicator loadings for the model 

components and their observed indicators in the conceptualized structural model 

 

 
 

Factor Analyses of Psychosocial Component 

The standardized regression estimates (i.e. factor loadings) for indicators of the psychosocial component of 

the structural model are shown in table 2 below.  
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Table 2: Standardized regression estimates of observed indicators for psychosocial component 

 

 

Observed Indicators 

 

Indicator 

Label in 

Model 

 

Standardized 

Regression 

Estimate 

(R) 

Squared 

Multiple 

Correlation 

(R2) 

Men have better access to education and possess critical skills required 

by mining firms. 

b12 0.321 

 

0.103 

 

Women are few in the mines because mining jobs require certain level of 

physical strength.  

b13 0.185 

 

0.034 

 

Some mine work practices discriminates against women. c15 0.174 

 

0.030 

 

Advancement of women  is not a priority in the mines. c16 0.332 

 

0.110 

 

Women lack role models in the Ghanaian mines. c17 0.190 

 

0.036 

 

Work conditions in the mines do not favour women. c18 0.200 

 

0.040 

 

Different pay for comparable works exists. c20 0.239 0.057 

Language used at work is gender neutral. c21 0.247 0.061 

women constitute about ten percent of workforce in the mines c22 0.195 

 

0.038 

 

Promotion in mine firms is based on merit, work experience, performance 

and training 

c23 -0.180 

 

-0.032 

 

Work policies in the mines are family friendly. d24 -0.010 -0.010 

Women are faced with unfriendly organizational culture in the mines.  d29 
0.609 

 

0.489 

 

Promotion in mine firms is based on luck, network and connections to 

senior leaders.  

d30 0.578 

 

0.334 

 

 

Estimation from the SEM analysis, as shown in table 2 above shows that only 2 indicator variables 

have factor loadings greater than 0.5, and as such, are effective indicators of psychosocial influence in the 

mining work environment in Ghana. These factors are; d29–women are faced with unfriendly 

organizational culture in the mines (R = 0.609, R2 = 0.489) and d30 – Promotion in mine firms is based on 

luck, network and connections to senior leaders (R = 0.578, R2 = 0.334).  

 

Factor Analysis of Sociocultural Component 

The standardized regression (i.e. factor loadings) estimates for the indicators of the sociocultural 

component of the structural model are shown in table 3 below.  

 

Table 3: Standardized regression estimates of observed indicators for sociocultural component 

 

 

Observed Indicators 

 

IndicatorL

abel in 

Model 

 

Standardized 

Regression 

Estimate 

(R) 

Squared 

Multiple 

Correlation 

(R2) 

Sociocultural barriers prevent women from getting jobs and advancing in mining 

firms. 

b10 0.459 

 

0.211 

 

Patriarchal values and norms are a barrier to women participation in mine work. b11 0.453 

 

0.205 

 

There is stigma associated in using family friendly policies. c25 0.410 0.168 

Macho-masculine characteristics associated with mining activities create and 

sustain a sense of male dominance in the industry. 

d26 0.034 

 

 

0.001 

 

 

Stereotypes on women exist in the mining industry d27 0.260 

 

0.068 

 

Traditional beliefs dictate that women should not enter mines d28 0.539 0.291 
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As it is shown in table 3 above, estimation from the SEM analysis showed that only one indicator 

variable has a factor loading greater than 0.5. This factor is; d28 – Traditional beliefs dictate that women 

should not enter the mines (R = 0.539, R2 = 0.291). 

 

Factor Analyses for Organizational Design Component 

The standardized regression (i.e. factor loadings) estimates for the indicators of the organizational design 

component of the structural model are shown in table 4 below.   

 

Table 4: Standardized regression estimates of observed indicators for organizational design component 

 

 

Observed Indicators 

 

Indicator 

Label in 

Model 

 

Standardized 

Regression 

Estimate 

(R) 

Squared Multiple 

Correlation 

(R2) 

Women are the last to be hired and the first to be fired by mining 

firms 

b14 0.376 

 

0.141 

 

In the mines, women do not get opportunities to take challenging 

assignments  

c 19 0.524 

 

0.275 

 

 
Estimation from the SEM analysis shown in table 4 above shows that one indicator variable has a 

factor loading greater than 0.5. This factor is; c19 – In the mines, women do not get opportunities to take 

challenging assignments (R = 0.524, R2 = 0.275) 

 

Factor Analyses for Recruitment Component 

        The standardized regression (i.e. factor loadings) estimates for the indicators of the recruitment 

component of the structural model are highlighted in table 5 below.  

