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Abstract

The present paper aims at exploring the relationship between organizational climate and
gender within Algerian local authorities, mobilizing Mixed Method Research MMR, quali-
tative and quantitative methods. The qualitative study - interviews with civil servants -
revealed in two stages, the socially constructed position. Otherwise, a quantitative study
was carried out on civil servants in five Algerian local authorities (Blida department), al-
lowed us to analyze the relationship between organizational climate and gender within
local authorities. The results give us some insights: Gender (in the organizational climate)
is not decisive for civil servants. Our quantitative research does not reveal any significant
differences between men and women (civil servants) on the perception of the organiza-
tional climate and managerial context of local authority. In addition, the qualitative re-
search reveals that there is no competition between the different categories of civil serv-
ants. Furthermore, competition is ineffective between women and men civil servants, who
apparently do not aspire to promotion without financial advantages. Local authorities are
seen as a second-best option for job seekers, an option reserved mainly for women who
have adapted cognitive assets to that organizational climate requirements. Women civil
servants would be more resilient than men, their acceptance of the professional frame-
work constraints seems to be more explicit.

Keywords: gender, local authorities, administrative development, Algeria

1. Introduction

In the context of local authorities, organizational climate refers to the endogenous pre-
vailing atmosphere, values, and attitudes within an organization. Conversely, Gender re-
fers to the exogenous atmosphere, social and cultural characteristics associated with be-
ing men or women. For this purpose, the link between organizational climate and gender
in local authorities can be complex and multifaceted. The organizational climate can im-
pact the experiences of women and men working in local authorities differently. For ex-
ample, if the organizational climate is discriminatory towards women, it can negatively
impact women's career. Moreover, if the organizational climate is inclusive, it can pro-
mote the organizational environment where women and men can achieve their potential.
On the other hand, gender can also IMPACT the organizational climate. The contextualized
representation of women and men in different roles within the local authority can impact
the organizational climate and characterizes the levels of creativity and innovation.
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Local authorities are public institutions, created by fundamental law to meet the local
needs of citizens. Their management must obey public procedures, under the legal frame-
work which considers the public service values: accessibility, justice, equality, accounta-
bility, and transparency. Without which, equality between men and women cannot be ob-
served, for both, the citizen “client” and the civil servant who oversees delivery. In the
context of North African States, the political color of elective organizations at the local
level, could be classified in three types of parties: paternalistic nationalist parties; tradi-
tional parties and secular parties. Women’s empowerment policy is often perceived as an
indispensable tool for maintaining an opposition between two major political forces, tra-
ditional and secular movements, two movements essential for the sustainability of post-
independence political systems. Unfortunately, the debate on this question remains bi-
ased by ideology. Most of the studies conducted have had a political agenda and some
conditional funding.

Away from political considerations, we tried to eliminate ideology through an objective
data analysis. With the help of a combined methodology, mobilizing two approaches, qual-
itative and quantitative, we have built our research to answer the following questions:
Are there gender differences in how civil servants perceive organizational climate? Are
there gender differences in how civil servants perceive local management context?

Finally, this study is an extension of a previous study on the organizational climate of local
authorities (A.Ferroukhi & R.Ouennadi, 2019), initially launched to analyze the organiza-
tional climate of local authorities in Algeria. For that purpose, we hope to provide clarifi-
cation, but we remain aware of the influence of ideological interpretations, doing our best
to eliminate any dissonance.

2. Theoretical framework

There is no consensus about the definition of organizational climate, scholars (Schenei-
der etal, 2017) mentioned it as summary perception : “organizational climate is a sum-
mary perception derived from a body of inter-connected experiences with organizational
policies, practices and procedures (e.g., from leadership and HR practices, and so forth) and
observations of what is rewarded, supported and expected in the organization with these
summary perceptions becoming meaningful and shared based on the natural interactions
of people with each other”.

