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Despite the worldwide trend toward recognizing people as organizations’ most 

important resource (Schwab, 2008, p. v; Von Bormann, 2004, pp. 28-34; Hellriegel, 

Jackson & Slocum, 2005, pp. 4-5), many countries struggle to acknowledge women’s 

potential, especially in leadership. Women thus often experience ―significant gaps in the 

job opportunities … and ... wages paid to (them) compared with their male counterparts‖ 

(Schwab, 2008, p. v). 

Despite efforts to address this by means ranging from laws and regulations to 

professional guidelines and social pressure, much inequity remains (Hausmann, Tyson & 

Zahidi, 2008), especially in the developing world. The 2008 Global Gender Gap Report 

ranked Nepal 120
th

 out of 130 countries on the Gender Gap Index. The Index ranked 

women’s ability to rise to enterprise leadership at 3.82 out of a possible 7 (Hausmann et 

al., 2008, pp. 47; 122).  

According to Rana (2003), Nepali women have not ―gained parity with men in 

terms of participation and decision making (in the media). Top management is still 

entirely male dominated and patriarchal, with only a negligible number of women 

holding senior positions … (or serving on) official (bodies) ... formulating policies or 

monitoring the media.‖ Nepali women are not alone in this geographical region in their 

difficulty in finding their ways into decision-making positions in the media. Bangladeshi 

women, for instance, also struggle to climb the corporate ladder. Traditionally limited to 
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sub-editor positions, they have limited ability to define, produce, or distribute news 

(Bangladesh Human Rights Network, 2006; Khan, 1997). 

One contributing factor in both these South Asian countries is male-dominated 

management environments that reflect differences between normative male management 

approaches and their female counterparts (Broadbridge & Hearn, 2008, pp. S38-S49; 

Glennon, 2008, p. 15; Berryman-Fink, 1985, pp. 307-313; Chapman, 1975, pp. 645-650). 

Moreover, religious and cultural barriers limit many cultures’ openness to social change 

concerning women in the workplace (Jyoti, 2008; Khan, 1997) and, therefore, restrict 

their advancement.  

 This study explores female journalists’ experiences of management in 

traditionally male-dominated (and often culturally restricting) Nepali media 

environments. It outlines exploratory results on the importance of three managerial 

competencies to women and the implementation of those competencies by their primarily 

male managers. Those competencies are communication, teamwork, and self-

management
1
 (see Steyn, 2006; Hellriegel et al., 2005, pp. 4-5; Hellriegel, Jackson, 

Slocum, Staude, Amos, Klopper, Louw & Oosthuizen, 2004, p. 5), and this study 

identifies gaps between what women in Nepali newsrooms find important in management 

competencies and actual management behavior that might well limit their roles in the 

Nepali media. 

The State of the Nepali Media 

Media freedom in Nepal has been turbulent since 2005, when King Gyandendra 

dismissed the government, instituted direct rule, and imposed strict media controls 

(Reporters Without Borders, 2008), including arresting journalists 
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(www.rsf.org/archives).  In April 2006, the Jana Andolan (People’s Movement) forced 

the government of King Gyanendra to abdicate, leaving members of the Maoist 

Communist Party of Nepal to rule the country. Calling itself a ―democratic‖ government, 

it announced it would end all media restrictions. One of its first acts was to form a High 

Level Media Commission.  

During Gyandendra’s reign of direct rule, about a dozen international 

organizations undertook several joint International Press Freedom and Freedom of 

Expression Missions to Nepal. They reported on ―deteriorating‖ media freedom in the 

country. Following a September 2006 mission, the new government enacted the Working 

Journalists Act and the Freedom of Information Act. Nevertheless, a January 2008 

mission found prevailing turbulence, continued violence against journalists and a media 

industry ―constrained by inadequate legislation and/or implementation or lack of 

implementation of the laws where they exist — as well as the lack of institutional 

capacity and resources (human and material).‖ (International Press Freedom and Freedom 

of Expression Mission to Nepal, 2008, p. 8). In short, it concluded, ―Violence against the 

media rose after November 2006 . . .‖ 

Clearly, media freedom in Nepal is not yet fully realized. Journalists have been 

killed for critically reporting on political and cultural issues, and, in 2008 alone, the 

Federation of Nepali Journalists recorded 342 press freedom violations in the country 

(International Media Support, 2009). 