 

Table 5: Standardized regression estimates of observed indicators for recruitment component 

 

 

Observed Indicators 

 

Indicator 

Label in Model 

 

Standardized 

Regression 

Estimate 

(R) 

Squared 

Multiple 

Correlation 

(R2) 

Some recruitment practices and principles fail to recruit women b8 0.363 0.132 

Firms openly prefer male-macho persons for mining jobs b9 0.562 0.316 

 

As it is shown in table 5 above, estimation from the SEM analysis showed that only one indicator 

variable has a factor loading greater than 0.5. This factor is; c19 – Firms openly prefer male-macho persons 

for mining jobs (R = 0.562, R2 = 0.316) 

 

Structural Analysis of Model’s Goodness of Fit 

Derivations from the factor analyses of the model components identified the requisite observed 

endogenous/latent variables that have significant relationships with their respective unobserved 

endogenous/latent variables. All the four-unobserved endogenous/latent variables (i.e. psychosocial, 

sociocultural, organizational design, and recruitment) had observed endogenous/latent variables that have 

significant predictive relationships. A summary of these associated variables and a measure of their 

significant standardized regression estimates is shown in table 6 below.  

 

Table 6: Summary of standardized regression estimates of observed indicators with significant 

predictivenesses for the model components 

 

 

Observed Indicators 

 

Indicator 

Label in 

Model 

 

Standardized 

Regression 

Estimate 

(R) 

Squared 

Multiple 

Correlation 

(R2) 

Psychosocial Component PSYSOC   

Women are faced with unfriendly organizational culture in the mines   d29 0.609 

 

0.489 

 

Promotion is based on luck, network and connections to some senior leaders of 

the company 

d30 0.578 

 

0.334 

 



Business & Management Quarterly Review, 7(3&4), 38-51, 2016 

ISSN 2180-2777 

 

46 

 

 

Observed Indicators 

 

Indicator 

Label in 

Model 

 

Standardized 

Regression 

Estimate 

(R) 

Squared 

Multiple 

Correlation 

(R2) 

Psychosocial Component PSYSOC   

Sociocultural Component CUL   

Superstition and traditional beliefs that women should not enter mines d28 0.539 

 

0.291 

 

Organizational Design Component ORGD   

In the mines, women do not get opportunities to take challenging assignments c19 0.524 

 

0.275 

 

Recruitment Characterrisitcs Component REC   

Firms openly prefer males for mining jobs b9 0.562 0.316 

 

  The indicator fit in this model is interpreted from the perspective of Schumacker and Lomax (2004) 

that estimated indicator loadings on the latent variable must be 0.7 or higher. The criteria used to establish 

model fit among the respective latent variables include; Chi Square (CMIN), Comparative Fit Index (CFI) 

and Root Mean Square Error of Approximation (RMSEA). The model fit summary is also shown in table 7 

below. 

 

Table 7: Goodness fit statistics for the conceptualized structural model 

 
 

Statisitcs 

Statistical Estimates 

Goodness fit Default model Independence model 

Chi Square 

Esitmation (CMIN) 

NPAR 

CMIN 

DF 

P 

CMIN/DF 

72 

577.721 

227 

0.000 

2.545 

23 

1060.524 

276 

0.000 

3.842 

Baseline Comparisons 

 

NFI (Delta1) 

RFI (rho1) 

IFI (Delta2) 

TLI (rho2) 

CFI 

0.455 

0.338 

0.579 

0.456 

0.553 

0.000 

0.000 

0.000 

0.000 

0.000 

Root Mean Square 

Error of 

Approximation 

RMSEA 

LO 90 

HI 90 

PCLOSE 

0.071 

0.064 

0.079 

0.000 

0.097 

0.091 

0.103 

0.000 

 

