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ABEBETRACT

The development of black managers is one of the most iaportant
challenges fauing South African companies as the society
undergoes a transiticn to a non-racial order.

Despite considerable resources having been invest 1 by South
African organisations o develop black managers, tne resulis of
these efforts have been Jlsappointing. This stud, attempts tp
show that such problems can be ascribed to certain factors which
exist in the envircnment of the black manager, wbich according
3 Expectancy Theory negatively affect key eiements in the
motivation/performance process.

The sample was drawn from only «.2 industry - the
pharmaceutical and related products manufadturing industry, so
as td control for interveniné variables. It included 104
'ﬁanagers; 39 biack South Africans, 30 black Zimbabweans and

- 3% vwhite South Africans. \

The responses of the white South Africans and black South
Africans were compared, to assess the respective effects of
ecancmic, social and political advantage and disadvantage, on
the attitudes and perceptions which affect motivation and
performance. The Zimbabwean group were introduced to help gauge
the effects which social polf~ changes, such as those which
have taken place in Zimbabwe since independence, are likely to
have on these attitudes and perceptiony.

Data was collected during an in depth interview, using a
projective test and interview schedule as instruments. The
responses were subjact to Content Analysis and the outcome of

- that was further analysed using the Chi-Squara Pest of
Independence, and Factor Analysis. In addition a Regression
Analysis was conducted to determine which of the mest important
variables emerging from the findings of the previous sgtatistical
analyses had the most influence on adaptation to management.



Whilst much that was found was known before, it is felt that
some new ground has been broken; particularly from the
comparison drawn between the two black gvroups.

The initial statistical analysis revealed T hit uwhw
self~perception of being a victim of racism .= i¢fred amongst the
responses of the black South African managers - which bas
negative implications for their motivation. The black
Zimbabwean sanple showed no indication of victim
coenseicusness, which implies that the attitudes and
perceptions which result in the development of a victinm
consciousness ar: affected by changes in social and political
structures and pcliciag. However the response of both black
groups suggested to thair having marginal status, understood
te be negatively related to performance. This implies that
certain factors affecting motivation and performance of biack
managers are not likely to be modified by changes in social
pelicy. As expected the white South Africans' response
containsi no negative implication for motivation and
performance.

The Regression Analysis revealed (high) level of education

and (low) victim consciousness to be most closely associated
with managerial success. Both of these emphasise the
self-reliance. This has negative implications for bhlack South
African managers who it has been shown percelve chemselves to bhe
vigtins, an attitudes which opposses that of self-reliance.

The topics for further research which were identified by the
study, are as follows: i. %the determination the exact elaments
of social and pelitical change in Zimbabwe, which allowed the
black Zimbabweans tc overcome victim consciousness; ii. the
exploration the development of a pre~tertiary education system,
which 2ould help ensure adaptation to management, and iii.

the examination of the precise factors causing marginal
status, and to deterwine why they are so persistent and
pervasive.
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CHAPTER OXKRE

INTRODUCSTION

 Bocio~politicsl necessity for black nanzjzaent

daveloprent.

Saath Africa is a highly polarised society with 2 long
legacy of racial distinction and inecuality.

Thig country is alse in oransition to a post apartheld order :
but any new system will be placed under severe strain if |
sharp sociv-eccnomic distinctions, accordiﬂg to race,
persist. ;

'

_The'reductioﬁ of ineguality and the establishment of common

interest between groups is an essential part of mation
puilding for a new order and for creating a positive clinmate
for growth and develcpment.

Amongst the common interests w@iéhnﬁi ':xa be est&blished,

‘are shared occupational and catedr infgraets between blacks

and whites in the private sector.
In an address to the Institute of Directors in October 1920,

Mike Rosheolt (Business Day 26/16,1990}, past chairman of
Barlcw Rand Ltd, noted that *..., uniess and until klacks

.Qﬂ'.ipgz
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are placed in responsible pssitions in key industries and
companies, major and minor, the present economic evetem will
not be supported.® He goes on te say that in the current
acononic debate, "... the private sector argumoent wounld be
irmeasurably strerngthencd, if there were many move visible
exarples of blacks succeeding in, and benefiting from the
private enterprise system. Greater and urgent efforts will
have to be nade, o produce successful role neodels.!

The minister of constitubtiontl development Dr Cerrit
Viljoen, in an sddress to the Cape Town Chambey of Commerce,
gsserted that, %,.. one of the greatest concerns of black
political and business organisations, was their lack of
ﬁarticipation in the ecanomy; and big corporations should
investigate methods of promoting black economic

enmpowerment. Business should intensify and accelerate

. advancement programmes fcr'peopie with potential and'gfeater
support should be given to black business activities.®
{Business Day 26/4/1991)

Further, Jan Steyn, chairman of the Urban Foundation, warns

that "whakever the grounds for political optimism, we dare -
. not leave it (building of a new society), to politicsl
processes only. We cannotiﬁlaae representatives of the
disadvantaged cammunitiesfan a position in which they feel
obliged to challenge theﬁinterésts of advantaged south
Africans" (Business Day zijafigﬁﬂi.

Addressing the Euromoney Conference in Ha?gmﬁer 15949, Sam
Motsuenyane the president of National African Federated
Chambers of Commerce {NAFCOC) said that while the business
communiity wa concerned at how a post-—apartheid government
would solve the problem of redfessing imkalances in tho
economy, it had the responsibility to make positive
proposals as to how these could be addressed.

ceves/ Pg 3
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At the NAFCOC conference in Septembsr 1990 it was decided
that in order to give evpression and meaning to black
eccnomic empowerment companies must ensure that the

a}mbers of blacke at management level in their organisations
are increszsed significantly.

A reselution was in fact passed at that < -nference which
states thst at least 30% of JSE companics . zd mesbers and
6¢% of their managors should be black.

Further, by redistributing opportunity in their
organigations through actively promoting black managewent
development, South African organisations are in ef{zct
offering a viable altsrnative to a direct reé stribution
of wealth. That jis, it vrovides a means wisieby the
econonis imbslances which threaten the stability of South
African aociéty can be redressed, whilst at the same time
avaiding the potentially detrlzental effects which a direct
redistribition of wealth is likely to have on the economy.

Bxilis shoréaga;‘;

Scuth African organisations are also facingia critical. '
skille shortage. The National ¥anpower Commission estimates

“that over 40 0090 vacancies exist in the rrofesaional,

technical and managerial categories. (Cooper et al, in
Schiermmer & Van Antweipen 1989).° The Stellenbosch
University Unit for Future Ressarch estimates that by the
vear 2000 there will be a need for 579 000 highly qualified
or very senior managerial employees, but that nn more than
389 00O will ke available. {Spies,in Schlemmer & Van
Antweipen 1989). | "

l.t.l{ Pg4



According to Gaunt (Weekly Mail 13/7719%0), South Africa is
facing a 40% shortazge of engineers, scientists and people
qualified to work in advanced infurmation systems. He says
tiat this, coupled with the Ffact that South Africa has one
of the lowest mamagey to worker ratics inm the world which
currently stands ot i:42 compared with an average of 1:10 in
develioped econenies, will make it Qiffioult to maintain
current standards, let alone achieve the sconomic growth
which the country needs if a stable society is to exizt in
the new South Africa.

If one exanmines the current demographid trends in South
Africe, e will see that unless there is a major infiux of
relevant skills from abread these shortfalls will have %o be
rectified by advancing Blacks.

Appeibsum (1987 ), estimates that based on curreat tréhﬁ&,
the supply of top management perseonnel and entrepreneura
between 1980 and 2000 wéw.d have grown by only 94 000
‘whilst demand will have incr<ased by shout 197 000, This
means a shortage of 103 000 ['anagers and entrepreneurs in
less than ten years. E '

She states that with more than half of the white managers
being over £ifty five and the number of white matriculants

' declinine, it is becoming increasingly necessary for

organisations to address the issue of black management
development. Furthermore she states that "it is clearly
unacceptable tihat whites who wake up only 15% of the
gopulation in this country should continue to hold 93% of
the m..agerial positions® (page 1). |

H.Il.! Pg5
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Tharefore black management developmeni not only has very
salient secietal function, but will better equip South
African companies to address their human resources and
skill neads and function effectively in a changing
poiitical structurs.

In other words the advancenent of blacks inte management
u,.. is not an option it is a strategic must. Hot only does
it help creakte a norve egqualised zsciety, but furthermore it
ensures continuiiy of the free er.erprise system. The road
will not be an easy one, but after the pain will ererge the
gains of productivity, stability and an increased
contribution o wealth sreation.” (Nasser 188%;.

Biack management development im therefore, "... an
investment which cannot be avoided if we are to achieve the
stable society and economy in which business can sperate and
a1l stakeholders can prosper," (Rosholt Business Day
07/06711990)

RELEVANT LITERKTURE AND PREVIOUS SIGNIFICAN? RESERRCH:

Despite considerable effort b sSouth African organisations
to achieve high levels of blacks in manxgement positions,
the results of these programmas have to date bheen
disappointing. Wiehahn {[quoted in Schlemmer and Van
Antwerpen, 1989) points out that out of sixty thousand
top management positions which exist in South Africa,

only ten are cccupied by Blacks.

Forrest (Weekly Mail 17/8/1930) notes, that by 1987, of the
total number of managers in South Africa, which stood then
at 220 000, 92% were white and only 2,3% were African.

Amongst South Africa's 90 000 professionzls, he points out
that the breakdown was similar: 51% white and 3,8% BAfrican.

-.l..f Pgs
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There &.. varicus explana:ions offered for this lack of
success; these will be discusse.. below.

Cuilture.

A very popular hypethesis is that blacks' cultural values
and attitudes result in their lacking the initiative, drive
and work ethic¢ necessary for success in the business
enviromment.

This hypotheSis is supported by Coldwell and Mcerdyk (1982,
in Evwee 1988), Mjoli 1987) and Mcwilliam-Smith

{1981) ,anongst others. According to these theorists the
chief difference between Western and Africanh culture is that
Africans believe that a person’s destiny is determined by a
series of imwmutable laws of the universe, which govern,
inter alia his status and authority. Further, the above

“theorists maintain that the socialisation practices amongst

&fricans differ significantly from whites’!, which contribute

to the cultural differences w!ich exist between the groups.

They say that "while a white child is typically socialised
into patterns of early independence, self-r onsibility and
competitive materialism {(resulting in a strong need for
achievément),}the klack child in Africa is generally reared
into patterns ‘of group awareness, shared responsibility and
the need to preserve and foster comminal boinds - especially
family and tribal bonds" (Moerdyk and Coldwell 13882 page 190
in Brwee 1988). '

This they maintain, leads to a cosmmunalistic

orientation, where the person's identity becomes embedded
in the group, and group -yalty becomes parvamount. Godsell
(in Barling 1988), in her study intoc di““erences in value
systems between senior white and black employees noted that

‘l..ﬂf Pg?
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blacks seem to place a higher value on sharing and being
part of a community than do whites.

Coldwell and Moerdyk (1981 in Erwee 1988}, note too that
blacks’ concept of time is different to that of whites 3 it
iz based ~n a fatalistic world view, in which events cither
are certa.n to take place, or have in fact taken niace.

This thay maintain makes it difficult for blachs to grasp
the concept of planning which is so <entral to effective
nanagement.

Coldwell and Moerdyk (1981, in Erwee 1988) thus ¥...
postulate that the constant struggle between dissonant
cultural paradigms has a deleterious effect on black
managerial performance and is a major source of stress®
(Coldwell and Moerdyk 1981 in Erwee 1988, page 13).

Erwee (1988) cautions that the above view is Yased on a
particular theoretical viewpoint and has not been tested
through empirical research, which of course raises certain
doubts about its validity.

Research done by Nasser (1979) (1980), Tabane (1979}, Lange
- (1984), Chalmers B.E. {1938) and oiten following McClelland
{1961) supports this view and Las attempted to show hew by

applying relevant training pregrammes, a need for
achievement and initiative, drive and work ethic can be

deveioped, thus equipping Blacks for successful careers in
Management.

However, not much success has been arthieved in this regard,
as is borne out by the above figures published by Appelbaum
(1989}, Cooper et al (in Schlemmer and Van Antwerpen
(1989}, Gaunt (1990) as well as Forrest (1990); which call
the hypothesis into guestion.

...l‘l Pga
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Moreover, Pottas (1986) who has constructed a reliable
achievement motivation interview schedule, found that
samples of blz ok university students actually obtained
higher scores on all dimensions of achievement

motivation than did their white counterparts. (Erwee 1988)

Human (interview, October 19389} supports Pottas and points
out: that in Ffact the cultural hypothesis has been
damaging to biack menagement develcpment, as it has led to
blacks being labelled as fundamentally incompetent for
business. This stereotyping, she says, exacerbates the
problems associated with black management (marginaizty

. ete.). Thus, she believes that the cultural hypothesis,

becemes self fulfilling prophesy.

© ~“tt5g8), Human and Hofmeyr {1985), Human (1990a, 1990b),
_ “%*gachlémmer (1986}, maintain thai the so called
";;ﬁfj éﬁphﬁe&is, is based on the erronecus

SN, vhat calture is inmnate and static. Haas (1988)
Iihffaéﬁlsaggn;hat-"... peopla eéerywhere operate thezir lives
through Gra+ing on different ‘sets of norms and values which
are appfapriﬁtéato specific situations, to different spheres
of their lives" (page 6).

In addition, Human (1990) postulates that the aspects of
African culture which, according to the above cultural
hypothesis make it difficuit for blacks to function in the
~ so-called western business world, are common to most rural
communities - be they Asian, Af ican or European. 5She says
that the fact that whites have, in the past, successfully
adapted from rural to urban envirenments, suggests that
Africans should be able to as well: that is if all
socio-political impediments to black sconomic advancement ip
South Africa no longer existed. These impediments will be
elaborated on further in this chapter.
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She says, ¥... it seems rather odd to suggest that people do
not have the wherewithal to advance at the sapme time as

all sorts of legislative and attitudinal restrictions kieck
any advancerent that they would care to make." (Hunran

15%0a page ¢). {It should be noted that the situation for
blacks vis=-3-vis legislation, has altered considerably

since this article was written).

Human {19&9) (1890a), maintains that in fack many of the
trands, along which management theory is develuping in
Europe and the United States and has developed previousiy in
tha Far ERast, stress the importance of concepts central to
black culture - humanity and compassion or Ubuntu.
Therefora, rather than regardiﬁg African Culture as

providing impediments to succeséggi Black management

develapmqfﬁ“\there is a great deal which business can learn

from it. ‘mence the crude theories of cultural

determination may miss the points.

ugaucation.

Poor quality of sducation.

It might also be arqued that the deficiencies in the
black educational system are a main cause of the
failure of black nanagerent development. As Haas
(1988} says, "... the appallingly bad educaticnal
system deoes not eqguip them (black South Africans) for
the sorts of challenges of the contemporary
work-place." {page 7). .

Mohlamme (1991) mentions that one of the main objects
of so-~called Bantu Education was to

institutionalise the Apartheid policy through

black schools.

venae] Pg 10
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In the - rds of the late Dr Verwoerd, the architect of
Aparthe.. . ¥when I have control over native education
I will reform it so that natives will be taught from
childhoad, that equality with Europeans is not for
thenm" {in Mohlamme 1992, page 13}.

Human and Human (1987) state that with the decline in
importance of social origins, as a direct distributor
of life chances {whether it be through nepotism or
inheritance}, there has been a simulitaneous increase
in its indirect influence via the educational systemn.
In other words, education has come to play an
increasing role as a distributor of life chances and
transmittier of status from father to son, as it were.

According to Hofmeyr (1987), in that year the amount
of money spent by the state on a white pupil's
education, was six times the amount that was being

" spent on a black pupil's education., Further he points

out that whereas in white schools the average teacher
to pupil ratio was 1:28) the ratio in a black school
was more likely to be 1:50. 'This problem is

- exacerbated by the fact that at that stage (and there

is little reason to beliqve that this situaticn has
improved), 70% of the taachlng corps in black schools

.was underguaiified.

[}

Politics and education.
This pxoblem has been exacerbated by the

politicisiﬁ& of black education which has occurred
in South Africa over the past fifteen years.
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The situation was summed up in an editorial in
Business Day of 2 January 19%0. "The children who
have bkeen sacrificed will, except for rare people of
unusual strenath of chavacter, go through life
ignorant and untrained, fit onl" Lo be drawers of
water and hewers of wooad. & aisclosure that in
Sowete, nearly one third of the funds available for
building schools ust be spent on repairing vandalism
inflicted by the pupils, sums up the problerm. HRothing
Verwoerd ever did, condemned a generation of klack
children to the lower rungs of society as the -

. politicisation of schooling in the seventies and

the eighties.®

* * & *

It is, therefore, small wonder that in general the products
of the black =chool syatem have serious communication
difficulties, linguistically and socially; lack the
independence ability to carry out task to a successful
conclusion; and suffer from serious gaps in their
knowledge. Hofmeyr (1987) believes that the result of all
this is that the typical product of the black educational
system is ill eguipped to face the challenges and threats of
the modern, technologically sophisticated and dynamic

~ business environment - let alone assume a managerial

. position within it.

Furthermore, one of the resuits of the low hlack educational f

standard is a poor command of the Enalish language which in
turn might seriously limit a Black manager's potential for
advancement. N |
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Ladk of inclusion of black mansgement devslopment into
stratagic focuz of organisation

Charcux {1986, 1990), Hofmeyr (1986) Huss (1286), Hurzan and
Hofmeyr (1983), Human (19895, 1990a, 1990b) and Human 2nd
Human (1968} poaint to the following as key causc. of
problems in Black Managemsnt Development: lack of strategic
pianning for Black Managsment Development in firms, the lack
of firm commitments and leadership from zenier line
management, inappropriate persohnel used as mentors and
coaches for black trainees and resistance of white managers.

There might in fact be some validity in the latter
arguments. These factors are by their very noture variable,
however ard one would expect that there would be certain
exceptions to prove the rule as it were. After all,

many bliacks have had the privilege of a sc~called white
univer31ty education and many companies have spent a great
deal of money, time and expertise taking heed the
rncommendations as put forward by the abovementioned
asthors. |

Y L W R I | UL R o
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*
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However, the black products of the white educational systenm
and sophisticated'managementhdevelopm&nt programmes are hot
sufficiently represented in the management strata of Souvth
African organisations to suggest that the problem will be
solved by correasting the problams posited by the
abovementioned theorists.
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Expectancy Theory.

if one exanines the diroact experience which black Managers
have of so-called v .Ce organisations, however, one can
kegin to see that tiw lack of success of black management in
South Africa may in fact be attributable to motivational
issues but of a particular type not necessarily addressed
in previous research.

According to Expectancy Theory (Lawl-: and Porter 1367;
Lawler 1%€3), motivation and effort are functions of
effective links between effort performance and the
probability of rewards which are valued.

To expand, it maintains that the fallcwing three elements
have to be present in order for motivation to cccur:

i. Self~confidence (effort-psrformance probability):
a belief that one is abls to perform at a desired
level. This in turn implies a positive self-concept
and a belief that one is ir control of one's ife and
one's future -~ what Rotter (1966, in Human and Hofmeyr
1285) refer to as internal locus of contrel.

ii. Trust {perrarmance-rewarﬂ-probability):'a belief
that behavicur will lead to specific outcomes, e.g. a
percepticn of the-likelihood that one's achievements
will be recognised.

iii. Vvalue (valence)}: a helief that these ocutcomes will
have positive value for oneself.

It is important to realise that we are talking ahout
perceived probadbility or subjective expectancy, not
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about actual probabilities. Hence, if an individual feels
either that the situational factors affecting his
perfocrmance are beyond his control, or becaus< he believes
that he lacks the necessary ability to perforn the job well
enough to deserve a reward; he is in effect saying, " no
matter how much effort I put into the job I will not ke
successful.? This is a reflection of a negative
efrfort-perforzance probahility or low

selZ=-confidence. (Lawler 1%ES)

Likewiszse, if an individual believes that a particular
reward, for example promotion, is dependent upcn kelonging
to a particular race group, or on his level of seniority,
rather than on his work performance despite what the‘reality
of the situation may be, he is saying, “nc natter how well I
do I wi " not receive the reward I desevve.% This attitude
reflects a negative performance-reward pribability, or

low trust.” Vvalence toc is essentially 5ubﬁective,

in that it is defined as the attractiveness of the possible
rewards or outcomes to the individual.

Following Maslow (1954, in Barling 19&?  -Law1er and Porter
(1967) believe rewards will be of value.to the extent that
they will privide satisfa¢:ion of individuals' needs.

Lawler {1969), maintains one should distinguish between
externally mediated rewards, and internally mediated
rewards. The former are usually material and satisfy what
Maslow (1943) calls lower order needs, or what Herzherg
{1968) terms hygiene factors. The latter however are
intrinsic to the individual and satisfy what Maslcw (1943)
terms higher order needs ard Herzberg (1968) refers #dﬁ,
as motivators; such as needs for self-actualisatiog_éﬁd
self-worth. )
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He says that because they stem directly fron performance
itself, the reception of such rewards are seen to be
connectcd with performance, in a far closer way than is the
case witl: externally mediated rewawxds. They can, therefore,
be excellont motivators dvue to the high performance reward
probabilities which are establiched. Iawler (1969),
believes that they alsc have thc advantoage that for many
pecple reward: of this noturas have a positive value.

Therefore one can zee that the individual's feelings of
accorplishment, achievement, self-worth and self-esteem are
critical antecedents for motivation in a nunmber of ways.
Firstly, the belief in one's own ability (positive
sglf-esteen), is cracial for the establishment of a positive
effort-performance probability; what Vroom {1964) refers

to as expectancy. Sevondly, due to the fact that they

serve as intrinsic rewards, ones shrouyh which the
1ndlvxdual is able o reward himsslf; the contiection betwesn
performance and rsward is direct, thus heiping Lo establish
hicgh performance-rewar:d pro. ihility; what Vroom (1964)
zalls instrumentatify. Thirdiy, much of the work done

by Maslow (1943, 1954, in Bariing 1983), Herzberg {1966,
1968) and Lawler (1969) focuses on the fact that these
so-callaed higher order needs have high value For the
individual. i

=Hérzherg,(1958) in fact states that whilst the absence of
what he terms hygiene factors ie: those facters which
saéisfy what Maslow (1943) terms lower ovder o hasic needs,
may cause the worker to feel unhappy, their presence will
pot maka him work harder., He states that the only way

to make him work harder is to provide him with what he terms
motivators, which are derived from work which allows him

to trust his own competence and feel a séhsa of self-worth.
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"In summary, then, it has be=en argued that the amount of
effort that will ke expended is a function of the sum of
revard value multiplied by the perceived prebability that

effort leads to reward which compriszes i. the
effort-peirrforrance prokbablility ii. performance-rewvard
probability, where all rew.rds relevant to the list of

needs suggested by Masiow {1954) avre concidered® (Lawler and

Portar 1967 page 261}.

¢ritical antacedents of performance.

In analysing motivaticonal issues it is Iimportant to
note that effort is not synonymous with performancs.
According to Lawler and Porter (1967 asm well as Eatz
{1964}, two other variables, ie; abilities and

role perception, combine multiplicatively with

. effort in determining performance. (see appendix 3).

However, whergas they maintain that abilities are
relatively independent of environmental
circumstances,role parcéptians are situationally
defined, are therefore more dynamic in character and
conseguently more relevant to this study.

An individual's role perception determines the
direction towards which his effort is to be

applied, with the degree of accuracy of role
perception determining the proportion of effort that
is relevant to task achievement. {(Lawier and Porter.
1367, page 263).

Accerding o Human and Hofmeyr {1285), Lee and Piper
(198%), as well as Schlemmer (1986}, the procees
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through which an individual develops an understanding
of the role which he is expected to perform in an
crganisation is almost entirely informal.

The acguisition of the %... unconscious or
semi~conscious armoury of precedents and ganh 3,9
{(Schlemmer 1986), necessary for the individual to
develop an understanding of his role, is largely
dependent upon the degree of social intimacy which the
individual experiences with his superior.

This is because, accordiig to Lawler and Porter
{(19867), the accuracy of an individua™ ‘s role
perception is, inter alia, determine.. by the

degree with which that individuals' understanding of
his role corresponds with the views of those who will
be evaluating his performance. (In most cases this
would refer to his syperior).

Thus according to expectancy theory, effective job
perfornance is dependent upon attitudes rathur than on
innate cultural factors. These attitudes are essentially
subjective and situationally defined. '

Expactancy theory and black management development

The remainder of this chapter will focus on how the
abovementioned antecedents to effective §ob performance, as
far as klack South African managers are concerned are likely
to be negatively affected by factors which exist in both the
wider socio-political environment, as well as that of the
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organisation. From now on, such factors will be referred to
as situational variables.

As a result of the South African secio-political

enviz mment, the experiznce which shapes black managers
differs markedly from those of white managers. According to
Hun i & Hofmeyr (1985) and Schlemmer (1988) is negatively
infiusnces the extent to which black managers can adijust to,
and perform comforiably in, the so-called white business
world. As Prof. Linda Human (interview Octobar 19892) puts
it, "“Because of their socio-econmmic political situation,
and to a far lesser extent ™ . i of their culture, they
remain marginal to the Ulite bus: iess worid®,

iself~confidence)

‘As mentiomed above, Lawler and Porter (1267) and Orpen
(1976), stress that an important arntecedent of a
positive effort-performance probabjlity, is
sslf-confidence. They say that the individualils
belief that he is able to perform 4 particular job is
a vital precondition for successful task perforhance.
Bradshaw (1981} maintains that the development of
self-confidence requires amnngst mther things, a clear
sense of being valued and accepted by others. As a
consequence of their marginal status, black

managers do nol recejive the kind of fesdback which
provides resssurance. Therefore, "their social
marginality wakes it diffienlt for them to develop
that sense of self-worth that is a precondition for
proper motivationV. Schliemmer (1986 page 99).

As regards the likely affects aof the socio-political
‘environment on the self-esteem of South African black

!toov! pg 19



managers, Horowitz (1985} observes that the
individual®s self-ecteen in divided socleties such as
South Africa, is deternmined largely by the esteen
accorded to his ethnic group in that society. In
south Africa the esteem accorded to blacks is
generally low. This assertion is corrcborated by
Lacayo (198%), in reference to the low self-esteem
which exists amcngst black Americans. He says "oddly
the stereotype of the less gqualified black is
sometines shared by blacks. The feeling is summed up
in a wry phrase: “the white man's ice is colder'®
{page34). Lacayo (1989) goes on to say, Yif a black
man is passed over for promotion, he may o:nclude,
rightly or wrongly, that race held him back" (page
32).

In the werds of a well known black South African
executive Don Mcube (Business Day 25/02/1991), "the
physical barriers which inmpede their (black managers?')
success are crumbiing rapicdly or tottering on the
brink of collapse. However, there are some
psychological barriers which remain entrenched due

to the heritage of race discrimination. What is
perhaps more frustrating and devastating iu the
feeling that as victims of the Apartheid legacy, they
~ will never become competent and successful manayers."
e goes on to say, ¥%there is a chromic lack of
confidence and a debilitating feeling of helplessness
which perpetuates the vicioas syndrome of dependency
and powerlessness.”

According to Schlemmer /1990)." one cannot see

opportunities if one feels like a victim. 2As a victin
all one experiences is that of unfulfilled need . It
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is a growth toward a sense of need, away from a sense
of opportunity and capacity to do things" (page 81).
Stamp (1991) notes that when a person perceives the
external factors which surround him as controllable
and feels at home in his environment %... inner
resources are an exciting albeit unpredictable source
of energy and creativity. But when the person is
overwheilnaed by extaernal challenges {(ie: feels like a
viotim), unpredictability becomes & persecution,
energy dries up or becomes manic, and creativity is
lost" (page 21).

Human and Hofmeyr (1985), conducted interviews with a
crose sectigqn of white and black interviewees and
found that a lack of self-confidence umongst black
managers was noted by both white and black
interviewees. Boesides the issue of marginality,

one of the bklack interviewees mentiocaed that the
prolonged deprivation which blacks have experienced in
South Africa has created a subculture of its own -

"hlacks are constantly told that they are incompetent
and they begin to believe it; they have feelings of
being incapable. "This is complicated by prolonged
affluence on the part of whites which leads to a
subculture of feelings of superiority” (Human and
Hofmeyv, 1985 page.-115).

As mentioned above, this problem is not unique to
south African blacks. In analysing the plight of the
so-ualled black American underclass, Shelby Steele
(1920} states that "you cannot be raised in a culture
that was for centuries committed to the notion of your
inferiority and not have some doubt in this regard -
doubt that is likely to be aggravated most in
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integrated situations" (page 25). ‘The South African
organisaticnal environment clearly represents such an
integrated situation.