Focusing on gender equity, the International Press Freedom and Freedom of 

Expression Mission to Nepal Report (2008) indicates that women’s position in terms of 

media representation, policy making, and decision making has improved somewhat. 

http://www.rsf.org/archives
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However, much needs to be done to allow women appropriate representation and 

opportunity for advancement. For instance, of the 12 members of Press Council Nepal, 

only one is a woman (presscouncilnepal.org/board). Moreover, only 12 percent of the 

media workforce is female, and their decision-making power and influence are negligible 

(Ananta, 2007). 

The same report (2008, pp. 29; 32) highlights women’s potential role in 

improving the state of the Nepali media. However, if Nepali women’s full potential as 

contributors to media improvement is to be realized, gender awareness, mainstreaming, 

equal opportunities for wages, appropriate professional assignments and possibility of 

promotion are essential. 

Theoretical Background – Dimensions of Communication, Teamwork, and Self-

Management as Managerial Competencies 

Managers are responsible for achieving organizational goals and objectives by 

effectively and efficiently using organizational resources (DuBrin, 2003, p. 5; Lussier, 

2003, p. 5). They do this through a cycle of activities that theorists argue are similar 

across industries (Starbuck, 2005, p. 2; Hellriegel et al., 2004, p. 10; Rue & Byars, 

2000:6). A framework of six generally accepted managerial competencies rooted in 

general management theory (DuBrin, 2003, p. 6; Rue & Byars, 2000, p. 4) guide them 

through this process. The dimensions of the managerial competencies relevant to this 

study are discussed below. 

Communication 

Communication facilitates understanding among individuals by improving the 

effective transfer and exchange of information. Despite the importance of communication 
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in a newsroom context, research has shown that media organizations often struggle with 

internal communication (Peters, 2004, p. 5; Markus, 2001, p. 15). Technological 

advances, downsizing of staff, and alternative business models entice newsroom staff to 

neglect the ―human‖ aspect of communication (Young, 2003, pp. 26-29). To address this 

dilemma, managers need the ability and the desire to formulate effective formal messages 

(e.g. reports, letters, memoranda) and informal ones (e.g. discussions, social networking 

and interaction) as well as to negotiate properly, an increasingly important skill given 

limited organizational resources. 

Teamwork 

Teamwork has traditionally meant simply that managers accomplish tasks through 

small, interdependent and jointly responsible groups of people (Hellriegel et al., 2001, p. 

18). However, changes in media organizations necessitate that media managers revisit the 

teamwork concept to ensure proper teamwork design (i.e. compiling teams to optimize 

individual skills and experience), create a supportive teamwork environment (that 

empowers them and helps them access resources), and manage team dynamics in the 

most effective way possible. The latter includes identifying and resolving individual and 

team conflict. 

Self-management 

Self-management is managers’ ability to take responsibility for their private and 

professional lives (Hellriegel et al., 2005, p. 24). Daft (2008, p. 466) adds that self-

management relates to individuals’ ―ability to control disruptive or harmful emotions and 

balance (their) moods so that worry, anxiety, fear or anger do not cloud thinking and get 

in the way of what needs to be done.‖ Being skilled in the self-management competency 
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requires managers to have integrity, act ethically, display personal drive and resilience, 

lead balanced professional and personal lives, and, in the process, understand their own 

abilities and shortcomings, as well as those of their employees. 

Theoretical Background – Male Versus Female Leadership Styles 

Whether women have what it takes to become successful organizational leaders 

has been a subject of study since at least the early 1970s (Klenke, 1996). Studies have 

since explored a wide range of traits that characterize effective leaders to determine 

whether women possess those traits. 

Despite this 40-year focus of research, Catalyst (2007) research confirms men are 

still largely seen as leaders by default. In fact, researchers find the continued prevalence 

of the ―think-leader-think-male‖ mindset, with women leaders being perceived of as 

―atypical‖ and facing the so-called double-bind dilemma (see Catalyst, 2007, Ridgeway, 

2001): ―damned if you do (exhibit masculine behaviors associated with leadership), 

doomed if you don’t.‖ 

Starting with the surge of women into the workplace in the 1960s and 1970s, 

research focused on two streams of data that led to polar conclusions: women and men 

have many and significant differences in the way they lead and they have few and not 

very significant differences in leadership styles. Klenke (1996) notes that these two 

approaches have been called ―alpha and beta biases‖ (Hare-Mustin & Marece 1990b as 

quoted by Klenke, 1996), with the former maximizing style differences and the latter 

arguing for minimal differences. 

