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Abstract

There has been a number of debates regarding women in the world-wide 
workforce. This document aims to analyze whether there is a relationship 

between a variable of organizational culture and the competitiveness of wo-
men-led small and medium-sized enterprises in the municipality of Caje-

me, Mexico. An instrument was applied to 300 SMEs, 129 of which are run 
by women. It was determined that there is a relationship between the two 
variables, and both positively and significantly influence each other. It is 

important to recognize that 43% of the population of SME participants are 
directed by women, to a level of competence that is influenced by cultural 

aspects. In Cajeme, women still are predominantly traditionalist, more 
orderly in their activities, since they handle them as representative habits 

and values, which makes them competitive in the work environment.

Keywords: Women, Culture, Competitiveness, Mexico, SMEs.

Resumen

Se han presentados diversos debates con respecto a las mujeres en el ámbito 
laboral a nivel mundial. Por ello, el presente documento pretende analizar 
si existe relación de la variable cultura organizacional con la competitivi-

dad de las pequeñas y medias empresas que son dirigidas por mujeres en el 
municipio de Cajeme, México. Mediante la aplicación de un instrumento 

a 300 pymes de las cuales 129 son dirigidas por mujeres, se determinó 
que sí existe relación entre ambas variables y además una influye positiva 
y significativamente sobre la otra. Es importante reconocer que el 43% de 
la población pyme es dirigida por mujeres a un nivel de competencia que 

se influye por aspectos culturales, en Cajeme aún predomina en las mujeres 
el ser más tradicionalistas, son más ordenadas en sus actividades ya que lo 

manejan como hábitos y valores representativos y, eso las vuelve competiti-
vas en ámbito laboral.

Palabras claves: Mujeres, Cultura, Competitividad, México, Pymes
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I. INTRODUCTION

Women in the business sector have been a subject of debate in the last 
decade, considering their rapid growth in the industry, especially in the 
service sector (Naidu & Chand, 2017; World Bank 2014). This was to be 
expected, for years the organizational development has led to an increa-
se of 40% of jobs obtained by women since 1997 in the United States; 
however; the when it relates to positions of management, they were not 
as favorable (Bajdo & Dickson, 2001).

Meanwhile, in Mexico, 43% of women of 14 years of age or older were 
part of the Economically Active Population (EAP), a fact that is contras-
ted with the participation of men, which was of 78%, according to data 
published by the National Institute of Statistics and Geography (INEGI, 
2012). It is important to note that women in OECD countries earn 16% 
less than men (OECD, 2013); on the other hand, Mexico ranks number 
83 out of 135 countries in the last Gender Gap report (World Economic 
Forum, 2013). 

Then again, it should be noted that Small and Medium-sized enterprises 
(SMEs) constitute the majority of the economic entities in the country. 
In the last censuses carried out by the National Institute of Statistics and 
Geography (INEGI) in Mexico, more than 90% of the companies corres-
ponded to this segment, being the micro-enterprises the stand out from 
the business units, taking as a base the classification made by the Official 
Journal of the Federation (DOF, 2009). The participation of women in 
paid work is lower than that of men. Out of every 100 people who contri-
bute to the production of goods and services in a wage-earning capacity 
in non-agricultural activities (industry, commerce and services), 42 are 
women and 58 are men (INEGI, 2018).

In this same order and direction as the above, culture as a concept of 
study has its origins in anthropological studies; such is the case of the 
British man Edward Tylor, who was the first one to study the variable in 
depth, and defined it as “ that complex whole which includes knowled-
ge, belief, art, morals, law, custom, and any other capabilities and habits 
acquired by man as a member of society “(Tylor, 1871, p. 1). In relation 
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to the latter, different positions that tried to explain this variable aro-
se. For Merton, Weber, Durkheim and Marx, quoted by Alexander and 
Seidman (1942), the study of culture comes from the social, not from an 
anthropological approach, as stated by Tylor; in contrast, Parsons (1968) 
focuses on the culture of action, established by the symbolism that it 
represents. For its part, Geertz (1989) carries out a conceptualization of 
culture through the human being; and finally, Luhmann (1997) analyzes 
a historical conception based on changes through time.

The study of culture has also been analyzed from the organizational ap-
proach, through models that try to explain the elements that interve-
ne in organizations; therefore, it is possible to mention those exhibited 
by Allaire and Firsirotu (1992), Denison (1991), Hofstede (1980), and 
Schein (1988). The latter mentions as symbols, people-characters, rituals, 
and values fundamental factors of culture that can program it into the 
mind of a person. Some of the precursors can be seen below (see Table 1).