Thus, the fact that so many factors in a black South
African's life were prescribed by discriminatory laws
may, according to Human and Hofmeyr (1985). have lead
to a situation where black South africans come to
doubt that their efforis will be clesely asscciated
with performance. They say that this is due to a
conviction which arises that situatiocnal factnors on
which their performance depends are beyo..l their own
control - external loeus of control. {Rotter

1%66, in Human and Hofmeyr 1985). It would seem that
demands of a managerial role would conflict with such
an attitude, due tp the fact that a manager is -
required to make decisions which require inter

alia a belief in his own ability to affect changes
in his enviromment (London 1985, Lee and Piper 1987,
Schein 15381).

On the basis of the above, it seems most likely that
black South Africans will lack the self~crmfidence
necessary for them to be successful managers.

[
il
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This is because not only does self-esteem fornm an
integral part in determining the amcunt of effort the
individual will be willipg to expend in a work
situation, but it would also seem that the job of a
manager requires a an internal locus of control,

or what London (1985}, terms career resilience,

for which positive self esteem iz z prerequisite.
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performance-reward probability (trust)

According fo Schiemmer (1986) even if black managers
can develop self-confidence and believe that their
efforts are likely to produce the necessary
performance, a nagative expectancy that they will not
be rewarded on the basic of this performance, but
instead on some other basis (low trust) will still
impede their motivation to perform.

As mentioned above, one of the principles upon which
Expectancy Theory is based is that effective
motivation will result when the reward system
recognises and caters for individual differences.,
Charoux (1985,193%0) Human and Hofmeyr (1985) as well
as Schlemmer {1986} have noted that one of the effects
of Apartheid has been that white nmanagers rely on
sterectypes (which in the past were reinforced hy
government propaganda as well as the media), on which
to judge and reward their black empleyee. This means
that essential differences between irndividuals are
often ignored.

Human and Hofmeyr (1985) also note that az a rasult of
past discrimination black South Africans have often
been denied the rewards which are usually associated
with good performance.

For example, in the past job reservation laws
pravented companies from promoting blacks to senior
position as reward for good performance, thus
exacerbating doubts in the minds of black employees as
to whether performance would lead to reward. Although
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such laws have now been scrapped, according to various
authors {(Charoux 1990 and Human 19%0), as a result of
caution, prejudice and stereotyped perceptions such
promotions are often still denied blacks. This
problen should not bz overstated, however, as many
companies are now cpending considerable amounts of
time and money on the develcopment of black managers.

This situaticon is not, however, unigue to the South
African blacks. In fact Edward Woed, a Vice President
of a large bank based in Atlanta Georgia, who is
himself black, recently commented on the low
performance~reward propability amongst black
Americans. He sald ¥slavery did one helliuva {sic) ijcdb
contusing people about our (referrinyg to bklacks') own
worth. It's a psychological thing. I can't ses

that in my gensration ycu will be respeciad for
performance” (Business bay 5/4/193%1). Stanley
Grayson, New York City’s deputy mayor for finance and
econonic development, recently reflecting on his own
position as a hlack operating in within a white
sctablishmer ., stated %... that no matter what I
accomplisi: as an individual, I will always be judged
by what people see first, ie: my coluur" (in Lacayo
1989, pageld}.

This, together with the writings of Shelby Steele
(1390), has serious implications for the problems of
black South African managers; by showing that the
effects of opvression live on in the nind of the
individual, long after that oppression has been
officially lifted.

Speaking of the changes brought about by American
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civil rights legislation, Steele (1990) says, "...
though it delivered greater freedom it did not deliver
the skills and . ctitudes regquired to thrive in
freedon® (page 68). "In this one begins to realise
that high-key politics alone caniot remake a scsiety.
It can remake the appearance of a society for a while
only. If social behaviour underlying pelitical action
has not changed, 91d patterns wili reappear.

" {schlemmer 1990, page 77}

valance f'

According to expectancy theory, the third =iement of
metivation is valsnce. As stated earlier in this
chapter, Lawler and Porter (1967) maintain that
individual‘ nseds largely determine which rewards
will have wvalue for an emplcyee.

Nadler and Lawler (1977, in Human and Hofmeyr 1985),
say that "because different people have different
weeds and therefore different valences, effective
motivation must come through a recognition that not

. all employees are alike, and ‘that organisations need

to be flexible in order to accommodate individual
differences.® (page 120}.

As mentioned above and on the basis of research
conducted by Human and Hofmeyr (1987) it is suggested
that in general, the white management establishment in
South Africa judge blacks according to stereotyped
views. They imply that white management regarded all
blacks, no matter what their background, as having
similar needs.
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The so-called cultural kypothesis has served to
support these assumptions by postulating that as a
result of their cultural heritage bhlacks have a lover
need for individual achievement and a higher social
necé (or needs) for affiliation, than do whites.

Vorster (1270, in Buman and Hofmeyr 1985) maintains
that it is net realistic to assume that there are
certain aspirations or motives which apply
specificaliy to black as opposed to whites. The
findings of his research showed that with increased
wrbanisation and as he meves up the organisational
hierarchy, his needs and aspirations come to closeiy
resemble his white counterparts®. This is supported
by the findings of research conducted by Natrass
(1873, in Human and Hofmeyr 1585}, which show a strong
positive relationship between levels of need and
levels of education and the degree of urbanisation.
Further, even if blacks do have a higher need for
affiliation and a lower need for individual
achievement than do whites, there is as much reason to
assume that this is connected with their marginal
position, as with their cuiture (as discussed

above).

In addition to the ahove, Kane~Berman {(1%90) and
Schlemmer (1986) postulate, that the prevailing
ethos in contemporary South African black urban
society, has a negative effect on the motivation and
performance of black managers. »According to
expeatancy thaory, pnsitive motivation implies that
the person perceives value for himself in the revards
that the organisation is able to provide for his
contribution. Cne of the most salient rewards of
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managerial status is the ability to translate
work-place seniority, into an upper middle class
lifestyle ang status; particularly in the residential
setting.

7 & environment of the township inhibkits this
conversion, having therefeore, obvious negative
implications for the black manager's coamitment to his
wnrk~role, and his motivation to perforn.

In the woerds of the 1até Sam WMabe (1988), farmer
assigtant editor of the Sowetan Newspaper, "the
trouﬁle with us black South Africans is that we have
cone to associate swimming pools, beautiful homes,
good education, high salaries, and managerial
positions as the white man's property. We have been
forced to live in matchbox houses., Now we secem Lo
have accepted them and we somehow prescribe.them as
the standard housing for blacks. We view anybody who
aspires to something better as part of the system.
This is utter rubbish. 1If we are happy to li7e in
matchbox houses, what is our struggle all about?®
{Sowetan 25/10/1988, in Kane~-Berman 1930 page 45)

L.2.4.2.4. Role percaption and the perception of key
organisational piocesaes.

As menticned earlier in this chapter, motivation is
not synonymous with performance. In fact according to
Lawler and Porter {1967), for a motivated employee to
perforn effectively, he must understand and be
cormitted to his work-role.
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Politics and its effectis on roie perception.

According to Schlemmer (1988), it is necessary for an
individual to identify with the managerial
establishment in order to develop a clear perception
of, and commitment to his, managerial work role,

Parsons {1977, in Schlemmer 1986) maintains that in a
normal society community life and family should,
through various subtle informal processes, provide
opportunities for the re~affirmation of commitients to
accupational roles.

However, in the najority of South African
organisations, an us and them sentiment exists
between management and workers, almost always

' coinciding with a hlack and white division. Gilionee

{Star 20/5/1991) says, "South Africa _unlike any other
country which has made the tranmsition, is divided
first of all by race, ethnic group or community, not
by class or income group. " Hence, ®... a black
busineszman or teacher is more likely +o side with
blacks'than with business or teachers.V It follous,
therefrve, that blacks find it more difficult than
whites to identify easily with the white mana .rial
establisbment., -

Furthermore, Xane-Beruan {1990);'refers to the
existence of what he terms a“ ... curious phenomenon
in South Africa, tﬂ:}inability or unwillingness of
many peuple who nppdse apartheid to recognise black
achievers. Indeed, it sometimes seems as -if new
ceiling have heen placed on black advancenent to
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vsplace job reservation. Blacks who succeed in
business or are appointed to managerial jobks are
freguently labelied as sellouts, collakorato:s,
co~optees, pseudo-~whites and so on. The implicaticn
is that blacks must heither seek or accept
advancenment, and that remaining true to blackness
repaining a member of the proletariate forever.® (page
431

As Gorden Sibaya, South Africa's only black nuclear
physinist, who ran a highly successful science tuition
service for black matriculants, said regarding his
decision to emigrate: "whén black activists start
destabilising the best efforts of their own pecple,
then it's the last straw" (Business Day 19/11,/1820).

harginali:y and itz effects on role parception.

Ty
iyl

Eord

Apart fror the above, Charoux {1985) Human and Hofmeyvr
(1985) and Schlemmer (1986) maintain that black Scuth
Africans ave at a further disadvantagéhas far as the
development of a clear understanding of what the

roie of a manager should be in an organisation.

As mentzoned above, managevrial skills cannot be
taught. Instead, they are acquired via an 1nforma1 and
subtle process of cbservarion and ¢communication in
workplace-setting; which in turn depend upon close and
informal contact with those already established in the
organ;sat;on. "

Through such interaction the individual should begin

to perceive the .subtle rules‘§ﬁ3 processes which make
up the arganisaticnalculﬁx:é}
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According to Schlemmer (1986), blacks in South African
organisations are critically <4isadvantaged in this
rospect. He says they simply de not have sufficient
informal social contact with the white

organisaticnal estabiishnent, to have gained such
Enowledyge.

He says they will {hus be denied %,,. the critical
resource that a white managerial recruld enjoys, of
friendly, informal and often unwitting support from
pears who have already mastered the codes of the
organisation® {page 10L1}. Farther, due tc the Iringe
positions they occupy in swu-called white organisations
black managers may have béen denied "... 2xposure to
white informal networks, and may feel i1ll-at ease
with the subtle political interpiays between the
various interast croups within the organisation® {page
21).

Human an? Héfmayr {1985} peint cut that whereas the
officia  company policy, as laid down by the top
managémaﬂt, may be one of equal opportunity and
non~discr ‘mination, the black manager may stili
confront discriwmination en a more subtle level in the
organisation. Lacayo (1989), writing about the
experience of black managers I American
organisations, {which as discussed above, is in many
ways analogous to biack managers?! experience in South

African organisations}, stated that %... for blacks .
' the work-place ran be a psychological minefield,
seeded with racially fraught encountexs that mostly
whites nevex  notice". He believes the probiem is
compounded wy the fact that middle-class blacks are
relatively isclated at work, typicaliy finding
themselyes greatly ounthumbered by white co-workers# -
{page 32}. ’

3 1
4 L

anesaf PG 30



- 30 =

Even if he has been able to attain a degree of
equality with Lis white colleagues in the work
enviromment, “... at the ehd of the working day vhen
he leaves the office, the black manager once again
becomea a lack man in a society which rejects him on
a public an” political level." (Human and Hofmeyr
1985, page 20). Furihe ., many biack wnanagers bold
imprassive titlez and eorn high salaries but their
‘obs are nov prupariy dofined and they bhave littile
real power.

All of this contributes to what Human and Hefmeypr
{1935) term marginality. This 3 a terrs coined

o describe those inconsistensies and ambiguities
_whach sonfront the black manager in South aAfrican
organlsatans, which result in i. his lacking
self~confidence and, ii. his beiny confused regarding
the role he is expected to perform, botn within

the organisation for which he works and as far as the
society as whole, is concerned.

Stamp (1991) ascribes this phenomenon to what she
terms a glass ceiling. She says that black
nanagers are effectively restrictes from advancing
beyaad a certain level in the organisation, because
they do not share the values which are dominant in
that organisation. This is due to the fact that "in
any organisation, it is the'membars of the dominant
'grwup who define its values and mission and place in
the\;ncal and intarhational setting® (page 21),

She says that only when an lndzvidual's personal value

systen is cingriaeny with that of the organisation, is
he able to function effectively as a manager. When
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this congruence is lacking however, the person suffers
from anxiety which in turn diminishes his

performance. The stress felt by the black manager is
exacerbated by the fact that it is not understood by
nembers of the dominant group. Very often the black
manager's behaviour will be irterpreted Ly the
organisational establ.:"menl as belligerence,
passivity or sapotage.

The findings of a study conducted by Human and Euman
(1987} into the ci-position of the South African
business establishment, suggest Y... that the élite iz
strucinred ang that it organises, however
subconsciously, its own perpetnation® {pvage 73). They
concliude that this self-perpetuation is spurved by the
fact that nepotism and group loyalty continue to be
nore important to the members of the é&lite, albeit
subconscicusly, than ~~onomic and sociclogical
principles when it comes to recruiting new members to
their ranks. '

e T T e s st L e

“"a1l this doe: not auger wzll for the process of black
moibility into the higher scallions of business.®
Moreover, *... the biographical profile of the A
- business 8lite aluost belies the possibility of blacks
entering that élite with anything like a c¢ritical
mass. {which is necessary for this situation to
begin to change} {(Human and Hupan 1987, page 73)

"in view of this unenviable position, there is small
wender that some black managers underperform; that
they lack assertiveness; that they display tendencies
towards affilis+*ion; that they are tense ané often
dissatisfied." {Human and Hofmeyr 1985, page 22).
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The position of black ZTimbabwean managars.

According to the abave arguments, the plight of the
black manager is to be understood in terns of the
dirvect and indirect effects which the socio-political
apvironment has on his motivation and performance. on
the basis of this logic, it woul? follow that “lack
menagers in  babwe, who supposedly operate in an
environment 7 scelial and political freedom should
not, as a group, suffer from the preblems discussed
above. The situation of the klack Zimbabwean manager
is, however, far more complex than it seems to be on
the surface. According to Murphree (1586}, Nkomo
{1990), Pasipanadya (Bulawayo Chronical 9/7/1989),
Robertson (1990) and Strachan (1990}, it seems that
whilst the black Zimbabwean manager is in a less
invidious position than his black South African
counterpart, he still faces many problems in
performing his role.

He maintains, that while overt discrimination is a
thing of the past in Zimbabwe, black manaders continue
to be marginal in private companies. -

This marginality means that like their South

African wounterparts, these managers are denied access
to the informal system of ruies and procedures,

which according to Lee and Piper (1989) as well as
Schlemmer (1986) are so vital to the mapager |
developing a clear understanding of his role in the

organisation, {The reasons for this are discussed
akove}.

Ve
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Murphree (1986) says that, on the whole, white
Zinbapweans have adapted successfully to
non=racialism, especially as far as social conduct

is concerned. Iz says that ky being forced te interact
with blacks on the basis of equal status, whites are
beconing less sierectypic and more

. adividualistic in their evaluation of blacks.
However, in the ‘sphere of what he terns

occupational placement, white Zirbakweans have
generally been more resistant. He believes that whiist
people adapt their medes . f behavicur to suit what
they perceive to be socialily appropriate norms,
attitudes are more resistant to change. He goes

on to say that, ¥... attendance at private functious
in many white homes will give the impression that
racism is alive and well.® "However a stroll through
public functions in Harare gives the impression that
integration is proceeding smoothly and harmoniously
{page 28). Co

As long as such attitudes continue to exist amongst
white 2imbabweans, and as long as blacks remain a
minority in the higher management echelons, (Strachan
1990) black managers will in all likelihoed continue
to be marginal to the organisation and thus lack
access to those informal processes through which their
white counterparis are able to gain clarity on what is
expected from themn as managers in their organiration.

Several other factors have contributed to the
marginality of black managers in Zimbabwean
organiéatiuns. Theze are as follows:
i
=~  Zimbabwean independence posed the challenge te the
private sector of having to deal with a
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predominantly black bureaucracy; an

institution which they neither knew nor

understood. Accerding to Pasipandya (Bulawayo

Chronical $/7/1982), they responded to this

challenge by appointing blacks to those positions ;
of management which entailed close liaison with '
state departments, Instead of being judged on

their competence, therefore, black managers were

almost always ascesced on how well thay projected

their companies' image to government, which is in

effect a form of window dressing. Hence, /
according Pasipandya (1%89), white Zimbabwean
managers never came to trust the capabilities of
the black maenagers; they were regarded as
conduits of communication with government t
first, and managers second. In fact in ;
1986 the Minister of Manpower in Zimbabwe, i
(Zimbahwe Herald 5/2/1986) stated that black
advancement was becoming increasingly cosmetic ' {
and meaningless. 3

The black manager's marginal position was

funther conplicated by the apparent cdhtradictien
ofa romoting black managerial advancement in the
private sector, with the government's stated
cbjectives of socialiem (Strachan 1990).

B s e T Nl G5 ¢ r

This is further complicated by the antagonism of
other blacks in the work~place towards black
marnagers, whom the former see as having betrvayed
them by joining the so-called vppressors;

whereas many of them may have in fact been seen by
their coamunities to have the potential to
represent the interests of the working class to

Y
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ranagement. However, they are in fact seen by the
communities in which they live to be &litist. 2as
Pasipandya (1989) says, "“It's a classic "et tu
Brute® scenario where the fatal knife thrusts

are inflicted by those whe one holds in trust and
faith",

Pasipandya (1989%) alsc notes that lesc competent
black managers who were appointed to their
pozitions for cosme*ic roeasons n v resist the
upward mohllitv fam ~-ﬁugnx Tanagers who are more
qualified than tnemselves; who they perceive as
threats to their positions of privilege.

Thus one can conclude, that despite the fact that
blacks enjoy full economic and political rights in
Zimbabwe, there is much svidence to suggest that
black managers remain marginal to Zimbabwean
organisations. This in turn, has clear i
implications as regards the precision with which
the average black Zimbabwean managers understands
his role.

Farther, taking intc account the abhove discussion
on the effects of marginality, in all

likelihood xhe seii »nfidence of black

managers is also likely %o be negatively affected
by their marginal status. *n spite of this,

- given the fact that according to Murphree (1987),
~in almost all aspects of Zimbabwean social and
political life, means positions of power are
cocupied by blacks; with social norms being
non~racial, this lack of self-confidence on the
.part of Zimbabwean black managers, is likely to be
far less pervasive than is the case with their
South African counterparts. (Murphree 1936)
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Murphree (1985} in fact points ocut that %a= formal
non-racialism increasingly finds substantive
implementation in the structures of Zimbahwean
society,... and as black and white find common
interest in thesc concerns, race will increasingly

lose its salicnge since it is no longer
co-termninous with these concerns" (page 28).

He therefore predicts that in time, race will
cease to be an izsue in the orgyanisaticnal
environment thus helping to eliminate the problem
of marginality.

* * ¥ *

Qné can therefore conclude tﬁat in order to fully understand
the problems associated with black management

development, one mast have an appreciation for: i. the
various situsticnal factors which exist in the biack
managers' environment, and ii. +he way in which these
factors impinge on these managefé' motivation 3nd
periormance. _ i

Thus far, results from the literature would suggest that the
bearing which these sitnational factors have upon the
notivation and performance of black managers can be best
understoed in terms ¢f Expectancy Theory. The following
section will describe the propositions of this study, which
have been based on the Expectancy Theory.
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PROPOSITION

The black manager in Scuth African organisations therefore
finds himself in the invidious position in which:

i.

ii.

iii.

iv.

he may not feel confident that he will be able te
verforn to the required level or successfully meet the
challenges posed by his environment;

he poseibly canmot anticipate responses to hiz
efforts, that is, his trust in the grganisation
cuffers;

he may have doubts about whether potential rewards or
outcomes will have positive value for himself or be
gsufficiently reliable to sustain his motivations;

because of a social distance between himself and his
white pecérs, he may lack an understanding of his
vork~role and key organisational processes, such as
the advancement process and, therefore, be at a
disadvantage as far as his capacity to direct his
efforts towards what the organisation defines as
successtul performance, is concerned.

It is therefore proposed that a lack of specific elements in
the motivation/performance process could be the mair reasons
why black management development has met with such limited
success in South Africa. B

The black South African finds himself in a situation of
competitive disadvantage, which is multiply determined.

A question then arises of how readily social policy
changes will affect the plight of black South African
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managers. A good test is the case of black Zimbabwean
managers. One nust assume that prior to independence, the
black Zimbabwean managers, like the present day black
Bouth Africar managers, suffered from multiple
disadvantages,

If the thesis holds that a transformation of natic..al pelicy
{which affects both scciety and organisations) can change
this; the situation of the klack Zimbabweans, as reflected
in their responses to the research, should approximate that
of the white South Africans, (or white Zimbabweans, had been
included in the study)

If, however, certain effects of the disadvantages which
black Zimbabweans faced are more pervasive, persistent and
self-reinforcing wne must erpect some changes to have
occurred hut others not. Should this be the case, one would
expect that in certain respects the klack Zimbabweans'
responses would resemble those of the black Scuth Africans;
wiilst in others they would be more like those of the white
South Africans.

The black Zirxkabweans are, therefore, a suitable test case
for effective recovery of the situation, once the problems
have been identified. For that reason they were a suitable
group for analysis, in the light of the conclusions to be
drawn.

On the basis of the cutcome(s) of this research, it is
proposed that various salient questions be formulated as to
the key determinants of successful black management
development. These will then be tackled in an in depth
manner, at a later stage.
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1.4,

EYPEZYED CONTRIBUTION OF THIS STUDY:

Black management development has an important role to play
in establishing shared occupational and career interests
between Black and White in the private sector. This will,

-in turn, reduce inequalities belween the races and estaplish

common interests between groups, which iz an escential rart
of nation building and for creating a positive climate for
growth and developnent.

However, it n: . only has very szlient secietal functions,
but should heiter oquip South African organisations to
effectively address their human rezource and skill needs
effectively. as the country moves into a post apartheid
structure.

By formulating research questions into the key determinants
for the black management‘development'process in South
African organisations, it is hoped that this exploratory
research will be able to make a contribution to finding a
solution to the problam of black management development: -
one of the most vital challenges wihich is faced by
businesses in South Africa today.
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2.1.

2.1.1.

CHAPTEER TWO

INTRODUCTION

The discussion ir the previcus chapter suggests that the
problem is broadly understood. The .ritical guestion,
hovever, ls whether it is understoou with sufficient
precision and depth to al ‘w strategies which wiil
effectively address th2 problems to be formulated. For this
reason I would argue that the topic requires further
invaétigation, aleng the followimg lines.

The issues examined in this research wers both highly
complex and sensitive. The methodology employed was
designed to cater forithis, by using various indirect
methods for okbtaining inp depth vresponses. Thess tecuuzqaea,
as well as thede used to analyse the data, will be described
bhelow; together with the specific rationale for: using themn.

DATA GATHERING

It was decided to use triangulation (Jick 1979) i.e.

more than one technique, so as to he able to exanine
motivational issuss from different angles; thus providing
greater quality of information from which the relevant
research guestions could then be formulated.

The techniques employed were the following: 2.1.1.1. 2
projective exercise and, 2.1.1.2. a structured
interview s“hedule,ﬁ'lth both open guestions and flxad
ansver alternatives questions. (c;osed gquestions.)

o

)

i

l....[ Pg 41



The exercises were applied during a face o face

interview, cach lasting approximately one hour. Such a
technigue was felt to be appropriate to the complexity of
the issues being investigated and the consequent necessi.!
for i. probing, and, ii. observations of non-verbal
communication.

%

The interview was condiucted in the following orderx:
i. The projective exercise.
ii. The interview scheuule.

The interviews were conducted either by the rasearcher
himself or a trained res: arch assistant. The latter was
employed by the Centre fu Policy Studies (attached to the
University of the Witwater rand Graduate Schocl of Business
Administration}, who agreed :lat she should assist the
researci:ar for the data gathbring phase of this study.

The research assistant, who was alréédy an experzanced and
skilled interviewer, was, however, trained by the researcher
as regards the specifics of this research. She was, for
example, trained in giving instructions on how to respond,
on how and vhen to probe, as well as how to pose sensitive
guestions in a non-threatening

In order to maxinmise reliab;i;ty, standard intraductions
;:and instructions were alst used th”oughout the interview.
These were provisionally formulated, (see appendix 1.1}, and

refined during the pilot testing process.

2.1.1.3. PROJECTIVE EXERCIEE:
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2.1.1.1.1. Reasens for using projective exercise:

The projective exercise was designed as an
indirsct mears of assessing the respondents
attitudes and feelings on a variety of issues.

%z is important to note that the instrument was
not designed to measure any particular
psychological construct{s}, or to focus on the
idiosyncrasies of individuals. Its purpose was
rather to provide an roen wided stimulﬁs, through
which respondents could desc ‘he their
exp-riences of the orcanisations in which thny
-are employed, in as indirec: man. >r as

possible.

aAt-no stage were the responsas ciinisnily
interpreted. Instsad the content analysis was
used to scan the responses in order to determine
wheiher or not shared perceptions, attitudas,

- med&nings, beijefs, frustrations, rewards and
patterns of identification wers evident, within
the responses obtained from each sub-sampie,

Therefore, this instrument has not been validated
in conventional psychometric terms, as it was
designed merély to serve as a novel and creative
means of eliciting the necessary responses from
respondents, which were then analysed in terms of
group rather than irdividual trends,

In a psychometric tsst a high level of
reliabilit), usually eighty five percent or mora,
is regquired beczuse individual scores have
important conseguences. 1In scoréﬁ or ratings for
categories of people, self-cancelling &eviations
tend Lo reduce the effects of test reliability.
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AMALYSIS GF DATA - i

Therefore, it must be emphasized that the black Zimhabwean
nanagers were not included us second control group in a
astudy of management developnant issues amongst black South
African managers. Instead, their incorporation into this
study, must be seen as being essential for the strategic
analysis nf the effects which sccic-political empowerment of
bhiacks is likely to have on black management developnment,
{For a further expansion on this point ses the propositions
in the previous chapter, point 1.3.}

Further, it is important to note that this research is
exploratory. Its outcome(s) will therefore lead to the
formulation cf research questions as to the key
determinants of successful performance in Managemeni, and
not to any answers o <conclusions.

2.5.1. Content Analysis

2.5.2.3, Analysis of data emanating from the projective
' . sxercise. ‘

&

]
s

Ny The projective axercise was analysed b§ a
process qf content analysi . This process
"lnvolved a pumber of steps, each of which W111 be
discussed below.

2.5.1.1.1. rormulaiion of & coding structure

Step One
. Formulating Categories of Themes

- - 'The first step o. this process entailed
reading through each response and making a
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Howawer, great stress was placed on coatrolling
cor litions under which this technigue was applied,
20 ag to ensure maximunm reliability.

According to Kidder ang Campbell (1969),
projective technigues provide an effective
means of indirectly examining social attitudes,
whilet avoiding what they call "the barriers of
conreious censorvhip.® {Page 337)

Thay say “ohenonennlogically he {(meaning the
respendent) is describing the external, objiective
world, although in so doing he is inevitably
reflecting his idiosyncratic view of that werld,
and can be unselfconsclously projecting in an
important meaning of that word." "Jjt does not
docur to him that he is projecting instead of his
view of the world, his hopes and fears, his
prejudice and beliefs" [Page 337), thus giving an
added advantage of providing the oppartunity for
",.. noting novel attitude dimensionc
unanticipated by the author" (¥idder and Campbell
1969 page 343).

Bidder and Campbell {1%69) go on to say that in
order for a projective pstrument teo succeed, the
respondent must feel relaxed and con-threatened.
Great pains were taken Lo ensure that the
respondents were at ease during the interview.
This was done by giving warm and positive
feedback, where apopropriate.

2.1.1.1.2.Devalopument of the instrument

The projective inpstrument was developed by the
researcher ard Professor Lawreawcs Schlemmar,

T
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the supervisor of this project. It was based on
i. The Four Picture test and, ii. on a similar
ingtrument devised by Professor Schlemmer, for
purposes of his own research. {Unfortunately his
original material was destroyed in a fire).

During and after the pilloting phase of this
project, the instrument was refined and adapted a
nunber of times until the present [ormat was
reached (see appendix 2},

It was decided that the projective exercise

form the first part of the interview. It was felt
that bkeing asked to complete a task involving
pictures would seem less demanding to the
respondents, than the answering of guestions
reguiring rational and logical answers, Thus
puiting the respondenit at ease right at the
beginning of the interview.

