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Introduction
A large body of research has been conducted which investigates the relationship between sex role 
identities (SRIs) of androgyny, masculinity, femininity and a number of critical organisational 
outcomes. In this regard it has been reported that those who are more androgynous or masculine 

Orientation: A large body of research evidence indicates that both sex role identity (SRI) and 
psychological capital (PsyCap) may have critical implications for individual and organisational 
well-being. As SRI is constituted of sex-based personality traits it is possible that SRI may have 
implications for individuals’ PsyCap.

Research purpose: The purpose of this study was to investigate the relationship between SRI 
and the positive psychological construct of PsyCap.

Motivation for the study: Research on SRI and PsyCap has been explored independently of 
one another with a lack of research exploring the relationship between these two constructs. In 
addition, much of the previous research on SRI and organisational outcomes has only examined 
positive sex role identities, focusing almost exclusively on ‘positive’ or ‘socially desirable’ sex 
role identities. More recently, researchers have noted that this approach is theoretically and 
methodologically flawed, as it fails to account for negative traits or socially undesirable traits 
that may be contained within individuals’ SRI and which may have a number of deleterious 
implications for organisational outcome variables. Furthermore, there is a paucity of research 
within the South African context, which explores the adoption of positive and negative sex-
based behavioural traits and their implications for PsyCap.

Research design, approach and method: A quantitative study was conducted using a cross-
sectional design and a convenience sampling method to explore the relationship between SRI 
and PsyCap. Four hundred and seventy-eight respondents, all currently working in South 
African organisations, participated in this research. The composite questionnaire utilised for 
this research included a demographic questionnaire, The Extended Personal Attribute 
Questionnaire-Revised (EPAQ-R), and the PCQ-24 which measures PsyCap in terms of self-
efficacy, hope, resilience and optimism.

Main findings: Statistically significant differences were found between the positive and 
negative SRIs for levels of PsyCap. In particular, positive androgyny and positive masculinity 
scored the highest levels of PsyCap, whereas negative androgyny and negative femininity 
consistently scored the lowest levels. Although positive femininity fared significantly better 
than the aforementioned negative identities in most instances, this identity scored significantly 
lower levels on the positive PsyCap outcomes of hope and resilience, than the other positive 
identities of positive androgyny and positive masculinity. Furthermore, and counterintuitively, 
within this South African study, negative masculinity fared unexpectedly better on all 
dimensions of PsyCap, as compared to the poorer outcomes for negative masculinity evidenced 
in other international research.

Practical/managerial implications: Given the pervasive impact of SRIs and PsyCap on 
interpersonal and organisational functioning, this research has practical and managerial 
implications for organisations with regard to recruitment, selection, training and development, 
and workplace counselling interventions.

Contribution/value-add: The findings of this research contribute to the paucity of literature 
investigating both positive and negative SRIs and contribute further by exploring the 
interrelationship between these identities and PsyCap. As this study utilised a sample of 
individuals working in South Africa, its findings have a direct bearing on South African 
organisations.
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have significantly more flexible coping styles, and are higher 
on self-esteem, achievement motivation, subjective feelings 
of well-being, resilience, improved self-concept, improved 
work performance and work engagement. Androgyny has 
also been significantly correlated with greater creativity and 
emotional intelligence (Cheng, 1999; Flaherty & Dusek, 1980; 
Guastello & Guastello, 2003; Jacobs, 2014; Jurma & Powell, 
1994; Keller, Lavish & Brown, 2007; Lam & McBride-Chang, 
2007; Lassk, Kennedy, Powell & Lagace, 1992; May & 
Spangenberg, 1997). Those that are feminine or androgynous 
are found to have a greater ability to harness and utilise social 
support and are more embedded in strong networks of 
supportive others, both in their personal lives and within the 
workplace (Bernstein, 2013; Bornstein et al., 2002; Kitamura 
et al., 2002; Neff & Karney, 2005; Reevy & Maslach, 2001). 
Within this approach masculinity has typically included 
traits of assertiveness, decision-making ability, control, 
competitiveness, ambition, independence, self-sufficiency 
and goal-orientation (Bem, 1974; Spence, Helmreich & 
Holohan, 1979). Femininity has included traits of being 
emotional, tactful, considerate, warm, gentle and caring 
(Spence, 1993; Spence et al., 1979) while androgyny has been 
defined as the possession of high levels of both masculinity 
and femininity (Woodhill & Samuels, 2003, 2004).

A growing body of research has also demonstrated the critical 
relationship between psychological capital (PsyCap) and 
crucial organisational outcomes, indicating that PsyCap has 
a positive effect on important work attitudes and behaviours, 
such as job satisfaction, organisational commitment, 
absenteeism, turnover intentions, organisational citizenship 
behaviour and work performance (Avey, 2014; Avey, Luthans, 
Smith & Palmer, 2010; Choi & Lee, 2013; Schaufeli, Bakker & 
Salanova, 2006). However, there is very little research that 
explores the interrelationship between constructs of SRI and 
PsyCap. Avey (2014) and Choi and Lee (2013) in fact suggest 
that personality may be an antecedent of PsyCap and, as SRI 
is constituted of sex-based personality traits, the present 
study undertook to determine if any association indeed exists 
between these two variables.

Furthermore, as all the aforementioned studies on SRI 
examined positive SRIs only, the present study undertook to 
examine the relationship between both positive and negative 
SRIs and PsyCap. This undertaking was driven by previous 
research findings on positive SRIs that have at times shown 
no relationship with health outcome variables or that there is 
even an inverse relationship with such variables. It has been 
argued that these inconsistent and at times counterintuitive 
findings may be due to the possibility that SRI consists of 
more than positive, socially desirable sex-based traits. Since 
the 1980s an ever-increasing subgroup of researchers on SRI 
have suggested that the construct consists of more dimensions 
than originally proposed and have argued for distinguishing 
or differentiating between socially desirable (positive) and 
undesirable (negative) gender role traits (Athenstaedt, 2003; 
Berger & Krahe, 2013; Bernstein, 2013; McCreary & Korabik, 
1994; Ricciardelli & Williams, 1995; Spence et al., 1979; 