As it was highlighted in the conceptual model (see figure 2), the hypothetical relationship among 

four (4) unobserved endogenous/latent variables (model components) alongside their respective observed 

endogenous/indicator variables were tested per the data collected and minimum was achieved for the 

structural model. Based on the goodness of fit statistics shown in table 7 above, it is evident that the overall 

model fit appears quite good. This is because the estimated χ2 of 577.721 (df = 227) has probability level 

of 0.000 which is smaller than the 0.05 used by convention. Thus the null hypothesis that the model fits 

the data is rejected. Additionally, the estimated Root Mean Square Error of Approximation (RMSEA) value 

of 0.071 is also larger than the recommended value of 0.06 (Hu and Bentler, 1999), and thus rejects the 

null hypothesis of a good model fit. Even though the estimate for the Comparative Fit Index (CFI) of 0.553 

indicates an acceptance of the null hypothesis, it also suggests that the model fit to the data is questionable. 

The standardized regression weights and critical ratio estimates obtained from AMOS is highlighted in 

table 8 below. The estimates for correlation between the latent variables are also shown in table 9 below. 
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Table 8: Standardized regression weight and critical ratio estimates for components’ relationships in 

conceptualized structural model. 

 

Association 
Standardized 

Regression (R) 

Standard 

Error 

(SE) 

Critical 

Ratio 

(CR) 

Probability 

(P) 

ORGD <--- PSYCHOSOCAL 1.603 2.444 1.847 ** 

ORGD <--- CULT -0.640 0.879 -0.840 ** 

RECRUT <--- ORGD 0.881 0.161 6.029 ** 

** very significant 

 

It is observed from table 8 above that the standardized regression weight (R) and critical ratios (CR) 

signifying the ability of PSYSOC (psychosocial) to predict ORGD (organizational design) (R = 1.603, CR = 

1.847) is very significant. This predictiveness is reinforced by the very significant relationship (α = 1.031, 

p ˂ 0.01 that exists between the two latent variables as highlighted in table 9 below.   

 

Table 9: Correlation estimates for components in the conceptualized structural model 

 
 CUL PSYSOC ORGD REC 

CUL  1.000    

PSYSOC 0.894** 1.000   

ORGD 0.792** 1.031** 1.000  

REC 0.698** 0.908** 0.881** 1.000 

** very signifcant (p ˂ 0.01) 

* signifcant (p ˂ 0.05) 

 

The ability of CULT (sociocultural) to predict ORGD (organizational design) (R = -0.640, CR = -0.840) 

is also very significant. The strength of this predictiveness, as indicated in table 9 above, is reinforced by 

the very significant correlation (α = 0.792, p ˂ 0.01) between this latent variables. Similarly, the ability of 

ORGD (organizational design) to predict RECRUT (recruitment process) (R = 0.881, CR = 6.029) is also 

very significant. The strength of this predictiveness, as indicated in table 9 above, is reinforced by the very 

significant correlation (α = 0.881, p ˂ 0.01) between this latent variables. While the critical ratios for all 

these three associations are very significant (p ˂ 0.000), the respective factor loadings (standard regression 

values) are greater than Schumacker and Lomax’s (2004) threshold factor loading of 0.7. This therefore 

indicates the significant predictiveness of the relationships between the respective latent variables. Even 

though both the psychosocial and sociocultural factors have no direct effect/influence with the recruitment 

process, there was evidence of indirect effects as observed from table 10 below. 

 

Table 10: Regression estimates for standardized indirect effects between model components 

 
 CULT PSYSOC ORGD RECRUT 

ORGD 0.000 0.000 0.000 0.000 

RECRUT -0.564 1.412 0.000 0.000 

 

As it can be inferred from table 10 above, CULT (sociocultural) has an indirect and negative 

influence on RECRUT (recruitment process) (α = -0.564, p ˂  0.05). On the contrary, PSYSOC (psychosocial) 

has a very significant indirect, but positive influence on RECRUT (recruitment process) (α = 1.412, p ˂ 

0.01). 