2:.3.3.1,.3.Content of the Instrument

The projective exercise comprises a series of

five pictures which are ambiguous in nature, so as
to have allowed eachr respondent to project his
view of the world: his hopes, fears, prejudices
and anxieties; whilst interpreting what he sees in
the picture. In each picture there was a2 person
{referred to below as the Ffocal figure), whose
rovial identity is ambiguous and with whom the
reswondent is most likely ' b have identified with
mecaty of "he proninencé of the figure.
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The pictures, each one of which was contained on a
separate card, were as follows: (see Appendix 2.)

i. A scene in a parking garage which is filled
with high status Motor Cars. The foecal
figure is depicted walking through this
garage.

ii. A company social functien, with a crowd of
people, situated in a way which suggests
social interaction. The focal figure is
standing on the fringes of this crowd, near
the door. '

iil. A scene depicting two figures, one of which
being the focal figure, ergaged in a
conversation., The nature of the conversation
could be either animated, acrimonious or
possibly enthusiastid,

iv. The foeal figure is Adepicted walking
towards a manager's office. The door of the
office is open and the wmanager is shown
sitting at his desk.

Vs 2 bedroom scene, full of shadows with & bed
and a bockcase. The focal figure is
Gepicted standing looking cut a window.

All these pictures were designed to yield
informaticn regarding the respondent'’s self image,
self-confidence, locus of zontrol, attitudes
towards the Organisation; ils people, the rewardc
it offers, its rules, its value and its culture -
which according to expectancy theory are all
important determinants of the employee's |
motivation to perform.
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2.%.1.1.4.Procedure Zor responding to Inatrument (Process):
[see appendix 1.1]

i. The respondent was told to place the five
pictures in the sequence of his choice.

ii. He was then requirsd to make up and relate a
story, according to what he saw taking place
in the five pictures.

iii. The story comprised a sequence of events,
beginning with what he sees in the first
picture and ending with what he sees in the
last.

2.1.1.2. INTERVIEW SCHEDULE (Sce Appendix 1)

The first part of the interview schedule
examined the management devzlopment _
requirements of the subjects' organisation,

. whilst the second facused on the subjects' own
personal experience of managing in their
organisation. It was felt it to be appropriate to
begin with the seemingly less threatening section.

The iantciview schedule was primarily

designed to examine the various factors, which
according to expectancy theory, greatly affect the
motivation and performance. These include the
effort-performanc¢e probability,

performance~reward probability, valences and

roie clarity.
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the items were formulated in accordance with the
relevant literature on expectancy theory,
particular that written by Barling (1986) Human &
Hofmeyr (1985}, Lawler and Porter {1%€7), Lawler
{196%), Schlemmer (1986), Schlemmer and Van
Antwerpen (198%) as well as Vroom (1964).

In addition, various items were included to
exanine whether the so-called cultural
hypothesis, as advanced by Nasser (1979) (1980),
Tabane {1979}, Lange {3i288), Chalmers B.E. (1938)
and McWilliam-Smith {1981}, Coldwell and Moerdyk
{1982 as in Trwee, 1938}, has any credsance.

Both open 2nded and closed anded guestions were
included in the interview schedule to provide
variation and to make somz of the items “ess vague
or less threatening. Heousver, emphasis has been
placed on obtaining gualitative, i.e. in depth,
information. :

Furthermore, the items have been phrased in a way
80 as to make them as non-th;eatening and _
non-directive as possible. ’This has been done
as a contrel for defensive responses which may
have been elicited as a result of the sensitive
nature of ¢ertain of the issues which were dealt
with.

The disadvantage of this approach was that the
. responses elicited by these items were less
directly related to the propositions of the
regharch and, therefore, required more
interpretation than would have been the case if
the items had been more direct. It was, hﬁwaver,
felt. that this was a necessary price to pay in
order to maximise the validity of the responses,
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2.3,

2:3.12.

2.3‘2.

T AR R R T AT iy, R TR PRS2 e A

PILOT TEATIRG

The projective erxercise and interview schedule were

pileted on three black South African nanagers and three
white south African managers, This was done in order to
perfect both the content of the instrument, as well as the
tachnigque of interviewing. »2As a result of the piloting
varicus alteraticns were made to Hoth the interview schedule
and the projective exercisze. '

BAMPLE:
Structurs of Sample,.

The total sample size consisted of 104 subjects. This was
divided as follows:

- sub-sample 1, which comprised 39 black South African
‘managers; '

- . sub-sample 2, which comprised 3% white South African
 MAnAYers;

- sub-sample 3, which comprised 30 black Zimbabwean
o managers;

AN

o

Industries from which subjects wars 4rawn.

Tha subjects for this study wers drawn sclely from The

Pharmaceutical and Related Consumer vroducts Manufacturing
Industries. These industries were grouped together due ito
there being considerable overiép between the two; in terms
of crganisational structures, production processges, as well

as the sales, distribution and marketing methods they cach
empl:y.
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it was decided to restrict the study to only one industry,
s0 as to control for the possibility that differences
between industries, may complicate the interpretation of the
£indings.

The abovenentioned industrics were felt to be fairly
representative of the type ¢ craanisational envircozent in
which the average manajger has 2o operats, both in South
Africa and in Ripbabwe. This is ecause, not only are all
the major finction: represented (see appendix 3), but the
prasseres and opportunities in the en ironment ave foirly
typical of those faced by businesses in both countries.

Furthermore, these industrier are fairly stable when
compared to other industries. This provides the advantage
of allowing for follow up studies to be conducted at some
later date without too much change having taken place in the
environments in which such industries oparate.

in total the samples were drawn J» fifteen companies; ten

- of which were in South Africa and i1ive in Zimbabwe. (Sec

appendix 4 for a iist »f organisations from which the sumple
was drawn}.
gsenioxity.

’ W

The sample included tﬁa following categories of employves,

- Any nanagers, aparf from f£lrst line supervis&fsh It
was f2lt necessary to make this exclusion dus ho ine
fact that, as the position of the first line
supervisor in Soutn African organisations, being the
bridge between (cften militant) workers and
ranayemnent, isnsomewhat unigee. This seems to prosent
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particular difficulties for the incumbents, which
should therefore ke ressarched separately from the
problems of other managers.

pProfessionals and specialists, who whilst not having
recple under their control, must cope with many of the
same demands as managers, and who in the
srganisational context are clearly identified with
managemant.

(see appendix 8§ for a detailed description of how the
sul-samples were matched on this eriterion}

o

2.3.4. Selection of individual subjests and matching of
sub-samples.

2.3.4.1. South Afrizan respondents

NN
R

Investigations were made as to which companies
Cinvolved in the_panufacﬁure of pharmaceutical or
related consumer products, employed black managers
who fitted the above criteria,

,These arqanisations'were then approached with
reqar@ to obtaining permissign to allow their
 employées to participate in this study. For each
kiack manager they were able to make available,
they were asked to provide a white manager whe
" ovccupied a poaition in the organisation which was
eguivalent to that of the black manager's, on as
many of the ahovementibned criteria as possible.
The purpose of this was to snsure that the white .
- South African and black South African subjects
were matched on as many criteria as possible.
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2.2.4.2.

Particular emphasis was placed on matching these
sub-samples on functional area and level of
seniority.

Althcuch one would have preferred to have
controlled for variables such as age, vears of
experience and specific educational
equalifications, the available population of black

managers in the industry is too smwali to allew for

this.
Zimbabwvean respondents.

Every attempt was made to match the black
Zimbabwean subjects on as many variables as
possible to these from the two South African
sub-samples. However, due to the fact that unlike
the black South African and white South African
subijects they were not drawn from the same
organisations this was more difficult.

(For a detailed description of how’ successfully tha
sub~samples were matched see appenalces 3 to lO)

BXPECTED FINDINGS: {(and reasons for 5tructure of sample)

It was expected that recurrent themes would be noticeable
from within the responses obtained from zub-sample 1,
with regard to what e\bectancy theory defines au the
precondltlons for motivation and performance: the
effort-performance probability, performauce-reward

probahility, valence and role perception, ‘as well as

thelr respective determinants ralienation, self
confidence, trust identification, locus of control ete.).
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However it was not expected that such trends would enmerge
from the responses of sub~sampie 2. The reason for this
is that being white, the respondents were not expected to
face the same sccial and political conflicts and pressures
which are understood to erode gszlf-confidence, trust and
valence in black managers.

Skould such trends emerge, however, interesting guestione
could be raised, about the relationship betwesn
motivaticnal issues and managezent.

As far as the black Zimbabwean sub-sample (sub-sample 3)

is concerned, it will be interesting to see which recurrent
themes do in fact emerge from their responses. At was
mentioned in the previous chapter (section 1.3.) it is
propused that as a result of residual prejudice amonrgst
white managers in Zimbabwe, and despite scocial and pelitical
:empcwerment, hlack managers tend to remain marginal to
Zimbabwean organisations.. It is therefore expected that
scme evidence of marginal status, and/or its effects,

e.g. lack of role cgarity; will be noticeable amongst

the responses of the Llack Zimbabwean managers. This would’
~ then provide support for the proposition of this study, that
certain problems associated with black management are so
pervasive and self-reinforcing that they are not likely to
pe resclved by social and political freedom alone. f

On the pasis of the rvesponses »f tixe bhlack Zimbabweans,
therefare, interesting guestiorn. ovlid ba raised as to < e

relationship betwesn the sooic-political environsent on he
one hand, and notivation av neoformance of plack managers,
on the other; particulariy witi srd to how readily snaial

policy changes will affect the pligsn’. of black managers.
Questions could also be Formulated as to tie relationsbip
Letween culture and manzagenent isspes dependim o the
similarities in response pattercs which sonpao,
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list of all the themes which occur in the
respective stories.

- It was then determined which thenes
belonged together in categories. Each
thene was assigned a nunpker or code.

The end yesult of this process were twelve
categories «f themes, which had
emerged frum the responses (see appendix 11j.

- Each category was then glven a
~ descriptive label.

gtep Two
Formulating categories of plots.

- The responses were each read individually, in
order to determine the k sic structure of -each
plot, -

i
3 {:',T’

- These plots were then grouped together, in
{_.bordance with the basic plot structures,
mentxoned qbove.

/:r//-.’;‘ 1!

‘= ' Each category was then assigned a descriptive
label, according teo which plots of stories would
ke co:agorised. Each of these plot categories was
assigned a code, alcording to which the responzes
were analysed. {see appendix 12) :

/| Btep Three :

f i
fgmnevelop@ng of codiny structure according to which
. latent contant was coded.
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These codes were gengrated independently of
the data, and derive from theory. (see appendix
10)

2.5.1.1.2. Anslysis of Responses

Btup Ona s : !
Analysis of data in acoordance with latent
content. A list of vhe issues examined will be
contained in appendiaz 13.

at c 3 i
This step entailed analysit of the responses in terns

of the ccdiﬁg strucﬁure discussed above} as follows:—

- cClassification of the plots. {see appendix.
1 ' T - :
12). a b

R [E
Lo Ty

Zuh

= The analysis of the following iaemes, with the
S appropriate code keing assigned in the

appropriate column, each time a theme ocours.
Up teo three codes were allowed for each
category of themes, to cater for
complexity .and ambigindy of the responses. The
categories of theiies were as follows:

-~ Race issues (see appendix-ll.i.);

- . Attitude towards work and thé”organisgtion. {see
appendix 11.2.) '

- Relationship with divect superior. {see appendix
11.3.) ' v

i
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Peelings arising from negative event or conflict.
(see appendix 11.4.)

Feelings towards work, prior to the work day. (see
appendix 11.5.)

The interview situation. (see appendix 11.6}

Plationships with subordinatesz. (see appendix
11.7.)

social situations. (see eppendix 211.8.)

General attitude towards the future. (see appendix
11.6.)

How the focal figure is seen. (see appendix 11,10)

coentent analysis of dats emanating from the
interview schedule.

"Tng interview schedule data-can be divided

into that which emanated from tis fixed

response or c¢losed items, and that which arose
from the free response or open ended

questions. As .'egards the former, due to the fact
that they were preccoded no further coding process
was necessary. However, with regard to the free
response answers, a process of content

aral;£is, similar to the one used with the

' projective exercise, was undertaken for each

specific iten.

2.5.1.2.1.The dmvelopmént wf a coding Structura for

oprn-ended items.
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ii.

iii..

The responses to each item of interview
schedule were analysed separately; as
per the following process:

The first stage was to read t*-ough each
response listing themes as they occur.

The list wags then scanned in order to
find, and subseguently eliminate
duplication.

2 code was then assigned to each
individual theme.

The rovt stage involved grouping these
themes into categories. These
aategories'ﬁere formulated according
to commonality which was seen to exist
anongst individual) themes.

A code was then assigned to each
category.

Content analysis was then conducted.
according to the coding structure
discussed above (see point 2.5.2.1.}.

T in turn entailed scanning the
responses and determining which of the
abova themes were represented. In

order to cater for complexity of response,
up te three codes were allowed to
describe the response to each item.
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INITIAL STATISTICAL ANALYSIS.

The primary purpcse of the initial data statistical
analysis was to determine vhether the iiwes which emerged
from the responses of the three groinsg .. respondenis: the
black South Africans, the white Sout~ Jsfplicans respondents
and the black Zimbabwean respondents, .iffered significantl;
fron one another.

2.5.2.1,

- The responses to the fixed response

items, as well as the items where the numbexr
of resPsnses egqualled the number of subjects,
vwere analysed using The Chi-Sgquare Tast Of
Irdepandence [contingency analysis] {(Groebner
and Shannon 13989). The purpose of this test is
to deternine whether or not two variables are
statistically independent. Where two variables
were not be proved statistically independent,
an inference vas made that a ralationship
exists between the two variables,

As far as the data emanating frem the free
response items of the interview schedule
as well as the themes arising from the

. projective exercise was concerned, a

contingency table (the firs’ step in the
Chi-Square Test Of Independence) was used.
This was done to determine whether the three
groups differed, as far as their respective
rasponse patierns were concerned. In order
to determine whether differences in these
response patterns ware in fact

statistically significant, the BE TES% was
nsed. This test is designed to determine the
reliability of the diffaerences between

twe percentages, (Blalock 1972). (seoe
appendix 14},
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The findings which emerced from the above analyses,
and their relevance vis-a-vis previous significant
research and theory will be discussed in the third
chapter.

FACTOR ANALYEILS

The purpose of the Factor Analysis was to establish nore
general or underlying variables which are reflected by the
inter-relationships between the more significant variables
in the analysis. In effect, the underlying variables are
revealed by the extent to vhich items cluster together on
the basis of multiple inter-correlations.

9he variables on which the Factor Analysis was performed,
were ldentified on the basis of the Chi-Sguare Test Of
Independence, and the 3E Test, as well as previpus

significant research and thaory.

Furthermore, it was felt that .dentifying the existence of

such response patterns would help one substantiate or
refute the assertions which were made, on the basis of the
results of the statistical technigues discussed under point
2-!5.2..

i. The first step in this process was to
create dummy variables from the
original biographical data {Bee appendix
15.1 for a list of dummy variables
created). |

ii. ' The next step was to create dummy
variables from those outcomes of the
'Chi-Square Test of Independence or SE Test
which were shown tn be statistically
significant. (see appendix 15.2)
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iii.

A sevies nf factors were then created from
the abovementicned variables, using the

Varimax Method of Rotation.

The Varimax Rotation was conducted three
times. Orce with sub-sample being defined

by the dummy variable black South Africau,
once by the dummy variable white Scuth af - ’caa
and once by the dummy variable black
Zimbabwean. The rgason for conducting this
procedure three times was to ascertain whether
meaningful clusters or patterns of variables
emexrged, vhich were specific to any particular
sub-gample., The findings emanating from tk 2
Factor Analysis, along with their relevance to
previdus significant research angd theory, will
discussed in the fourth chapter. (The results
the Factor Analysis are contained in Tables 1,
and 3, in Chapter 4).
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REGRESBION ANALYSIS

The purpose of the Regression Analysis was to ascertain the
relative importance of key variables in determining the
respondent=‘ adaptation to management. The variables which
were examined were derived from the significant findings
which emerged from the Chi-Sguare Test Of Independence (see
Chapter Threa) as well as from the Factor Analysis (see
Chapter Four). For a nore detailed account of how these
variables were formulated see point 2.5.4.1.

Cne mizt realise that the sample bsing dealt with is

spall 2nd the depesndent variable complex; which means

that the data was not clear-cut, and could not be treated as
precise. Qne of the reasons for this is that whilst the
formulation of the dependent variable was based on varicus
theoretical models (London 1985 Schein 1981 and Walker
1984a), the decision taken vis-a-vis each particular
respondent’s adaptation to the managerial role, was largely
based on judgement. This means that despite the effort made
to standardise the methods of scoring on %he dependent
variable, the final zcoring remained discretionary.
Consequently, it was not seen as bheing applicable to analyse
the outcome of this statistical technigque in the same way as
one would with a dependent variable -~ which is both
formulated and measurable by proper scientific methods.

Hence, the analysis of the cutrome will focus primarily on
the order of causality, denoted by the different
operations, which comprise the overall regression analysis,
as opposed to the specific correlations. 1iIn other

words, the main concern of this chapter will be the order
of contribution of the variables concerned, with regard to
the dependent variable ~ adaptation. This level of analysis
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was thought to be suitable, considering that the purpose of
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this research iz exploratory - that is to say, its
primary purpese is to formulate research guestions; as
epposed to prove a hypothesis.

For a more derailed description of the statistical
operations which comprise the regression analysis, cee
appendix 16.1.

2.5:.4.1.,

Formulation of Independent wariablos.

The hiographical variables which were seen as

keing relevant to adaptation to management, were

redefined, by arouping the existing categories
(see appendices 3 to 18), thus transforning the
exiszting scales, intc three point scales -~ high,
mediunm and low. (see appendix 16.2)

The other (ncon-bicgraphical} independent variables
were formulated according to the following steps:

On the basis of the findings of the Factor
" Analysis, Chi-Sguare Analysis, and SE Test,

as well as the previous significant research
and relevant literature; it was degided which
variables were most likely tc affect
adaptation té;management.

It was then determined which of the original
findings (those which emanate from the
Chi-Sguare Test of Indenendence)}, is able to
provide a suitable measure of the above
variables.
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- If the respondent scored negative or
Iew on all the above findings they
vare ranked low on the particular
variable.

- If they scored high on any one of the
above findings they were ranked medium on
the variable concerned.

- If they scored high on all the above
findings they were ranked high on the
variable concerned. {(Sege appendix 16.3.)

The detailed result¢s of the regression analysis is
contained in appendix 33. For a suumery of these
results on which the discussion was based, see table
4, in Chapter 5.

2.5.4.2. Formulation and Definition of the Despsndent
Variable

Unfortunately no independent measure of the
respondents adaptation to management was
available, as the development of effective
ra2zsures is highly complex ~und would have entailed
a study on its own. Therefore, it was decided teo
analyse each subject's response (including both
responses to the projective exercise as wall as
those to the interview schedule}, according to the
criteria stated below. (A more detailed account
of how this was done is given below).

Furthermore, given the dynamics of the
interviewing situation, and the fact that the
author is a manager in the pharmaceutical
industry, absolute confidentiality had to be
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guaranteed and names were not used. Hence, the
research politics which were operating in this
study pade it impussible to gain a measure of
role-performince of the respondent, e.q.
independent ravings hy superiors.

Morecver, due to the fact that the purpose of this
project is to formulate research gquestions, it
was felt that such a subjective neasure of
adaptation to work-role would suffice. Should
further research be undertaken at later date,
which attempted to answer ther research
questions, more rigorous methots trould be
enployed.

It is commonly acceptsd that the competencies
which a manager requires in order to be successful
in ais work-role, include the abilities to plan,
direct, organise, lezd and control. In order to
be ﬁble to achieve the abeve, however, the
aséirant manager must according, to London {1985},
possess the following attributes: |

i. ocareer resilience: which comprises
having initiative ﬁnq_having sufficient
self~confidence to believe in his own
decisions, as well as being able to balance
independence, with being able to operate
effecti%ely in a team.

ii. career insight: which entails having
career perceptiveness; which includes an
appreciation of both one's own strengths and
yeaknesses, as well as a clear understanding
of the work environment, and the
opportunities and threats it contains. In
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iii,

addition, career insight involves the
apility to establish, and to work towards,
clearly defined goals, (Related specifically
to organising and planning.}

career identity: which conprises

career involvement, covering the abkility

to ideatify with cne's job, organisation and
profession; and desiring sdvancamoat,

which includes the attainment of what usuaily
goes aleong with advancement - recognition,
leadership, money etc.

Other gualities thought t¢ be important for
effective management are:

i.

ii.

iii.

iv.

fiexibility, which includes,; inter alia, the
capacity to apply ones knowledge in changing
conditions;

the ability to communicate effectively, both
formally and informnally, as well as inspire
confidence both amongst one's superiors and
subordinates;

being able to exercise discipline;

reliability (Schein 1981) (Schlemmer 1986}.

A Stepwise regression analysis was conducted with
the variables described above. The outcome of
this procedure, and the impli~ztions thereof, will
be discussed in detail in the fifth chapter.

* & % %
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The results of the aralyesis described above will be
discussed in the following three chapters. The discussion
will focus cn the relevance of these findings to otherx

siynificant research and theories; reviewed at lengtk in the
Zirat chapter.

Tr
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3.

3.1.

CHAPTER TEREE

DISCUSB8ION OF RESULTE
Introduction.

This chapter comprises the findings which emamate from the
Chi~Sguare Test of Independence and SE Test (sae peint
2.5.2, in chapter two). The discussion will focus primarily
on ths recurring themes which arose amcngst the

responses of each sub-sample, with particular regard to
their relevance to various theoriexr and previous significant
research, which were discussed at length in Chapter One.
Enphasis will be placed con those findings which have
relevance for what Expectancy Theory sees as the critical -
antecedents for motivation and perfcrmance, nanely:
effort-perforpance probability, performance-reward

probability, valence and role-percaption.

Despite the fact that the Chi-Sguare tables represent the
percentages of responses to twe decimal places, these were .
rounded off and reported as whole pumbers in this chapter.
This method of presentatzgjfwas felt to be apprepriate, due
to tha exploratory naturé of this research and the fact that
this research examines response patterns or recurrant
themes, rather than specific and clear cut data. However,
levels of confidence have been r<oorted 1q as much de*all as
poss;ble. - -

v&é%éumﬁt;tus and Racial Stensotgping.

When asked what the most valuable advice which they
would give to a person about to be appointed %o a management
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position in their organisation would be, over 10% of the
response elepents from the black Seuth Africans converned
warnings about discrimination, as opposed te only about 2%
~¢ the white South Africans and under 1,5% of the black
Zinbabweans. (see appendix 17).

In isclation 10% may not meem a very high propozrtion of
response elements. However, given the kI -2 range of
possible answers that could have been glvor this
guestion, as weil as the facl thal couparatively, so faw of
the resps ses of the other two sub-sanples fell inte

this category; this finding may provide soms clue as £o sone
of the unique proklems experienced by South African black
managers. ‘

Morecver, ancording -te the SE Test, the difierance between
the abuve percentage of black South Africans and white South
Africans is significant at the 1,728% level cénfidance, ang
‘the difference between the black South Africans and the
black Zirzbabwearis is significant at the §,62% confidence
level. E :

When asked what nbstacles and challenges one should
~expact to encounter 6n'beinq:appdinted a manager, the theme
of discrimihation was once again evident amongst the
responses of the black South aﬁgican managers.,

Whereas under 3% of the whité Scuth Africans' response
elements and 1,4% of the black Zimbabweans iadicated a
perception that discriminatory chotacles exist in the
corporae enviroument; almost 19% of the black South
Africans! respont. elements, conzerned such

obstacies {see appendix 18). '
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The difference in the percentages of bklack a2nd white South
Africans who responded as such, was shown by the SE Test to
be significant at the 0,067% level of confidence. 1In
additien, the difference between the black South Africans
and the black Zimbabweans was shown to be significant at the
0,0M47% confidence lesw:l.

It is inkerasting to note that in spite of their inferior
education (zee chapter 1, point 1.2.%.), black South
Africans d4id not mention poosr education as an obstacle
to their success as manayers.

The above finding is further supported by the fact that
nearing 9%% of the black South Africans fe® “hat on the
whole, perple iv arganisations are judged on external
rather than internal criteria. This is opposed to 67% of
- the black Zimbabweans anc aprroximately 46% of the white
South Africans who believed thi s‘to be true (see appendix
19).. |

L, _
The difference between the black South 'ricans' »esponse
pattern and thoese of the white South Afrivans (expressed in
peraentagas)ﬁ was shoun by the SE test to.be gignificant at
the 0% level of confidence, whereas the differences between
the responuss of the patterns of thz black Zimbabweans and
the plack South Africans, were shown to be significant at
the U,24% level of confidence. The difference betwean the
response patterns of the black Zimbabweans and the whlte
-South A*rumans were not, however, shown to be
statis txﬂully slqnliicant.

The“perception that ruacial discrimination is a majer
obstacle in the organisaticnal environment was prevaient

o
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amongst the syplanations given regarding the above respanses
of the black South Africans. (See appendix 20).

One sees that 22% of the response elements concerned

- racism as a common feature of organisational culture; almest
11% of the elements poirted te difficulty which blacks
experience, as far as fitting in socially inte the
organisation. In addition over 7% o¢f the response elements
concerned general diffieulties which | lack managers
experience in the osrganisation.

In contrast 4% of the response elements of the vhite

Bouth Africans, and 3% of those of the black Zimbabweans,
pertained to racisim 4z a cownon feature of organisational
life (culture). No responss elements of either of these
twe groups concerned either difficulties which blacks
experience in fitting in to the organisation, or problems of
aceaptance faced by black managers.

In total, 64% of the klack South Africans' response
elenents concerned racism, as opposed to 15% of the black
Zinbabweans' and 10% of the white South Africans.

The differences between the respoi:es of the black South
Africans and the black Zimbabweans, as far as
‘organisational culture is concerncd, was shown by the SE
Test to be significant at the 0,28% level of confidence; and
the difference between the two Scuth African groups'’
responses on this issue, was shown to be 0,68%. As far as
the responses which concerned the problems of social
integration faced'by blacks in so-called white
organisations, the differences ip the above percentages were
shown to be significant at the 2;08% level of confidence for
the two South African groups and 2,58% for the black South
Africans and black Zimbabweans.
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With regard the total number of response elements which
concerned racism, the differences bei cen the percentages of
black South Africans responses and those of both the waite
South Africans and the lack Zimbabweans'!, were significant
at the 0% level of confidence.

victin Status racial stereoctyping and
effort-performance probability.

Acconeding to Lawler and Porter (1947), fundamental to an
expectatien that performance is dependant upon effort, {(a
key determinant of motivation) is the belief in ones own
ability to perform to the reguired level ila.
self-confidence. In the words of Human (1990a), Y... _
people confident of doing well tend to attribute failure to
inadequate effort, whereas individuals expecting teo fail
will attribute failure to a lack of ability, which in turn
will affect subseguent motivation."(page 19).

Humar. {1990a) as well as Human and Hofmeyr (1985}, maintain
that barriers such as discriminate: attitudes {and
iegislation) are likely to raise douhts in cthe minds of
black employees as to their own abilities, as a result of
what Peters and Waterman (1982}, term tiue Pygmali. .
Effect. -

N
That is, they maintain that black South African managers
internalise the negative stersotyped view ii:a% others in the
organisation hold of them, as being fundamentally unsuited

o holding management positicns in organisations.

Haward znd Hammond (1985}, suppart this and maintain, that
ovey time the individual internalises low estimaticn hel@ by
othéxs. They say that this i .ernalised negative expeciancy
my tead to a reluctance to tiy hard in the . Zure, as well
as a tendency te withdraw from competitive situations.
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in other words, individuals who have internalised negative
views which others hold of them, Y... are not really losgers
or failures, they have just acguiegced in their own
ordinariness to something they believe in so utterly that
when they need to exert themselves, daep down they don't
beileve they ave worth fighting for® (Howard and Hammond,
1985 page 13}.

In discugsing the plight of the mocdern American blacks
Shelby Steele (1990) notes that one of the wost demaging
effects of discrimination, be it real or imagined, is the
self-perception which develops, of being a wvictim. He
says that as a result of this, people faill to take personal
responsibility and compete with the rest of society on an
equal footing. Farther he states ¥ ... that the hardest
thing for any sufferer %c accept is that his suffering
excuses hin from very little, and never has enough currency
to restore him. %0 think otherwise is to proiong
suffering." (page 54). '
: &
3.2.2. Vigtim Status and racial stereotyping and the
pijformance-reward probability.