Wajsblat, 2011; Woodhill & Samuels, 2003, 2004). These 
researchers note that in the event of negative attributes being 
present, and their contribution not being assessed, this could 
confound research findings. In this regard a differentiated 
model which enables the examination of both positive and 
negative gendered attributes has been proposed (Berger & 
Krahe, 2013; Wajsblat, 2011; Woodhill & Samuels, 2003, 2004), 
and it is this model which was used in the present study to 
explore the relationship between SRIs and PsyCap. Use of 
this model is further supported by a recent South African 
Research Project which examined the relationship between 
positive and negative SRIs across nine different studies. 
Within these studies the relationship between positive and 
negative SRIs and variables of emotional intelligence, job 
satisfaction, work engagement, self-esteem, general 
psychological well-being, work culture preferences, conflict 
resolution strategies, perceptions of academic and work 
stress, work-family conflict, and perceived work (colleague 
and supervisor) and family, friend and partner and/or 
significant other social support (Berman, 2013; Bernstein, 
2013; Chemaly, 2012, 2013; DeFreitas, 2013, 2014; Kilgour, 
2014; Solomon, 2012; Sugden, 2014) were examined.

To follow is a discussion of the literature on SRIs, PsyCap and 
the proposed interrelationships between positive and 
negative SRIs and PsyCap.

Literature review
Sex role identity
SRI refers to the sex-based personality traits that individuals 
have adopted into their behavioural repertoire. Although 
some theorists believe that the adoption of stereotypical 
gendered behaviour is innate (Gergen & Davis, 1997; Johnson, 
Greaves & Repta, 2007), since the 1970s, there has been a 
paradigmatic shift towards social constructionism which 
posits that an individual’s adoption of traits and behaviours 
reflects social and cultural prescriptive and normative 
attitudes of ‘appropriate’ or sex-congruent traits and 
behaviours for each biological sex (Heilman, 2012; West & 
Zimmerman, 1987).

Traditionally, prior to the work of Bem in the 1970s 
‘appropriate’ sex-congruent traits were those that were 
‘prescribed’ as socially acceptable for an individual’s 
biological sex while non-congruent traits were those 
‘proscribed’ and considered not to be socially acceptable as 
they were designated to the opposite sex. Thus, masculine 
SRI traits, such as competitiveness, toughness and 
assertiveness, were strictly prescribed for biological males 
and feminine SRI traits, such as gentleness, helpfulness, 
caring, warmth and nurturance, were strictly prescribed for 
biological females. However, with the enormous social 
changes that have occurred since the 1970s, more especially 
with the rise of feminism, theorists have challenged the 
adoption of traditional sex-congruent traits, acknowledging 
that an individual can display both stereotypically masculine 
and feminine traits, regardless of their biological sex. With 
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the advent of Bem’s work (1974) which brought about a sea 
change in the way in which gender was viewed, the concept 
of ‘androgyny’ was proposed. Androgyny proposed that 
an individual could adopt a ‘balance’ of both masculine 
and feminine traits, irrespective of their biological sex and 
that this combination was in fact the developmental ideal 
in that individuals who could combine both sets of traits 
within their behavioural repertoire would be able to adapt 
to a wider variety of situational demands (Borna & White, 
2003; Woodhill & Samuels, 2004). Utilising this approach, 
measuring instruments were developed, the most commonly 
used being the Bem Sex Role Inventory (BSRI), which 
described four SRI behavioural clusters of socially desirable 
sex-based traits; namely masculine, feminine, androgynous 
and undifferentiated, the latter being a category used to 
describe individuals that score low on both masculine and 
feminine traits (Bem, 1974).

However, this research was restricted to the investigation of 
‘positive’ socially desirable sex-based behavioural traits only 
failing to account for the possible existence and impact of an 
individual’s negative or socially undesirable sex-based traits 
(Berger & Krahe, 2013; Bernstein, 2013; Bernstein & Osman, 
2016; Wajsblat, 2011; Woodhill & Samuels, 2003; 2004). 
Socially desirable SRIs included positive masculinity which 
consisted of traits such as assertiveness, decision-making 
ability, control, competitiveness, ambition, independence, 
self-sufficiency and goal-orientation (Bem, 1974; Helmreich, 
Spence & Wilhelm, 1981) and positive femininity which 
consisted of traits such as being emotional, tactful, 
considerate, warm, gentle and caring (Spence et al., 1975). 
Positive androgyny was defined as the possession of high 
levels of both positive masculinity and positive femininity 
(Woodhill & Samuels, 2003, 2004).

What this approach did not measure was socially undesirable 
sex-based traits, for example, negative masculinity which 
encompasses traits such as authoritarianism, aggression, 
dominance, arrogance and hostility (Helgeson & Fritz, 2000) 
and negative femininity which includes traits such as 
timidity, passivity, anxiety, neuroticism, excessive worrying, 
complaining and submissiveness (Woodhill & Samuels, 2003, 
2004). Negative androgyny would thus incorporate high 
levels of both negative masculinity and negative femininity 
(Woodhill & Samuels, 2003).

Psychological capital
Positive PsyCap, commonly referred to as PsyCap, is a 
synergistic higher order construct which aggregates the four 
underlying positive psychological capacities of self-efficacy, 
hope, resilience and optimism (Luthans & Youssef, 2004; 
Luthans, Avolio, Avey & Norman, 2007). Though conceptually 
distinct, these four capabilities or resources have strong 
commonalities and underlying links. Further, although the 
four PsyCap resources may remain stable over periods of 
time, they are not totally static and can be developed and 
enhanced through focused interventions and/or induced by 

environmental factors (Youssef & Luthans, 2007). Self-efficacy 
refers to an individual’s belief in their capability to take 
necessary action and sustain motivation to achieve an 
outcome (Bandura, 1977). Individuals with high self-efficacy 
are more likely to choose difficult tasks and persevere in the 
face of adversity, given that they are optimistic of achieving 
their outcomes, with such individuals typically outperforming 
those with low self-efficacy (Bandura, 1977). Hope is a 
positive motivational state comprised of two dimensions; 
agency and pathways (Snyder, 2000). Agency refers to the 
goal-directed motivation to pursue and achieve desired 
outcomes (Snyder, 2000). Pathways is the belief in one’s 
ability to create plans to achieve a goal, and develop 
alternative plans when obstacles arise (Snyder, 2000). 
Resilience describes an individual’s ability to cope in the face 
of significant adversity or change (Stewart, Reid & Mangham, 
1997). Resilience includes the ability to adapt to uncertainty 
and involves the recognition of the need to take proactive 
and reactive steps to overcome challenges (Youssef & 
Luthans, 2007). Optimism reflects a generalised positive 
explanatory style, with an expectation that one will 
experience positive outcomes across domains (Scheier & 
Carver, 1985). According to Rotter’s (1954) Outcome 
Expectancy Theory, if an individual has optimistic 
expectations about future success, this influences subsequent 
behaviour by creating motivation to increase and sustain 
effort.