 

DISCUSSION  

This study explored the influencing dynamics of psychosocial, cultural and organizational design factors 

on the non-gendered characteristics of employee recruitment in firms operating in the Ghanaian mining 

industry that constrains the employability of women. The results has shown that the male-dominated 

recruitment culture among the mining firms is influenced directly and positively by the character of their 

organizational design which is also influenced directly by both psychosocial and cultural factors. The 

recruitment culture is also affected indirectly by the psychosocial factors positively and by the cultural 
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factors negatively. The fit of the latent variables in the model derived from the structural analysis is shown 

in figure 3 below. A possible explanation for these findings is that the mining sector differs substantially 

from the other business sectors in the country. This explanation can be justified by observations from 

extant literature to the effect that since organizations are sociocultural systems, they may reflect values, 

beliefs, assumptions and ideologies that diverge substantially from those obtained in the ambient society, 

particularly when these organizations are growing rapidly (Schein, 1988, Sanda and Kuada, 2016). Thus, 

since the mining sector in Ghana is growing rapidly, this may mean that the business cultures of individual 

mining firms (and for the industry as a whole) are likely to be more dynamic and volatile than the general 

business culture in Ghana. 

 

Figure 3: Derived structural model showing relationship between psychosocial, sociocultural, and 

organizational design variables and recruitment characteristics in Ghanaian mining firms 

 

 

 
Sociocultural 

Factors 

 
Psychosocial 

Factors 

 
Organizational 

Design 

 
Recruitment 

Characteristics 

Path of indirect negative influence 

Path of indirect positive influence 

Direct Effect 

 
 

In contrast to Harrison and Carroll (1991)  observation that high growth businesses are likely to device 

new methods of solving problems or seek and accept ideas and management styles that may not be consistent 

with some aspects of the societal culture, the growth of the Ghanaian mining sector  appears not to have 

resulted in the re-orientation of their macho-recruitment characteristics. The recruitment characteristics 

continued to be influenced by the character of their organizational design which continued to be influenced 

directly by both psychosocial and sociocultural factors shaped by the long-term traditional mining culture. 

The recruitment culture is also affected indirectly by the psychosocial factors positively and by the cultural 

factors negatively. This finding affirms the notion that the recruitment of non-macho human resource, such 

as women into traditionally male-dominated jobs continues to be a challenge as a result of prevailing 

organizational designs, psychosocial structures and sociocultural influences (Benya, 2009). 

Mining firms in Ghana require diversified employees with the competence and qualification to 

undertake both primary and support functions. The results are therefore consistent with the theoretical 

postulation that because of child birth, women are associated with home and childcare tasks while men 

perform other tasks requiring greater strength, speed, and expertise (Henslin, 2002), as it is with mine 

work. The findings are also consistent with the predictions forwarded in the glass ceiling theory (Cotter et 

al., 2001). As noted by Cotter et al., (2001), there is invisible sociocultural and organizational barriers 

(glass) through which women can see elite positions, but cannot reach them (ceiling). As it was found in 

this study, the sociocultural barriers relate to superstition and traditional beliefs that women should not 

enter the mines environ. The psychosocial barrier also has to do with the situation whereby women who get 

recruited in to work in the mines encounter unfriendly organizational cultures, whereby the possibility of 

their developmental promotions is rested on potential luck as well as their networking capabilities and 

personal connections to leadership. The study, thus provides an understanding of sociocultural and 

psychosocial barriers that inhibits recruitment characteristics of mining firms in Ghana, and which 

barriers discourage recruitment of women into the mining work environment. This observation ascribes to 

the glass-ceiling theoretical notion (Cotter et al., 2001) that invisible barriers prevent women from 
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obtaining and securing the most powerful, prestigious, and high pay jobs in the labour market. By 

implication, the dynamism of an industrial culture can help shape individual employees’ perception of their 

responsibilities over time, providing them with repertoires of meaningful interactions with other members 

of their organizations (Martin, 1992). Using Sackmann’s (1992) argumentation as point of departure, these 

repertoires of behavior in mining firms, as found in this study, has helped define the sociocultural and 

psychosocial boundaries of firms in the industry within the ambient macho culture. Thus, the glass-ceiling 

continues to exist in mine work practices process in Ghana, even though there are no explicit obstacles 

that prevent women from acquiring the requisite education, training and expertise in mine work.  