T

itne perception in the mind of black South Afridan managers
‘that they are judged on the basis of their race, suggests
that they helieve that they will not be recognissd for
potential they may possess to contribute to the ,
organisation, and the diligence they may ahuy.‘:lnstéad in
all likelihood, they assume that they will Be judged
according to racial stereotypes. It seems therefore that
Lhe sxpaciancy that reward is dependant upon effort, will
be negative. {(for further discussion of this theme, see
point 3.4) . . _
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victim Status and racial stereotyping and
valence

According to expectancy theory, once an individual has
established that reward will be forthcoming from his
efforts, he attaches values to these rewards (Lawler

1969, Lawlier and Porter 1967). It is important to note that
these values will differ from individual to individual.

It is therefore dangerous for a broad brush stroke to be
uSed, by which individuals are stereotyped, and conseqontly
eﬁfrybne of the same gender or race iz seen to have the same
needs (berz’ g 1968},

on - hvg;g of the findings discussed above, it would seem
tb '*Mk South African manager is being rewarded
acﬁ,tm ﬁﬁaatyped ideas of what others believe he
dasiﬁ@é,k - ‘nSequently not in a way designed to

f;hiﬁhénnifidual needs.

In all llkelahooa, thia will negatwvely affect the
value he attaches- to these rewards; thus havmng a
negative effect on his motivation.

Therefore, it appears one can say that judging of people,
according to stereotyped perceptions. not oniy negatively
effects their sxpsctation that their efforts will be
recognised, as well as the seli~confidencée they have to bs
adbie to produce the desired perforuance, but alsce the
gxtent to which they valuas the way their efforts are

- rawarded. This is corroborated by some of the results that

follow.
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These stereotypes are likely to persist as long as blacks do
not represent a significant proportion of Sovth African
managers. It iz well known that in the abssnce of real
first hand experience of a situation, or group (in this case
black managers), people (in this case white managers)}, tend
to rely on preconceptions and stersotypes.

This lack of success, coupled with e dearth of blacks in
management positions, serves in turn to reinforce the
prejudice of white managers; thus perpetuating the
conditions under which sterectyped views of biack
managers are borne.

Therefore, the problem of stereotypes seems to bhe
gelf-perpetuating. As discussed above, atereotyping creates
difficulties fr— black people to be successful in
manageuent.. b

Plots of responses to Projective Exercise and
effort-perforzance probability.

in categorising the responses to the projective exercise, a
pattern emerged which seems to suggest more of a negative
sxpectancy, that sfiort will result in effective
performance, amongst black South Africans and Zimbabwean
wanagers, than amongst their white South African
counterparts. ({For a further description of the categories
according to which the plots were classified, see appendix
21)

Some 31% of the black South Africans and 23% of the black
zimbabweans related stories in which not only were the

efforts of the individual seen te be unsuccessful, but the
situational factors in his environment which influence his
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performance, were -~ rtrayed as being beyond the control of
the individual. T.. 3 is in contrast to less than 2% of the
white South Africans' responses in this category.

However, 20% of the white South Africans, as opposed to only
7% of black South Africans and 3% of the black Zimbabweans,
responded with stories in which the individual was portrayed
as being successful in his efforts and able to achieve his
chjectives.,

According to the Chi-Sguared Test Of Independence, it was
found that a statistically significant difference exists, at
3,7% level of confidence, between the types of plots given
by the three groups of respondents.

According to the SE Test, the differences between the
percentage of white South Africans and black South Africans
whose responses to the projective exercise had plots

which indicated a negative effort-performance

prokability, was significant at the 1,78% confidence

level. Further, the differences between the percentage of

- responses of the white South Africans and black Zimbzbweans,
whose plots were classified as such, were shown to be
significant at the 10% level of confidence. As one would
expect, the difference betwyeen the Llack Zimbabweans?
responses and those of the black South Africans, was not
shown to be s*atistically significant.

Accordir <o the SE Test, as far as the proportion of
respon 3 in which the individual was portrayved as being
succe: ful in confronting the challenges in his environment
{positive effort-performance probability), the

difference between the. response patterns (expressed as
percentages) of the white South Africans and the black South
Africans, was shown to be significant at the 10% level of
‘confidence.
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In addition, the difference between the responses of the
white South Africans and thoge of the black 2imbabweans,
which conformed to the above criteria; were shown to be
significant at the 5% confidence level. The percentages of
the two black groups responses which fitte” the above
criteria, was not, however, shown {(by ©° SE Test}, to
differ significantly.

The response pattern of the white South Africans, can be
explained in terms of a general pattern amengst their
responses, which seems to signify a gpositive
effort-performance probabkility. The black South

AT hcans' responses on the other hand, can be understocd in
tarms of the self-perception of being victims,

suggested by the results discussed previou: ¥ (see point
3.2.). As mentioned earlier, this indicates 1low
effort~performance prcbability.

However, as far as the black Zimbabwezns are concerned,
noe connection can be made between this result, and
indications of low effort-performance probability
amongst other findings. : '

Perhaps this response pattern can be attributed to the

fact that despite overt discrimination being a thing of the
past in Zimbabwe {ses responses of black Zimbabwean managers
to item 1.8.1. of the interview schedule), the black
managers' pusition in the average Zimbabwean organisation
remains marginal {(Murphree 1986 and Pasipanadya 1989).

According to Stamp {1991), when & person is marginal to
the organisation (what she refers to as being out of flow
with its values and culture). his expectation that his
efforts will produce the desired performance becomes
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diminished, thus negatively affecting the
effort-performance probability. (For a furthesr
discussion of the marginality of the bklack Zinbabwean
manager, see chapter i1 and point 3.4.2 and 3.6. of this
chapter} .

Further, black Zimbabwean managers' continued
marginality in the organisation, which exists despite
their equality in the society zs a whole, might be
contributing te feelings of frustration, pessimism and
cenfusicn, which in turn could help to ezplain the
negativity of their responses to the Projective Exercise.

Ironically, it may be that despite the low
éffort—performance probakility amongst black Soutlh
Africans, this group may have a more positive outlook than
black Zimbabweans. Perhaps this is ascribable to the high
expectations which black managers understandably might have
of the sc~called, new South Africa. In other words,

they may be hopeful that pending political eguality will
have positive conseguences in all aspects of their lives;
including their positions in the business world. Black '
Zimbabuweans on the other hand, have lived through eleven
years of pclitical and social empowerment, and in spite of
any initial optimism, may have discovered that political
processes alone do not chénge society, and that success in
the business world is far more elusive than it may have
seemed at first.

This may account for the greater degree of frustration and
resignation evident amongst the plots of the black _
Eimbaﬁkehns' rasponses to the projective exercise, compared
to those of the other two groups.
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This is borne ocut by the fact that 46% of the black
Zimbakweans'! responses to the Projective Exercise, had plots
in which the focal figure was seen to be resigned or
frustrated, and the dominant msed was ona of lethargy,
apathy or indifference. ‘his is opposed to under 23% of the
black South aAfricans responses, and 26% of the white South
Africans' responses, whose plots could be described
similarly. {see appendix 21)

According to the SE Test, the difference between the
percentage of black Zimbabweans and black South Africans who
fell into this category was significant at the 4% level of
confidence. Fuarther, the difference betwezn the percentage
of black Zimbabweans and white South Africans who fell into
this category was significant at the 10% level of
confidence.
The notion of black Zimbabweans being more negative than the
cther two groups is further supported by the fact that the
overall proportion of plots with negative connotations
amohgst the black ZiuSabweans! responses to the Projechtive
Exercise, is greater than amongst either the white Sout::
Africans or the black Scuth Africans {the definition cf
negativity jncludes those plots which indicate a negative
effort-performance probability as well as general
negativity). Approximately 54% of the black South Africans
and 37% of the white South Africans could be described as
having negative plots, and close to 70% of the black
Zimbabweans responded to the projective exercise,
negatively. (see appendix 21). ,

o
According to the SE Test, the difference between the
percentage of black Zimbabwean respondents whose stories
were negative, and that of the white South Africans is
significant at the 0,82% level of confidence. The
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difference between the percentages of the two South African
groups of respondents, and the difference between the hlack
South African and black Zimbabwean groups® responses were on
the other hand, not shown to be significant.

However, due to the fact that white Zimbabwean managers were
not included in this study, it is difficult to ascertain
whether such negativity is attributable to something
speclfic to black Zimbabwean managers' experiences, Or can
be attributed to the ewperiences of Zimbabwean managers in
general.

3.4, Understanding of the advancement process, role
perception and their respective relationships with
margine:l status.

As mentioned in Chapter One (point 1.2.4.2.), aucording to
Lawler and Porter (1967) as well as Katz {19€9), effort is
not synonymous with performance. In fact other variables,
such as abilities and role perceptions combine
(multiplicatively) with effort, in determining performance
levels. - a

As regards the individualfs eventual success as a manager,
of equal importance as the accuracy of his role

perception, is the extent £o'which he properly recognises
and understands the processes whereby his career obijectives
are likely to be accomplished; what Lee and Piper (1583)
term, the advancement process.

3.4.1. Understanding of ihwe advancewent process and its
relatisnahip to Narginal Status.

In analysing the means by which the respondents intend to

achieve their career objectives (referred to below as the
acticn plan) an interesting pattern emerged.
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The Chi-Sguare Test of Independence found that the
relationship between sub~sample, and the type of action

plan envisag:d@ by the respondents was found to be
significant at the 10% level of confidence, (see appendix
22). Whereas roughly 82% of the white respondents felt that
their objectives would best be reached through actions taken
in the corporate environment, for asarple; through hard
work, getting to know the right people etc, just over

54% of the black Scuth Africans and less than 37% of the
black Zimbabweans, felt the sane.

According to the SE Test, the difference bztwaen the
percentage of responses of the two South African groups was
shoun to be significant at the 0,96% level of confidence.
The difference between the white South Africans' response
pattern, and thait of the black Zimbabweans (expressed as
percentages), turned out to be significant at the ¢,03%
confidence level, whilst that of the two black groups were
not shown to be significant. The difference was shown to be
significant at the 15,28% level, . hich is passed the
accepted cut~off level of 10%)

. 50% of the black Zimbabweans and approximately 35% of black
South Africaps, compared with only about 17% of the white
South African sub-sample, felt that their objectives

would best be rea¢had by engaging in activities outside

of the corparatp ehvironment; sucn as the furthering of
education. -

The SE Test found that the percentages of the black and
white South 2Africans' responses which fell into this
categbry, were significantly different from one ancther, at
the 10% level of confidence., The difference between the
percentages of black Zimbabwean and white South Africanz
whose resnonses were of the above type, was shown to be

v.ea./ Pg 81



- 81 -

significant at the 0,56% confidence level. The response
patterns of the black Scouth African and blachk Zimbabwean
groups were not shown to be significant.

Thiz may be a reflection cf the real disadvantages which
black south African and Zimbabw.ans find themselves, as far
as the inferior guality of their education is concerned. 2s
mentioned in the first chapter, education remnins ons of the
greatest distributors of life chances in the modern world.
{Human and Human 1587}

However, it may also de indicative of another problen which
exists amongst black Scuth Africans, and even more so
anongst black Zimbalbwean respondents. This regards the
extent to which they understand the subtle procegses,
through which skills and knowiedge, essential for the
developrent of successful managers, are imparted.

Various theorists have identified a link between social
integration in an organisation on the one hand and
successful performance of work—-role con the cther. aAmongst
the respounses to the projective exercise, it was found that
vhereas only 7% of the black South Africans'’ responses and
5% of the black Zimbabweans' indicated that they perceived a
connection batween social success and work success, 19% of
the white South African responses pointed to such a iink.
(see appendix 23)

According to the SE Test, the differences hetwesen the akove
percentages of the bluck South Africans and white Scuth
Africans is sign. ficant ab the 10% level of confidence. As
far as the black Zimbobweans and the white South Africans
are concerned, the difference between the percentages was
found to ke significant at the 7% level of confidence. as
one would expect, the difference between the groups of black
responcents' response pattern was ot statistically
significant.
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Schiemmer (1986}, maintains that the learning process
through which an individual acquires the skills and
knoviedge he reguires, in order for him to bhecome a
successful manager, is almost entirely informal. This
process, he says " ... invelves acute observation and
absorption of correct approaches in work-place experio =V,
{pags 100). He says the critical experience of informal
gsocialisation, which is so essential for success, depends
upon a social intimacy which as a result of the legacy of
Apartheid, only very rarely exists between whites and
blacks.

‘Lee and Piper (1989), corducted a study conce ning the key
factors affecting the management advancement .o graduate
managers working for the Midland Bank plc., in England.

They Ffound that the extent to which a person is cognisant of
the informal processes whick sperate in crganisatiomns,
great%y influences his success, and his prospects for
promotion, in the corporate worid.

- As far as the black South African respondents are concerned
thereffore, the above result could be explained in terms of
the black managers marginal pesition within Souil

African organisatiens through vhich they are denied access
%o the informal system operating in organisations.

Research done by Human and Icely (1987), Human and Hofmeyr
(1987) and Human and Hofmeyr (1988) suggests that despite
the decline in direct discrimination, the attitudes of
whites toward black management development remain negative.

They say that despite white managers paying lip service to
such activities, the majority of white managers still doubt
the inhevent capabilities of blacks. {As corrcborated by the
fact that black South African respondents themselves
perceive this to be the case; see point 2.3.)
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This problem is exacerbated by what Stamp (19921) terms the
glass ceiling, and Human and Human (1987,1988} refer to
az goclal closure.

Through these subtle mechanisms non-white males are
prevented from becoming effective managers, in white
orgarisations. From a study which Human and Hv ~n (1987)
conducted inte the composition of the Scuth African business
éiite, it was concluded that "... nepotism and group loyalty
{(which seem to be ona of the critical antecedents, of social
closure), are, however subconscicusly, more important to the
41lite than profitability and orir oy, lveness." (Human and
Human 1987, pade 73)

Bs 2 result of the continued existeice of such subtle
discrimir-ation, they maintain that blacks are denied access
to the informal processes in the organisation through which
white managers are generally able to gain i. clarification
of .their voles as managers and, ii. an understanding of “he
types of buhaviours In which they would have to engare, in
order to ensure successful managerial careers. '

This assertion is supported by Wendy Luhabe (Tribute

E \5/1990); a prominent black executive with one of the top
German vehicle manufacturers repreasented in South Africa.
]ahg believes that one of the major reasons for the lack of
ﬁﬁbcess of black managers in South Africa, is that they do
not understand the dvnamics of the corporate world. She
goes on te say that, Y..., one cannot play ths game if you
don't know the rules. It is only by mastering these rules
that you can find 3 way to¢ go around them or rise above
then” (page 62).

She ascribes this lack of knowledge to the fact that blacks
are denied access to influential social networks in
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the organisation. She regards these network groups as, "...
the foruns at which candidates were groomed and coached on
corporate politics,® (page 62) and found that in the United
States, where she received much of her training; that these
networks played a very influential role in caraer
developnent.

Therefore, "black managers guickly master the explicit
culture i.a. the recognised and easily observable
standards of corporate culture. However implicit
culture i.e. the unarticulated assumptions, present a
particular problem to black management trainees, as their
interface with white management ig limited to formar
contacts." (Khosa 1987, as in Erwee 1983; page 13)

As discussed in Chapter One, (and briefly under point 3.6.
of this chapter), despite discriminatory practices in
Zimbabwe being largely a thing of the past, blacks are still
not completely integrated into the Zimbabwean corporate
environment. In fact according to Pasipanodya (1989), black
managers were originally employved by Zimbabwean
organisations as condiits of communication between

private business and the state, rather than on the basis of
their managerial competence. This implies that they

were never trusted sufficiently to allow for the social
intimacy which is necessary for the development of a
thorough understanding of the process ﬁhereby managers are
advanced. ’ '

Murphree {(1986) says, that whilst white Zimbabweans (who
comprise the majority of the managerial establishment), have
adapted their public behaviour to suit the nrew social

norms of nor racialism; in many cases racist attitudes
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have remained entrenched. This, together with various other
problens associated with marginality, (discussed in

chapter Dne as well as further on in this chapter), might
explain why despite having political and social freedom,
black Zimbabweans still lack access to the subtle processes
of informal observation and communication, which exist in
organisations and are so critical to gaining a true
understanding of how organisations operate, as well as how
to ensure a successful management career,

It seems therefore, that both the above argument, as well as
the argument which explains the above finding in terms of
the black respondents wanting to compensate for deficiencies
in the guality of their education; are tenable.

Marginal Status and Role perception.

Human and Hofmeyr (1985), as well as Schliemmer (1986),
maintain that role ciarity is negatively affected by
marginality. This is corrcbhorated by the following
finding which shows a significant relationship to exist, at
the 18% level of confidence, between sub-sample and how
important the respondents saw improving the definition of
the managers' role in the organisation.

Whereas only 20% of the whith South African respondents
indicated that they felt iﬁfwas urgently or very necessary
for managerial positions t» be better defined; 60% of the
biack Zimbabweans and black South Africans indicated that

this was either urgently or very necessary, (see appendix
24). |

Aecording to the SE Test, the difference between the above
percentages of the two South African groups is significant
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at the 0,03% level of confidence, and the difference betiween
the percentages of the white South Africans and the black
zimbabweans, is significant at the 0,1% level of confidence.

It has been said by Lee and Piper (192%), Schlemmer (1986G),
amongst others, that a clear understanding of how one is
expected to perform one's role as a manager, is not only
contingent upon one's understanding of the formalised
demands made by the organisation; in terms of the chijectives
and duties, which have been set. 2As discussed under the
previous point, (3.4.1.), it also reguires an understanding
of the informal system of such unwritten rules anc processes
which operate in an organisation. Although these are seldom
overtly defined, having an appreciation for them is an
absolutely essential ingredient of a successful career in
management. According te Schein {1981) this system of rules
can only be absorbed through an csmosis type process,

which can only occur through informal and relaxed social
contact with those who are already established in the
crganisation. '

The parginal position of black managers in so called

white organisations, as described by Human and Hofmeyr
(1985), Luhabe {1990), Murphree {1986}, Pasipancdya (1989),
Schlemmer (1986} ,Strachan (1950) as well as Stamp (1991)

- through which these managers are said to be denied access to
the informal social networks discussed above, gould help to
explain why a greater proportion of black respondentes (both
South African and Zimbabwean), than white respondents, felt

it was very/urgently necessary for managers' jobs to be
better defined.

This problem is exacerbated by the fact that in both South
Africa and in Zimbabwe, the private business sector is
regarded with some suspicion by tha black coumunity. This
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means that black managers may become caught between two
paradigms or value systems; the primarily

capitalist orientation of the business establishment,
and the socialist ideological stance of the bklack
communities.

According to Human (1889}, Kane-Berman (1290} Pasipaneodya
(1989) and Schlemmer (1986) this inevitably produces a
crisis of loyalty and identification, which results in
black managers having greater difficulty than wvhites, when
it comes to identifying ¢asily with the managerial
establishment. Consequently they seem to suffer a
greater degree of role conflict and role

ambignity, than dc white managers.

Three jobs were described to the respondents, from which
they were asked to choose what they perceived to be the most
difficult (see appendix 1.1.10). The nature of the first of
these jobs was to train people to operate computers, and
involved a great deal of tfavellingﬁ The second job
involved the checking of a great deal of statistics which
necessitated a great deal of after hours work. The third,
regquired taking decisions on where and how capital should be
invested; which entailed making choices based on various
reports, generated by highly qualified subordinates.

With the first two jobs, the correctness of the outcome of
the managers' decision was able t¢o be predicted with some
wegree of certainty, i.e. there are correckt ways of
training, and of checking production statistics. In
contrast however, with the third job, the onus is placed
upon the judgement and discretion of the manager,

there being no standard technical procedure to follow to
L .p make the correct decision.
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The third job also involves supervision of highly gualified
staff which requires a great deal of flexibility on the part
of the manager, to cater for the myriad of demands which
highly qualified staff are likely to make.

Therefore, one can say that by recognising the third job to
be the most difficult the respondents are indicating that
they understand the essential differences between managerial
and non-managerisal or technical tasks and thus probably have
a clearer perception of the managers'! role in the
organisation, as defined by London (1285), Schein (1982) and
Walker {1984). Despite the fact that according to the
Chi-Square Test of Independence, the relationship between
sub-sample and the responses to this particular item being
significant only at the 17,2% level, some interesting
patterns did emerge amongst the responses, that corroborated
with the other findings which concerned role

perception., {see appendix 25.)

Wheress 50% of the blzck South Africans and black
Zinbabweans saw either of the first two as being the r st
difficult management .bs; only slightly more than 31% of
the whiie South Af-lcans 4did so.

This provides further support for the assertion that black
managers, be they South African or Zimbabwean, have a less
accurate perception of their work-role than do white

- managers. The differences betwaen the above percentages, as
far as the bklack and white South Afric¢ans are concerned,
were shown by the SE Test to be significant at the 9% level
of confidence. The differance between the white South
African and black Zimbabwean percentages, was however sbown
to be significant only at the 13% level of confidence; which
is above the accepted cut-off point of 10%. Despite the
differences between the percentages of the black Zimbabweans
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and the white South Africans not having been shown to be
statistically significant, the fact that the response
pattern supports other fi.udings teo do with role
perception, suggests that it is still worthy of
consideration.

As discussed, this can be attributed to black managers?
marginal position in the organisation, which denies

them access to the intimate social relationships, through
which they would gain knowledge of the many subtle cues and
innuendos, which would have helped them to attain a more
accurate perception of what is expected of them as managers.

Performance~reward probability, an@ Victim
Status

The Chi-Square Test 0f Independence, found that a
significant relationship exists, at the 0,9% confidence

” level, between sub-sample, and the urgency with which

the respondents believe improvements should be made to the
organisations! effectiveness as far as their reward and
recognition of effort is concerned. (see appendix 26).
More than $2% of the black South-Africans indicated that
they felt that they were not being rewarded effectively,

‘whereas around 603% of the bhlack Zimbabweans and 68% of the

white South 3fricans felt as such.

According to the findings of the 8E Test, the difference
between the above percentages, as far as the two South
African groups are concerned, is significant at the 9,9%
level of confidence. Further the difference between the
black .imbabweans and the black South Africans, is
significant at the 0,14% level of confidence.
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Given the facts that; i. in all likelihood the same systenms
govern the reward of both the white and the black South
Africans, and ii. white South Afvicans and black
Zimbabweans responded similarly to this item cne can only
assune that the above response pattern of the black South
Africans is ascribable to something peculiar to the
experience of the black South African manager. In examining
the earlier responses, the perception of being a victim of
racism {which was linked earlier in the discussiocn to the
issue of rewards), vwhilst not featuring in the responses of
the black Zimbabweans or white South Africans, recurs
amongst the answsrs of the black South Africans (see points
3.1., 3.2., 3.3.}.

On this basis one could, therefore, argue that the black
South Africans inQication that they are dissatisfied with
the way in which they are rewarded by the organisation

for which they work, is in some way connected to perceiving
thenselves to be victims of racism.

This supports the hypothesis mentioned above that the
perception that biack South Afrxcaﬁa have, of being judged
according to racist stereotypes, negatively affects

their expectation that their pesrformance will produce
rewards [such an expectation is according tc Lawier and
Porter {1967}, a key determinant of motivation}. This
perception suggests that no matter how hard they work, black
South Africans feel that they will mot be recognised and
reward=d for their individual achaﬂvemants. Instead they
believe that they will be judged adcording to racial
stereotypes. {sce point 3.2.2. for previous discussion
of the relationship between victim status and the
performance-reward probability. ’
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valence and Victim Status.

As mentionad above (see point 3.2.3.}, being judged
according to racial stereotypes sugdgests that even if
rewards are forthcoming for the individual's effort, the
1ikelihood is that these rswards will be seen by the black
south african, to based on sterectyped views of what

that his needs are, rather than on individual needs.

This impiies, that apart from signifying . low
performance~reward probability, this response may also

be indicative of the rewards that are available having
low valence for the individual.

8ocial Neads and marginal status.

it is interesting to note that whereaz only 60% of the white
South Africans saw it as either very necessary or urgently
necessary to improve communication in their organisation,
97% of the black South Africans and 100% of the black
Zinm»abweans saw this as a priority. One should note that
&11 reépondenta saw it as at least fairly necessary to™
improve the communication in the organisation. (see
appendix 27}.

According to the SE Test, the differences between the
percentages of the white Scuth Africans and the black South
Africans as well as the white South Africans and black
Zimbabweans, are significant at the 9,01% level of
confidence. ¥Further, 80% of the black Zimbabweans and
nearing 85% of the black South Africans identified the
development of more of a feam spirit amongst its

managers as either urgently or very necessary. In contrast
however, onrly around 60% of thé white South Africans saw
this to be such a priority. (see appendixz 26).
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These parcentages were shown by the SE Test to be
signiZicantly different, at the 2,64% level as far as the
white South Africans and black South Africans were
concerned; and at the 8,18% level as far as the white South
Africans and black Zimbabweans are concerned.

Therefore, whilst all the respondents perceived it te¢ be
niecessary te improve both communication in the
organisation, as well as camaraderie amongst its

managers there was a significantly higher priority
assigned teo such improvements by the black Zimbabweans and
‘black South Africans.

This finding is supported by research conducted by Human
(1982). In comparinyg personality profiles of black and
white South African managers, she found that blacks
“indicated a greater need for appreciation, support, -
feedback and access te superiors than do whites. The
similarity between the black Scuth Africans and black
Zimbabweans as far as the abovementianed'responses are
concerned, suggests that such affiliative tendencies are.
tikely td be attributable to something which these two
groups have in common; such as culturse., This would seenm
to confirm the hypothesiz held by, amongst others, Nasser
(1979) (1980), Tabane (1979), Lange (1988), Chalmers B.E.
(19887 and Mc¥. . liam-Smith (1981), regarding biacks beiry.
culturally disposed towards having a strong need for
atfiliation. ¢ "

However Hunan {(1990a), maintaihs that thé'graator nead

for fsedback, support and ff““?aﬂk noticeable amongst blacks
is iinked to the marginal ploation, in which many blacks
find themselves in so-called white organisations.
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Based or: their experience of marginality, discussed

above under point 3.4., as well as in the first chapter, it
would indeed make sense to argue that the greater

social needs which are suggested by the responses of the
black South Africans, as well as black Zimbabweans, are
iinked to these managers feeling marginal, in the
organisations in which they work.

One cannet, of course rule out the possibiiity that the
strong social nreds amongst the black Sonth Africans and
black Zimbabweans, may in sore way be linked to the
commen cultural heritage which these iwo groups chare.

It may be, therefore, that the strong affiliative
tendengies amongst blacs.. South African and klack
Zimbabwean respondents, stems, " ... as much from the
conflicts, inconsistencies and ambiguities which confront
the black manager, as from cultural discrgpancies“,(Human
and Hofmeyr 138%, page 18). -54%f#“ -

They go on ©o say that *,.. the cultural argument . must
(therefore), always be gualified by the vast th copplex web
" of interconnecting factors, which affects the hlaéi

manaqer’? position in other than cultural ways®.

It is important to realise that even if the evidence was
found to sﬁngst that blacks are culéuraily'bispoSed !
towards having a strong need for affiliation, this would
not necessarily have negative implfgations as far as these
two groups’ suitability for management is concerned.

According to Haman (1989), the importance of certain

conéepts central to black culture, and associated with a
strong need for affiliation (which are ¢pmmonly grouped
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under the broad hoading of Ubuntu}, is currently being
stressed by management theorists in Euvope and the United
States. This ropresents a critical lesson which western
theoriste have learned from the econcmicallv successtul
Asian businesses, for example those of Japan. As Adair
{1986) points out, Japanese society is charnctavised by a
much greater proninence keing given to the

oijarisation and group and the relatively low

develepment of the concept of individuality. He goes on teo
say that the ideclogy of individualism is based upon a
half-truth in that it ignores the essentizl
interdependance of human beings.

Need for schiosvement and culture.

According to theorists such as Nasser (1979, 1980), Thabane

979), Lange (1988), Chalmsrs B.E. (1983) and
Medilliam=Smith (3198 ¢ as a result of their culturail

::ﬁé%ifage, blacks nr. enly have an over developed need for

affiliation, but they lack the necessary ambiticn,
drive and need f - individual achievement, thus

‘ preventing them _rom being successful managers. This was

_not however, "borre out by the findings of this research:

THe' respondents were asked about the career objectives

which they had set themselives for the §3§;owing fiva years..

Their responses were then categorised according to whether
the objectives were; i. clearly defined, fi. vague, crﬁiii«
non~existent. In accordance with the logic of the cultural
hypethesis, one would expect the black respondents, both
Zimbarwean and South African, to have less clearly defined
pexsonal career obje@gives than the whites. ]

oy

In fact, slightly nore tian 14% of the white South African:
had clearly defined career okjectives, compared to around
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26% of the black South Africans and black Zimbabweans. On
tha basis of the Chi-Sguere Test vf Independence, no
significant relaticnship was found belween sub-panple and
tvpe of career cobjectives set, (sae appendiy 29).
Furthermore, the SE Test found that the differences between
the above percentages, were not significant. Therefore,

ot the basis of this finding one could not suppor. the
pobion of blacks being less ambitious than whites.