Table 1. Authors and their studies on organizational culture

Author Contributions to the Organizational Culture

Ouchi (1982)

He wrote Theory Z. The cultural characteristics would be: 
trust, friendship, teamwork, and administration by direct 
participation; that is to say, humanitarian working condi-
tions that increase profits and productivity, the self-value 
of employees, and achieve a greater emotional well-being.

Peters and Waterman (1982) Best seller in search of excellence.

Deal and Kennedy (1982) Corporate cultures.

Smircich (1983)

Organizations and culture.
She considers that the “emergence of social organization 
depends on the emergence of shared interpretative sche-
mes in the language and other symbolic interpretations 
that are developed through social interaction”.

Schein (1988)

Business culture and leadership.
Culture is the basis of basic assumptions and beliefs shared 
by the members of a company, which unconsciously work 
to define the vision that the company has of itself and its 
environment. It considers that culture can be intervened 
by direct mechanisms.

Continúa...
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Author Contributions to the Organizational Culture

Allaire and Firsirotu (1992)

They consider three elements:
1. A sociocultural system, which supports a cultural sys-
tem; 2. Said cultural system, which serves as justification 
for the previous one; and 3. Employees, who, as indivi-
duals, actively develop a coherent organizational reality.

Hitt, Ireland and Hoskisson 
(1999)

They identified seven characteristics of culture that stren-
gthen entrepreneurial competitiveness: promotion of lear-
ning and human development, distribution of talents and 
resources among organizational units, innovation, long 
term vision, quality of products and services, cooperation 
and teamwork, and ethical values.

Hofstede (1999)

In its model, he assumes an aspect not considered by the 
classics; the organizational culture does not refer so much 
to values and principles or to symbolic relations, but to 
the shared perceptions of the daily practices, since it is 
more feasible to intervene these practices than to modify 
the already ingrained values of people.

Note. Source: Adapted by Calderón, Murillo and Torres (2003).

In relation to the dependent variable, there are several theorists who have 
defined the concept of competitiveness, from the capacity of supply and 
opportunity costs presented by Freebairn (1986), the competitive advan-
tage over competitors by Grant (1991), the effectiveness and efficiency of 
competing organizations that Barney manifests (2001), and the attribu-
tes of the environment through production, demand, structure, strategy, 
and competition (Porter, 1991).

On the other hand, Powell and Eddleston (2011) consider that women 
can generate greater profits in companies. In their research, García, Gar-
cía and Madrid (2012) identified that women have a preference for po-
sitioning themselves in the service sector with greater opportunities for 
employment and development.

In this sense, Rujano and Lunar (2010) found evidence that women per-
form relevant roles in different positions within public organizations re-
lated to tourism (Spain), participating in the achievement of organizatio-
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nal objectives in 90% of the cases. Similarly, the representatives of these 
organizations mention that women are identified in the participation of 
these objectives more than men, proving to have sufficient competence 
to perform their duties. They have a positive attitude in the development 
of their activities, teamwork, as well as good interpersonal relationships.

Mínguez-Vera and López-Martínez (2010), quoted by Tresierra, Flores 
and Samamé (2016), mention a positive effect of the participation of 
women on the performance of an organization, specifically, the insertion 
of women in both large and small enterprises is due to lower financial 
risk; they consider that greater participation of women can lead to high 
interest in job applications, attracting highly experienced professionals; 
another reason is that they believe that diversity generates an increase in 
creativity and innovation.

Therefore, Aristy (2012) quotes Al-Mahrouq (2010) and Lin (1998), who 
agree that the determinant factor for the success of SMEs is the human 
factor; what is essential is to identify the capacities of each one of them 
for the success of the organizational and individual objectives.

Evidence has been found of works that study gender and its cultural con-
tributions, for example in rural areas (Ajadi, Oladee, Ikegami, & Tsuruta, 
2015), in voluntary organizations in Italy, whose hypothesis are oriented 
towards the study of the organizational culture and its relation to acceptan-
ce, participation, and the rules and the flexible environment for this type of 
organizations to sustain themselves (Maran & Soro, 2010). It is important 
to highlight the influence that women have in directing organizations and 
gender equity practices and values that emphasize human orientation to 
the contribution of a competitive organization (Bajdo & Dickson, 2001).