The climate concept is often used to enrich the concept of culture (Poole, 1985), a concept
that remains generic and nuanced. The organizational climate reflects the description of
the environment, a psychologically significant description. Moreover, (Patterson and al,,
2005) who defined it as the shared perception of employees on the state of their organi-
zation, which is distinguished by its procedures, practices and routines. The organiza-
tional climate differs from one organization to another. Several factors explain these dif-
ferentiations, such as the individual dissimilarity of the employees and their relative po-
sitions in the organization chart; the nature and organization of the working groups; and
the employee history (Victor & Cullen, 1988).

The organizational climate of local authorities can be distinguished from other types of
organizations due to its unique contextual factors:

Public sector values: Local authorities are part of the public administration (Pollitt &,
Bouckaert, 2004) , which means they are guided by public service values. These values
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can influence the organizational climate, operating local management including commu-
nication practices within local authorities.

Political influences: Local authorities are subject to political influences (Pollitt &, Boucka-
ert, 2004), as they are often governed by elected officials who may have their own agen-
das and priorities. This can impact the organizational climate, including the level of au-
tonomy that local authorities have in decision-making processes.

Local context: Local authorities operate in a specific context, which can impact the organ-
izational climate. Factors such as the size and demographics of the local population, the
availability of resources, and the level of community engagement can all influence the or-
ganizational climate of local authorities.

Stakeholder expectations: Local authorities are accountable to a wide range of stakehold-
ers, including citizens, businesses, and other organizations. Meeting the expectations of
these stakeholders can influence their management and organizational climate.

Linking gender with management outcomes is not easy to run . The link is complex and
multifaceted. For example, the relationship between work engagement and gender, was
differently appreciated , Gulzar and Teli (2018) have established the impact of gender on
work engagement , but another (Tshilongamulenzhe & Takawira, 2015) study has con-
cluded that gender has no impact on work engagement.

In developed countries, the professional condition of women has greatly evolved com-
pared to men, but remains comparatively more difficult, they still have less opportunities
to prove their skills (Wiggins, 1996) , and men have more opportunities to reach top man-
agement ( Broadbridge, 2010) . However, for developing countries such as Algeria, that
evolution remains less significant.

For Algeria, many general studies were carried out about women's professional condition
(Fanon, 1967, Gordon, 1968), they were generally focused on the changing role of women
in the Algerian revolt against the French. A remarkably distinguished position in terms of
the role of women in society, especially in the Maghreb and North African Region. After
this revolutionary literature, many scholars focused on gender development under social-
ist inspiration (Knauss, 1987). In fact, the scholars in human sciences focused on political
issues, women’s rights and women'’s organization, such as UNFA (Union Nationale des
Femmes Algériennes) , previously linked to the unique party (FLN) and still sheltered un-
der the umbrella of the effective power. On the other hand, no studies have been carried
out in the field of administrative sciences or public management.

In Algerian local authorities, which are often men-dominated, women hold only 2% of the
positions of mayor and 11% of municipal council seats (Interior Ministry), women may
face challenges such as discrimination and a lack of support from men colleagues, which
can negatively impact their experience of the organizational climate. As consequences the
women'’s perception should be distinguished from men’s perception. But, a previous study
has clearly demonstrated the absence of a correlation between the organizational cli-
mate’s perception and gender of civil servants (Ferroukhi & Ouennadi, 2019). On the
other hand, this same study highlights the importance of the demographic variables, man-
agement practice variableS and satisfaction perception variables. In fact, the higher the
level of education, the less the appreciation of organizational climate. The more the feeling
of citizen’s satisfaction, the better their appreciation of organizational climate.
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3. Methodology and data

The present research mobilizes A mixed research method, also known as mixed method,
which involves combining qualitative and quantitative research methods in a single study
or research project. The advantages of mixed research methods are ( Bazely 2008, Cam-
eron 2010):

Comprehensiveness: By combining both qualitative and quantitative methods, research-
ers can gain more comprehensive understanding of the research topic.

Triangulation: Mixed research methods allow researchers to use multiple sources of data
to validate their findings. By triangulating data from different sources, researchers can
increase the credibility and reliability of their findings.

Richness of data: Qualitative methods can provide detailed, contextualized data that can
enhance the understanding of quantitative data. This can lead to a more nuanced under-
standing of the research topic.