The respondents ware then asked which they would choose, if

offered a chuice botween two jobs. The firsk job would offer
minimal risks in terms of making mistakes, and would

zuit the iadividua1$"experienue;:the second hwwever, would

be maﬁe complicated, outside the 'individuais®

experjence, with more pcss;bllity of nmaking mistakes.

{See: wppendix 1.2.7.1.)
g
! ' _ Y
On thu hasis of both the Chi-Square Test off%ndependence and

the SE Test, ne signifieant difﬁ@rences werd) found, between
the zesponses of the white Soutn Africanz on the one hand
.and qhe Tesponses: of the bhiack Sauth Africans and black
ulmbmbaemns On the other, '

u ; .
Iin f#ch apprbylmately ovar 33% wf black South Africans, 23%
of w&ite South Africasns and 36% ‘of the black Zimbabweans
choa# the jch that would 1ﬁvulv% nore risk. (appendix 30).
on thw baaks of *hisfxesult, thérefcre, therd are no
grnunds tm support the view that due to their cultural
heaitage,:a propensity exists amongst Africans to avoid
taking riéks.
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The respondents were asked to indicate whether or not they
believed it to be wise for senior managers delegate

tagks which are new, difficult and the outcomes of which are
uncertain, to more junior managers. (see appendix 1.1.%.1.)

Lange (1984), maintains that as a result of their cultural
heritage, Africans are fundanentally conservative;
unwilling to take risks and intolerant of

apbigquity. ©One would therefore exzxpect, that due te

sharing a comnon African culiural hevitage, the black South
Africans and black Zimbabweans would respond similarly to
the above qguestionnalive item,

Howewer this was not borne out by the findings. In fact
whereas just over 94% of the white Scuth Africans and
approximately 74% of the black 3outh Africans, indicated
that they saw such delegation te be pasitiﬁé; only a' »ut 33%
Zimbabweans said that they felt that this advisable. (see
appendix 21)

According to the SE test, the differences in the p» ortion

nf white South Africans as cpposed to black South Africans
- who answered as above is significant at the 2,04% level of

confidence. The difierences between the proportions of
black South Africans and those of black Zimbabweans, were
however found to be even more significant; ie: at the 0,067%
level of confidence. ' -

This guggests, that even if copservatism is a feature of
African culture, the different circumstances which have
shaped the experiences of the two groups of black
respondents, are likely to have had greater influerce in
shaping attitudes towards change and ambiguity, than
have cultural factors.
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The experience of tokenism, which saw people being
promoted beyond their level of compstence, often for
political ends; has according to Harding (1990), and
Strachan {1999}, made business people in Zimbabwe cautious,
when it comes to advancement of people in oxrganisations.

It may in fact be that caution amongst the black
Zimbabweans, as far as delegation involving relatively high
risks, as is suggested by the above response pattern, could
be explained by this negative axperience of tokenism.

* %k K %

Therefore, whilst the findings of this research provide some
suppert of the view that strong social needs are a

feature of Southern African black culture; there is

nothing in these findings to suugest that this is
necessarily associated with a lack of perscnal ambition,
initiative and work ethic, seen by supporters of the
cultural hypothesis as indicative of a low need for
nchievement, and associated with a lack of

wanagerial potential. '

Locus of control, culture, and victim status.

Propohents of the so called cultural hypothesis maintain
that an extarnal locus of centrol is aszsoclated with a

low nesd for individual achievement: a feature of

African culture which is likely to hinder the individuals!
syccess as a panager, Farther, Coldwell and Mcerdyk (1982 as
in Erwvee, 1988) maintain that a prominent aspect of black
culture is a beljef that the individual's future is
determined by a2 set of immutable laws which govern the
universe.
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This is not however supported by the finding under
discussion. In fact, whilst more than 15% of the black
South Africans indicated that they believed that their
futures were dependent outside forces such as fate, luck or
chance (as opposed to their own efforts); no white South
Africans or black Zimbabweans “elt this way. Thiz is despite
the fact that the two black groups shara a common

cultural heritage. (see appendix 32)

The SE Test found that the responses of the black South
Africans differed significantly from those of the white
South Africans, at a 1,55% level of confidence. Further,
the differences between the two black sub-samples' responses
was shown to bz significant at the 2,5% level of confidence.

Moreover, according to the Chi-Sguare Test of Independence,
the relationship hkatween the whether individual accepts that
his success depends on his own efforts or not, and
sub-sanple, was found to bhe significant at the 5% level.
{seo appendix Cl}. (see appendix 1 question 1.6.2.)

According to Khosa (1987, as in Erwee, 19838) and Memela
(1988a}), black managers have beccome adept at copying the
behaviours and outwardly espousing the attitudes which the
white establishment deems acceptable, while not accepting
the underlying world view. With both interviewers being
white, the black respondents may have responded to this item
in a way wpich seemed most acceptable in terms of western
values; paﬁﬁ}cularly as far as this item is concerned, as
the idea of the individual as master of his own destiny is
such an overt and fundamental aspect of the value system of
western business. |

This finding however, seems to provide further support for
the assertion stated above, that black South African
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managers are more likely not to perceive performance to
be dependant upon effort, than either white South Africans
or black Zimbabwean managers.

This could be linked to black South Africans believing that
they are discriminated against, which in turn impliies an
attitude that no matter how much effort one expends, there
are likely to be other factors in the environment, which
will affect whether one will be successful or not; a low
effort-performance probability.

Conclusion.

The above findings suggest the existence of the feollowing
significant relationships:

i. Perception of being a victim, and low
effort-; ~rformance probability, low
performance~reward probability and low
valence.

ii. Marginal Status and low role clarity,
lack of appreciation for key organisational
processes eq: the advandemant process, and to
a lesser extent self-esteenm {shown abcve to be
an important determinant cf a positive
effort~performance probability).

On this basis one can conclude that situational factors,
are likely to play a key role in affecting the motivation

and performance of managers.

This assertion is further confirmed by thé outcomes of the
Factor 2halysis; to be discussed in the following chapter.
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CHAPTER FOUR

INTRODUCTION

The pattorn emerging from the Factor Analysis was that no
single factor appeared to be deminant in explaining the
vari mce in the data. Even in the nen-rotated Principle
Compenent Analysis, no single factor emerged as dominant.
Dne wust, therefore, assume that the phenomencn studied is
so complex that consequences flow from fairly marginal
contributions of a fairiy large number of factors.

The tables below (figures 1 to 3), contain the array of
factors which emerged from the Factor Analysis. Table 1
contains the cutcome of the first Factor aAnalys’s, in
which the first variabls was black South African; Table 2
contains the resuits of the second Factor Analysis, in
which the fixrst variable was white South African; and
Table 3 contains the outcome of the tnird factor analysis,
in which the first variable was black Zimbabwean. Only
those variables which have values of at least 0,3, were
considered to be significant, in contributing to the
ovarall factor., Those variables with values mnarginally
below 0,3 were alseo however, considered. The variables
which were thought to be significant are presented in bold
type in the tables below.

For a detailed description ¢f the variables on which the
Factor Analysis was conducted, see appendix 15.

The discussion of the results of the Factor Analysis, will
focus primarily on those factors which relate in some way
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to the propositions of this study, and/or are relevant to
the findings, discussed in Chapter Three.

In other words, emphasis will be placed on those factors
which are thought to have relevance to either; the
effort-performance probablility, the

parformance-reward probability, valence or role
perception.

Furthermore, those factors which highlighted

differences hetween the three sub-samples, as far as

the abovenentioned antecedents of meotivation and
perfcrmance are concerned, and consequently have direct
relevance to the propositions of this research will ke
emphasised in the discussion. The remaining factors will
be menticned, only in terms ¢~ any specific relevance they
may have with regard to discu. .ior at hand,

* * % *
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Figure 1.

FACTOR ANALYBIB 1.

¥IOTOR
VARIABLES: 1.1.
Black S.African 0,83065
Geandear 0,18041.
Age -0, 26433
Education 0,07630
Job typs =-0,06129
Level 0,17710
Time :in org. ~3, 09538

Time in position -0,35513
Wanta Aff. Act. 0,33838
Ready for proum. 0,26274

HWants comm 0,14242
wWants meore und -0, 01553
Tean spirit 0,20220
Mare recog/rawvard -0,15750
Steresotyping ~Q,57TTI7

Perceived raciam 0,83813
Understands mngmnt-0,14709
wWanta more def, -3, 13814

H.B.0. -0,11953
Action Pilam -0,05367
Likes delegating 0,2534¢
Enjoys risk ~,08417

CONTR. TO VARIANCE2,407060

1.2,

-0,19262
-0,3:778
-0,07662
0,00945
0,07536
0,09538
~0,10656
~0,14545
0,25152
0,1198¢
~0,67695
~0,38324
~0, 50557
0,74960
0,30912
-0,03676
-0,11450
0,50005
0,01056
-0,20942
©,46236
-0,10680

2,237123

- 30z -

1.3.

0,11155
0,49691.
~0,08843

0,56572
~0, 08404
0,42165
0,33776
0,35754
0,06978
0,13267
~0,15285
~0, 17575
0,18495
0,063744

w0, 61947
-0, 34742
0,17258
0,13908
0, 51441
-0,12777

2,007086

1.4.

0,00001
0,20431
0,05174
©,72753
~0,06283
0,71280
~0,08291
-0,04531
-0,01346
~0,52444
0,18019
0,15741
~0,44391
=0,02455
0,05025

0,24918
0,15672
0,17131
0,05691
0,14555
0,13524

1,786437

1.5'

0,08870
-0,15685
0,77975
0, 24420
-0,00277
-0,28633
0,49786
-0, 41968
0,48307
-0, 07864
0,30560
~0, 02568
-0, 04500
-0, 14957
0,24311
-0,06879
0,10056
-0, 05504
0,05937
-0, 04410

~0, 04900
1,65039

1.7.

0,04872
0,08134
-0,01064
-0,03557
-0,11578
0, 11671

~0,03363
0,31723
-0,07912
-0,10032
-0,37192
0,10466
-0,16103
0,17636
-0,01715
0,04637
~0,03262
-0,15235

0,1957"
0,77612

1,267979



Figure 2.
ANALYASY -

FAOCIOR
VARIABLES: 2.1.
Wh. S.African 0,61564
Gendar ={,22208
Age 0,50745
Education =0,04525
Jobh typs 0,051:%
Level -0, 20220
Pime in org. =0,00516

Time in position 0,15585
wanta Aff. Act. -0, 00306
Ready for prom. -0,28913

Wants comm ~0, 33680
Wants mors und =, 01550
Team spirit -0,29958
More racog/reward 0,07095
Bteraoctyping 0,6818%

Parceived racism ~0,74174
Undexrstands mugmnt 0,i6919
Wants pore def. 0,17046

H.8.0. 0,03697
Action Plan ~0,03724
Likes dalegating -0,04288
Enjoys risk 0,20636

CONTR.TU VARIANCE:Z,IB1i752

%

2.2,

~-0,05215
0,33708

-0,36740
0,23343
0,17550
0,72172
0,62497

-0,17076
0,01304
0,28212

~0,01739

-0,05580
0,07/71

-0, 7110

~5,08724

~0,29137

-0, 14315

~0, 12497

~0,317277
0,22633

1945425

2.3,

=0,33108
0,12113
0,02051
~0,05162
~(3,0142*.
0,05043
-0,08003
0,20642
-0,00532

0,29335
9,62224
-0,07228
-0,16318
-0, 05817
-0, 04475
0,06038
-0,32948
0,44656

-0, 08669
-0, 44229

1,902549

103 -

2.4,

0,15466
-0,03057
-0,1593%

0,20973
$.09785
~0,05867
-0,00064

=0,48336
~0,22471
-0,55211,
0,80259
0,2021%
=0,05468
-0,20471
G, 44197
0,17068
~0,01891
0,20013
0,40922

1,878034

2.5.

0,42816
~{, 18057
-0, 15953
-0, 04614
~0, 42136

0,28496
-0,143/8
-0,13658

0,09476
=0, 22050

0,06967
«(J, 04487
-0, 2

0, a2

0,14563

0,133617

0,21757
-0,55252
-0,02125

0,78991

0,29862

1,822426

Zuba

-0,05274
0,20545
0,03340
0,73880

-0,00762
0,71493

2.7.

-0,19041
0,39398
0,15157
0,00706
0,24433

0,04173
-0,06726
0,78817
0,12466
~0,12401
-0,21581

0,03480
0,09672
0,23176
-0,37159
={],35542
=iy 26371
0,00817
0,03701
0,015053

1,42496
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Pigure 3.
FAC ¥YBIS :

FACDR
VARIABLEB: 3.1,
Black Zim 0,01857
Gandex ~0,14877
Age 0,03019
Education -0, 01831,
Job typse 0,06759
Level 0,02818
Time in org. =0, 06755

Time in poaition -0,01277
wWants ALf. Act. Q,11610
Ready for prom. 0,04174

Wants comm -0, 610
Wants more und -0,36661
Team spirit -0, 53451
More recog/reward 0,73263
sStereotyping 0,52983

Ferceived racism «0,24418
Uaderstanda angmet-0,08875
Wants more det. 0, 46739

‘M.B.O. 0,04905
Actian Plan -0,13224
Liken delegating 0,23470
Enjoys risk ~(, 08865

- CONTR.T0 VARTANCE:2,282393

3.2.

0,8637).
0,08175
-0,02830

0,04388
~0,04498
0,00616

-0,49468
-0,03811
0,24545
-0,04949
0,15241
0,17755
0,23065

-0,06700
~0, 22246
0,20018
0,22768
=0,56342
-0,14338

2,015227
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3.3,

0,03940

0,16605
0,17917
~0,46201
~,02918
0,05198
-0, 04254
0,27382
0,17674
0,15431
0,06161
0,013917
0,13228

2, 792047

EACICR
3.‘.

0,11811
0,54497
-0,07319
-0,01590

0,04770
0,16619
0,05116
0,55761
0,18298
0,0%471
-0,26943
-0, 04609
0,14084
~0,03525
0,24124
~0,61622
044882
0,02635
0,10247
=0, 20242
-0,05786

1, 728292

3.7.

~0,08065
-0,19475
0,79517

0,11452
-0, 43006
~0,20406
-0, 05019

~0,23576
~0,21820
0,13268
-0,11863
~0,23577
0,37326
~0, 37450
0,14297
-0,02580
0,00514
0,01433
~0,20423
0,01707

1,545766
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4.2.3.3.

tuzn corroborate the assertions made by Lee and Piper {1989},
as well as Schlemmer (1986), regarding the comnnections
between marginality and having an understanding the

subtle rulee and procedures which seem to govern the
individual's successful performance of his role as a manager.

In addition, by implying a connection between low social
needs on the one hand and high effort-performance

probability and performance-reward prcbability on the

other, further evidence is provided as regards the connection
batween situational factors and motivation of black

managers. This in turn serves to support the propusitions of
the research, as ragards the connection between situational
factors in the environment of a manager, and his motivation
and perforxance.

Factors which concern marginal statues and lxck of role
clarity amongst black managers.

Fastor 2.3. {(seae figura 2. column 3. )
black managers with high social needs, experiencing
role conflici. =

This factor, provides Curther evidence to support the
notior that situational fa~tors as they affect both
black South African and black Zimbabwean managers, ave
likely to inhihit these m» .agars from developing tie

attitudes which. ascoording ¢ Expectanay Theovy, av
necessary for them te i motivated andé toe perform th iv
dutier vo the required -rarc: 48, This Favtor's
contribution to variance was 25K

IE links being black, and veing in a position in exuess
of five yvears, with a need for afriliation. L
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According to Breakell (199%1), London (1985), Lee and
Piper ({1387) as well as Schlemmer (1986); the degree to
which the individual develops an understanding »f his
role in the organisation, as well as an appreciation of
how hest te attain his career objectives in an
organisation, depends on the extent to¢ which he ig
cognisant of the informal system of behavi~ural norms
and rules, which exizt in the organisation. Awareness
of ¢iese .., myriad unwritten ctdes of bshaviour,
rites of passage, status symbols and patterns ol
dgeference? (Schlemyzy 1586, page 101}, which potential
managers have to learn in order te be successful in
their chosen cargers, hinges to a large extent upon
tutelage provided informally, whick in turn depergds on
social intimacy with those already established in the
management raniks of the organisation.

As mentioned earlier, the need to improve communication
in the organisation and to become more understanding of
the managers® aspirations, reflects a need amongst
black'quagers tc compensate for their marginai
pasitihg}in the orxganisation. According to Human and
Hofmevr {1985}, as a result of the heritage cof

Aparthea/ &, plack South Africans remain marginal to

most organisations. They saﬁ'that arfiliative .
tendencies noticeable amongst blacks in organisations,
%, .. might :2sult as much from the stresses of his
fringe position in the wilite organisation, as from the
caltural background from which he has emerged." (pacwe
19)

”yﬁe fact that these variables are ccrrelated with, i. a
'.gékd to have their role in the organisation

‘Gihrified, and ii. the belief that their coreers would
beést be served by activities undertaken cutside of the
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Pigure 3., Cont.

FACTCR ANALYSIE 3

Cont.

FICTR &
VARIABLER: 3.8.
Biack Zim ~0,14641
Gendsr 0,03787
Age -0, 01463
Education 0,00299
Job type -0, 22795
Lavel 0,15149
Time in org. 0,1613%
Time in pos. ~0, 04176
Wants Aff Act. 0,07418
Ready for prom. ~0, 07414
Wants comm -0,03843
Rants mors und -0, 37524
Tanw spirit 0,185
More recog/raward -0,14340
Steareotyping 0,33385

Perveived racism -0,22460
Understands sngmne 0,08117
Wants more def. =0,9400

M.B.0, =0,12215
Action Plan =0,33300
Likes delegating 0,13812
Enjoys risk 0, 75766

CORTR.MO VARIANCE: 1,248779
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DISCUESION OF RESULTS OF FACTOR ANALYEBIS.

Factors signifying percaptions of vietim status.

Factor 1., {(see Pigure i. column 1.)
Perception of being a Victir amongst biack South
African managers.

The first factor indicates a gensralised perception of
racial discrimination, amcngst black South Africans who
have been in their positions for five years or legs as
well as a belief that in some way they should be
compensated for these past ineguities. The
contribution of this factor to overall variance is
relatively high, compared te other factors

{2,407080).

It shows a correlation between the following variables:
i, being black South African, ?i. being in their
positions for five years or less, 1ii. a belief that
blacks deserve to receive some sort of reparation for
past injustices they may have suffered, iv. a
perception that people are judged on external factors,
and that v. these stereotyped judgerments are largely
made on the basis of race.

Accerding to Human and Hofmeyr (1985), Schlemmer (1986)
and Steele {1990), the perception of cneself as being a

victim of racism, whether it be based in reality or
not, has ‘a negative effect on the individual's
motivation to rerform,

In the words of Wark Mathabane (Sunday Times
09/12/199¢), ¥ ... to dwell on racism and to somehow
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have the attitude that white people are in a conspiracy
against you and they are therefore omnipotent and that
whatover vou do you can't fight this power - it leads
to a fatalism."

This fatalism implies that there are factors in the
environment e.g. racism, which are beyond the
individual's own control, which affect his pevformance,
which in turn indicates a low effort-performance
probability.

Further, ac mentioned in the previous chapter, the
nerception that racism is a proaminent feature of
organisational life, suggests a belief that despite
one's efforts, or how much one is able to achieve

in a given situation. A person bhelieves that he will
not receive recognition for effort instead is likely to
be judged according to racial stereotypes. This
suggests a low performance-reward probability,

which according to Ezpectancy Theory, will

nagatively affect motivation and hence performance.

The propositions of this research state that as a
result of Apartheid, South African blacks are likely to
have a_negatlve expectation that their efforts will
produce performance, that performance will produce
revards, and that these rewards when they are
forthconing, will be valued positively. The facter was
therefore found to be relevant to this prupesition.

Factors signifying Westers Rutional business orientation.

A.2.2.10

Pactor 2.1, (se¢ figure 2. coiumn 2.)
sell-sufficient rational white Svnth African
manager.
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Phis factor suggests that there is a positive
¢orrelation between being white South African and over
thirty five, and a c¢lassic western orientation towards
business. The variation in the data, wh- ch is
explaingd by this factor is relatively high at

2,15.752.

It was found that these variables (peing white and over

thirty five), wete negatively correlated with i.
perceiving promotion as keing elusive, ii. a need to
improve organisational communication, iii. a belief
that affirmative action for blacks should be
instituted, in order to compensabe blacks for past
inigeities in the system iv. a perception that despite
good intentions people are judged according to
stereotypes, rather than on abilities, skillg and
diligence, as well as, v. a perception that racism
remains a factor in organisatiocnai life.

'This.pattern creates an image of a self-sufficient
white South African manager; ona who sees the
individual as master of his oun destiny, as confident
of his prospects for promotion, ahd who feels
insluded, and at home in the organisation (low

nead for improving organisational communication).

This factor, therefore, confirms the proposition that
- Wwhite South Africans ars more likely than black South
Africans to have a positive expectations that |
performance depends upon effort, and that rewards
depend upon performance. ' "

A
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The relationships implied by this factor, are
corroborated by various other factors, which unlike
those nentioned above, are not directly relevant to the
propositions of the research; in that they do not
relate specificaily to any particular sub-sample(s).

In spite of thnis, these factors were regarded as
pertinent to this discussion, to the extent that they
are comprised of correlationy, which are similar -3
those in the factor disoussed sbove. Hewe, they help
to reinforce various avguments put forward both in this
chapter, as well as in the previous chapters, regarding
the influences on the motivation and performance of
blazk Scuth African managers. These factors are as
follows:

Factor 1.2, like the above factor, represents an
outlook commonly associated with the resilient,
rationai, vestern business world. Broadly speaking, it
points tr the existence of relationships between the
following variables: a self perceplion of being the
nmaster of ones own destiny, self-reliance (as suggested
by low social needs)., a pesiti#e

effort-performance probability, performance-reward
probability, valence, and an inclination towards

accjgging risk.
7

/ ._

The overall contribution to variance of this factor
which is 2,181752, is relatively high.

The actual variables which coﬁt;ibute“siqnifiﬁantly to
this factor are as follows). '

PR a low priority attached to improving
communization in the organisation,

Qtl;oj Fg llﬂ
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ii. a lov need to become more understanding of the
needs and aspirations of its managers,

iii. a leow need Lo create nore of a teanm spirit
amnongst its naonagers,

iv. a low priority attached to achievi y the more
effactive reocognit! n and revard of effork,

v, a belief that people ary judged cn internsl
rather than external characteristics,

vi. a lov need for nagers' roles to be bebbtur
gefined,
viis a willingness toc accept risks.

ﬁ;_It is interesting to note the* “iis factor links low

gocial needs, with high effcu wformance and

high performance-reward, probapilities; as well as

a relatively high degree of role-clarity, This
s&ppdk;s the hypothesis as put forward by Human (19%¢a
& 19?05{, as well as Human and Hofmeyr (198%), that

: affiliative *spdeacies are related to a need for
 increased suppert, so as to compensate for lack of
security and seltf-omnfidance, rather thran cultural
heritage, as stggestel by amcngsht others, Coldwsil aid
Moerdyk (1982, in Exwee 1988}, Mjoli ¢1087),
MceWiliiam~Smith (1981). As discussed above,
self-confidence and securiiv are ccitical

antecedents to positive motivation and perforamance, and
henve a positive effort-performance probac - lity,
positive performance-resward probability, as well as
role cilarity.
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According %o Expectancy Theory therefore, this factor
represents the preconditions for positive motivatien.
In fact, its depictions of an individual who believes
in self-reliance, and who sees little need forx
improvements made in the way in which a perscn has his
e farts recognised and rewarded, and who understands
Lis role in the organisation sheuld all contribute

o positive motivation and perfornance.

Factor 2.4, points to a 1link between a low need to
improve communication in the ocrganisation, a low need

for p.omating a team spirit amongst the managers of

the organisation, and a low priority attached to
gaining luproved role clarity.

Factor 3.1, shows a connection between the following
variables;

i. 1low social needs, eas suggested by low
priorities being accorded to the improvement of
organisational communication, as well as the
creativn of more of a team spirit amongst its
managers, =

o

i
'
By

ii. a low need for improved rafe definition, iii. a
belief that individuals in organisations are judged
~on their diligence, skiils, and abilities rather
' than on external characteristics {particularly

L

‘race},
iv. a high effort-performance protfability suggested

by satisfacticn, with the recognition and reward an
individual receives for his efforts, and
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v. a belief that managers should delegate difficult
and untried tasks to subordinates, who are not all
that experienced. This factor had a relatively
high contribution to crerall variance of
2,015227.

Factor 2.2, indicates a link between a necd to see
improvenents in crganisational communication, and

aot understanding the manager's role in an
organisation. In the previous discussions, the high
sceial needs, as implied by the need to improve
vrganisational communication, was said to represent au
attenmpt to compensate for the sense of social
isclation that they feel as a consequence of their
marginal status in the organisation. As mentioned
akove, Lee and Piper (1i987) and Schlenmmer (1986}
amongst others have suggested that one conseguence of
marginal status is that the individunal will lack
access to the informal systems of rules and

procedures which are essential as far as his gaining an
undarstanding of the role of a manager is

concerned. It was with regard to the connection which
is implied hetween social needy and role .

percepticn, both of which are seen to be related to
the issue of marginality, that this factor was szen

to be relevant to this discussion.

* *® * %

By peinting to an zassgociation between the social needs on
the one hand, and lack of role clarity, and Eppreciation

for key'organisational progesses on the other; the factors
discussed under paint 4.2.2. provide furthey support for the
assart:ns made in Chapter Three under point 3,4. These in
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need for role clarification, not having an
appreciation of the adrancement process, as well as
an unwillingness to take risks.

In other words, it paints a picture of an experienced
black manager who lacks a clear understanding of both
his role in the o.ganisatien (requires more reole
definition), as well as the advancement processes
which exist in the organisation; who avoids taking
risks, and who seeks the suppori of his colleagues
{strong social needs).

in fact it was found that being black, and having mere

than five yvears experience, was correlatex with the

following variables; - ' -

i. & high ptioriﬁy assigned to improving
organisational communication,

f a need for corganisations to become more | :
). ‘understanding of the¢ needs and aspirations of
h its managers,

*ii. a4 need to improve defin iion of one's
$tda;iivf a need to have clear objectives
get, through a management by objectives -
programme, | ' .

V. a belief that one's career objectives will
best be served through activities sutside

- the organisation, and

vi. a# preference to miiimise risk. -

i
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veganisational environment; confirms previous argupents
which have been pregented regarding the connection
between marginality on the eone hand and role

confusion and lack of appreciation of the tacit

systen of rules and processes which Schein (198L) terms
the informal system -°f the corganisation, on the

cther. B

This factor also supports the nation introduced in
previous chapters, rojarding the marginal stasus of
black manogers in Zimbabwean organisations. #Hurphree
{1986; and Pasipanadya {1989) and Strachan (19%2¢}
chserve that although overt racism is o longer a
significant factor in Zimbabwean organisations, blacks
atill sncoiunter subtls resistance from the
predominantly white manag=srial astabklishnent. This

has been exacerbated My inter alia,. token

appcintments having been made in tlLs ast, as well as
the insecurity of white managers. They argue that as a
result of this, and despite sgcial and econoric
empowverment, Zimbabwean blacks continue to lack social
intimacy with established white managers. Posasible
consequences of this marginal status are, therefore,
that black managers, both sﬁﬁth African apnd Zirbabwean,
"not only try to compensate for this sense of isolation,
through seeking the support of others (as suagested byt'
high social needs), but come tc lack an appreciation of
the tacit codes of conduct, which provide tle basis for
understanding the unstated expectations which
organisations have of their managers.

The fact that the black manager described by this

factor has more than five years of experience in nis
position, can be explained in various ways:
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Firstly, it could mean that the problens
associated with black management (as discussed
above) become worse asg the black manager
remains in his position for longer. This
would imply that the black manager becomes
increasingly marginal and isclated in the
organisation with time and experience. This
has alarning implications as regards the
future prospects for black managers in
so~called white organisations.