With regard to organisations, the construct of PsyCap has 
become increasingly important as organisations seek to 
develop and maintain a competitive advantage by enhancing 
the psychological resources of employees. As mentioned, a 
growing body of research evidence has indicated that PsyCap 
is associated with a number of crucial organisational 
outcomes such as job satisfaction, organisational commitment, 
effective problem solving and innovative behaviour (Avey, 2014; 
Choi & Lee, 2013; Larson & Luthans, 2006; Luthans, Avey, 
Clapp-Smith & Weixing, 2008; Luthans & Jensen, 2005). High 
levels of PsyCap are also related to lower levels of stress 
(Avey, Luthans & Jensen, 2009) and higher levels of employee 
engagement (Avey, Wernsing & Luthans, 2008). Further, 
PsyCap is a significant predictor of employee performance 
(Luthans et al., 2007; Luthans et al., 2008). Consequently, it can 
be seen that there are important implications for organisations 
to have, within their employment, individuals with a high 
degree of PsyCap and/or foster the development of PsyCap 
constructs within their employees. Research has also noted 
that there are a number of possible antecedents of PsyCap, 
namely, organisational factors of leadership and supervision, 
social support at work, and job design characteristics, where 
jobs are sufficiently challenging but still enable the job 
incumbent to experience success (Avey, 2014). In addition, 
individual factors such as personality have been noted as an 
antecedent affecting levels of PsyCap (Avey, 2014). As SRI 
consists of stable sex-based personality traits it may be an 
antecedent factor that could influence levels of PsyCap. Thus, 
on the basis of these findings, the present study chose to 
focus on the possible association between SRI and PsyCap.
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The proposed relationship between positive and 
negative sex role identities and psychological 
capital
Previous research on positive SRIs has shown that they are 
associated with numerous health outcomes; alternatively, 
negative SRIs have inverse associations with such outcomes.

Positively androgynous individuals evidence greater 
confidence and self-efficacy, enabling them to adapt to 
situational demands (Bem, 1975; Woodhill & Samuels, 
2004). Significant positive relationships have also been 
found between masculinity and self-efficacy, confidence, 
independence and achievement (Allgood-Merten & Stockard, 
1991; Choi, 2004; Gianakos, 2000; Helgeson, 1994; Hirschy & 
Morris, 2002). For those that are positively feminine, 
research findings have supported superior skills with 
regard to mobilising and utilising social support (Bernstein, 
2013; Bornstein et al., 2002; Kitamura et al., 2002; Neff & 
Karney, 2005; Reevy & Maslach, 2001). Positive identities 
are also predicted to be positively related to hope (Ghaed & 
Gallo, 2006; Kirchmeyer, 1996; Watson, Clark & Harkness, 
1994). Given superior self-efficacy, coping skills, and ability 
to secure social support, positive identities are also more 
likely to perceive that they have adequate ability to meet 
demands and cope with challenges, adapt to stressors and 
therefore are likely to be more resilient to obstacles (Ghaed & 
Gallo, 2006; Gianakos, 2000; Helgeson & Fritz, 2000; Long, 
1989). With regard to optimism, positive identities also 
report higher use of positive self-talk and positive thinking, 
suggesting higher optimistic thoughts and expectations 
(Ghaed & Gallo, 2006; Helgeson & Fritz, 2000). All three 
positive identities also report greater general happiness, 
levels of well-being and levels of optimism (Gianakos, 2000; 
Woodhill & Samuels, 2003).

In contrast, negative identities are associated with poor 
health outcomes. These include a cluster of negative 
psychosocial traits such as hostility, aggression or passive-
aggressiveness, anger, elevated levels of anxiety and 
depressive rumination, excessive worrying and in some 
instances passivity and submissiveness. These identities also 
display far less self-confidence and self-assurance (Ghaed & 
Gallo, 2006; Bernstein, 2013) and are therefore more likely to 
have a lower sense of self-efficacy. Lowered self-belief can 
also become a self-fulfilling prophecy with those having 
negative identities experiencing poor outcomes with regard 
to goal attainment. Negative identities are also predicted 
to have lower resilience than the positive identities. The 
association of these identities with anxiety, negative 
rumination and depression, in turn, bodes poorly for their 
ability to cope with and be resilient in the face of adverse 
circumstances. Poor outcomes attained in relation to goals 
attainment may also impair levels of hope and optimism in 
the long term (Aube, 2008; Ghaed & Gallo, 2006; Helgeson & 
Fritz, 1999; Woodhill & Samuels, 2003; Wupperman & 
Neumann, 2006).

Research purpose and objectives
Based on the psychosocial correlates reported in the literature 
for positive and negative SRIs, the present study hypothesised 
that individuals with positive SRIs would have higher levels 
of PsyCap whereas those with negative SRIs would have 
lower levels of PsyCap.

Hypothesis 1: Positive SRIs will have high(er) levels of PsyCap.

Hypothesis 2: Negative SRIs will have low(er) levels of PsyCap.

Research design
Research approach
The study was conducted as a non-experimental cross-sectional 
quantitative study, utilising a self-report questionnaire. A 
between-subjects design was used and groups for the 
independent variable were based on seven possible SRI 
categories. Non-probability sampling, namely, convenience 
sampling was utilised.

Research method
Research participants

The target population for this study were individuals 
currently working in South African organisations, over the 
age of 18, with access to a computer and the internet and 
working in any role other than manual labour or blue collar 
work. Participants were sourced from various organisations, 
from social media and from WitsPlus, which consists of 
students attending night classes who are in full-time 
employment.