Increased validity: Mixed research methods can enhance the validity of research findings
by allowing researchers to use multiple methods to test hypotheses or theories. This can
increase confidence in the research findings.

Improved generalizability: By using both qualitative and quantitative methods, mixed re-
search methods can improve the generalizability of research findings. Qualitative meth-
ods can help identify contextual factors that influence the research topic, while quantita-
tive methods can help identify patterns and trends that can be applied to larger popula-
tions.

In the last decade, MMR has been considered as the third methodological movement (Ba-
zely 2008, Cameron 2010) , mobilized by many social and behavioral sciences . It can be
considered according to scholars ( Greene and all. 1989) “as mixed method designs at
least one quantitative method (designed to collect numbers) and one qualitative method (
designed to collect words), where neither type of method is inherently linked to any particu-
lar inquiry paradigm “. The research was implemented by three main steps:

Step 01: First of all , we included in our research design semi-structured interviews with
12 civil servants ( 06 men & 06 women ), who contributed to review the explicative var-
iables, taken from academic literature, and should be validated by the 12 civil servants.

Step 02: After material collection at first step, we built two hypotheses and a question-
naire. Our validated hypotheses are: (1) Men and Women civil servants of Algerian local
authorities differ significantly in terms of perceived organizational climate (2) Men and
Women civil servants of Algerian local authorities differ significantly in terms of per-
ceived local managerial context. Then, we proceeded by disseminating a questionnaire
and collected the data and analyzed them by using multivariate method.

Step 03: We controlled our results through 6 follow-up interviews in two local authorities
(3 men & 3 women), the main objective was to examine the realistic significancy of the
results and avoid a fast utopic quantitative result. Exploring local authorities remains a
difficult task for researchers, that final step helped us to give a sense to our applied re-
search.

For our research material, during the first step, we collected information drawn from the
discourse analysis, related to the management context, the professional development of
civil servants and constraints of the working environment. Then , during the second step
, the questionnaire allowed us to extract fifteen qualitative , quantitative and ordinal var-
iables provided by the survey : the general perception of the organizational climate
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(EGEO), the level of education (LEVEL), the age (AGE), the professional experience (EX-
PER), the gender (GENRE), the recognition of work (ENRT), the degree of openness to
change (EOC), autonomy in the organization of work tasks (ELA), clarity in the determi-
nation of objectives (ECO), the quality of the employment relationship (ERT), respect for
hierarchical decisions (ERDH), respect for time at work (ERTT), evaluation of perfor-
mance measurement criteria within the municipality (ECSR) performance of the territo-
rial civil servant (ERF) , the perception of the citizen satisfaction (ESC). Finally, we
checked the relevance of the quantitative results with 6 civil servants.

4. Results and discussions

The first step of our research is part of triangulation, a global approach that aims to verify
information from different sources. According to Savoie-Zajc (1996) triangulation is a re-
search strategy that consists of combining data from several instruments, compensating
the specific biases to each.

Through a semi-structured interview, we had the opportunity to test the comprehensive
meaning of the dependent variables mobilized in the second stage. We summarized the
qualitative data in the table below, which presents the main information of our first in-
vestigation. The first observation led us to distinguish local authorities from institutions
and firms, which are characterized by a stable and non-evolving environment. Local man-
agers are very poorly paid, there is no competition between the different categories of
civil servants. Similarly, competition is ineffective between women and men civil servants,
who apparently do not aspire to promotion without financial advantages. Local authori-
ties are seen as a second-best option for job seekers, an option reserved mainly for women
who have adapted cognitive assets to that organizational climate requirements. For all
civil servants, women civil servants would be more resilient than men, their acceptance
of the professional framework constraints seems to be more explicit.

Elements of organizational climate discourse
Organizational climate Explicative variables

Closed professional environment Demographic variables “age, level
of education and experience “

administrative environment with | Citizen satisfaction is a
difficulties in terms of innovation determining factor for the local
civil servants.