An alternative explanation conld ke that those
black nanagers who wers appeinted to their
nositions moere than five years ago, were
victims of some of the misguided black
advaacement programwes, which consisted
largely of window dressing and token
appointmentg} and hence were bound to
experienceﬁﬂiftiaulties. Furthermore, it may
be that organisations have recently become
more aware of some of the problems confronted
by lack managgré, and consequently take more
heed of the recommendations concerning the
seiection and developument of black managers,
ade by amongst others; Charoux {1985,1590),
as well as Human and Hofmeyr (1985); which in
turn woeuld have put them at a considerablo
ardvantage vig-a-vis their more experienced
colleagues. However, there is little evidence
which emerges from the findings which suggests
that organisaticns surveyed in this research
have in rezent years developed a more serious
approaci: to the development of black
management, or that earlier appointments were
tockens.
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Whatever the correct interpretation of this finding may
be, the determination of which of “hese explanations is
the most valid is beyond the scove of this study, and
would have toc be ascertained by a more in depth study
which focuses primarily on this issue.

As regards, the preferenc:a for minimising risk amongst
blacks, this, in all preobkabilities, is attributable to
a ncad for increased sesurity, which could aiso be said
to stem from a feeling of being marginal to, and

not having a clear understanding of, ohes' role, in
the organisation.

This factor was found to be relevan® to the research
proposition. in a number of ways; as follows:

i. The fact that due to the affect of certain
situational factors, white South Africans are
at a relative advantage vis-a-vig the
black scuth African managers, regarding
certain critical antecedents of motivation and
performance.

ii. That black Zimbabwean managers, despite baing
politically empowered, still face certain
nroblems which affect their performance as
;anagers. This can be attributed to the fact
that certain attitudes, which are thought to
be connected to motivation and performance,
are too ingrained and self-reinforecing, to
be altered by changes made to national social
poelicy.
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Role claritiy and black Zimbabwean managers.

Black Zimbabwean managers sui®:oirn from lack of role
clarity, not believing in delews *iom but seping the
individual as master of his owm .estiny. (see figure 3.
column 2.)

This factor shows that Fzing black Zimbabwean is
niegatively correlated with; i. a belief that blacks
should be entitled to reparations, in the form of
affirmative action, to compensate for injustices of the
past, ii. a perception that people in organisations are
judged according fo race, and iii. not subscribing to
the notion that new difficult tasks should be delegated
to less experienced nanagers.,

It seems that black Zimbabweans do not perceive
discrimination as a major issue in their lives and
thexefore do not believe that reparation fer past
wrongs are necessary. This indicates that, unlike
their South African counterparts, the black Zinbabweans
do not perceive themselves to be victims of racism.
This has interesting implications as regards the
relationship between political empowerment on the one
hand and victim consciousres: on the sther. Black
Zimbabweans have frll political and social rights, as
opposed to black South Africans. Further, by
highlighting a difference between black South Africans
and black Zinmbabweans as far as this issue is
concerned, it is confirmed that victim

conscioysness is more likely to arise from
situational factors than from culture.

In addition, the black Zimbabweans showed a preference
for minimising risks, by not recommending the
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deiegation of new and untried tasks to less experienced
nanagers.

According to Blanchard et ai (1989} delegation is

one of the keys to successful management. Hence,
besides the issue of wanting to minimise risk, %his
phenomenon may bse an indication of the Zimbabwean black
managers! unsuitability for management.

Coldwell and Moerdyk (1281, in Erwee 1938), maintain
that African Culture is characterised by a belief that
the individuval's influence in his society is rigidly
determined by an inflexible authority structure,
according to which power is distributed irn accordance
with a series of iwmmutable laws, which regard, inter
atia, age and seniority, rather than ability and
skill, as being the most important criteria when
deciding on the @istribution of authority. This of
course would have serious negative implications,
regarding the adapcakility of black managers to
managing in a western business environment.

However, the fact that elsewhere a positive
correlation, (albeit cne that was too weak to include
in the description of the 4.2.4.1. see figure 1. column
1. i.e.: 0,25344), was found to exist between being
black South African and subscribing to the notion of
delegating new tasks in which success is uncertain;
suggests that this caution cannot be attributed to
so-called African cultural heritage which after all,
black South Africans and Zimbabweans share.

Further, not having included white Zimbabweans in the
sample, it is difficult to say whether this caution
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is a unique attribute of black Zimbabweans, or whether
in fact it is common to all Zimbabwsan managers.

4.3, CONCLUSION

T findings which emerged from the Factor Anu,yiis ‘herefore
cenfirm the relevance of variouns prepositions o th!s study.
Not only were positive gffort-performance prcbability,
performance-reward probability, valence, role-clarity and
cognisance of key organisational processes found to be
negatively associated with being a black South A’rican
manager, but these essential antecedents for molivation and
performance were found to be positively associated with being
white Soutn African.

Further, it was found that the black Zimbabweans resembled
the white South Africans in terms of the positive
effort~performance probability, performance-reward
probability and valence, whilst resembling the black

South Africans' responses with regard to issues surrounding
role perception.

Thus, one can conclude that besides corroborating the
findings discussed in Chapter Three, the Factor Analysis
supports the varicus propositions of this research which
state that:

i. The lack of success of black managers can be .
explained in terms of the negative effects which
certain environmental factors have on specifis
elements in the motivation process; which in turn
nogatively affect these managers® motivation to
perform.
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ii., wWhilst in certain respects the black Zimb.bwean
manager is in a preferable position relative to his
black South African counterpart (particularly as
regards the critical antecedents for motivation);
in other ways (with regard to the antecedents of
performance), the plight of the black Zimbabwean
manager is similar to that of the black South
Africen manager. This is due it seams, to the fact
that certain attitudes, particularly those which
directly affect performance are firmly entrenched
and are rnot easily changed.

'...', Pg 123



S.2.

- 123 -

CEAPTER FIVE

INTRODUCTION

Conducting the Regression 2nalysis was the final step in the
sequence of Analyses employed in this study. Its puirpose was te
ascertain the relative importance of certain variables which
have been estaklished as being relevant in determining the
respondents' adaptation to managenent.

The discussion will focus nainly on the order of

causalit', denoted by the various operations which comprise
the Regression Analysis, as opposed to specific correlations.
In other words the main concern of this chapter was the order
of contribution of the variables concerned, vig-a-vis the
dependent variable - adaptation to management. is was
mentioned in Chapter Two, this level of analysis was thought to
be muitable, given the fact that the purpose of this research is
exploratory, which means that it is designed to generate
research questions, as opposed to testing hypotheses {or
answering reséarch ¢uestions). |

DISCUSEION OF FINDINGS

The measures of the overall contribution of the independent
variables to the dependent variable, namely the R-Sguare and
ADJ-R-8quave values, which stand at 0,1184 and 0,0542,
respectively, are low. One explanation for these low values
could be that the wrong variables were selected. However, in
studying the findings which emanated from the Chi-Sguare Test Of
Independence, as well as the Factor Anaiysis, no other variables
which emerged from this research, came Lo light which could
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compete with these; ag far as ti=iv possible cauasal
relationship with the dependent variable is concerned.

What the relatively low R-8quare and Adj R-Squara do

signify however, is the complaxity of the phenomenon of
adaptation to a managerial role, and the marginal
contribution to thig variable, of a large variety of specifig
facktors. {For a full list of the various correlaticns
involved. see appendix 8)

The table below contains the grder of contribution 2f the
independent variables as far as the dependent variable
adaptation to management is concerned - on which the
analvsis contained in this chapter is based. (The detailed
outcome of the Regression Analysis is contained in appendix
33).
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Tabim 4.
QRDER OF RANK
Description of table.
Order of rank denoted by varicus statistical operations which
comprise the Regressicn Analysis (1) represents the most

influential indepezndent varliable and (7) the least. {For the
detailed ocutput of the Regression Analysis see appendix 33.)

EEY
Iss = Type I $8.
IISs = Type XI SS5.
SE =  Standardised Estimates,
SPCT1 =  Semi-Partial Correlaticn Type I.
SPOT2 =  Semi-Partial Correiation Type II.
PCTI = Partial Correlation Type I.
FCT1X =  Partial Correlation Type II.
REGRESSOR iss | 1188| SE |spema SPCTEJ PCTI|PCTII| SUMMARY
Education i 2 1 1 2 1 2 4x1; 3x2
- _
- Victin
Consclisusness 2 i 2 2 {1 2 1 3xi; 42
Hi-Risk; ' 3 4 4 3 ¢ 3 4 3x3; 4x4
Self-sufficiency
Role Clarity 4 6 6 | 4 6 4 6 IX4; 4%6
T-Position - 5 3 3 5 3 5. 3 3x5; 4x3
f Seniority 6 g 5 6 S 6 5 326; 4x5
| social Need 7 | 7 7 7 7 7 7 | %7
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It seems after reviewing the outcomes of the statistical
operat? wns, that level of educaticn and victim
corsciousness are the independent variables which most
affect the dependant variable - adaptation te management.

Level of education.

As menticoned previously, educatior is one of thes mpost
critical distributors of life chances in the modern world.
Human and Human {1987) found in their study into the
biographical profile of the white Scuch African sconomic
élite, that the educational background of their sample {which
included the bulk of chief executive officers of South
Africarn corporations of the time), is remarkably homogeneous.
It was, in fact, found that the majority of the sample had
the privilege of attending exclusive educational
institutions.

Azcording to Human and Human {19387) this trend implies that

:being educated at a private institution has given these

directors "an enormous “pre-market' advantage. "nus it seems
that "the foundations for the socialisation of the new
economic #lite are firmly laid in ‘the private and exclusive
educational syrtem" {page 73). Human and Human (1987) go on
to suggest that the maiority of their sample came from
families where eduwation was highly valued.

Furthermore, they argue that the abovementioned homogeneity

of educational kackground amongst South Africa’'s business

£lite, must be seen in context of the way in which they (the
business élite) structurz themsel—as {(and the membership
criteria), to ensure its own exclusivity and perpetuation
(social closure). However, this argument does not

explain why a connection should have been made in this study,
between level of education and adaptation to

managenent.
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In exanining the nature of the variable, level of

gducation, one sees that those subjepts who were rated low,
had matric (or equivalent, such as O-leyels) or less as their
highest quzlification; these rated pedium fiad a bachelors
degree (or part thereof); whereas those whe were rated high
on this variable, had a post-graduate gualification. (see
appir#g 16.1.)

one nust take into account that the respondents who were
classified as having tertiary education {and therefore rated
high on the abo mentioned scale) were academically, as
cpposed to tech...cally, gualified. Hence, the discuassions
which follow, concerning the nature of this variable, and its
conseguent relationship with adaptation 2o management,

will regard tertiary education to mean acadsmic i.e.
university type, tertiary eéducation.

In order to gain inéight into the relaticnship which is
indicated between having a tertiary education angd
adaptation to management, one must understand the
critical qualitative differences which exist between
secondary level and tertiaf§§;“ﬁgl education.

It wonld seem that a cruciai factor wnich distinguishes
university education from a high school education, is its
ermphasis on self-reliance, and being able to grasp concepts,
as opposed to nemorising facts. Whereas at school the
emphasis is on the role of the teacher, who most rften
determines which information is important to leat.. In the
university environment the emphasis is on the individual
student, who is regquired to take responsibility for his own
learning, with the teacher generally performing a
facilitating role. It renains “p to the student to ensure
that he understands concepts, tec Jscide which information is
important, and also to be able to communicate his

understanding of the concepts to others.
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In addition, at school the pupil is required to follow a
predeternined curriculum, with limited choice being available
in terms of course of study. However, In moest cages the
direction of cro's uvniversity education is determined
according to personal choice, where the student must choose a
degree, based on his personal goals, and what he believes he
is capable of achieving. Further, once hz has nmade this
decision, his success is mainiy dependent on his cwn efforts
and aptitudes, and toc a lésser extent on the motivation and
abilitizs »f his teachers.

Walker (i984), who has developed a programme entitled Super

Managenent, designed to bridge the gap between non-management

and management positions in organisations, hoids that a

key requirement of being in management, is critiecal

thought, and an ability to understand one‘s

enyironment, ineciuding pecple, and ones role oun a

conceptual level. He asserts that it is this requirement
which dlstingulshes manaaefial from nannmanagnrlal posiljions,

Furthermore, accerding to the Paterson System of job
evaluation (Cogill 19%0), managemant and nor-maragement jobs
can be distingulsheﬁ from cne anothar, according te the
amount of dlscretxon which the individual is requxred to
exercise in his job. It is logical to assume that the extent
to which one is ﬁblg to successfully exercise discretion, is
roughly cormensurate with one's conceptual understanding of
one's eavironment. }J

This notion is supported by von Hirschveld (1990), who
maintains that an essential compcnent of any managepant
devalopment programme, particulariy those which focus on
training educationally disadvantaged pecple for management
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positions {(which of course applies to many black management
development programmes), is the encouragement of what Pearn
and Downs (1588, in von Hirschweld 18%0), ters active
learning. This process stresses the need for individuals
£o assume responsibility for their own learning experience.
7h addition, it emphasises the ¢ elcpment of the skills
which are necsssary for the indl. ... L to develop an
understanding &f his swivircnment. ..o Dr Johan Van Zijl
f1991i} said in deterﬁining what was reguired of whe
sducational system, f£or South Africa to bhecome as
econcmically successful as countries such as South Korea or
Singapore, "... it was essential for peopls to learn to
think, to learn to learn, and learn %> createY (page 85).

Furthermore, an important characteristic of universities is
;_that they are &litist. It is well kisown that to qualify for
a university education, one needs to have attained a
relatively high level of academic achievenent.

This serves to encourage individuals with a university
edvcatis: to identify with society's élite, with whom
managecs in organisations are geperally identified. Not only
does this assist tne individual in developing ¢ Zlear
understanding of his role as a manager (career insight),

but it helps him identify personally with his job as a
manager [career jdentity). '

The relative importan{;féf level of education with regard

to infiuencing adaptaticn to management, as indicated by

the results of the Regression Analysis'{see figure 5), can
ﬁﬁerefore be iunderstood in terms of the fact that university
eﬁucatioﬁ"mncourages the development of those skills,
attitudes and abilities which can help managers to exercise
discretion, whicit forms such a cruvcial aspect'ofﬂtheir job.

i
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As menticned above, the relationship between level of
education and adaptation t¢ management, as indicated by

the Regression Analysis, was, in relative terms, not very
stiong. Moreover, there are many managers who do not have a
universit: degree, who nevertheless, have had successfuwl
careers. Therefore, one must styress, that it is not the
university education itsel# which will ensure success as a
manager, bubt the attitudes of self-reliance, self-confidence,
(career resilience} critical thought, conceptual

thinking, {(career insight} and élitism (career

identity), vihich such an education helps to engender iLich
are so necessary for effective management.

Taking this inte account, the fact that the majority of black
managers in South Africa are pro'nts of so-called Bantu
Education, has negative ramifications as far as the
prospects of these managers are concerned. Ir the words of
Dr Thekiso Khati, the principal of Promat college (which
attempts to provide a alternative to the black education
system, as it stood prior to the proposals for changes to
South African educatiqn polic tabled in June 1991), "the
general style of black eduwis on ig very auntocratic and
demotivating. Teachers proncunce, papils listen passively"
{ieadership April/May 1991, page 5%). The ANC too, has
expressed concern at the inability of the black education
system to produce pecople who are able to run the cournisy.
(in Lee, Schlemmer et al, 1991). The Promat colleges
recognise the importance of active learningy, by following

a system in which ... education is basel on activity by the
pupil; that knovledge and skills are not merely to be
learned, but to be used. Students will themselves to a large
extent jearn through research rather than having information
punped inte them® (Leadership April/May 1991, page 59). It
will take some time however, to assess wiether, in fact, the
graduates of the Promat colleges will be more successful as
managers, than the products of the regular state run

bilack schools.
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5.2.2. Victim Consciousness.

According to the reogression analysis victim

consciousness, was found to be the second most important
variable with regard to influenciny the dependent variable -
adaptation to management. (see table 4) It was found that
victim conscicusness was ng jatively related to

adspiation &n managemernt.

As discuassed under the previous point, one of the key
determinarts of a person's sultability for management, is his
ability to exercise discretion effectively. This in turn,
implies his being capable of conceptualisiiy the problems
which exist in one's environment, as well as the
self-confidence to: i. believe “hat one's assessment of a
particular issue is accurate; ii. be able to trust one's own
judgement sufficiently te decide on a solution to the
problem, to be able to convince others of the viability of
one's idea, but iii. to have the maturity and honesty, to
admit when another person's idea seems better. In other
words, the successful manager must believe that the outcomes
of the decisions he as aa individual makes, will be
positive, or put another wvay, he must perceive a positive
effort~perinrmance probability. As Steele (1990) says,
"personal responsikbility is the brick and Mortar of power (of
which management is an example)" (page 33).

Victim conscicusness, on the other hand, removes
responsibility from the individual, which means that the
individual comes to lack career resilience. As Steale

{1990) says, "when we do think of ourselves as victlms, we
are released from responsibility for some dlfflcﬁlty, spared
sone guilt and accountability. Our innocence is restored
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because an injustice was wone to us. Injustice is what gives
the claim of victimization its magic, its power to spray the
onug of respeornsibility onto others, and to recompose inner
fears into external threats." (page 67)

Victim consciousness therefore, not only sredes a
person's career resilience, but allows a person to *...
suppress his individuality and create a distorted view of
himsaif and the world" {Steele 1990, page 70), thus
preventing the development of career ingight, which

- depends upcn the clear and ratiocnal assessment of cnes
environment, and its various problems.

It is important to realise that having career resilience

- which includes the self-confidence necessary for a manager
to accept responsibility, does nat mean that the individual

should not experience feelings of inferiority in response to
real failure.

Steele (19920), says thal .uch self-deubt, when properly
sonfronted, assists ohe to learn from one's mistakes, and
hence to take personal responsibility 7 o one's actions; both
positive and negative. As was stated a.ove, this is an
essential prersguisite for the development of career
~resilie. e, and hence for adaptation to management.

He goes on to show how victim ¢orscioushess allows the
individual the opportunity to deny these feeling: of
self-doubt and inadeguacy, and to recompose his anxieties
into a sense of being victimised. This in turn results in the
person failing to accept responsibility for his actions.
Therefore, he says that “without a frank account of one's
anxieties, there is .0 clear direction, ro concrete
challenge." (page 53)
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The self-reliance and self sufficiency which is required in
managenent, is in many ways analogous to Satre's (in Staeele
1999), conception of freedom which he describes as haing,
"stressful, difficult and frightening - a burden bacause of
the resporsibility it carries." Hence people, cspecially
those who have suffered real oppression, may lack the
self-confidence to accept the challenges it poses, e.g. the
confrontation of one's own self-doubt and feelings of
inadeguacy. Instead they opt for victim consciousness,
which would in turn release them from responsibility and
spare them accountability.

Further, Steele (1998) comments that it should not be
surprising that people who have been oppressed (like black
South Africans and black Americans), do not subscribe to
notions such as individual responsibility, delayed
gratification, self-interested hard work and individual
initiative; all of which are essential prerequisites for
successful management. This is because oppression
conditions people away fr.m such attitudes ~ "In

oppression these things don't pay off and are therefore
negatively teinforced. It is not that these values have
never been present in black life, only that they were muted
and destabilised by the npwwative conditioning of oppression.
I believe that since the mid-sixties our weakness in this
area has been a far greater detriment to our advancement than
any remaining racial victimization® (page 69).

® % % %

The fact that the findings discussed in the Chapters Three
and Four, show that victim consciousness is prevalent
amongst hlack South African managers, does not augur well for
the future prospects of black managers in South African
organisations. Whether or not this situation will improve,
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once black South Africans cbtain full political and social
emancip tion in the so~called New South Africa, is difficult
to foretell. The reason for this is that two conflicting
scenarios concerning the effects of social and political
emancipation on victin consciousness, are depicted by the
raspective experiences of; i. black Zimbabweans , and ii.
black Americans.

The conclusions drawn about the former group, are based
primarily on the findings of this research, reviewed in
previocus chapters; whereas the conclusions mcde about the
latter, were based mainly on the analyses presented in the
v tings of Lacayo (1i991) and Steele (1990).

‘.- I% seems in fact, that whereas the black Zimbabweans

“inhgeribe to a notion that the individual should be
lgﬁsible for his own actions and his own future; the black
Li§ans centinue to perceive themselver as victims of

 “xg. . In fact feature articles, which appeared in Tima

i agine (13/3/1989) and the Economist (1/4/1991), as well as
in Steaie {1990}, suggest that the problems associated with
victim consciousness amongst American blacks, have become
worse under conditions of social and political freedom. This
seems to have cccurred, they say, because the increased
cempetition which is a conseguence of intedgration, brings
with it feelinys of anxiety and self~-doubt. As mentioned
above, victim conscicusness allows one to recompose one's
vualnerability into a self~merception of being a victim, so as
to deflect respunsibility away from oneself, and thereby
release oneself from experiencing feelingd of anxiety.

Steele (1990) says, "we (American blacks) reconstitute the
boundaries of segregation just as they become illegal. By
averting opportunity and curbing effort for fear of awakening
a sense of inferiority." (pagde 54) He goes on to say, "I
believe that one of the greatest prcblems black Americans
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currently face - one of the greatest barriers teo our
developnent, is that our memory of coppressicn has such power,
magnitude, depth and rmance that it constantly drains our
best resources into more defence han is necessary" {page
151).

The attainment of political power may have been the key
factor in making sure that Zimbabwean blacks covercome any
victim consciousness. This of course has positive
implications for black South Africans, who like their
Zimbabwean counterparts are likely to gain political power,
Perhaps however, it was the psychological triumph, which
resulted from black Zimbabweans feeling that their actions
had produced the political and military humiliation of their
forr ' oppressors, which was the decisive factor which
allowsd the black Zimbabweans to come to avoid perpetual
victim congciousness. As an ex Zimbabwean freedom

fighter said during a television interview, screened by the
Zimbabweanr Broadcasting Corporation im April 1990, "... you
have *o be self-confident to win a war, and winning a war
makes you self-confident.”

Whether the black Scuth Africans will experience a sinilar
peychologicai victory, in the course of attaining full

-~ political and social emancipation in South Africa, will

' remain to be seen. One nust however not underestimate the
tendency for victim consciousness to perpetuate itself.
As Steele (1990) says (referring again to black Americans),
"for us freedom has so long meant the absence of oppression
that we ‘have not yet realised it also means conguering of
self-doubt" (page 54).

5.2.3. victim consciousness and level of education.
The regression analysis indicated that, of the independent

variables which were included in th2 exercise, level of
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education and victim consciousness, were the most
significant as far as influencing the dependent variable -
adaptation to management, is concerned. Despite these

two variables being discreet, each one does have important
implications vis-a-vis the other.

It is clear from the above discussion, that for a person to
suceceed at university he must be self-reliant, and he must be
able to trust his own judgement and abilities. In cother
words, he must perceive a positive effort-performance
probability. Vietim consciousness, on the other hand,
indicates that the individual belisves that despite his
abilities and talents, the ocdds are stacked against him,
because of his geiider, race cr religion, and therefore he
perceives a negative effort-performance probability.
Alternatively, victim conscicusness may also lead the
individual to believe negative stereotypes, according to
vhich he imagines (errcnecusly or not), that others judge
him. As mentioned in the third chapter, Horowitz (1985)
points out that in a society like South Africa which is
characterised by racial division, the individual's
celf-esteem is, as a ruls, determined by the esteem accorded
to their ethnic group.

Therefore, it seems that the black sSouth African manager
fir’is himself in an invidious position vis-3-vis

~.aptation to management. This is because, as was made
evident by the findings discussed in Chapters Three and Four,
black South African managers perceive themselves to be
victims of racism. This has both a direct as well as

an indirect negative effect on adaptation to

management, {see point 5.2.2, table 4 and appendix 335, in
that it implies that the individual lacks the self-veliance
and trust in his own abilities to perform a manager’s job,
{effort-performance probability), and moreover does not
have the attitudes which vhich, according to Steele (1950),
are so necessary to attain success at vniversity, or level
of education, as it has been termed in this chapter.
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Steele (1990}, in fact believes that victim
consciousness is one of the chief causes of failure at
university amongst American blacks. He suggest that the
university environment, like ot wr situations which are
racially integrated, and are ussentially competitive,
arouses feelings of self-doubt amongst black students,;
which instead of being acknowledged and dealt with, are
recomposed into victim conscicusness.

Steecle (1990) therefore stresses that the victim
conseicusness of black Americans students, is more a
result of racial equality than inequality. He ascribes
this to the fact that black Anmericans have always lived
with the accusation that they are ‘nferior on account of
their colour. He goes on to say ti. & "... this accusation
has been too uniform, too ingrained in cultural inagery,
too enforced by law, custom, and every form of power not to
have left a mark. Black inferiority was a precept accepted
by the founders of this nation; it was the principle of
social organization that relegated blacks to the sideiines
of American life. So when young black students find
themselves on white campuses surrounded by those who have
historically claimed superiority, they are also surrounded
by the myth of their inferiority" (page 133). One can see
that this description is egqually applicable (if not more
s80) to the position of the South African black student.

It is, of course normal for any student to experience
anxiety on entering university. However, it is not the
anxiety itself that is the problem; it is the recomposition
of this anxiety into perceiving oneself as being a victinm
of discrimination, which occurs amongst black American
students {Steele 1990), that lies at the root of the
problem,. This is further compounded by the V... terror
that
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somehow threough one's actions or by some proof (a poor
grade or a flubbed response in class), one's fear of
inferiority - inculcated in ways large and small by society
~ will be confirmed as real. On a university campus where
intelligence is the ultimate measure, this anxiety is bound
to be trigger=d® (page 135).

One should realise that he has based his book on the
Anmerican situation, and the fact that a significant
proportion of the black South African respondents, have
cbtained university degrees, often covercoming great odds to
do go; testifies to the fact that with this phenomenon one
cannot generalise completely, as far as the black South
Africans are concerned. Besides, as was mentioned above
and in the first chapter, the South African blacks have
keen greatly disadvantaged vis-i-vis, education;

through the markedly inferior black educational system,
which must account in some way for the relatively low
success of South African blacks at university. Having said
this, however, segregated educational facilities will soon
be a thing of the past, and it seems that the black South
Africans' sitwation will come to resemble that of the
American black Students even more closely.

The relevance of Steele's (1990) analysis toc South African
blacks is evidenced by the words of the recently appointed
vice chancellor of the University of Cape Town, Mamphela
Ramphela, (Sunday Times 20/1/195%1) who is herself biack,
Shke says, "tertiary education needs a change of attitude on
the part of white and bhlack students as well as academics
.«. the combination white guilt and black students image of
" themselves asg having inferior education can cast them into
the role of wvictims." She notes that this creates a
situation in universities, where ¥... being black becomes
"an excuse for failure and we end up with double standards.®
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ks remarked v Sandile Memela, a well known black
journalist (Frontline Magazine 6/1988), on the plight of
the South Afrioun Diacks, "The line between disability and
excuse is so _ine that we scarcely know when we have passed
it; z0 fine that we often blame Apartheid for our personal
failures. One thing accounts for a great deal of our
getting nowhere, our setbacks and failures as people., It
is the fact that we are not true to ourselves." " Everybody
knows that we reel from cppression. But deep down some of
us know that we throw dust into our own eyes and thereafter
complain that we camnot see.®

CONCLUSION

In indicating that having a university education and neot
perceiving oneself to be a victim, are relatively important
as far as adaptation to managsment is concerned; the
assertions made in the previous chapters, that a positive
effort-performance prcbability is a crucial factor in
determining the iﬁdividual's sSucCCess as a manager, are
corrohorated. 5

The faot that these two variables were shown to influence
adaptation to management, underlines how impoizant it is for a
successful manager to be self-reliant; to exercise discretion,
to conceptualise the problems which confront him, to have the
self-confidence necessary to make decisions, to balance
independence with the ability to work within a team, as well as
to be able to communicate and defend them effectively. All of
these attributes are included in London's {1985) definition of a
successful manager, which is described more fully under point
5.2.

It is important to gualify the points made in the above
discussion, by pointing out that the overall contribution of the
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independent variables to the dependent varia’ le, is relatively
low. (see point 5.1.} This suggests that there are probably nany
other variables which make an important contribution to a
manager's adaptation te his work-role, certain of which have
been highlighted by the findings of this research, discussed in
thapters Three and Four.

The Immediate implications of the findings discussed in this
chapter are negative, as far as black South African managers are
concernad. This is because according to the findings reviewed
in the previous chapters, there is strong evidence to suggest
that black South Africans managers perceive a low :
effort-performance probability.

whethe the black South Africans respond to their social and
political empowerment, in a way similar to their Zimbabwean
counterparts, and overcome their victim conscicusness, or

like the black Americans, contimue to perceive themselves as
victims, despite the fact that they have full political and
social freedom, is at'phis stage open' fuor conjecture, and would
have to be addressed in a study'ﬁhich.iha&udes hlack Americans
in its sample.