The demographic characteristics of the sample utilised for 
this study are displayed in Table 1. The age of respondents 

TABLE 1: Characteristics of respondents (N = 478).
Variable Item Frequency %

Gender Male 130 27.2

Female 348 72.8

Population group Caucasian 296 61.9

Black African 111 23.2

Coloured 39 8.2

Indian 28 5.9

Asian 2 0.4

Other 2 0.4

Job level Entry level 57 12.0

Intermediate 139 29.2

Junior management 66 13.9

Middle management 131 27.5

Upper management 56 11.8

Executive 27 5.7

Missing 2 0.4

Sex role identity 
composition of  
present sample

Positive androgyny 23 4.8

Negative androgyny 21 4.4

Positive masculinity 105 22.0

Negative masculinity 60 12.6

Positive femininity 118 24.7

Negative femininity 151 31.6

Source: Jacobs, S. (2014). Sex role identity and positive psychological constructs among 
South African employees. Masters dissertation. Johannesburg, South Africa: University of the 
Witwatersrand
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ranged from 18 to 74 with a mean age of 37.48. Respondents 
were predominantly white (61.9%), English speaking (58.2%) 
and female (72.8%) and most were in intermediate to middle 
management (70.6%). Table 1 also describes the proportion 
of respondents who were categorised as belonging to each 
SRI through their endorsement of specific items on the 
EPAQ-R. The highest proportion was negatively feminine 
(31.6%), followed by positively feminine (24.7%), positively 
masculine (22%), negatively masculine (12.6%), positively 
androgynous (4.8%) and finally negatively androgynous 
(4.4%). Only one person reported being undifferentiated, 
and this individual was excluded from the study given 
insufficient numbers to run statistical analysis on this 
identity. The higher proportions of positive and negative 
femininity were likely to be attributable to the large number 
of females in the sample.

Measuring instruments
For this study, a fixed format composite questionnaire was 
used. This included the EPAQ-R and PCQ-24 instruments, 
discussed below. Additionally, participants were asked to fill 
in eight demographic questions with demographics being 
used purely to describe the sample.

Extended personal attribute questionnaire (revised): The 
EPAQ-R, modified by Bernstein (2013) was utilised for this 
study. The EPAQ-R is a self-report questionnaire measuring 
levels of socially desirable (positive) and socially undesirable 
(negative) masculine and feminine traits. The revised version, 
which was utilised in the nine studies conducted within the 
South African Research Project, as described previously, and 
within the present study, showed good internal consistencies 
across all subscales with Cronbach alphas ranging from a 
minimum of 0.71 to 0.86 across all subscales.

The instrument consists of 57 items and asks respondents 
to indicate the extent to which each item (a trait adjective) 
is representative of their behaviour, on a Likert scale from 1 
to 5. Each of these items is attributed to one of the four SRI 
subscales; namely positive masculine, negative masculine, 
positive feminine and negative feminine. An example of a 
positively masculine item is ‘not at all competitive – very 
competitive’; an example of a negatively masculine item is 
‘not at all hostile – very hostile’; an example of a positively 
feminine item is ‘not at all caring – very caring’ and an 
example of a negatively feminine item is ‘not at all 
submissive – very submissive’. To make valid statistical 
comparisons, all raw scores on the EPAQ-R were converted 
into z-scores and then classified into one of the seven SRIs. 
Individuals with high scores on a particular subscale were 
classified with that SRI, in accordance with the methodology 
described by Woodhill and Samuels (2003). Respondents 
with high scores for both positive masculinity and positive 
femininity were classified as positively androgynous. 
Those with high scores for both negative masculinity and 
negative femininity were classified as negatively 
androgynous. Those with low scores on all subscales were 
categorised as undifferentiated.

Psychological capital: The PCQ-24 developed by Luthans 
et al. (2007), is a 24-item questionnaire with each item 
measured on a 6-point Likert scale ranging from ‘1’ being 
strongly disagree to ‘6’ being strongly agree. The PCQ-24 is 
comprised of four subscales, namely; self-efficacy, hope, 
resilience and optimism, with each subscale containing six 
items. An example of a self-efficacy item is ‘I feel confident 
analysing a long term problem to find a solution’; an example 
of hope item is ‘I can think of many ways to reach my current 
work goals’; an example of a resilience item is ‘I usually take 
stressful things at work in stride’ and an example of an 
optimism item is ‘When things are uncertain for me at work, 
I usually expect the best’. The instrument is copyrighted and 
permission was obtained to use it for research purposes from 
Mind Garden. In a psychometric review of the PCQ-24, 28 of 
the 29 studies reported overall Cronbach internal reliability 
alphas of above 0.70 (Dawkins, Martin, Scott & Sanderson, 
2013). Dawkins et al., (2013) found consistent evidence of a 
four-factor structure for the PCQ-24, and Görgens-Ekermans 
and Herbert (2013) validated this instrument in a South 
African context.

Research procedure and ethical considerations
Ethical clearance was obtained from the University of the 
Witwatersrand Ethics Committee. Once obtained, respondents 
were sourced within organisations, from the social media 
platform of LinkedIn and from WitsPlus. With regard to 
organisations, permission was granted from Human 
Resource (HR) managers and/or HR Directors for the 
questionnaire to be electronically distributed to employees. 
Organisations were predominantly sourced from the retail, 
educational and financial sectors. Once permission was 
granted, the HR Manager (or relevant Director) sent an email 
to all employees, which contained an invitation to participate 
in the study and an encrypted link enabling access to this 
questionnaire. With regard to social media, a request for 
participation was posted on South African LinkedIn pages 
for South African individuals who fulfilled the participation 
criteria. The posts requested individuals who fulfilled 
the participation criteria to click on the encrypted link 
to participate. With regard to WitsPlus, permission was 
obtained from the WitsPlus course coordinator to approach 
WitsPlus students. WitsPlus students are individuals who 
are enrolled in part-time evening classes at the University of 
the Witwatersrand, studying towards a degree. All of these 
individuals are in full-time employment. To facilitate 
electronic collection of data, a composite questionnaire 
was  created on the website Survey Monkey. This online 
questionnaire included a cover letter, biographical questions 
and the EPAQ-R and PCQ-24. The cover letter, provided 
to all participants, briefly outlined the purpose of the 
study, expected participation time, informed prospective 
respondents that participation was voluntary, that there were 
no disadvantages and/or risks for participating and that 
respondents could withdraw from the study at any point 
prior to submitting their responses, with submission being 
regarded as informed consent. The cover letter also stated 
that each participating organisation would receive a 
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summarised report of the entire study, but no organisation or 
individual could be identified in the summary. This letter 
also stated that as no identifying information would be 
collected, all responses would be anonymous. Thus, ethical 
requirements were deemed to have been met.