The most-often cited characteristics of the traditional management style, which 

Burns (1978) labeled the ―transactional‖ style of leadership, include the following (Hay, 
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2007): motivating people to perform as leaders expect them to; initiating structure to 

clarify people’s roles and tasks; emphasizing the connection between achieving goals and 

receiving rewards; using agreed-upon performance guidelines to motivate people; 

appealing to followers’ self-interest (e.g. pay, promotion); emphasizing short-term goals 

and quantitative information; and devaluing long-term, evolving relationships. 

Burns (1978) also defined what he called a ―transformational‖ leadership style as 

one different from and opposed to transactional leadership in many areas, namely the 

following (also see Hay, 2007; Caliper, 2005; Erkut, 2001): motivating people for 

performance beyond expectations; inspiring them to achieve goals beyond self-interest; 

instilling self-confidence in people to improve performance; transcending short-term 

goals to focus on people’s long-term achievements and relationships; emphasizing 

missions and strategies for achieving them; striving for higher levels of motivation and 

morality; and seeking to develop followers into leaders. 

While these characteristics have evolved in various studies over the years, Klenke 

(1996, p. 140) suggests one constant is that ―studies have been framed through the eyes 

of men, resulting in biased portrayals of women leaders.‖ 

Based on Burns’ (1978) transformational and transactional models, Rosener (1990) 

posits a female ―interactive‖ leadership style and a more male, ―traditional command-

and-control‖ style. Men in Rosener’s study identify themselves more often as 

transactional leaders, meaning they see their relationships with subordinates as exchanges 

of rewards and punishments, while women see their relationships as more 

transformational, based on enduring relationships and leading subordinates to transform 

self-interest into the interest of the group. Interactive leadership, Rosener (1990, p. 4) 
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says, provides a model that encourages participation, shares power and information, 

enhances other people’s sense of self-worth, and creates a win-win situation rather than 

relying on reward and punishment. And, she says, women are succeeding as leaders 

following this model. 

Over the years, discussions of gender-based leadership styles have grown not only 

in number but also in nuance and theoretical complexity. For example, referring to 

―invisible nets‖ (as a replacement for the commonly used ―glass ceiling‖), Ridgeway 

(2001, p. 652) posits that when women exercise authority outside traditionally female 

domains, gender-status beliefs often lead to negative sanctions for violating the expected 

status order and reduce their ability to gain compliance with the directives they give 

subordinates. These nets hold women back as they try to move up in organizations – a 

situation Erkut (2001), another researcher refining the study of gender-based leadership 

styles, refers to as ―institutional‖ rather than ―individual‖ roadblocks. 

Research Methodology 

This exploratory investigation into management in Nepali newsrooms stems from 

an ongoing initiative called Leadership for Women Journalists. This initiative is 

sponsored by the U.S. State Department and executed by the Gaylord College of 

Journalism and Mass Communication at the University of Oklahoma in cooperation with 

media organizations as partners in Nepal as well as Bangladesh and Pakistan. The 

program trains women in strategic leadership skills that will empower them, allow them 

to move up in their organizations, and, ultimately, liberate them to change the faces of 

journalism and their societies. 
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The access this program gives the researchers to the above-mentioned group of 

women journalists provides a rich resource for data to use in exploring their experiences 

of management in traditionally male-dominated media environments in Nepal. The 

researchers aimed to establish respondents’ views on the importance to them and the 

implementation by their managers of communication, teamwork, and self-management as 

managerial competencies in Nepali newsrooms. In addition, the researchers aimed to 

explore whether potential gaps between the importance women journalists attach to these 

three competencies and their experience of how their predominantly male managers 

implement them in their daily newsroom management practices restrict or liberate 

women as they work to assume leadership roles in their professions. 