An environment imposed on those | Local management variables such
who have had no chance of working | as: clarity in the determination of
in private enterprises objectives , the quality of the
employment relationship, respect
for hierarchical decisions.. etc..

Discrimination between women and | The questionable variable
men civil servants are not observed. | “gender” could be explicative.

But , women seem to be more
resilient than men

Source: made by ourself from qualitative study
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The second step of the study: For our quantitative analysis, we used t-test to compare two
groups of civil servants, women and men. The t-test for the difference in means tests the
null hypothesis that the means for both groups are equal, versus the alternative hypothe-
sis that the means are not equal or that the mean for one of the groups is larger than the
mean for the other group. To interpret the t-test results, we need to find an acceptable p-
value. Before the t-test, we should verify five assumptions:

The dependent variable should be measured on a continuous scale

The independent variable should consist of two categorical and independent groups.

We should have independence of observations.

There should be no significant outliers.

The dependent variable should be approximately normally distributed for each group of
the independent variable.

First, we must test the equality of variances in the two groups "Levene's Test for Equality
of Variances", if p value is less than 5%, we read the student test " Equal variances as-
sumed ", otherwise we consider the test of an inequality of variances “Equal variances not
assumed “.

The T-test reveals that gender has no influence on the perception of the organizational
climate (see appendix 01). The fact of being a man or a woman does not categorize the
responses of civil servants. Moreover, gender has no impact on all of the dependent vari-
ables (see appendix 01 and table 01), except for the performance of civil servants, which
can indicate a certain idea about a perception distinction between women and men.

In addition, the non-normality (Appendix 02) in the case of our dependent variables led
us to make nonparametric tests (table 01) and confirm the null hypothesis for fourteen
out of fifteen variables.

Table 1: Nonparametric test (Mann-Whitney Test)
Test Statistics

[EXPER|AGE [EGEO[ENRTILEVELE[ERF [EOC [ECO [ELA [ERT [ERTT|ECSR[ESC |[ERDH]
IMal:]n- 1639.000 |1640.000]J1696.000|1780.000J1733.500 1522.500[1836.500]1783.500]1762.500[1803.000{1827.000]1837.000{1827.500{1791.500
\Whitney U
\Wilcoxon
W 3592.000 |3593.000f3587.000)3733.000}3686.500 3475.500[3727.500[3736.500}3653.500}3694.000}3780.000}3790.000|3780.500|3682.500
7 -1.277 -1.271  }1.045 [-.590 -.912 -1.940 |-.284 -.570 -.675 -.465 -.338 -.288 -.338 -.529
ASYmp. Sigl 01 |04 |2 2 2 2
[2-tailed) | 01 [204 |296 |555 |.36 .052 |[776 [569 [500 (642 |735 [773 [736 [597

Source: Grouping Variable: GENDER

Finally, the dependent variables relating to the perception of the local management, do
not make it possible to distinguish between the two groups of our independent variable.
The step three: We controlled our results through 6 follow-up interviews in two local au-
thorities (3 men & 3 women) and summarized their social and organizational interpreta-
tion of the results obtained during the second step. The six interviewees highlight the ab-
sence of gender competition within local authorities because of lack of financial motiva-
tion.

The six civil servants confirm the absence of distinction between men and women, within
the local authorities, which remain respectful of the laws in terms of gender equality in
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the public service. Otherwise, women civil servants give importance to supporting the
family, married or single, the woman contributes to maintaining the financial balance of
the classic family or extended family "support for parents, brothers and sisters". Men civil
servants recognize that socio-economic role of women, especially in a new context char-
acterized by a loss of purchasing power and traditional representation of housewife
model. All civil servants recognize the lack of incentive to climb the administrative hier-
archy, this induces a lack of competition between civil servants, who seem to be indiffer-
ent to local top management positions.