Of cource contemporary recruitment advertisements of firms in the mining sector do not appear to 

specifically exclude women from partaking in the application process, however, the inhibiting psychosocial 

and sociocultural barriers lie beneath the surface (Cotter et al., 2001), and do prevail with significant 

influences. This therefore, has some implications for human resource management strategies in Ghanaian 

mining firms, especially when an account is taken of arguments suggesting that the glass ceiling has been 

broken and that women are no longer hindered from achieving their desired goals in their careers (Wrigley, 

2002). For example, firms whose recruitment process professes to the notion of equal opportunity will 

provide room for all gender entries, including women, will have satisfied and committed employees. This 

is because women have now  been found  to be highly motivated with fierce competitive spirit, as well as 

the willingness to give-up sleep and recreation for the sake of career advancement, aside learning to play 

by men’s rules and adopting styles that make men comfortable (Henslin, 2002) in mine work. This 

observation delineates the presumption justifying the macho characteristics of the mine work environment 

that the level of complexity of routine tasks is high simply because of the dynamics of the operational 

environment. As found in this study, it was this macho characteristic of the work environment that 

manifested into an organizational design barrier whereby women do not get opportunities to take 

challenging tasks or assignments in mine work. Arguing from the perspective of Kakabadse and 

Kakabadse (2009), what is important is for the firm to view role clarity as an important element in the 

organizational design, with clear emphasis on when employees are expected to work together in a 

cooperative and complimentary manner. This will help the mining firms alleviate the macho-induced 

sociocultural and psychosocial barriers in their recruitment processes, allowing for the genderization of 

human resource entry, sharpening the expectations of the gendered human resource, and enhancing 

management’s ability in anticipating how members of the gendered work environment will react towards 

each other’s behaviours. In this regard, mining firms in Ghana need to put in place structures and 

procedures that clearly specify the scope of responsibilities of employees within high-growth industries 

characterized by rapidly changing business environments (Sanda and Kuada, 2016).  

Building on the findings of this study, it can be argued that the larger the number of committed and 

diverse employees are in a mining firm, the more effective they are likely to be when it comes to exerting 

positive influence and raising the level of commitment of other employees. The underlying argument is 

that if diverse employees exhibit commitment in their communication and behavior, many more employees 

will pay attention and act likewise. Although many of the employees in the current study are men who 

appear to be committed, policies must be designed to engender the workforce by increasing the number 

and diversity of committed employees, especially women, in mining firms since such diverse employees 

stand to contribute positively towards their firms’ attainments of increased organizational performances. 

This observation is in line with Blackburn’s (2002) argumentation that women who are career-oriented 

tend to give more attention to their careers, and by implication are highly committed. In order to delineate 

the sociocultural discriminative notion that such carrier-oriented set of women are trying to compete with 

their male counterparts to whom they are supposed to be submissive (Blackburn, 2002), the mining firms 

must put in place deliberate and balanced strategies of matching their competencies with tasks. These 

women should be gradually introduced to new and complex tasks for them to experience personal success 

on the job and thereby feel good about themselves (Sanda and Kuada, 2016). As their managers get to 

know them better, and can more confidently assess their skill levels, they can give them gradually 

increasing challenges in order to keep them excited about their work (Sanda and Kuada, 2016). 

 

CONCLUSION 

The study has provided empirical evidence to support the association between sociocultural factors, 

psychosocial factors, organizational design factors, and recruitment process that contributes to 

organizational performance in the Ghanaian mining industry. The gender-imbalanced recruitment 

characteristics of mining firms in Ghana are influenced directly and positively by the character of their 

organizational design, which is also influenced directly by the firms’ psychosocial and sociocultural factors. 
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Their recruitment processes are also affected indirectly and positively by psychosocial factors and 

negatively by cultural factors. Based on the findings, it is concluded that for the mining firms to be able to 

develop a gender-balanced recruitment processes; they must pay attention to their cultural and 

psychosocial environments, as well as their organizational designs. The study thus provided empirical 

knowledge that can be used to understand the rationale behind the gender-imbalanced characteristics of 

the recruitment processes in mining firms and the influencing roles of both psychosocial and cultural 

factors, in a developing country context, such as Ghana. This provides avenues for the firms to learn how 

to incorporate this knowledge in developing a gender-balanced recruitment policies that can enhance 

future recruitment of all qualified human resource, irrespective of gender. The study has provided 

knowledge that can be used to understand the rationale behind the non-gendered characteristics of 

employee recruitment in Ghanaian mines and the influencing roles of organizational design factors as well 

as psychosocial and cultural factors. Firms can use this knowledge in developing gender equal recruitment 

policies to enhance future recruitment of all qualified human resource, irrespective of gender.   
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