Furthermore, and perhaps most important, the Socuth African
social environment is unique in many respests and one cannot
make clear predictions as to its future based solely on
experiences of other societies. So whilst it may be possible to
make certain predictions as te how the problems associated with
Swuth African black management development are likely to be
resolved, based on experiences of Llack managers eisewhere, one
must always realise that thore are certain aspects of the South
African situation which are unigue and therefore all predictions
based on what occurred in other countries will, almost always,
be inexact.
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Oon tho basis of the above discussion, it does seenm clear,
howeve:, that the only way in which this problem of victim
consclonsness awmongst black South Africans can be solved, to a
point where they wilill be in a position tor: i. attain success in
the university environment, and ii. develop a positive

ef fort-perfornance probability; both of which will serve as
catalysts for career resilience, career identity and career
insight will be if self-doubt can be acknowledged and dealt
with as a challenge rather than recomposad, or succumbed to,

In the words of the late Br Martin Luther King (in Steele page
138}, "when you are behind in the feootrace, the only way to get
ahead is to run faster than the man in front of you. 8o when
ycur white room mate says he's tived and goes to sleep, you wlay
up and burn the midnight oil."
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CHAPTER 8 I X

INTRODUCTION

This study examined a very important topic. Although it has
uncovered nuch that was known before, it has in the author’s
view, advanced the debate by specifying more precisely than
previcus research, the relative importance of certain major
factors, in affecting the motivation and performance of black
Scuth African managers.

This chapter will attempt to show the significance of these
factors, by summarising the conclusions which have been draim
from this study and discussing their implications in terms of the
various hypotheses reviewed in Chapter One, which concern the
lack of success of black managers in South African organisations.

IMPLICATIONS OF RESEARCH FINDINGS FOR HYPOTHESES

This section will examine the implications which the findings
have for the various theories that have attempted to explain the
problems associated with black management dJevelopment.

Cultural hypothesis

The so-called cultural hypothesis suggests, that as a
consequence of a "teleological%or circular world view and what
is termed as communalistic orientation, the blachk “.anager dees
not appreciate certain concepts which are fundamental to
managerent e.g. planning, ard in addition lacks the
initiative, personal ambition and drive; which he would
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require to inter alia accept risks and aake decisions

where cutcomes vwere uncertain - alse an essential requirament
for successful management. Heonce, the propanents of this view
gay, that as a rule, the black manageyr does not have the
self-reliance or the ability to deal effectively + "h his
environment which is nzcessary for him to be an effective
manager.

However the research findings show ne relationship between
keing black and an external locus of control, (implied by

a teleological world view). In fact, whereas a properticn of

. the black South African subjects evinced =n external locus

of control, none of the black Zimbabwean: iid so; this is in
spite of their common cultural heritage. This implies that an
external locus of control should be understood in context

of the unique experience of black South African managers,
raiiher than in terms nf aspects of Africén culture. The most
noticeable {unique) feature of the experience of black South
African managers, which emerged consistently from the findings
of this study, is victim consciousness - that is various
findings of this stady show that Socuth African blacks perceive
-themselves to be wictimg of racism. Further implications of
victim consciousness, vis-&-vis management, will be

discussed below, under peint 6.5.2.1.

- In addition, vhereas the tindings show an unwillingness on the
part of kiack Zimbabweans to delegate new and untried tasks -
suggesting belief in a rigid authority structure, and a
willingness to minimise risks; the black Scuth Africans were
found to support such delegation.

This disputes the notien, which is central to the cultural

hypothesis, that African culture {(and the elements of which it
'is composed}, should be seen oo static and absolute. Instead
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these two findings show that facters which are purported to be
culturally determined, such as an external locus of

control and belief in a rigid authority structure, should be
s¢ n in relation to their context ~ as adaptations which have
been made in response to situational factors. For a more
Aetailed discussion of this point see 6.5..

Furthermore, the findings produced no evidence to support the
argument that africans lack the need for {individual)
achievenment, which is necessary to be successful as a

manager. In fact it was f«vu:! Tat the black respondents were
able to define thely pouuonal ¢ veer plans with the same
degree of clarity as the white ‘-espondents.

On +he other hand, the findings provided strong evidence tc
suggést that African respondents (both Zimbabwean and South
African) had stronger social needs (needs for

affiliation), than did the white respondents. However the
results of the Factor Analysis indicated the existence of
positive correlations between social needs on the one hand,
and variables such as lack of role clarity and

appreciation for the advancement process, on the other.

This therefore supports the notion put forward by Human and
Hofmeyr (1985) that the black managers' Li.n social needs are
to be understood in terms of attenpts to secure compensation
for the sense of isolation experienced in the work place. In
other words a consequence of marginal status. [undersztood
by Lee and Piper (18289) as well as Schlemmer (1986} to be
connected to lack of role clarifi.)

This, and the fact that no clear pattern emerged with regard

to the need for achievement, therefore corroborates the
argument that social needs are to be seen in context of
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situational rather than cultural factors, Further
implications of this as far as the performance of managers is
concerned, will be discussed below, under point 6.2.5.2.

Proper plamning preparation and support for black
¥anagement Development.

It must be stressed, that giving more attention to planning
and implementing, carefully formulated programmes for the
selantion and development of black managers can only be of
benefit to the cause of black management develorment.
However the research findings suggest that theaﬁroblems
associated with black managers are itoo ingrained, persuasive
and complex to be fully solved by such efforts.

Therefore, whilst cae cannot dispute the necessity for proper
planning and support of black management development, one
must ensure that the emphasis given to the formulation and
implenentation of such pragrammes, does 7ot reinforce the view
that the sc¢le requirement for successful black _
management development; is the investment of rescurces,
carefully plannedqﬁgogrammes, clearly defined objectives, and
the commitment of the crganisations¢ executives to Ehe
advancenent of bhlacks. The danger of such an approach, is
that it might in fact contribute to some of the problems

and frustrations of those involved; by obscuring the fact that
the motivation and performance of black managers are affected
by certain complex attitudes and values, and cannot be easily
modified by creating new policies, or engaging in strategic
planning. {This will be discussed in more detail in the
discussion on marginal status.)
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Educational Hypothesis.

There can be ne doubt that the Bantu educaticn, which was
designed te¢ complement the legal framework of the Apartheid
system, has negatively affected the suitability of its
products for management.

In fact, pepular wisdom suggests that the problems experienced
by blacks in management are largely ascribable to the inferior
guality of their education, and that the only solution for
this is to increase spending so as inter alia teacher to

pupil ratio's in black schools can come to resemble Western
norms.

Such improvements would of course ensure that blacks -are
better equipped for management, from a point of view of skills
and knowiedge, which can only be seen positively. However as
with the issue discussed above (planning etc.), exclusive and
narrow focus on the need to improve educational standards may
serve to conceal the more important issues which exist beneath
the surface; these are discussed below.

Steele (1290) in fact points out that despite attending the
same (inferior) schools, in the same (poor) neighbourhoods,
children of certain immigrant communities have achieved
greater success in later life than American black children.
This suggests that whilst gquality of eduration may have sonme
affect the suitability of a perscn for management, there are
more subtle and pervasive attitudes which allow certain
individuwals to overcome hardship and go on to achieve personal
success, whilst others remain victims of their misfortune.

Nevertheless, of all the independent variables included in the
Regression Analysis, level of education was found to be
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the one with the most significant relationship to adaptation
to managenment.

On analysing this independent variable, it becane evident that
its relationship with adaptation to management can be
understood in terms of the fact that success in a university
envirsnment (which iz vhat is implied by a high level of
education,} hinges on the same attitudes and abilities
required of successful wmanagement. That is to say, the
university system like management, reguires cne te be:
self-reliant; to be able to think critically .nd conceptualise
one's environment; to compete as an individual, or at least to
succeed in a competitive environment; te prioritise
information, and to identify as a memker of an &lite.

Therefore whilst thare is nothing amongst the findings of this
research to suggest that the inferior blackieaucational
system is the primary reason for lack of success amongst black
managers, the isswve of education, particularly level of
educatiocn was shown by the findingz of this research to be

of great importance as regards adaptation to management.
Further, the relationship, hetween level of educaiicn and
adaptation to management, cerrecborates the assertion which
will be expanded upon below, that factors such as
self-reliance and c¢ritical thinking etc. are key determinants
of managerial success.

Expectancy Theory

As was mentioned previously, this study has found that the
problens associated with the motivation and performance of
black managers are subtle, complex, and are fundamentally
connected to wider socio-political issues. This creates
difficulties for organisations who woulw like to find
solutions to these problems, using a similar approach to
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those they generally adopt in solving other more regular
business proplems (see point 6.2.3.).

The patterns which emerged from the responses suggest that the
problems affecting the motivation and performance of black
managers can be seen in terms of two major components:

Victim consciousness and maryinal status. In this

section evidence to support this proposition will be c¢ited, in
terms of Expectancy Theory, and the implications for black

- management development i: South 2Irica, will be examined.

€.2.4.1. Victim Consciousness and Motivation i

The theme which recurred most noticeably amongst the
responses of the black South African managers, was
victim consciousness. This should not of course be
surprising, as of the three sub-samples, the black
South Africans have (in recent times) wxperienced the
most blatant discrimination. Victim consciousness has
negative implications for both the
effort-performance probability, performance-reward
probability and valence. As mentioned in the
previous chapters, these expectancies represent the key
elements in the motivaticnal process, and must all be
positive for motivation to ocour {Lawler and Porter
1967} .

The black South African managers® subjective perception
of being victims of racism, was strongly manifested
amongst the findings vwhich emerged from the Chi«Square
Test 0f Independence and SE Test. This has several
implications vis-a-vis their motivation to perform.
Firstly, by believing that he is being judged on the
basis of his race and not on his performance, the black
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manager is likely to assume that the rewards he receives
will be based on stereotypes, rather than being
contingent upon and commensurate with his actual
performance. According to Lawler (1969) this leads to a
negative perceived prokability of reward for performance.

Secondly, the perception that one is being judged
according to racial stereotypes also implies that the
individual is not being rewarded in accordance with his
needs, which defies a basic rule of motivation - that is
that individuals must be rewarded according to their
individual needs and not accerding to stereotypes {racial
or other] (Maslow 1943,1954 and Herzberg 1968 as well as
Lawler and Porter 1967).

Thus ~ne can see how victim consciousness has a

negative effect on both the perce¢ived probability of
reward for performance and what is termed valence.

This is confirmed by the fact that almost all black South
African respondents (as opposed to under 70% of the black
Zimbabweans nd white South African respondents)
cadicated cthat they believed that the company shouid
recognise and reward effort more effectively, which
signifies both a low performance—reward prababil;ty

and low valence. N rs

The belief that racism is a pervasive factor in one's
enviromment, also erodes the expectation that one‘s
efforts will produce performance; effort-performance
probability. As Horowitz (1985), points out there is a
tendency in societles characterised by racism for those
who are labelled inferior, to internalise negative
attitudes about themselves. As a consegusnce of this
they come to lack s¢1f~confidence, which is according to
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Expectancy Theory, an essential prerequisite for a
positive effori~performance probability, and hence
notivation.

Furthermore, according te Lawler and Portcy (1967} a
positive effort-performance probability is contingent
upon the

individual's ability and willingness tc assune
responsibility for his actions and their conseguences,

whether they be positive or negative., .~
' 4

&

By perceiving himself to be a victim of racism however,
the biack manager is able to deflect responsibility for
his actions, particularly vwhen they fail. Steele (1990)
maintains that by not acknowledging responsibility for
his actions, and not facing up to seif~doubt and
weaknesses, the individual will be unable to come to
terms with his own true potential and hence will be
incapable of motivating himself to compete successfully
with his peers. Instead he will wait for othevs to do
things for him. The fact that the only respondents who
believed that there futures were deternined for them by
circumstances beyond thelr own control, [external locus
of control} (discussed briefly under point 6.2.1) were
klack South African, this provides further evidence to
support the notion of South African blacks perceiving a
negative effort-performance probability.

The Factor Analysis provided further evidence to support
the above, by showing an association between being black
South African, and a belief that pecple in organisations
tend to be judged according to race. Moreover, there was
a further association between these variables and a
belief in affirmative‘action. This corroborates what was
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said above regarding a tendency amongst black Scuth
African managers to place the responsibility for their
success elsevhere. Even though support for affirmative
action may indeed be justified, it still signifies a lack
of self-sufficiency self-reliance and a low
effort-performance probability, which as mentioned
previously have negative impiications as far as the
motivation and hence performance of black South African
managers is concerned.

in contrast, the Factor Analysis indicated an asscciation
between being wvhite South African cor black Zimbakbwean,
and a perception thet pecple in organisations are judged
according to their individual abilities and skills
{rather than on the basis of race), as well as a
rejection of the concept of arffirmative action.

The fact thatgthe klack Zimbabweans' responses resemkled
those of the white South Africans, and not the black
South Africans, was thought to have particular
gignificance with regard to the propositions of this
research, in that it provides further support for the
agsertion, that problems associated with motivation and
performance of black managers are situationally and not
culturally defined. The implications of this fact, for
black management development in South Africa, will be
discussed below.

vVictim Consciousness, lLevel of Education and
Adaptation tec Management.

The low effort-performance probability,

performanie~reward probability and valence amongst
biack South African managers, which seem to be a
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consequence of their victim conscicusness, have
negative implications as far as their motivation and
performance is concerned. The findings which emerged
from the Regression Analysis, discussed below, point te
aven further negative implications of victim
consciousness.,

The Regression Analysis represented the final
manipulation of the data, to szsess the relative
importance of cerxtain key variables with regard to
adaptation to management.

It was in fact found by the Regrassion Analysis that a
high level of education and a low victim
consciousness; both of which hinge on a positive
effort-performance probability, were the two most
significant of the independent variables, as far as
ensuring adaptation to management is concerned. This
corrolkerates the assertions made above regarding the
negative implications which a low effort-periirmance
probability has for the motivation and performance of
Black South African managers.

The attitudes and abilities which are implied by low
victim consciouness, complement those which are
required for success in management., These include:i. the
self-confidence to accept risks and to balance
independence with being able to work within a team; ii.
the ability to wmake decisions, requiring inter alia

an understanding of one's environment and an
acknovwledgement of one's strengths and weaknesses; as
well as iii. the self-assurance which one needs to be
able to defend the decisions one makes whilst being able
admit when ancther person's idea is supecrior to one's
own. v
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Furthermore, like management sand low victim
consciousness, a high level of education (a
university degree}, entails a positive
effort-performance probability. Its emphasis on: i.
the role of the learner, as cpposed to the teacher, ii.
the ability to prioritise and understand complex data, by
exercising critical thought; asz well as 1ii. the stress
it places on individual competition and achievement,
impliew that for an individaal to succeed at university,
he must have be self-sufficient: and self-conf.ent.

The fact that the black Scuth African managers' responses
suggested a low effort-performance probability, has
clear negative implications for their performance of

“their work role. This is because not only does their
victim consciousness imply that they will lack the

necivation, self~confidence and self-reliance which are
such essential prereguisites of successful management,
but their negative effort-performance probability
contradicts the requirements of attaining success at

‘university (high level of educationj.

Given the fact that prior to Zimbabwean independ=nce the
conditions for blacks in that country resembled those of
Southk Africa in the preéént day, it seems saf: to assume
that they would have shared perceptions of being
victims. The fact that this seems to have dissipated
with the social and political erpowerment of blacks
brought about independence, has pesitive implications as
far as prospects ﬂ{““?lack managenent in a2 new South
Africa is concerned.

Heverth-less, this prediction is not conclusive, owing to
the that various authors such as (Steele 1990) and Lacayo
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{(1989) have pointed out that victis conscicusness
remains a pervasive factor within American black
communities, despite blacks having been granted full
social and political empowerment nore than twenty five
years ags.

shather this difference bketween Anerican arn? Zimbabwean
biacks is dne te cotier social factors which have
relevance in America, such as minority status, or whether
it was the psychological victory which the black
Zimbabweans experienced, by being able to politically and
militarily humiliate their former oppressors) remains a
point for con’ccture. To resolve this guestion
satisfactorily, a study would have to be undertaken,
which inciudes American blacks.

Wnat is important howeve;, 15 thet the lack of victin
consciousness amongst bl&ﬂﬂ'21mbabweans, suggests a
possibility that victim consciousness and its
negative consegquences, are relatively susceptible to
social and political changes.

It is impnrtaﬁt to realise that the relationship between
adaptation to management on the one hand and victim
consciocusness and level of education on the other, was

shown by the Regression Analysis to be relatively weak. This
suggests that whilst the importance of these variables should ot
-be discounted, there are other factors which must congidered, in
trying to understand the key facters affecting the motivation and
performance of black managers.
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6.2.4.3. Marginal status.

Lawler and Porter (1567; stress tbat motivation is
not synonymcus with performance. In fact they say
that in order to perform effectively in the
crganisation an individual not only has to be
notivated, but ke requires a clear understanding
of both his work-rols as well as certain key
vrganisational rules and processes which govern
inter alia, organisatiocnal advancement.

Lee and Piper (1989) and Schlemmer (198€}, stress
‘that the expectations which the organisation has
“of its managers, are often subtle, tacit and
informal, a:d not easily understandable, to an
outsider. vhe same can be said for the rules
according to which the advancement proces
aperates.

Conséq;ently, knowiedge of these expectations and
rules, .:: acquired through intimate infoymal
contact with those who kalong to the so~called
organisational establishment, who will pass

this information on, via a seiles of informal,
comradely hints amnd rcbukes.

The findings of this study indicate that black
Seuth African managers and black Zimbabwean
ranagers, are more likely than white managers to
lack role ¢larity and an understanding of the
advancewent  process.

In addition, it was found that the black South
African and black Zimbabwean managers, hava far

g o ceseof Pg 156



- 156 =~

stronger social needs than the white South
Africans. Human (perscnal interview 1928%8)
ascribes such strong social needs to a these
managers wishing to compensate for the real sense
of soceial lsolation, and confusion they feel as a
conseguencs of thelr marginal status.

The connection between strong seclial needs and
lack of understanding of work-role, amongst black
South Africans and black Zimbabweans wau further
confirned by the Factor Analysis, which showed a
corr¢lation hetween social needs and requiring
role~definiticon on the one hand and being black
South African or Zimbabwean on the other.

Moreover, given the fact that the literature
{fuman and Hofmeyr 1985, Lee and Piper 1989 as
well as Schlemmer 1985) suggests ‘that both role
clarity, understanding of key informal
erganisational processes and social needs are
negatively velated o narginal status; it was
inferred that black Zimbabweans and black South
Africans have marginal status in +he
organisations for which they work. This has .
serious nerative implications as regards the ?
fature of South African black managers. Firgstly,
it suggests that the black manager lacks the
appreciation for his role, which could help
explain lack of successful performance of amongst
black managers.

secondly, the fact that despite sccial and

political empowerment, the black Zimbabweans
retain marginal status {(and consequently lack
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role definition), suggests that the ways in

which people respond which contribute to such
marginality, are unlikely to be affected hy

the social policy changes and changes in political
structures, which are likely to occur im the
so-called new South Africa.

Thorefora whereas the responses of the black
Zimbabweans suggest that the problems of victim
consciousness amcngst black Sounth African
managers may dissipate in the socizl and poliftical
order, which is about to emerge in the country;
marginal status and its implications for

managers' performance, may remain a factor in
negatively affecting the performance of black
South aAfrican managers.

This supports a the :oposition of this research
which states that cortzin attitudes, which affect
performance are highly complex, self-reinforcing
and pervasive, and therefore not as amenable to
change as those, for example which result in
victim consciousness. Further this implies

that social policy changes alone will not sclve
the problems associated with black management
development. What is required is a change in
deep seated, often unacknowledged attitudes and
ways of responding amongst hoth white managers,
who comprise the so-called arganisationall
establishment; members of both black and white
comnunities, as well as the black managers
themselves. The means by which this may be
achieved; may become more apparent from ‘the
findings of wmore in depth research, whiclh attempts
to answer the research questions formulated on
the basis of the outcomes of this study.
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RESEARCH QUESTIONS EMANATING FROM THE RESERMRCH.

It is believed that this study has various important
implications as far as the motivation and performance of
South African black managers is concerned. However it
must be remembered that the industries in which this study
was done - the pharmaceutical and related consumer
products industries, Jdo not necessarily represent all
industries in South Africa, and further are not the
industries where black participation is most urgently
regquired. [According to recognised expsrts (Viljoen, 1991
and Garret 1991), the engineering and electronics
industries are those where this is most necessaryl.

Neverthelass, certain important guestions did emerge from
the findings, which are seen to have relevance to black
management development throughout the South African
economy. These are summarised bslow:

i. The fact that victim consciousness was found
to be pervasive amongst black South Africans and
not black Zimbabweans, suggests that victinm
consciousness can be modified through status of
changes in political situation. Whether the key
factor in overcoming this victim consciousness
was the attaimment of political and social
equality, or whether this was a result of the
symbolic or psychological victory which
accompanied the political and wmilitary humiliation
of thelr former cppressors, is a guestion which
can be dealt with in depth research to be
undertaken at a latsr date. What the decisive
elements of this symbolic victory were, and how
they can be reproduced in the South African
situation, given the fact that a military and
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political victory similar to the one which took
place in Zimbabwe, is unlikely to happen in Scuth
Africa; could also forr the hasis of future in
depth research,

The fact that level of education was found to

be the most influential factor in affecting
adaptation to management raises interesting
guestions about the type of pre-tertiary education
which should be developed, which would encourage
the self-reliance necessacy, for successful
management. The research findings suggest that
such an education system should make the student
responsible for his own learning and would
emphasise the importance of research, prioritising
of information, understanding of concepts rather
than memorising of facts,

The Zimbabwean managers' continued marginal

status raises interesting questions for further
research, as te the conditicns which give rise to
such marginal status. The theory suggests

that this problem results primarily from subtle
isolation and identity problems of black managers,
caused by attitudes prevailing in both the white
managerial estabiishment and the black community.
However, precisely what these attitudes are and
why they are so pervasive and resilient, is not
known. One therefore needs to develop a much more
intricate understanding of the antecedents of
marginal status, if solutions are to bas found

for this problem. This could form the basis for a
very in depth gualitative study into the causes of
marginal status.

* % % *
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political victory similar to the one which tecok
place in Zimbabwe, ir unlikely to happen in South
Africa; could also form the basis of future in
depth research.

The fact that level of education was found to
be the most influential factor in affseting

“adaptation to management raises interesting
-guesticns about the type of pre~tertiary education

which sheuld be developed, which would encourage
e self~reliance necessary, for successful
management. The research findings suggest that
such an education systenm should make the student
responsible for his own learning and would
emphasise the importance of research, prioritising
of information, understanding of concepts rather
than memorising of facts.

The Zimbabwean managers' continued marginal

status raises interesting questions for further
research, as to the conditions which give rise to
such, mgrginal status. The theory suggests:

that tﬁﬁs problen results primarily from subtle
isolation and identity problems of black managers,
caused by attitudes prevailing in both the white
managerial establishment and the black community.
However, precisely what these attitudes are and
why they are so pervasive and resilient, is not
known. One therefore needs to develop a much more
intricate understanding of the antecedents of
marginal status, if solutions are to be found

for this prolem. This could form the basis for a
very in depth gualitative study into the causes of
marginal status.
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It is helieved that this study has drawn attention to
various important factors, which seem to be connected the
motivation and performance of black South African
managers: However, the sclutions to these problems can
only be formulated on the basis of in depth information,
which will hopefully emerge from more in depth studies, of
the type suggested above.

" @Given the social, pelitical and economic imp? ications of
ignoring these proeble.s; one -~ . regard the quest for
findings of suitable solutic.s to them, as representing
oene of the foremost challenges facing the so-called

naw South Africa. '

The survival of the present economic system depends in a
large part on the extent to which blacks are able to
identify with and strive to bhecome nmenmbers of the economic
élite. For this to happen is vital that blacks can be
seen to succeed in the corporate world, and other key
aspects of the of the country's economy.

Unfortunately, the problems associated with black
management development are complex and self-reinforcing
and consequently, will be difficult to solve. One must
therefore caution against wndorostimating the complexity
of the issues involved, as this coit result in a great deal
of frustration and wasted resources.

However the fact that the research findings imply that
these problems are situationeslly, rather than culturaliy
based; does suggest that whilst finding suitable zolutions
may be difficult and complex, there is some cause for
optimism.

cvoe./ Pg 161



~161-

BIBLIOGRAPHTY: 3

Adair J. 1486 Effective Teambuilding

London:PFan Books

Appelbaum B. 19990 Black Advancement South Africa's Key to
tae Future.
Recruiter:
1,3 pp 1 2.

Baxling J. 1983 Work Motivation IN Barling J.{ed)
. Bshaviour ir Organisations. South

African Perspectives
Johannesbuiy: McGraw~Hill pp: 341 -

370.
Blalock G. 1972 Bocial Statistics
_ : New york: Mcgraw Hill.
Blanchard K 1989  The One Minute Manager Meets the Manager.
et al. - London: Collins.

Bradshaw P. 14181 Ihe Manadement of Self Fwyleem
: il Engelwood Cliffs: Prentice-Hall

I
n

Breaknell L. 1991 New Comers Coping with Early Experiences.

Human Rescurces Manadgement
7,1 pp 38-39,

Chalmers B. 1933 Black Advancement, some practical issues.
IN Barling J.{ed} Behaviour in
Organisations. South African
Pergpectives
Johannesburg: McGraw-Hill

Chalmers B.E. 1588 The effect of a Management Development
Programme_on need for Achievemernt

Johannesburg: University of Witvatersrand
{Unpublished Phd. Research Report)



Charoux E.

Charoux E.

Cogill c.

frwee E.

Garrett G.

Groebner D.F.
& Bhanoon

Haas M.,

Karding P.

Herzberyg F.B.

Kerzberg F.B.

1985
19%0

1980

los8s8

1991

1989

1988

1990

1966

1268

~162-

Intergration of Black Managers
Cape Touwn: Juta & Co LTD

Coaching and The Black Mahadger
Cape Town: Juta & Co LTD

Handbook on Industrial Psycholooy
Unpublished handbook on The Paterson
System of Job Evaluation.

Biack Managers' Career Advancement in
Multicultural Society.

Journal of Industrial Psycholoqy,
14,2: pp: 9 - 18

Technological Isolation and Illiteracy
Inferiority Complex or Reality? IN Manning

T. {ed) Trends Transforming Scuth Africa
Cape Town: Juta & Co LTD pp 115-130.

Buginess Statistics A Decision-Making
a Decision Making Approach
Colunbus: Merrill Publishing Conpany

tulture and Productivity Myths and
Realities.

Durban: unpublished paper delivered at the
SA Navy and NAPRQCSA seminar October 1988

Is Merit the Sole Criterion

Harare: Paper presented at a confe ence
entitled Black Advancement in The
Zimbabwean Economy 25 and 26 January, 1920
organised by Human Resources {Pvt} Limited
Zimbabwe.

The Motivation-Hygiene Theory

I Deci E.L. and Vroom V.H. (eds) 1970
fapagemneyt Motivation pp 85 ~90
London: Penguin Books

One More Time How Do You Motivate
Employses?

Harvard Business Review:
January~February 1968.



Hofmeyr K.B

Hofmeyr K.B. .

Hofmeyr K.B.
Hofmayr K.B.

Hofmeayr K.B.

Aorowitz D.I.

Howazd J.
& Hammond R

Juman L.

& Hofmeyr K

Human L.

Human L.

1286

1986

1687

ig88

1989

legs

1985

1985

1986

14392

4,

~163-

Management Devel ent and Training,
Working Paper.

Pretoria: University of South Africa,
School of Business Leadership.
(Unpublished Working Paper)

Black Advancement — a case for affirmative
action.

Human Resources Management:
2,7 pp: 23 - 29

South African Business: In Search of
Relevance.

South African Journal of Iaboguy Relations:
11,4 pp 5 ~ 17.

Corporate Challenges
Human Rescurces Management:
3 4

Why Employee Advancement Programmes Fail
IPM Journal:
August 1989 13-19.

Ethnic Groups in Conflict :
Los Angeles: University of California
Press.

Rumours of Inferiority: The hidden
obstacles to black success.

The New Republic:
September 9 pp: 17-21.

Black Managers in South African
Organisations.
Cape Pownt Juta & Co LTID

Black Advancements: Why isn't it
happening?