Research design 

The project combined qualitative and quantitative research designs to take 

advantage of the strengths of both approaches (see Neuman, 2004, p. 82; Struwig & 

Stead, 2001, p. 19). Because of the study’s exploratory nature, the researchers aimed to 

increase their familiarity with the concepts, gain a general ―mental picture of conditions,‖ 

and formulate questions for future research (see Neuman, 2004). Subsequently, the 

researchers aimed to highlight trends in Nepali media management on which to build for 

the next phases of the project. 

Research population and sample 

The research population (N=18) for the study consisted of all 14 female 

participants in the Leadership for Women Journalists Workshop presented in Kathmandu, 

Nepal, in November/December 2008 and four women in a concurrent Visual Storytelling 

Workshop as part of the same grant. None of the women had been exposed to significant 
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(if any) formal management/leadership training. As such, their views are most likely 

based on their experiences in a conservative and fairly paternalistic media environment 

and on mediated stereotypes. 

 The researchers used this research population to conduct a census (n=18) of all 

participants in the above-mentioned programs. According to Hocking, Stacks & 

McDermott (2003, p. 181) and Davis (1997) it is beneficial to conduct a census if 

researchers have adequate resources (e.g. money, time and people). Given the small 

research population for this phase of the study, and participants’ consent, this was an 

ideal opportunity to involve the entire research population in the study. Table 1 

summarizes respondents’ professional profile: 

Table 1: Respondents’ Professional Profile 

Variable Percentage 

Media type Television (38.9%, n=7) 

Only 5.6% respectively (n=1 each) at daily/weekly 

newspaper 

Period of time working there Majority (22.2%, n=4) 24 months 

Current positions Ranging from executive producer to reporter to secretary 

Some were in administrative positions for NGOs 

Period of time in this position Majority (38.9%, n=7) 12 months 

Highest educational 

qualification 

Majority (55.6%, n=10) university degree 
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Research instruments and data collection  

The researchers used self-administered questionnaires to collect data. 

Questionnaires consisted of nominal and ordinal level questions, as well as open-ended 

questions aimed at compiling respondents’ professional profile and their general attitude 

about newsroom management. Questionnaires also contained Likert-scale-type questions 

on which respondents had to indicate (on a scale of 1 to 5, where 1 = not important and 5 

= absolutely important) the importance respondents attach to management tasks related to 

the three managerial competencies tested and their views on how their managers 

implement these tasks in their day-to-day newsroom management activities (again using 

a scale of 1 to 5, where 1 = very bad and 5 = excellent).
2
 Similar scales used in earlier 

studies (see Steyn, 2006), have proved both valid and reliable. 

 The researchers collected the data during the above-mentioned Leadership 

Workshop. One of the researchers explained the research objectives to respondents, and 

all respondents completed the questionnaires in a single session toward the end of the 

workshop. The researcher ensured respondents of the confidential and anonymous nature 

of the data. 

Data analysis 

The researchers captured all quantitative data into the SPSS software program and 

performed quantitative data analysis in the form of basic frequency tables and some 

cross-tabulations (since this constituted the exploratory phase of the research). 

 In addition, the researchers conducted qualitative data analysis through qualitative 

content analyses of the open-ended questions. The researchers collaborated in reading all 

open-ended responses and in identifying themes based on ―words, … meanings and 
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themes‖ (Struwig & Stead, 2001, p. 14) and identifying categories for the qualitative 

content analysis. These categories not only gave the researchers an ―understanding‖ of 

respondents’ views on the environments and approaches in which they are managed (see 

Welman, Kruger & Mitchell, 2005, p. 8), but also contributed toward serving the 

project’s overall research purpose. 

Research Results 

This section highlights results pertaining to the general atmosphere and management 

approaches in respondents’ newsrooms, as well as their views on the importance and 

implementation of management tasks related to the three managerial competencies tested. 

Respondents’ views on newsroom management styles and atmospheres 

By far the majority of respondents (72.2%, n=13) have a male supervisor. Given 

the differences in male and female management styles discussed above, this presented the 

researchers with an idea of the prevalent newsroom management styles and approaches. 

Contrary to what the researchers expected, however, the majority of respondents’ 

managers followed a combination of autocratic, democratic and delegative 

management styles (61.1%, n=11). However, if respondents were to identify a single 

management style that would best describe their managers’ approaches, it was being 

democratic (i.e. everybody had a say in the decisions taken) (22.2%, n=4). Only one 

respondent mentioned that her manager follows a predominantly autocratic management 

style. These findings contrast with what is found in the literature. 