Statistical analysis

Data obtained from the questionnaires were captured using 
Microsoft Excel (Version 5) and analysed using SPSS 
Statistics Version 2.0. Analysis to determine descriptive 
statistics, including means, standard deviations, kurtosis, 
skewness and Pearson’s Product Moment Correlations was 
conducted. For the purpose of this research, a correlation of 
0.10 was considered small, 0.30 moderate and 0.50 and 
greater was considered large (Cohen, 1988). Cronbach alpha 
coefficients were calculated for each subscale in the EPAQ-R 
and PCQ-24. Inferential statistics, including Analysis of 
Variance (ANOVA) and post-hoc Tukey’s tests were 
conducted. Cohen’s d statistic was calculated to determine 
practical significance. The guidelines used for interpretation 
of Cohen’s d are that a small effect size is 0.20 < |d| < 0.49, 
a moderate effect size occurs when 0.50 < |d| < 0.80, and a 
large effect size occurs when |d| ≥ 0.80 (Gravetter & 
Wallnau, 2009). Results were considered to be significant at 
5% level of significance.

Results
Descriptive statistics and Cronbach  
alpha coefficients
The key descriptive statistics for the variables under 
investigation, including the minimum, maximum, mean and 
standard deviation are summarised in Table 2. Furthermore, 
the Cronbach alpha for each subscale has been presented 
in Table 2. It is evident that the EPAQ-R and PCQ-24 
both have internal reliabilities greater than the minimum 

recommended level of 0.60 (Malhotra, 2010). As can be seen 
in Table 2, data are sufficiently normally distributed, falling 
between -1 and +1 for both skewness and kurtosis coefficients 
(Huck, 2012).

Pearson’s correlations
Table 3 shows the correlations between each of the four 
EPAQ-R subscales, PCQ-24 and the four subscales of PCQ-24 
(self-efficacy, hope, resilience, optimism).

Table 3 indicates significant positive moderate to strong 
correlations between the positive masculine subscale and 
self-efficacy (0.45), hope (0.43), resilience (0.43), optimism 
(0.38) and PsyCap (0.53). For positive femininity, there was a 
significant positive, albeit low correlation to self-efficacy 
(0.10), resilience (0.15), optimism (0.18) and overall PsyCap 
(0.15). Scores on the negative masculine subscale had no 
significant correlations to any PsyCap subscales. The negative 
femininity subscale had significantly moderate to strong 
inverse correlations to self-efficacy (-0.36), hope (-0.39), 
resilience (-0.39), optimism (-0.38) and overall PsyCap (-0.48).

Relationship between sex role identity and 
psychological capital, self-efficacy, hope, 
resilience and optimism
All assumptions were successfully tested for the use of 
ANOVA to analyse variables in this study. Using one-way 
ANOVAs, significant results were found between the 
different SRIs and overall PsyCap, and the different SRIs and 
each PsyCap variable. These results are shown in Table 4.

Given that all the ANOVAs were significant, Tukey’s post-
hoc tests were conducted to determine which means were 
significantly different from one another for PsyCap and its 
subscales. Significant differences between SRIs are presented 
in Table 5.

TABLE 2: Descriptive statistics for EPAQ-R and PCQ-24.
Variable Subscale Min Max M SD Skewness Kurtosis Cronbach alpha

EPAQ-R Positive masculinity 25 65 47.49 7.48 -0.19 -0.17 0.82

Negative masculinity 35.12 8.26 15 60 0.17 -0.34 0.83

Positive femininity 44.36 5.96 26 55 -0.33 -0.38 0.83

Negative femininity 45.18 9.59 21 79 0.23 0.08 0.84

PCQ-24 Self-efficacy 29.94 4.39 14 36 -0.76 0.62 0.85

Hope 28.79 4.44 15 36 -0.50 0.11 0.82

Resilience 28.92 3.86 13 36 -0.49 0.48 0.69

Optimism 27.28 4.31 12 36 -0.40 0.58 0.62

PCQ-24 total 71 144 114.93 13.52 -0.36 0.28 0.89

M, mean; SD, standard deviation.
Source: Jacobs, S. (2014). Sex role identity and positive psychological constructs among South African employees. Masters dissertation. Johannesburg, South Africa: University of the Witwatersrand

TABLE 3: Correlations between subscales of the EPAQ-R and PCQ-24.
Subscale Self-efficacy Hope Resilience Optimism PCQ-24 total

M+ 0.45* 0.43* 0.43* 0.38* 0.53*
M- 0.08 0.03 -0.06 -0.08 -0.01

F+ 0.10* 0.07 0.15* 0.18* 0.15*
F- -0.36* -0.39* -0.39* -0.38* -0.48*

A-, Negative Androgyny; A+, Positive Androgyny; M+, Positive Masculinity; M-, Negative Masculinity; F+, Positive Femininity; F-, Negative Femininity.
*, Statistically significant correlations at 0.05 level of significance.
Source: Jacobs, S. (2014). Sex role identity and positive psychological constructs among South African employees. Masters dissertation. Johannesburg, South Africa: University of the Witwatersrand
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Results of the post-hoc tests revealed that on the whole there 
were significant differences between the positive and negative 
identities on overall PsyCap and on the PsyCap subscales. In 
addition, there were differences between some of the positive 
identities and between some of the negative identities. Thus, 
Hypothesis 1 and Hypothesis 2 were largely supported.

With regard to sex role identity and overall  
psychological capital
Positive androgyny and positive masculinity had higher 
levels of overall PsyCap compared to positive femininity and 
compared to negative androgyny and negative femininity, 
whereas positive femininity was only significantly higher 
than negative femininity. In addition, negative masculinity 
reported significantly higher PsyCap than negative 
androgyny and negative femininity. All effect sizes observed 
were large, except between positive masculinity and positive 
femininity, which was moderate.