5. Conclusion

The condition of women in Algerian local authorities has improved in recent years, but
there is still a long way to go to achieve gender equality and women's full participation in
local governance. While women's participation in local government in Algeria has been
increasing, they remain underrepresented in leadership positions. For example, accord-
ing to the Ministry of Interior (Local Authorities and National Planning ,2021) , women
hold only 2% of the positions of mayor and 11% of municipal council seats in Algeria.
Women civil servants may also face cultural and societal barriers that discourage them
from pursuing leadership roles in local government. To address these challenges, the Al-
gerian government has taken steps to promote women's participation in local govern-
ance. For example, the country's constitution guarantees gender equality, and the Na-
tional Charter for Peace and Reconciliation includes provisions for promoting women's
political participation. Additionally, there have been efforts to increase women's repre-
sentation in local government through quotas and other affirmative action measures.

The quantitative study confirmed the results of the previous study (Amine FERROUKHI &
Rachid OUENNADI, 2019) on the non-significance of the correlation between gender and
self-assessment of the organizational climate. Men and women civil servants do not differ
in terms of self-assessment of organizational climate. In addition, the qualitative study
reveals the distinguished position of women in the Algerian local authorities, who are
more inclined to accept administrative missions, more devoted to public services and
more attentive to the citizens ‘grievances. This could reveal a resilience capacity facing
multiple difficulties and constraints, imposed by an internal regulatory environment (low
wages, predefined career plan, stable but not evolutive career), in addition to the citizen’s
mistrust that characterizes the external environment. On the other hand, men civil serv-
ants seem more rebellious in claiming material benefits (wages, bonuses, and specific fi-
nancial compensation for non-regular public missions). Social and traditional back-
grounds play an important role in Algerian local authorities as it shapes the culture and
norms that govern behavior within these institutions. Local authorities in Algeria are
deeply embedded in the social system of the country and are often seen as extensions of
traditional social structures and practices.

In the case of married women civil servants, this difference could also be explained by the
mutual compensation in the households. The traditional men accepted the work of their
wives and associated them in taking care of the needs of the family. On the other hand,
women strengthen their family and social position, they become contributors in maintain-
ing financial balances within households, and eventually come to sense the importance of
their contribution, which could be the source of their inclusion and motivation.

There are several directions that future research on the link between organizational cli-
mate and gender in local authorities could be taken:
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Mayor leadership: Research could examine the role of mayor leadership in promoting a
positive organizational climate that is supportive of employees of all genders. Besides, a
comparative study of the impact of gender on the leadership of the mayor could be inter-
esting to carry out.

Comparative studies: Comparative studies that examine how the organizational climate
and gender are related across different types of local authorities (urban & rural, large &
small, poor & rich) or across North African countries to contextualize factors that influ-
ence the relationship between gender and organizational climate.

Large quantitative studies: Future research could use quantitative methods to investigate
the relationship between organizational climate and gender in local authorities, such as
large surveys with a deep statistical analysis.