It is a fact that organizational culture can affect the competitiveness of 
companies. It is influenced by the management level that is carried out by 
executives, through strategic decision-making (Kamoche, et al. 2015) and 
the impact that the study of culture and competitiveness strategies applied 
to Mexican industry can generate (Solis, Romero & Solis, 2014); therefore, 
there is a rigid and hierarchical culture regarding marketing policies.
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Based on the above, the following question arises: What is the relationship, 
and the influence, of the organizational culture and, and on, the competi-
tiveness of women-led SMEs in the municipality of Cajeme, Mexico?

According to the literature and empirical evidence of the variables, the 
following assumption of research is proposed:

H1: Organizational culture is related to, and positively and significantly influen-
ces, the competitiveness of women-led companies in Cajeme, Mexico.

Ho: Organizational culture is neither related to, nor does it positively or signifi-
cantly influence, the competitiveness of women-led companies in Cajeme, Mexico.

II. METHODOLOGY

A quantitative methodology was used to achieve the objective of the 
study, via a non-experimental cross-sectional design in a single time. 
The population to be investigated were SMEs in the commercial, indus-
trial, and service sectors of Cajeme, Sonora, Mexico; a sample was selec-
ted using a non-probabilistic, intentional type sampling method. For the 
analysis of data, these were represented by numbers, which were analyzed 
by means of descriptive and inferential statistics.

The data was collected from the National Institute of Statistics and Geo-
graphy (INEGI 2009) in its National Statistical Directory of Economic 
Units (DENUE), which has a total of 1,409 organizations; later through 
a non-probabilistic sampling of intentional type, a sample of 300 com-
panies was selected, of which 43% were directed by women, specifically 
129 with women as managers, and those are the ones that were analyzed 
for the present project. In relation to the instrument, it is composed by two 
measuring scales of a five point Likert type, and each thematic addresses 
various items, for example: the organizational culture is considered from 
the organizational area with a number of six items, which are indicated 
from item 1 to 6 with the dimensions of values, beliefs, market, and 
leadership; on the other hand the competitiveness was analyzed by seven 
items where they intervene: target market, market trend, growth, econo-
mic policy, permanence, suppliers, and competition.
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Internal validity of the instrument was carried out through the applica-
tion of various tests of normality. The reliability test was applied to the 
data in which the items of both variables exceed the parameters establis-
hed by Cronbach (see Figure 1).

Note. Own elaboration

Figure 1. Reliability of the variables

As shown in the previous figure, both variables are acceptable in terms 
of the proposed parameters by Cronbach. Organizational culture scale is 
the one that has the greatest projection with a .82, and competitiveness 
is shown with a reliability of .75.

III. RESULTS

In the first instance, the descriptive aspects are highlighted, in which the 
different sectors that control the women in the companies of the locality 
are presented (see Table 2).
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Table 2. Sectors that are led by women in Cajeme

Sector Frequency Percentage

Service 43 33

Commercial 55 43

Industrial 31 22

Total 129 100%

Note. Own elaboration.

In the previous table, it is appreciated that women venture more into the 
commercial sector, since most of the SMEs that dominate that business 
area in the region aspire to be proficient through the leadership of wo-
men that favor the sales market, product marketing, beauty, etc.

Other results related to the above, is the comparison between genders. A 
gendered difference in the management of the companies is noticeable, 
considering that the industrial sector and the appreciation of the com-
mercial sector in a balance among the response rate (see Table 3).

Table 3. Gender comparison between sectors

Gender Sector Frequency Percentage

Female

Services 43 33.0

Commercial 55 43.0

Industrial 31 22.0

Total 129 100.0

Male

Services 60 35.0

Commercial 52 30.0

Industrial 59 35.0

Total 171 100.0

Note. Own elaboration.

Another interesting aspect that can be highlighted is in the management 
of personnel. Of the 129 companies that are run by women in the muni-
cipality of Cajeme, the category of employees indicates that for every ten 
workers, 7 are women; in that sense, it can be said that in this project by 
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having female leadership or management, the support or recruitment is 
biased by the gender in command. 

According to the hypothesis presented, a Pearson correlation test was 
conducted in which it is stated that both variables relate to a .567 and it 
is significant (see Table 4 and Figure 2).

H1: Organizational culture is related to, and positively and significantly influen-
ces, the competitiveness of women-led companies in Cajeme, Mexico.