With regard to sex role identity and self-efficacy
Positive androgyny was found to be significantly higher, 
than negative androgyny and negative femininity, whereas 
positive masculinity and positive femininity had a 
significantly higher mean than negative femininity only. 
Negative masculinity  also reported a significantly higher 
mean than negative femininity. In terms of effect sizes, a 
moderate effect size was reported for the difference between 
positive and negative femininity. All the other effect sizes 
observed were large.

With regard to sex role identity and hope
Positive androgyny was significantly higher than negative 
androgyny and negative femininity. Positive masculinity was 

significantly higher than positive femininity, negative 
androgyny and negative femininity. Negative masculinity 
was found to be significantly higher than negative femininity 
and finally positive femininity reported a significantly higher 
mean than negative femininity. The only significant difference 
found between the positive identities was between positive 
masculinity and positive femininity. Finally, no significant 
differences were found between the positive identities and 
negative masculinity. The effect size between positive 
masculinity and positive femininity, and between positive 
femininity and negative femininity, were all moderate. The 
Cohen’s d effect sizes for all remaining post-hoc test 
differences between means were all large.

With regard to sex role identity and resilience
Positive androgyny was significantly higher than positive 
femininity, negative androgyny and negative femininity. 
Positive masculinity was significantly higher than negative 
androgyny and negative femininity. Similarly, negative 
masculinity was significantly higher than negative androgyny 
and negative femininity. Lastly, positive femininity reported 
a significantly higher mean than negative femininity for 
levels of resilience. Effect sizes for all comparisons were 
large, except between positive and negative femininity, 
which was moderate.

With regard to sex role identity and optimism
Positive androgyny had a significantly higher mean than 
both negative androgyny and negative femininity. Positive 
masculinity had a higher mean than negative masculinity, 
negative androgyny and negative femininity. Similarly, the 
mean for negative masculinity was significantly greater than 
the mean for negative femininity. Additionally, positive 
femininity had a significantly higher mean than negative 
femininity. In terms of effect sizes, moderate effect sizes were 
reported between positive and negative masculinity and 
negative masculinity and femininity. All other effect sizes for 
the post-hoc tests were large.

Discussion
Overall, the findings within the present research largely 
supported the research hypothesis that those with positive 

TABLE 4: One-way ANOVA results.
Comparison ANOVA

F p

SRI and PsyCap 27.15 0.00

SRI and self-efficacy 18.03 0.00

SRI and hope 13.99 0.00

SRI and resilience 17.44 0.00

SRI and optimism 15.98 0.00

Source: Jacobs, S. (2014). Sex role identity and positive psychological constructs among 
South  African employees. Masters dissertation. Johannesburg, South Africa: University of 
the Witwatersrand

TABLE 5: Tukey’s post-hoc tests: SRI, PsyCap, self-efficacy, hope, resilience and optimism.
SRI comparison PsyCap Self-efficacy Hope Resilience Optimism

Mean 
difference

Cohen’s d Mean 
difference

Cohen’s d Mean 
difference

Cohen’s d Mean 
difference

Cohen’s d Mean 
difference

Cohen’s d

A+ and A- 16.92 1.33 3.55 0.77 4.30 0.91 4.95 1.36 4.12 0.89

A+ and F+ 9.06 0.73 - - - - 2.63 0.77 - -

A+ and F- 19.13 1.45 5.18 1.12 4.51 0.56 4.98 1.41 4.46 0.90

M+ and F+ 4.83 0.43 - - 1.67 0.42 - - - -

M+ and M- - - - - - - - - 2.05 0.56

M+ and A- 12.70 1.09 - - 3.60 0.80 3.16 0.85 3.54 1.02

M+ and F- 14.91 1.22 4.03 0.97 3.81 0.89 3.19 0.88 3.88 1.00

M- and A- 9.41 0.83 - - - - 2.95 0.84 - -

M- and F- 11.62 0.98 3.90 1.00 2.92 0.73 2.98 0.87 1.83 0.46

F+ and F- 10.08 0.81 2.62 0.63 2.14 0.50 2.35 0.63 2.97 0.72

A-, Negative Androgyny; A+, Positive Androgyny; M+, Positive Masculinity; M-, Negative Masculinity; F+, Positive Femininity; F-, Negative Femininity.
Source: Jacobs, S. (2014). Sex role identity and positive psychological constructs among South African employees. Masters dissertation. Johannesburg, South Africa: University of the Witwatersrand
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SRIs, particularly positive androgyny and positive 
masculinity, had higher levels of PsyCap than those with 
negative SRIs. More specifically for PsyCap, and each of its 
constructs, positive androgyny and positive masculinity 
showed consistently higher health outcomes than negative 
androgyny and negative femininity. Finding higher self-
efficacy for positive identities is consistent with existing 
literature and theory. Self-efficacy is strongly related to and 
reinforced by prior successes or failures in similar domains 
(Bandura, 1997). Positive characteristics, particularly agentic, 
positively masculine traits are often highly valued in the 
work domain and therefore associated with more successful 
outcomes, compared to traits of negative femininity and 
negative androgyny (Mueller, 2008; Welle & Heilman, 2007). 
These superior outcomes are perpetuated by reinforcing 
confidence and self-efficacy, which further support superior 
outcomes (Bandura, 1977, 1982). The corollary of this, 
however, is the downward spiral of negative identities, 
particularly negative femininity. This identity has lower 
confidence and self-efficacy, which may lead to poor results, 
which in turn, further reduces confidence and self-efficacy 
(Ghaed & Gallo, 2006; Helgeson & Fritz, 2000; Spence et al., 
1979; Watson et al., 1994). For levels of hope, the superior 
outcomes for positive identities compared to negative 
femininity and negative androgyny also aligns with previous 
research. The positive SRI traits of greater agency, 
conscientiousness, internal locus of control and positive 
appraisals of future challenges are all associated with higher 
levels of hope, both in the present and the future (Ghaed & 
Gallo, 2006; Gianakos, 2002; Sarrasin, Mayor & Faniko, 2014; 
Watson et al., 1994). In terms of resilience, individuals with 
positive identities tend to be more able to successfully 
develop and embed themselves in social networks and 
thereby they experience enhanced resilience as their networks 
bolster them in times of duress. Furthermore, positive SRIs 
appraise demands more in terms of challenges as opposed to 
threats and they are therefore more likely able to effectively 
manage stress and utilise greater problem-focused coping 
skills compared to individuals with negative identities 
(Chow, 1987; Ghaed & Gallo, 2006; Gianakos, 2000; Helgeson, 
1994; Helgeson & Fritz, 1999, 2000; Lam & McBride-Chang, 
2007). Higher levels of optimism for positive identities are 
also consistent with empirical findings, given that positive 
identities report greater less perceived work stress, higher 
psychological well-being, self-esteem, social support, general 
happiness and greater positive thinking than negative 
identities (Bernstein, 2013; Chemaly, 2012, 2013; De Freitas, 
2013, 2014; Gianakos, 2000; Kilgour, 2014; Solomon, 2012; 
Sugden, 2014; Woodhill & Samuels, 2003).