 Respondents seem to prefer the same management styles as their supervisors. 

(The majority [55.6%, n=10] would also implement a combination of the above-
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mentioned management styles if they were in management positions.) This finding 

correlates with literature on female management styles. 

 Respondents also had to describe the general atmosphere in their newsrooms. 

The majority perceives their newsrooms to have a friendly (66.7%, n=12) and relaxed 

(22.2%, n=4) atmosphere, in spite of the fact that it also demanding (22.2%, n=4) and 

challenging (22.2%, n=4). This does not imply, though, that they perceive these 

environments as stressful and antagonizing. Respondents seem split on the extent to 

which their supervisors play a role in shaping this atmosphere (50% [n=9] perceive this 

to be the case, whereas the other half disagrees). 

 According to respondents (70.6%, n=12), their managers use both negative and 

positive rewards to motivate employees. The majority of women seem to agree with this 

style of reward because, as they wrote, it motivates and encourages them to invest more 

in their work and strive to address deficiencies, it increases their enthusiasm, and it helps 

them behave more professionally. Those whose managers’ approach to rewards relies 

more on negative than positive reinforcement said that this creates a difficult working 

environment, limits their communication with superiors out of fear, creates a negative 

feeling towards managers, makes them less confident about their performance, and limits 

their managers’ responsiveness to staff’s efforts to change. 

Similar percentages of respondents felt that their managers are more task-oriented 

than relationship-oriented (70.6%, n=12) – a trait usually associated with male 

management styles (see above). Again, female respondents seem on the same page as 

their male supervisors, as 61.1% of them (n=11) consider themselves more task-oriented 

than relationship-oriented. 
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 Finally, respondents were to indicate which values male employees, female 

employees or both typically exhibit (see Table 2). These results largely correspond with 

the literature, as values such as competition, control and self-assertion were 

predominantly associated with male employees, whereas acceptance, receptivity and 

interdependence were predominantly associated with female employees. 

Table 2: Values associated with employees from different gender groups 

Value Predominantly practiced by: 

 Male Female Both 

Acceptance 33.3% (n=5) 40% (n=6) 26.7% (n=4) 

Awareness 6.2% (n=1) 43.8% (n=7) 50% (n=8) 

Competition 46.7% (n=7) 13.3% (n=2) 40.0% (n=6) 

Control 53.3% (n=8) 20.0% (n=3) 26.7% (n=4) 

Cooperation 12.5% (n=2) 37.5% (n=6) 50.0% (n=8) 

Independence 37.7% (n=6) 18.8% (n=3) 43.8% (n=7) 

Interdependence 25.0% (n=4) 37.5% (n=6) 37.5% (n=6) 

Receptivity 25.0% (n=4) 56.2% (n=9) 18.8% (n=3) 

Self-assertion 43.8% (n=7) 43.8% (n=7) 12.5% (n=2) 

 

Importance and implementation of managerial competencies 

The final section of the questionnaire required respondents to rate (on the scale described 

above) the importance of a list of management tasks related to each of the three 

managerial competencies relevant to the study. Using the same scale, they also had to rate 
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their managers’ current implementation of these management tasks in day-to-day 

newsroom management activities. The findings are summarized below. 

Importance and implementation of communication as a managerial competency 

Table 3 shows respondents’ views on the importance and implementation of the 

management tasks associated with communication:
3
 

Table 3: Importance and implementation of communication as a managerial competency 

Importance 

(%) 

Management task Implementatio

n (%) 

Low High  Bad Good 

37.5 62.5 1. Originating formal communication through e-mail, letters etc. to inform 

staff 

68.8 31.2 

5.9 94.1 2. Encouraging feedback and questions from staff  58.9 41.1 

5.9 94.1 3. Using technology to accommodate individual communication needs 62.5 37.5 

5.9 94.1 4. Encouraging interpersonal communication between themselves and 

staff 

62.4 37.6 

17.7 70.6 5. Maintaining sound interpersonal relationships with staff 43.8 56.3 

5.9 94.1 6. Taking into account people’s feelings when communicating with them 58.8 41.2 