Despite the gender difference, the motivation of civil servants should be a major concern
for the local management, without boosting the motivation, performance cannot be
achieved, and local authorities could not evolve in the perspective of enhancing public
service delivery. Finally, future research on the link between organizational climate and
gender in local authorities should continue to prioritize the perspectives and experiences
of diverse groups of employees and seek to identify effective strategies for promoting a
positive and inclusive work environment.
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Appendixes
Independent Samples t-test
Levene's Test for
Equality of Variances t-test for Equality of Means
95% Confidence Interval
Sig.  (2-|Mean Std. Errorlof the Difference
IF Sig. t Df tailed) |Difference |Difference Lower Upper
|EVELEEqual variances], o/, 042 [ l21 [254  |12216 10659 33319 08887
assumed 1.146
Equal variances " h17.383(253 12216 [10643 | 33292 08861
not assumed 1.148
AGE  Equal variances|) 3 ) 255 [ h21 [176  |2.02697  [1.49052 1497784 [ 92390
assumed 1.360
Equal variances " l120016{177  [2.02697 [1.49142 1497988 [92594
not assumed 1.359
[FXPER Equal variancesfy | 005 | ___li21  |oss  |2.80037 |1.61379 599529  [39455
assumed 1.735
Equal variances " ___[15.031l086  |2.80037 |1.61659 6.00252  [40178
not assumed 1.732
[FGEO Equal variances] oo 323|842 [121  [402  [14860 17655 |20093 49813
assumed
Equal variances 843 [119.570[401  [14860 17637 20062 49781
not assumed
[ENRT Equal variancesy, , ;3 140  |s91fi21 [ss6  f11317 19147 |.49224 26591
assumed
Equal variances 592 [119.533555  [.11317  |19128 49189 26556
not assumed
JIERF  Equal variances -
196 659 121 |o79  |.36277 20491 76844 04290
assumed 1.770
Equal variances 120814079 36277  [20495 76852 04298
not assumed 1.770
JEOC Equal variances
245 622|244 121 |sos  |os103 20904 36281 46487
assumed
Equal vari
qual variances 244 [120.827[808  |05103 20907 36289 46495
not assumed
JELA  Equal variances
1000 990 [728 [121 |48 [13564 18627 | 23313 50442
assumed
Equal variances 728 [120.999468 | 13564 18624 23308 50436
not assumed
[FCO  Equal variances| 968 719121 |473  |.14648  |20367 ..54970 25674
assumed
Equal variances |.719 [120.427[474  |.14648 20376 54990 25693
not assumed
JIERT  Equal variances
574 450 [611 [121 [543 [11793 19312 | 26441 50026
assumed
: .
qual variances 611 [119.914[542  [11793 19295 26409 149995
not assumed
[FRTT Equal variances], oo, 110 |.265f121  [792  |04892  |18470 41457 31674
assumed
Equal variances |265[113.738(791  |[.04892  [18429 41401 31617
not assumed
JESC  Equal variances
301 584  |.430f121  |ess  |.0sa88  |19732 47551 30576
assumed
: .
qual variances |.430[120.969| 668  |.08488  [19731 47551 30576
not assumed
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sk Eaual variancedl, o0 |16, asalir [s70 ososr  |assao 39746 |33665
assumed
Equal variances -.164 [119.878[870  [.03041  [18523 -.39716 33634
not assumed

[FRDH Equal variances| o, 447 533|121 595 [09995 18769 | 27163 47152
assumed
Equal variances 533 [119.092[595  [09995 18747 -.27125 47115
not assumed

Normality test (Kolmogorov-Smirnov & Shapiro-Wilk)

|Ko|mogor0v-$mirnovaShapiro-WiIk
IGENDER]Statistic  |df [Sig. [Statistic|df|Sig.
LEVELE.OO .335 62 |.000 [733 |62|.000]
1.00 .379 61 |.000 |.668 |61].000]
AGE .00 114 62 |.043 [958 |62].033
1.00 132 61 |.010 |.940 |61].005
EXPER .00 .187 62 |.000 |.876 |62|.000]
| 1.00 .208 61 |.000 |.884 |61].000]
|EGEO .00 .218 62 |.000 |.896 |62|.000]
1.00 .281 61 |.000 |.875 |61].000]
|ENRT .00 196 62 |.000 [915 |62|.000]
I 1.00 .248 61 |.000 |.896 |61].000]
|ERF .00 .196 62 |.000 [913 |62/.000]
1.00 .203 61 |.000 |.868 |61].000]
|EOC .00 .168 62 |.000 [917 |62|.000]
1.00 .188 61 |.000 [913 |61].000]
|ELA .00 192 62 |.000 |.895 |62|.000]
I 1.00 193 61 |.000 |.875 |61].000]
|ECO .00 217 62 |.000 [.908 |62|.000]
I 1.00 .233 61 |.000 |.891 |61].000]
|ERT .00 .190 62 |.000 [.908 |62|.000]
1.00 .198 61 |.000 |.904 |61].000]
|ERTF .00 .188 62 |.000 [915 |62|.000]
1.00 .206 61 |.000 |.878 |61].000]
|ESC .00 .258 62 |.000 |.888 [62].000]
1.00 234 61 |.000 |.895 |61].000]
|ECSR .00 .189 62 |.000 [913 |62/.000]
1.00 .256 61 |.000 |.884 |61].000]
ERDH .00 212 62 |.000 |911 62].000]
1.00 237 61 |.000 |.901 |61].000]
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