The poor outcomes of those with negative identities in 
relation to PsyCap are also aligned with previous research 
findings. Research has shown that individuals embracing 
negative identities have a lesser ability to build effective 
long-term supportive interpersonal relationships (Ghaed & 
Gallo, 2006; Netuveli, Wiggins, Montgomery, Hildon & 
Blane, 2008). In particular, negative femininity is associated 
with high levels of neuroticism, lower coping abilities and 

resources, and greater perceptions of demands as threatening 
and therefore as stressors (Watson et al., 1994). They also tend 
to be overly demanding of their support networks which 
over time can lead to a reduction in support resources, all of 
which can serve to decrease resilience in the face of hardships 
and challenges (Aube, 2008; Helgeson, 1994). The poor 
performance of negative femininity and negative androgyny 
on optimism aligns with previous research, including 
research conducted within the South African context in 
which negatively feminine traits are associated with lower 
psychological well-being, lower EQ, optimism, social 
support and greater perceived stress, work-family conflict, 
anxiety, depression and neuroticism (Aube, 2008; Bernstein, 
2013; Chemaly, 2012, 2013; De Freitas, 2013, 2014; Ghaed & 
Gallo, 2006; Kilgour, 2014; Solomon, 2012; Sugden, 2014; 
Woodhill & Samuels, 2003, 2004).

Furthermore, it was notable that the findings for the SRI of 
negative masculinity were counterintuitive to the hypothesis 
for this SRI. In all instances, (with the exception of a 
significant difference between positive masculinity and 
negative masculinity on optimism) none of the positive 
identities enjoyed significantly higher levels of PsyCap as 
compared to negative masculinity, and negative masculinity 
often times experienced significantly higher PsyCap than 
negative femininity and negative androgyny. Furthermore, 
for PsyCap, hope and resilience, negative masculinity 
reported significantly higher means than positive femininity. 
These findings were contrary to those reported in 
international research, where the traits of negative 
masculinity have been associated with a wide range of 
deleterious outcomes, including greater verbal and physical 
aggression, interpersonal problems, and elevated levels of 
anxiety, depression, anger and social conflict (Ghaed & Gallo, 
2006; Helgeson & Fritz, 1999, 2000). These counterintuitive 
findings may be attributable to the South African cultural 
acceptance of and even admiration of ‘hegemonic 
masculinity’. Hegemonic masculinity is used to describe one 
form of masculinity that is dominant in terms of power 
relations in society (Connell & Messerschmidt, 2005). An 
evaluation of the traits of hegemonic masculinity, that is, 
traits such of dominance, male control and power, aggression, 
and hostility (Buss, 1990; Ghaed & Gallo, 2006; Helgeson & 
Fritz, 1999) highlights strong similarities with the negative 
masculine SRI. Hegemonic masculinity is ideologically 
embedded in South African culture and accepted as a cultural 
prototype for masculinity (Cockburn, 1983; Connell & 
Messerschmidt, 2005; Groes-Green, 2009; Herdt, 1981; 
Morell, Jewkes & Lindegger, 2012). These types of behaviours 
have been endorsed through a combination of culturally 
accepted patriarchy, traditional masculine ideas and religious 
practices (Coetzee, 2001). For example in South Africa, 
traditional masculine roles of aggression, coercion, arrogance, 
dominance and superiority are socially present, accepted 
and even seen as beneficial (Thaler, 2011). These particular 
traits, used to assert masculinity and maintain power 
have been documented across the country (Jewkes, Levin & 
Penn-Kekana, 2003; Jewkes, Penn-Kekana, Levin, Ratsaka & 
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Schrieber, 2001; Strebel et al., 2006; Thaler, 2011). Given that 
so-called negatively masculine traits are considered 
acceptable and even desirable in South African society, this 
could explain the more positive outcomes of the negatively 
masculine identity in South Africa as compared to other 
sociocultural contexts. Although there have been new social 
and political influences since the fall of Apartheid, the 
masculine traits of dominance, aggression and control are 
still traits regarded positively by many South Africans 
(Langa, 2012). These more beneficial outcomes for the 
negatively masculine identity in this study align with other 
SRI research previously conducted in the South African 
Research Project (Berman, 2013; Bernstein, 2013; Chemaly, 
2012, 2013; DeFreitas, 2013, 2014; Kilgour, 2014; Solomon, 
2012; Sugden, 2014). It is therefore possible that sociocultural 
factors, unique to South Africa, may have contributed to 
these findings. It would thus be of interest if future research 
in South Africa, utilising both quantitative and qualitative 
methodologies, could explore both the ‘meaning’ and the 
desirability of ‘so-called negative’ masculine traits.

Practical implications of the sex role identity-
psychological capital relationship for 
organisations
Given the research implications of SRI and PsyCap for 
organisational well-being, these findings on the interrelationship 
between SRI and PsyCap have important implications for 
organisations. Should South African organisations choose to 
utilise a SRI framework, the EPAQ-R which in fact measures 
sex-based personality traits, provides interesting insights 
into employees, similar to the use of other personality 
instruments. Personality testing is often used in organisations 
as a tool for recruitment, selection, placement and leadership 
development and for identifying those with specific training 
needs or those in need of workplace counselling interventions; 
and it may well be possible that a tool such as the EPAQ-R 
can be utilised, (along with other assessment criteria) as a 
valuable diagnostic instrument. With regard to recruitment 
and selection, the identification of individuals with negative 
SRIs could serve as a screening tool to avoid appointing 
individuals whose negative traits could be associated with 
lower levels of PsyCap and in turn their ability to function 
adequately if not optimally within a particular position 
(Jacobs, 2014). Similarly, the identification of individuals with 
positive SRIs could serve as a tool to singling out individuals 
with specific personality traits that are desirable to the 
organisation.