17.6 82.4 7. Negotiating resources for staff to do their jobs 47.1 52.9 

23.6 76.4 8. Developing relationships with higher levels of management 37.5 62.5 

31.2 68.8 9. Exercising influence within higher levels of management 35.3 64.7 

25.0 75.0 10. Decisively handling difficult staff members 62.5 37.5 

5.9 94.1 11. Fairly handling difficult staff members 70.6 29.4 
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58.8 41.2 12. Promoting communication through organizational hierarchies 47.1 52.9 

17.6 82.4 13. Aligning goals to promote communication 64.7 35.3 

11.8 88.2 14. Possessing language skills that promote communication 43.8 56.2 

35.3 64.7 15. Addressing multicultural differences in attempts to promote 

communication 

37.5 62.5 

23.5 76.5 16. Addressing multilingual differences in attempts to promote 

communication 

52.9 47.1 

 

Table 3 highlights several trends. First, respondents rated all management tasks related to 

the communication competency important, except promoting communication through 

organizational hierarchies (task 12). They regard the most important tasks as adequate 

feedback (task 2); using technology to accommodate communication needs (task 3); 

encouraging interpersonal communication (task 4); taking people’s feelings into account 

when communicating with them (task 4); and fairly handling difficult staff members (task 

11). Respondents attached significant importance to the communication tasks, and they 

generally rated their managers’ implementation thereof as bad, with a few exceptions. 

They perceive managers worst at fairly handling difficult staff members (task 11) – one 

of those tasks they consider most important. They consider their managers best in 

exercising influence on their own superiors. 

Importance and implementation of teamwork as a managerial competency 

Table 3 shows respondents’ views on the importance and implementation of the 

management tasks associated with teamwork: 
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Table 4: Importance and implementation of teamwork as a managerial competency 

Importance 

(%) 

Management task Implementation 

(%) 

Low High  Bad Good 

17.6 82.4 1. Structuring the department/section to implement teamwork 

principles 

47.1 52.9 

11.8 88.2 2. Organizing staff into teams 47.1 52.9 

17.6 82.4 3. Assisting staff with specialized knowledge required to work in a 

team 

62.5 37.5 

11.8 88.2 4. Formulating teamwork objectives 58.8 41.2 

11.8 88.2 5. Motivating staff to perform satisfactorily within teamwork situations 76.5 23.5 

0 100 6. Sharing in the responsibilities associated with teamwork 62.5 37.5 

11.8 88.2 7. Compiling teams in a way that accommodate diverse ideas 70.6 29.4 

17.6 82.4 8. Compiling teams in a way that effectively utilize staff’s technical 

skills 

47.1 52.9 

23.5 76.5 9. Defining team objectives 52.9 47.1 

29.4 70.6 10. Defining individual objectives 56.2 43.8 

6.2 93.8 11. Creating an environment within the newsroom that rewards 

teamwork 

58.8 41.2 

23.5 76.5 12. Coaching, mentoring and counseling staff through a team project 76.5 23.5 

5.9 94.1 13. Supporting teams in identifying resources to achieve 

goals/objectives 

64.7 35.3 
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6.2 93.8 14. Supporting teams in obtaining resources to achieve 

goals/objectives 

47.1 52.9 

11.8 88.2 15. Understanding individual strengths/weaknesses in a team 68.8 31.2 

23.5 76.5 16. Managing team conflict optimally 76.5 23.5 

0 100 17. Sharing recognition and credit with team members 62.5 37.5 

5.9 94.1 18. Praising staff in the department/section 64.7 35.3 

 

Table 4 outlines the following trends: Respondents rated all teamwork tasks important, 

the two most important being sharing teamwork responsibilities (task 6) and sharing 

recognition and credit with team members (task 17). Again, respondents attached 

significant importance to these tasks and generally rated their managers’ implementation 

thereof bad, with some exceptions. The exceptions included managers’ ability to structure 

the department to implement teamwork (task 1); their ability to organize staff into teams 

(task 2); their skills to compile teams in a way that effectively uses individuals’ technical 

skills (task 8); and supporting teams in obtaining resources they need to do their jobs 

(task 14). They rated their managers worst when it comes to motivating staff (task 5) and 

coaching, mentoring, and counseling them through a team project (task 12). Given the 

fact that respondents predominantly had male bosses (and these approaches are typically 

more female than male), this finding aligns with findings in the literature. 