Table 4. Correlation between variables

Variable N M (%) SD (%) 1 2

Organizational culture 129 4.00 .60 ---

Competitiveness 129 4.04 .65 .567 ---

Note. Own elaboration. Significant to .01 (2 tails).

It should be noted that the hypothesis of research is accepted because 
both variables relate positively and significantly; the remainder of the 
relationship belongs to other variables of the phenomenon, not envisaged 
in this project. The relationship model is then shown in a more specific 
way:

Note. Own elaboration.

Figure 2. Relationship model between 
independent and dependent variable
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Similarly, in the figure above, it is shown that the culture variable in-
fluences the competitiveness variable in a 32%, which indicates that the 
companies that are run by women in the municipality of Cajeme, with a 
sample of 129, are competitive because the organizational culture has a 
high relationship with, and a significant influence on, its processes.

It should be noted that the linear regression is about the competitiveness 
in all of its items, in the same way the correlations of each one of the items 
are in some way low; however, there are noteworthy elements of each va-
riable, for example: in culture, item CUL3, which deals with the internal 
behavior of the organization; item CUL4, that relates to the values, habits, 
and customs of the organization; item CUL5, that presents the historical 
aspects as a platform for organizational change; and from the point of view 
of competitiveness: the element of competition and economic policy have 
high standards, independently, which can interpret certain items to ge-
nerate greater competition within the companies that are run by women.

This is based on the environment in which the study was carried out. Cu-
rrently, in Cajeme, women are still predominantly more traditionalists, 
i.e., they replicate and obey the guidelines of the organization. Although, 
they are more orderly in their work tasks, it is important to emphasize 
that they handle it with representative habits and values, and this makes 
them competitive in the work environment against men.

Moreover, the interaction of a competent woman through the influence 
of the organizational culture in terms of its elements within the compa-
nies in Cajeme can be interpreted through the following formula:

γ = β1X1+β2X2+ β3βX1

Where: 

γ = Competence

X1= Behavior

X2= Values and Habits

X3= History
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It should be noted that there may be other elements that interfere at the 
competitive level, such as economic policies that can open gaps and op-
portunities for growth, more in the industrial, than in commercial and 
service policies.

Regarding the main results, they can be compared with other studies 
associated with the analysis of culture and competitiveness strategies 
applied in the industry of Mexico (Solis, Romero & Solis, 2014), in which 
it is determined that there is a rigid culture in relation to the marketing 
element; in the same way, it can be observed that there are also elements 
of suppliers and competition that are a fundamental part of the distribu-
tion channels for the competitive companies.

Another interesting topic to discuss is what Soto (2015) raises, whose 
approach is related to the studies of family SMEs in Mexico; in addition, 
it highlights that one of the relevant issues is the influence of the founder 
on the organizational culture and the studies about women and their 
main roles within the organization. Similarly, it emphasizes that 40% of 
the consulted companies in this project belong to the family SME sector 
and in them the roles of women in management are developed.

IV. CONCLUSIONS

As final reflections, the objective of the project has been satisfactorily 
fulfilled. It is important to mention that the results show data that was 
not expected, such as the direct relationship between certain cultural 
aspects like the culture of clients, the permanence in the market, among 
other elements. 

In the same way, a first phase of study of these themes is determined in 
the sector, in order to establish improvements, and to build models that 
contribute new knowledge and can explain the reality of women in the 
SME sector at the management level.

The results presented in this research can serve as a basis to explain the 
differences in the t motivations that lead to the employment of men and 
women, and could lay the foundations for the development of strategies 
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that allow to potentiate the capacities of entrepreneurs, based on their 
preferences and aspirations. The foregoing based on arguments by Powell 
and Eddleston (2011). They consider that women and men perform the 
functions of management in a different way.

It should be noted that this study reflects growth opportunities in terms 
of the study of organizational culture in general. It is recommended that, 
when analyzing organizational culture, to realize that it is mainly created 
for employees; that although it represents business values such as mission 
and vision, it must be ensured that they are adapted to them, just as the 
women in the sample of 129 SMEs in the region do.

It is important to recognize that 43% of the SME population is directed 
by women to a level of competence that is influenced by cultural aspects 
full of values and behavioral habits. Therefore, it would be interesting to 
compare a similar study with other variables and to reach closer results 
to explain the phenomenon in its full magnitude.
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