As many organisations do use personality inventories 
as  recruitment and selection tools that screen for negative 
personality types and subclinical levels of psychopathology, 
such as, anxiety, aggression, passivity, withdrawal 
behaviours, introversion, lack of conscientiousness and 
neuroticism; the EPAQ-R could serve as a valuable diagnostic 
tool. Its value as a diagnostic tool lies in its sound 
psychometric properties and its ability to capture traits that 
are associated with a wide range of positive and negative 
socio-emotional correlates. In this regard, research has 

indicated that the instrument and its subscales have sound 
psychometric properties (Bernstein, 2013; Bernstein & 
Osman, 2016). In addition, it has demonstrated its strong 
predictive ability in relation to a whole host of outcome 
variables that are of major importance within the work 
domain. For example, research conducted across the nine 
studies within the South African Research Project utilising 
the EPAQ-R demonstrated that those with positive identities 
report significantly lower perceptions of work stress, work-
family conflict, and pessimism and significantly higher 
psychological well-being, self-esteem, social support, conflict 
resolution skills, emotional intelligence, work engagement, 
perceived organisational support and perceived insider 
status, as compared to those with negative identities (see 
Bernstein & Osman, 2016).

Furthermore, researchers have demonstrated that positive 
and negative SRIs have a number of socio-emotional 
correlates which are captured by and measured when using 
SRI scales. Examples of socio-emotional correlates described 
in research for positive identities are strong associations with 
better interpersonal and social skills and leadership ability, 
the latter more so especially for masculine and androgynous 
individuals, whereas femininity is associated with greater 
degree of warmth and nurturance. All of the positive 
identities are associated with greater, albeit varying degrees 
of agreeableness, conscientiousness and gregariousness as 
compared to negative identities. Socio-emotional correlates 
for negative identities are greater aggressiveness and 
hostility, authoritarianism and lower conscientiousness and 
agreeableness for negative masculinity, whereas negative 
femininity is associated with being overly agreeable, passive, 
submissive, and high degrees of neuroticism, anxiety and 
depression.

Thus, the EPAQ-R, which is a relatively compact, 
psychometrically sound instrument, consisting of only 57 
items is potentially able to capture many of these socio-
emotional correlates that are important to organisational 
outcomes. As such, the EPAQ-R may have an advantage over 
the use of large batteries or lengthy personality inventories as 
it collates many of constructs requiring assessment and of 
importance to organisations into a single diagnostic tool.

The EPAQ-R also has utility for existing employees. For 
individuals already within employment, to the extent that 
their negative traits could currently be exerting a deleterious 
impact on their ability to function within their jobs, so 
could counselling interventions be put into place to help 
them manage these traits more effectively. Training and 
development could also be utilised for individuals in an 
attempt to foster and promote the development of more 
positive traits and more positive attitudes within individuals, 
so as to enhance organisational effectiveness (Jacobs, 2014).

Limitations and recommendations
Despite the significant findings, there are a number of 
limitations that must be acknowledged. The sample used in 
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this research included respondents from a range of different 
industries and organisations and consequently the culture of 
each organisation was not examined. Organisational culture 
may vary to the extent that it embodies more masculine or 
feminine values or is more communally or individualistically 
orientated (Hofstede, 1983). The organisation’s culture may 
therefore have an impact on the individual outcomes for 
different SRIs (Korac-Kakabadse & Kouzmin, 1997). Future 
research could examine organisational culture, the degree of 
fit between culture and SRI and the implications of fit or lack 
of fit for individual and organisational well-being. In this 
regard the EPAQ-R can be used to determine whether an 
individual’s sex-based traits are aligned to organisational 
values. Although it has been argued that greater value is 
placed upon masculine traits within organisations, this is not 
always the case. For example, in certain professions, such as 
nursing and teaching where feminine values of compassion, 
concern for others and caring are promoted, feminine traits 
may have greater value and the EPAQ-R could be utilised to 
evaluate the strength of individuals in these traits. To the 
extent that one’s traits are aligned with job requirements and 
organisational values, so may this enhance the individual’s 
ability to function ‘successfully’ within the job, which in turn 
may enhance an individual’s levels of job-related PsyCap. As 
there has been, to the authors’ knowledge, no research done 
on utilising SRI instruments for such purpose within 
organisations, the efficacy of such interventions remains to 
be explored in future research.

A further limitation was that the sample was not balanced in 
terms of the characteristics of respondents. There were 348 
females compared to 130 male respondents and there were 
very few Indian and Asian respondents. A more gender 
equivalent and diverse sample should be considered for 
future research in order to enhance the generalisability of the 
findings. In addition, the research used a non-experimental 
cross-sectional design. Therefore, no causal relationship 
could be established. Finally, given that information was 
collected at a single point in time using a single source, this 
may have led to an increase in common method variance 
(Newman, Ucbasaran, Zhu & Huirst, 2014).

As mentioned, of particular interest was the finding for 
negative masculinity within the present sample along with 
all other samples within the South African Research Project 
which suggests a need to further explore the ‘meaning’, 
typicality and desirability, of negatively masculine traits 
within the South African context

Conclusion
This study provides a unique contribution to existing 
literature by examining both positive and negative SRIs and 
their relationship to the positive psychological outcomes of 
self-efficacy, hope, resilience and optimism in a South African 
organisational context. To the authors’ knowledge no 
research has been done outside of the South African Research 
Project on the implications of both positive and negative SRIs 

for crucial organisational outcome variables. Consequently, 
this study, by examining the association between positive 
and negative SRIs and PsyCap, and the practical implications 
thereof, adds to a body of knowledge that seeks to enhance 
individual and organisational outcomes. The findings of this 
research have implications for organisations in terms of 
providing a practical means of assessing individuals’ 
behavioural traits and of aligning their selection and 
placement into positions in which their traits will be 
appropriately matched with the culture of the organisation 
and/or the requirements of the job. In addition, by selecting 
individuals with the ‘right’ characteristics, this could 
contribute to employment of individuals with concomitantly 
higher levels of PsyCap, thereby possibly promoting the 
positive organisational outcome variables attendant with this 
psychological construct.
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