Importance and implementation of self-management as a managerial competency 

Table 5 shows respondents’ views on the importance and implementation of the 

management tasks associated with self-management: 
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Table 5: Importance and implementation of  

self-management as a managerial competency 

Importance 

(%) 

Management task Implementation 

(%) 

Low High  Bad Good 

17.6 82.4 1. Conducting him/herself according to clearly defined personal values 41.2 58.8 

29.4 70.6 2. Accommodating differing personal values between him/herself and 

staff 

35.3 64.7 

11.8 88.2 3. Upholding the organization’s ethical code 35.3 64.7 

23.5 76.5 4. Admitting to personal mistakes 41.2 58.8 

11.8 88.2 5. Working diligently 47.1 52.9 

12.5 87.5 6. Being conscious of a healthy lifestyle (e.g. diet, exercise) 37.5 62.5 

18.8 81.2 7. Being able to lead a healthy lifestyle 47.1 52.9 

0 100 8. Taking responsibility 18.8 81.2 

0 100 9. Being ambitious/motivated to achieve set objectives 29.4 70.6 

26.7 73.3 10. Persevering under conditions of failure and stress 43.8 56.2 

25.0 75.0 11. Coping with secondary trauma (experienced by staff) 50.0 50.0 

11.8 88.2 12. Balancing private and work responsibilities 50.0 50.0 

11.8 88.2 13. Taking staff’s physical state into account17 41.2 58.8 

11.8 88.2 14. Taking staff’s mental state into account 64.7 35.3 

11.8 88.2 15. Being able to clearly define personal and professional goals 47.1 52.9 

17.6 82.4 16. Maximizing individual strengths 58.8 41.2 
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35.3 64.7 17. Addressing individual weaknesses 52.9 47.1 

5.9 94.1 18. Learning from mistakes and past experiences 52.9 47.1 

 

Table 5 highlights that respondents rated all management tasks related to self-

management as important, the two most important being taking responsibility (task 8) 

and being motivated to achieve set goals (task 9). Respondents rated their managers’ 

implementation of these two important tasks as good, with scores the highest among all 

tasks in this and the two other managerial competencies outlined above. Respondents 

clearly see these two tasks as those in which their managers are strongest. The lowest 

ratings in this competency are managers’ ability to take staff’s mental state into account 

(task 14); maximizing individual strengths (task 16); addressing individual weaknesses 

(task 17); and learning from mistakes and past experiences (task 18). 

Conclusions 

Organizations increasingly recognize people as their most important resource. 

However, many countries struggle to acknowledge women’s potential within that 

resource pool. As a result, women often receive fewer job opportunities and earn lower 

wages than men. This disparity in Nepal was clearly illustrated in the 2008 Global 

Gender Gap Report showing that Nepali women lag behind men when it comes to media 

participation and decision making – a situation exacerbated by cultural barriers. 

 This situation calls for continued exploration of management approaches in a 

traditionally male-dominated media environment such as Nepal and of existing disparities 

between the importance of managerial competencies to women working in the media and 

the implementation of those competencies by their male managers. Against the 
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theoretical background of differences in male and female leadership styles, as well as the 

dimensions of these three managerial competencies rooted in general management 

theory, results from this exploratory study show several trends, as listed below. 

Newsroom management styles and atmospheres 

Contrary to literature and researcher expectations, respondents characterized 

newsroom managers’ style as being more democratic than autocratic. They perceive their 

newsroom environments as demanding – challenging them to achieve more. In addition, 

they accept as valid the transactional reward and punishment performance motivation 

styles their managers use. They labeled as characteristics in both male and female 

employees awareness, cooperation, independence, and interdependence. Predominantly 

female leadership characteristics were framed around acceptance, interdependence, and 

receptivity. These values align with those outlined in the literature (e.g. Burns, 1978; 

Rosener, 1990). Similarly, respondents identified the values of being competitive, in 

control and self-assertive as typical of male management styles – again aligning with 

Burns’ (1978) transactional model and Rosener’s (1990) ―command-and-control‖ style of 

management. 

This indicates that respondents find their managers’ styles appropriate, even when 

those styles include behaviors that seem to contradict many of the other values they 

espouse as important in management approaches, values traditionally assigned to female 

leadership styles. Given descriptions from a variety of sources concerning the patriarchal 

and conservative media environment in Nepal, the researchers postulate that the 

respondents’ cultural environment prevents them from being able to voice their 
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disagreement with some of their managers’ approaches to newsroom management (also 

see Catalyst, 2007). 

Importance and implementation of the communication competency 

Respondents clearly view communication as an important managerial 

competency. In line with women’s tendency to follow a transformational rather than 

transactional leadership style, the respondents value open communication and long-term 

relationships. They also seem to realize the importance of different techniques to promote 

communication, including mediated and interpersonal communication tools. Although 

many respondents said their managers follow a democratic management style, their 

evaluation of some communication tasks showed the opposite. They indicated their 

managers are not good at taking people’s feelings into account when communicating with 

them and that they do not always treat staff fairly (again aligning with a more 

transactional approach to leadership).  

Importance and implementation of the teamwork competency 

Reflecting a transformational leadership style, female respondents consider 

teamwork an important managerial competency. Their inclination to motivate, develop, 

and achieve goals was displayed in the importance they attach to sharing responsibilities 

and recognition with team members – part of developing followers into leaders over the 

long term. However, the areas in which they rated their managers highest can best be 

described as more ―task-oriented‖ in nature than ―relationship oriented‖: organizing them 

into teams, supporting teams to obtain resources, etc. Again, when it came to the 

relationship elements of teamwork (e.g. coaching, mentoring and guiding staff), 
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respondents were not satisfied with their managers’ skills. This, again, ties in with male 

leaders being more transaction-oriented in their leadership styles. 

Importance and implementation of the self-management competency 

Again in line with the dimensions of the transformational leadership approach, 

respondents focused on the importance of taking responsibility and being motivated to 

achieve set goals. Although they rated their managers better on self-management than on 

the previous two managerial competencies discussed, the researchers identified low 

scores related to the more relational aspects of management. These include taking staff’s 

mental state into account, maximizing individual strengths (while addressing 

weaknesses), and learning from mistakes and past experiences. As indicated with regard 

to the other competencies, these are all management tasks related to the transformational 

leadership styles women prefer, while the absence thereof is characteristic of 

transactional leadership styles men predominantly apply. 

The researchers conclude that the gaps existing between what these Nepali female 

journalists feel are important management competencies and the implementation of those 

competencies by their predominantly male newsroom managers are restricting their 

abilities to advance in the media professions. As awareness of not only alternative 

leadership styles but also alternative, that is, female, leaders become part of the women’s 

experience, consciousness of these gaps may indeed liberate them to have higher 

expectations of their managers and goals for themselves. Training courses focused on 

these ideas seem likely also to advance this consciousness. 
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Recommendations for Further Study 

Based on results from this study, the researchers recommend the following areas of 

further study and action to more fully answer the key question of the impact these gaps 

have on female journalists in Nepal and in other South Asian countries facing similar 

challenges. In the first instance, the researchers have repeated the study among a second 

intake of Nepalese women to increase the sample size for the study. In addition, we plan 

to expand the study to include women in the Bangladeshi media who have participated in 

the Leadership for Women Journalists program previously to give this study a more 

longitudinal dimension and women in the Pakistani media as they participate. Finally, we 

also intend to expand the study to include questions about respondents’ perceptions of 

women as leaders and the similarities and differences with male leaders. 
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1 These (and three other competencies, namely global awareness, strategic action, and planning 
and administration) form part of a competency-based approach to general management (see 
Hellriegel et al., 2005). 
2 Questions using these scales typically looked like this: 

A. Using the scale on the left-hand side of the statement, indicate how important YOU 
consider the task described (where 1 = not important and 5 = absolutely important). 

B. Using the scale on the right-hand side of the statement, indicate how well YOUR BOSS 
implements the task described (where 1 = very bad and 5 = excellent). 

 

Question 13.1 Communication – Your boss’ ability to share information 

A  B 

1 2 3 4 5 1. Originating formal communication (e.g. letters) 1 2 3 4 5 

1 2 3 4 5 2. Encouraging feedback and questions from staff 1 2 3 4 5 

 
3
 Frequencies on the five points of the scale were collapsed into two categories, namely “low” and 

“bad” (scales 1-3) for importance and implementation respectively, and “high” and “good” 
(scales 4-5) for importance and implementation respectively. 