I.p.M. Journal:

June 1988 pp: 4

Telephonic Interview between 1,, Human and
d. ¥Yvudelowitz,
{For purposes of M.M. ternm project)




—-164-

Human . 1990a The Role of Affirmative Acticn and
Management Development in the demise of
Apartheid. ,
Cape Town: unpublished paper for the
Center for African Management, Graduate
Scheol of Business Administration
University of Cape Town.

Human L. 19%0h Ten Myths in Manacgenant
Cape Town: unpublished paper presented to
the Breakfast Club at the President Hotel
Sea Point, 7 Mareh 1990.

Human 2.G. 1987 Attitudes of South African Managers
& Hofmeyr X tc the advancement of Black in Business

Sputh African Journal of Labour Relations:
12,3 pp 5 - 19

Human L. ' 1987 Silver Spoonas and black mobility: The

£ Human P. White economic &lite and dts implications
for upward mobility of blacks
South African Journazl of Business

Management:
18,2 pp 65~73.

Buman L. 1989 Towards a Better Understanding of

& Human P. Mapagement Development in South Africa.
5&Egh African Journal for Business
o ﬁaigggmegt: - )

20,13 pp: 13 - 19

Russ A. 1986 ﬁiack aAdvancenent must be rooted in
: - Corporate Objectives.

Hunman Resources Management:
2,4 pp 20 ~ 23

Jick T.D. 1479 Triangulation in Action Miring Oualitative
and Quantitative Methods
New York: Cornell University Press.

Kane~Berman J 1990 Senth Africas Silent Revolution
Johannesburg: Institute of Race Relations

Rune~Barman 4 1991 The Angry ¥Youth IN Mamming T. (ed) Trends
Transforming South Africa
Cape Town: Juta & Co LTD pp 61-80



Katz D, 1964
Khoza R.J. 1986
ridder 1969
s campbell :
Xlein E.J. = 1939
Lacays R. - 1989

:Lange D.XK. 1984
Iavler, 111 1969
E.B.

Lawlexr, 11l 1567
:." . ffter E.L

Lee R. 101
gchlemmer L :

et al.

Lee R.A. and 1989
Piper J. '

~165-

The Motivational Basis of Organisaticnal
Behaviour IN Deci E.@L.. and Vroom V.H.

(eds) 1970 Management and Motivatlion
London: Penguin Bocks

A Black Management. Perspective
I.P.M. Journal '
June, 1%86: pp: 18,19

Thé Indirect Testing of Social Attitudes
IN Summers G.F. Attitude Measurement
Iilinois, Urbana: McGraw-Hill

.

An Intergrated Model of HWork Motivation

Acadeny of Management Review
14,2 ppl50~172

)
Between two worlids
Time Magazine
13-March-1939,

The Effect of Achievement Motivation on
the Modernisatidén of Black Supervisors.
Pretoria: University of Pretoria
(Unpublished M.Coms Research Report)

Job Design and Erpsloyee Motivation IN Deci
E.L. and VYroom V.H. {eds) 1970 Management

and Motivation
London: Peguin Bocks pplé0 - 169

Antecedent Attitudes of Effective
Managerial Performance IN Deci E.I. and
Troom V.H. (eds) 1970 Management and
Motivation

London: Pencgitin Bocks pp263 - 265

Policy Change apd The Soacial Fabric:
1989 - 90 IN Lee R. & Schlemmer L

Transitions to Demscracy ppi27-158.
Cape Town: Oxford University Press

The Graduate Promotion Process:
Understanding the %“Soft" side.

Personnel Review
18,3 pp 36-46.



London M.

Luhaby W.

Marime B.

Masiow A.E.

Mathabane M.
¥cClelland D.

O

Hewilliam-
Smith

[}

Mamelia 5.

HMemela 8., -

Moblamme 3.8.

1985

la9c

1890

71943

1986

1961

1930

1988

1989

1991

=166-

Developing Managers.

A_guide to motivating and gr_pg;;ggﬁpgygéé_ .

for sgccessful Maragerial careers,
San Francisco: Jossey Bass i

prparate crusader
e sbute

. May 1990 pp60-83.

B

2_Banking perspective

Harare: Paper presented at a conference
entiti.d Black Advancement in The
sinkdbwean Economy 25 and 26 January, 1960
organised by Human Resources (Pvt)} Limited
Zimbabwe,

ety
B |

'R Theoi - of Human Motivation IN Deci E.L.

and Vro  V.H. '{eds) 197¢ ganagemgnt angd

ag;;zatl .
London: P. win Beoks pp 27 - 41

"

KQ!ﬁix*ﬁ_Z”§I;_JIEL_JL___£~AE§£§Q§;,
Lendon: Pan Bookst

i

The Achieving Society
New Jersy, Princeton: Van Nostrand

A.B.I. The Need for Ach;evemegt and
g_g nomic Growth — Its Relevance to
So theruﬁaxgigg; -

r*torza N
(Unpublishkd article)

E

Growth Pains

Frontline
May 1988 pp 35-36

Apartheid the Scapegoat

Frontiine

March 1989 pp39

Biack édvancementy- Constraints and
Frustrations

Human Resourcges Manaderment
7.4 April 1991 pp 13-15,



Murphre=s M.

Radler D.A.
& Lawle: 112
E.E.

Nassar M.E.

Nicholson N.
& Arnold J.

'Kichalsoniﬁ.
& Arnold J.

pul

2
iyl

Hkamo J - L - N
s‘)rpan C, ..

Peters -
&*watermag

1986

377

1880

7

2989a

198%h

1990
&

~167~

Ddds on Zimbabwe

Leadership
5;5 pp 24—38-

Motivation: A diagnostic

apprcach IN Hackman, J.R. Iawler, 1il
%.E. & Porter, L.¥W. (eds).
Ferspectives on Behavicnir in
Organizations,

¥aw York: McCraw-HI1l.
Need for Achievement _The base for

ﬁsucceg_ful Bilark ﬂdvapcement and

Managerial bDevelopment in ~ Free

Enterprise System

Pretoria: University of South Africa,

School of Business Leadership

(Unpublished Paper) ' B

Graduate Entry and Rdjustment to
Corporate Life.
Personnel Revicw o

18,3 pp 23~35.

Graduate Farly Experishce in a
Multinatiocnal Corporation

Eﬁxﬁgnﬂ_l_ﬂﬂglﬁ_

s

Black Advancement : Question of The

Nineties" -
Harare: Paper presented at a conference
entitled Black Advancement in The
Zimbabwean Economy 25 and 26 January, 1996
organised by Huran Resources (Pvt) Limited
Zimbabwe.

U

od J; ity and Black Workers in Sgutg

uap&ﬂTown* Jhta & Co. 1LTD

E?f

In_search of excellience
New York: Ha:per % Row.



Murphres M.

Nadlar D.A.
& Lawler Lil
&% .B.

Nausger #H.E.

Nicholson N.

& Arncld J.

Richolson N.

. & Arnold J.

Rkemo J.5.

Crpen C.

Paters
&k "zierman

1986

1e77

1989a

1939

1990

876

1982 -

fﬂapo Town? Juta & Co,-

~167--

Odds on Zimbabwe
Leadership
S pp 24-28.

Motivaktion: A diagnostic

approach IN Hackman, J.R. Lawler, lil
E,E. & Porter, L.W. (cds).
E_gquutiVQa on Eehaviour in
Craganizations,

Hew York: Moclraw~Hill.

Me«d for Achievement: The base for
qLcceahrul Black Advancement and

T —— S

Managerial Development in algggg_
Enterprise System

Pretorin: University of 3South Africa,
School of Business Leadarship
{Unpublished Paper)

Graduate Entry and Adjustment to
Corporate Life.

Perscnnel Review

18,3 pp 23~35

Graduate Early Experience in a
Multinational Corporation |

gersog el Review
18,4 ppe1d.
Slack Advancement : Ouestion of The

Nineties

Harare: Pape:” rresented at a confarence

entitled Black Advancement In Tae )

Zimbahwear. Foonomy 25 and 26 Jamtary, 1990

Grganxs@d by Human Ranources {Pvi}) DLimited
Zimbabwe.

B0 R L T L A 3 L

Atrlca.
LID

earcn of excellence

= — -

Jn
Ta Yark: Harper & Row.



Pruatt M.R

Rebertson J.4

Ehaw D.

Bohgshoa M.K.

suhoinfﬁsn.

Schiemmer L.
Behlenner i.

froish smmar L.

1986

1989

. 1986

1981

1986

1380

1789

¢ Van fatwecpen .

-168-

Iz There a Need for Black Advancement?
JT.P. M. Journal
June, 1986 pp: 14,15

AL SRR e, e A e

Change -
Harare: Paper presented ubt a conference
entitled Bilack Advancement in The
Zinbabwean Economy 35 and 26 January, 1930
organised by Human Resources (Pvt) Limite:d
Zimbahwe.

Asgsesment of Managerial Potentin)  among
Black Emplovaes in Selected South African
Companiess: )

Methods, perceived problems ond concerns.
Cape Town: University of Cape Town,
Center for African Management, Graduate
School of Business.

{("Inpublished Working Paper)

i

. Black Advancement in Business - some

Obsarvations.

I.P.M Journal _
June 198&: pp: 2i —~ 25

g;gagisgtiopﬁ; Psychology (3rd .
editjon)
Englewood Cliffs: Prentice Hall

organisational and Secial Obstacles to

- Black Advancement IN: Smollan R{ed).

Black Advancenment and the South African
Egonowy . )

What next? Summpary and conclusion IN
Institute of Race Relations {ed) Beating
aApartheid and Bui‘ging the Futures

Johannesburg: Inscitute of Race Relations

South Africals Underestimated Crisgis:
Black Advancement and Empowerment
Johannesburg: University of the
witwater rand, Center for Policy Studies,
@radizabe School of Business

{Unpublished Working Paper for the South
Afvica Feundation) :



=169~

Btamp G. T 1991 Tokens and Glass Ceilings - the real
issues of minorities.

Hutan Resources Manacement
7,4 April 1991 ppzi-22.

Btesla 5. 1990 The Content of Our Characlar
New York:53t Martin's Press

Tabane A. 1979  The Socio Curtural Backaround of the Black
- South African., Ttz implications for

Business Development
Johanhesbury: (Unpublished Working Paper
for Access S.2. Limited)

8legel 3. 1956 Non Parametric Statistics for the Social

Sclences intersational Student edition
Tokyo: HcGraw Hill. [

Strachan B. 1990 Redressing Inbalances ;g[z;mbgbwe,
- ' 1880-3930

Harare: Paper presented at a conference
entitled Black advancemgnt in The
Zimbabwean Economy 25 aud 26 January, 1990
organised by Human Resouraes (evt) leited

Zirbabwe. ;_ ;f \
) Jf
van Zijl J. 1991 The Labour Iceberg: Re'chlng BPMOW Th$
_ Surface IN Mannxng A. } ITrerids b
transforming '

Cape Town: Juta_& Co LTh pp 81-84. \&

viljoen C. 1991 Education and Technology Prospects and
Possibilities IN Manning A. (ed) Tren_g

Eransforming South Africa’
Cape Town: Juta & Co L¥D pp 95-114.

viljoen 7. 1987  What Future for South African Management?
I.g.M., Journal
Jamiary 19287: pp: 22 - 26 !

v Hirschfeld 1990 Developing Skilled lLearners: A Strateqy
_ for Meeting South Africa'’s uagguwer
o . Challenge,
o “Cape Town: unpubllshed papear for the
‘Center for African Managemant, Gradunte
Schonl of Business Administration
University of Cap- Town.



Voinm V.
Walker N.
Walker M.

Wakabay: i M
& Grzen G.B.

1869

1984

1584

1984

~170~

Industrial Social Psychology
IN Peci E.L. and Vroom V.H. {=ds) 1970

Management and Motivation
London: Peguin Books pp 81 - 106.

Improving work motivation.
Unpublished Module of Super Management

Supervisory Development Course.
Copyright Management Forum Limited

Understanding = Manager's Job.
Unpubl:shed Module of Sup Super Managemnnt
Supervisory Development Course.
Copyright Management Forum Limited

The J:panese Carcer Progres: Study:
A 7~Year Follow-Up.

Journal | Eiﬁéﬁﬁliég_ﬁﬁﬁghglgﬂx
69,4 pp503~614. .

Fi



wl731=

LIST OF KSWSPAPER ARTICLES REFERRED TO:

Rarson cquoted/
purpoese of article.

Editorial
sosholh
Roche .t M.
Rosho it M.
- Libaya G.
sSteyn J.
Grayson

. Viljoen G.
Pasipanadya

Faature Article
: t
Y

Khati Ta \"
Giolomee H. .

Mathabane M.

| Rampheia M.
Featura Articie

Geant

Porrest

Nkaﬁa J.

Nawsapaper.

Business Day 05/01/1990,
Business Day 25/03/1990.
Business Day 037/08/1990.

Buginesns Day 26731071990,
Budiness Day 19/11/1990.
Brsiness Dav 21/03/1991.
Business Day 05’01/1891.
Business Day 26/04/1951.

Bulawayo Chronical 09707/31989,
The Economist 1/4/199%,
Leadership April/May 1991,

tar : 1991.

rd

Sunday Times 0971271990,
Suncay Times 20/01/1991.

Time Magazine 13/03/1989.

Weekly Mail 13/7/1990
Weekly Mail 17/08/1990.

Zimbabwe Herald 05/02/1986.



LYTENDIX 1:

APPENDIX 2@
APPENDIX 3:
;P?nnn:x i
APPENDIX S:
ARPENDIX 63
apﬁznnxx 71
APPENDIX 83
APPENDIX 93

APPENDIX 10:

L. Standard Instructions.
1.2 Interview Schedule {(guestionnaire).

FPROCIECTIVE EXERCISE.

THE FUNCTICNAL ﬁREéﬁ?OWN OF SAMPLES.
ORGANISATICGNS FROM WHICH THE CAMPLES WERE DRAWN.
LEVEL IN ORGANISATION.

LENGTH OF TIME I¥ POSITION.

LENGTH QOF BERVICE IN ORG@HISATION.

LﬁVEb OF EDUCATION,

AGE,

GEWDER.

{vi)



APPENDIX 113 CATEGORIES OF THEMES.

11.1: Race Issue.
i1.2: Aviitude towards work and Organisation.
13.3: Rel. tionship with Boss / Managew.
11.4: Feel:ngs resulting from Conflict.
11.5: Fealings Towards Work {Before Critical
Event) .
lo1t.9s The Job Interview Situation.
11,7 Halatienship \ .th Subordinates.
11.8: Social Situation.
il.5¢3 Senaral Attitude Teoward Future.
11.10% Bow i he seen?
11,11 Company <ar.
APPEVELIX 123 " CATEGOKIES OF PLOTS.
APPENDIX 13: OKDER OF FICTURES.
13.1: First Picture.
13.2: Second Picture.,
13.2:2 Third Picture.
13.4: Fourth Picture.,
13,53 Fifth Picture,
13.6: Rominant Mood and Code.
13.73 Subjective / Objective.
i3.8: bominant Theme.
13.9: Constructive /[ Destructive.
13,3102 Positive / Negative.
13.11: Focused / Generalised.



APPENDIX 13: Cont,
EXPECTANCY THEORY.
13.12: Capability.

13.13: Trust.
13.14: Reward.

 APPENDIX 143 S.E. FORMULA.
APPENDIX 15: " FACTOR VARIABLES.
15.1: Biographical Variables.
15.2: Other Variables (Non~Biographicalj.
RPPENDIX 163 RECEESSION ANALYSIS.
6.1 Recoded Biographical variables for
Regression Analysis,
16.2: = Recoded non-biographical variables for

R ‘Regression Analysis.

i

APPENDIX 178 . Q 1.1. CHI-SQUARE.
APPENDIX 18: 0 1.2. CHI-SQUARE.
ADPPENDIX 19: G 1.8.1. CHI-SQUARE.

{wviii)



APPENDIX

APPENDIX

APPENDIX

APPEND1ZL

APPENDIX

APPENDIX

APPENDLX

APPENDIX

APPENDIX

APPENDIX

APPENDIX 3

2%:

z3:

24;

25:

253

Q 1.8.2. CHI-SQUARE.

COLUMN 30 / PLOTS; CHI-SQUARE (PROJECT).

Q 2.2.3. CHI-SQUARE.

SOCIAL SITUATION CHI-SQUARE (PRCJECT).

Q 1.7.2. {(Managers Role to be Better Defined}.

CHI-SQUARE.

g 1.10 {Understanding a Managers' Job).

CHI-SQUARE. '

Q 1.7.5 {Recognise and Reward:Effort More
Effectively). CHI-SQUARE.

Q 1.7.1. {Improve Communicaticn). CHI~SQUARE.

Q 1.7.4. (Improve Team Spirit). CHI-SQUARE.

Q 2.1. (What Career Goals and Objectives Have
Bean Set). CHI-SQUARE.

Q 2.7.1 (High Risk Jobs Over Low Risk Jobs).

CHYZ-SQUARE.

{ix)



APPENDIX 31: Q 1.3.1. (Delegating New and Uifficult Jobs).
CHI-SQUARE.

ATPPENDIX 32: 0 1.6.1. ({Internal vs. External Locus of
Control). CHI-SQUARE.

APPENDEX 33: DETAILED OUTCOME COF REGRESSION ANALVYSIS.

()



APPEXDIX 1.1

STANDARD INTRODUCTION T INTERVIEW

INTRODUCE SELF

THIS RESEARCH IS BEING CONDUCTED UNEER THE AUSPICES OF THE
vITS BUSINESS SCHOOL.

IT EXAMINES FACTDRS ACTECTING THE MOTIVATION AND PERFORMANCE
0F MANAGERS IN COMPANIES OF SUBSTANTIAL SIZE IM TEE
FHAEMACEUTICAL MANUFACT'IRING INDUSTRY.

THE INTERVIEW WILL PF CONDUCTED AS FCLLOWS:

i1 An sxercise iavolving five picturves

3.2 An exsrcise duriag which you will be as#ed to ansuer
varisus questiong o this topis. -

IN CRDER 7TC FACILITATE THE INTERFRETATION OF \THE RESULTS, I WILL
BE RECORDING ALL YOUR RE;20s "£3 {ON PAFER). '

1



STANDARD INTRODUCTION TO QUESTICNNAIRE:

VARIOUS QUESTIONS CONUERNING :-

i. TOUR PERCEFTION OF WHAT FUTURE
DEVELOPMENT PROGRAMMES FOR MANAGERS WORKING

WITHIN THE PHARMACEUTICAL INDUSTRY SHOULD

COVER;
| 2. THE MANAGEMENT DEVELOEMENT NIEDS OF YOUR
DRGANISATION:
AND
3. TRE Fﬁ.?acz'cas IN THE CRGANISATIONAL

ENVIRONMENT WHIGH MCTIVAIE YOU.
WHEN ANSWIRING, PLFASE RKEEP THE FOLLOWING POINTS =N MIND :

i} THERZ ARE NG "RIGHT / WRONG™ ANSWERS BECAUSE
EVERYCNE £3%-THE RIGHT TO HIS oWl VIEWES.

i} YOU MAY FREL THAT SOME QUESTIONS DO NOT APPLY 7¢ YOU
YERY WELL, 3UT GIVE YOUR BEST GUESS. SOME GQUESTIONS
R MAY SERM SERSONAT,, BUT REMEMBER THAT THE ANSWERS ARE
- KEPT CONFIDENTIAL AND AT N0 STAGE WILL YOUR RESPONSE
i T BE MADE AVAILABLE TG ANYCNE RUT [HE RESEARCHERS.

(TN
.J



STANDARD INTRODUCTION 10 FIRE PICTURE EXERCISE

3.5 FIRE PITTURE EXERCISE

YGU HAVE IN FRONT OF ¥OU, FIVE SEPARATE PICTURES.

3.1.1 EXAMINE THEM L WAVE A LOOK AT THEM.

3.1.2 FLACE THEM IN YHE ORDER OF YOUR CEOIiCE

3.1.3 AAKE UP A STORY BASED ON WHAT YOU SEE
HAPPENING =

N THESE PICTLREY:-

3.1.2.1 USE YOUR IMAGINATION

5..3.2  THE STORY WUST JBE LOSICAL i.e. HAVE A
BEGINMNING, A MIDDLE AND AN END,

REMEMBER, THERE IS NO "RIGHT / WRONG" WAY OF RESEONDING TO THIS
EXERCISE.
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LOSITION:

(IF APPLICABLE}:
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i

LENGTE JF TIME IN PRESENT FOSITION:

LENGTH OF TIME WITH ORGANISATION:

HIGHZET EDUCATIONAL QUALIFLCATTCONS:
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“ATE OF INTERVIEW:
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TIME OF INIERVIEM:

NAME OF INTERVIEWLR:

AMALYSED:




The first sectien deals with Management develosment needs of
wour QOrganisation.

1

! What would Be the most valuable adviece which vou could
give te a person who is about %o de appe. ted 4s a
Marager in vour COrzanisation?

What obstacles and challenges sheuld he expect to
encounter?

1.3 What could s Management Developmant Programme include to

cater for people in your pesition in vour Organisation?

I R



Skouid there be additional oppertunities for staff
develcpment and staff prometion for Blacke; what might
these bel

How would vou rate the difficulty of the job of a
senior manager in vour Comfny:

Very difficult

|
-

Fairly difficule

]

Neither difficult nor easy

Fairly easy

Yery aasy

Explain your answer:

KT PR



With which one of the follewing statements do vou
agrase most’

future success depends largely zpon the

ameunt of effor% and initiative with which
the individual approaches his day to day

lifa.

Cur futures are largeiy determined for us by
circumstances which are bevond our own contrel

a.g.: fate, luck and chance and depends little
cn the effores of the individual.

Explain your answer; using examples if necessary.

&l



hat |

Effective staff and Personnel Development in your
Jrganisation may or may net require sertaim changes. .
Here is a rapge of possible Human Resource policy changes.
Please mark them sg follows:

wr bl g

Urgentlv necessary / of utmest importance
Very necessary

Fairly necassary

Lass nesassary

Unnecassary

Zatter communication

Managers job to %e Datter defined

To hecome more cnderstanding about the needs
and aspirations 2f managers

To davelop more of a team spirit amongst
its managers

"

Ts> rechgnise and reward effovrt more effpctively

L.

Increase size of Training Cepartment

Needs analivses 2o be linked o Pariormance
Appraisal

Develop a2 Management by Objective programme

Mentoring / ccaching programme

More socialising encouraged between staff (or
statf and managers)

5.0 0.0



sespite ail the good intentions, people in organisations
are still assessad mors on external lactors such as
appesrance, age, sex, vace; rzather than internal Sactors
such as ability, skill and diligence.

TRUE FALSE

—
L

Explain your answer:

1.8.1 Can vou give some specific exampies of prejudice
that wvou have experienced in your job?

6-{000&-.



v 3 How wise is it for semior managers %o give lass senic
managers who work under them tasks or assignments whizh .
are new, difficult and in which success is uncartainl

1,10 Which of the Following three managers has the most
difficule job?

{ i) A managny in charge of computing eguipment wWho
His to ride arsund to many branches and Train
geocpie to use eguipment.

§ ii) A manager whe has 2o check weekly operating
results and for a2 fev days each wesk has To take
a great deai of stasistics Acme and work at

) night to finish checking.

Lisid} A managur whe has a large staff of well quaiified
pecnle working for him who ave preparing reporis
and statistigs for him to take decisions on where
ard how o invest capital.

£ 4}

ciiil _—

1
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The £51

~owing section deals with Your own experienc? 4s managers

in your Jrganisation.

This infourmsti

speciii

Manuiactu~ing

- .

What zarcer go6

4

on will be used as input I
aation fpr Management Lavelopment
indusLrTv,.

~
@p tha next fiva vears
How do you 2elieve rou are going to get there?

Suppose an epportunity for promoticn of people at your
iewvel in the Organisation, were 22 arise soon. How
veady would vou censider yourselZ td be for promotion

"
H

' i ¥airly ready \
i
s
Completaly ready
Not ver ready
2.3.1 if not fuily ready, what do you comsider wyeu

wouid reguirse in order to be cumpletaely reaady
for promotion; you mav think of anything at
all?

8.:)' LR



!

Tescribe sozgthing that has sccourred in your Job which
has made vou Tesl:
i1 Compietely satisfiad
Lil) Lompleraly dissatisTied
T zaurances 1 iob and he

from waur prossnc
w3 Sk 2 mdl

dla and and).

De you believe that in vour :
to make a meaningIul esntribu
sucsess of the Company?

3D 7w ars
t

H

=
-
ian %o achiav

n a8 posiltion
ring thae

0

it e : /I

PRI

Exp.ain vour answer

8./....



~.8 Do wou teliaeve that your reole in the Jvzanisatiun has
‘“ean explained to wou clearly?

10‘;- LA R ]



-
-

- -

i TE vou were offsved promoticn and given e choice of .
[y L sa.ary: . :

Fob would suit Your amWper.aace ang you
risk makizg mustakes.

i=atgd sutside

2 making amistakes

j o+

L
L
N
'z L
L :
s . N
[ N .
i3 , :
1 E:
i |
[ RS-

o 4
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"y

z. whar are the most Jifficuli sarts of wour lob?
1.8.1 Pleasa give an cexample of whar makes it diffizuie?
T

v

1Z2.7...0
v _
\\ .
Vo



e
[
El

2.3 T2 wham in wour Trganisation do wou fzel zlosaest

=57 {Tan te a gavssn or a group 2f pecplel.
R TTams masr TS e Ampaed . t md aoa ad Y
artt How would row dessyibe your velatico.nip withe

£ 2} Yeur supervisor _

{13l Your izmmediare 2olleague

S Tour sub~prdinsze

Ti)

.zﬁ_._“‘h
{ 13}
..l"'rw.";
I

2.1l Wne has reen mest helpful and supportive e vou in

Relping weu cope with the prabiem of your job?

How have they helped?

8
i
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A

11i.1:

31.2:

EMD

CATEGORIES OF THEMES

RACE ISSUE

i. Whites nob trusting blacks.
System rigged ~ discriminated against generally.

2. lacks disadvantaged (because of race).

3. Township life causes difficulty in being a wanager
{stayaways, transport probhlems, ;hteness ekc.}.

4. Generalised race consciousness.

5. Association of company with whites.

6. Whites not understanding Blacks and their dilemmas.

7. Compares oneself in orqanisatiqh unfavourably with

. whites, Y

8. Optimistic about race.

9. No race elenments,

0. No reply.

ATTITUDE TOWARDS WORK AND ORGANISATION.

1.

2.

j

General pessimism - Dis#atisfaction with working

- conditions {money, bensfits stc.).
Specific pessimf*“q* Performance related demotivation

and dissatisfacl.sh (negative feedback, lack of
success at work etc. and sales figures).
General optimism / good performance [ seénse of
ach.svement.

b L aTE maare e e

P



APPENDIX 11:

1i.3:

4.
5.
6.
7.

8.
g,

Cont.

Pending resignation.

Pending firing (being fired}.

Specific optimism - being promoted.

Inpatient; wants higher status (ambiticns) aspires to
mOYe,

Active anger -~ discbeying precedures.

No response to organisation; neutral towards the
organisaticon,

No reply.

RﬁLAT;ONﬁﬂ;P WITH BOSS [ MANACER.

1.
20
3‘

4.
5.
-
7.
8.

9.

10.
1.
iz.
i3,
14.

15,

Anxious about meeting with boss.

Lack of recognition from boss.

Boss unbappy; perceives work standards as being
unsatisfactory.

Authorisation uncompromising, unsympathetic boss.
Boss daes not care for him - (feelsldisliked).
General conflict / altercation with hoss.

Subcrdinate threatens boss.

Communication with a positive outcome - positive, two
way communication with boss - mutual problem solving.
Boss shows confidence and faith in subordinates.
Subordinate assertive towards boss.

Boss does not understand - jack of commuanication.

No menticn of boss (or relationship with hin).

Ko reply

Discipline and/or warnings - Specific conflict with
koss ~ Performance related.

Boss vonstructive - Positive.



APPENDIX 11: Cont.

11.4¢ FEELINGS RESULTING FROM CONFLICT (necative situvation).

1. Perceiving oneself as a victin of system. (General}.
2. Feeling satisfied / vindicated.
3. Perceiving oneself as a failure in terms of specifies

- work output / performance (despite assertion to
contribute}. :

4.  Feeling happy and satisfied with cne's performance
' {specific).
5. Conparing oneself unfaveurably with peers.
6. Compari .y cneself favourably with peers.
7. Feelir,; motivated to continue dealing with challengss.
g. Feelling demotivated - tgmpted o bow out.

5. NReu val f No conflict, -
0. No [ sponse / Reply.

11.5: FEELINGS TOWARD WORK (BEFDRE_CRIT"CAL EVENT) .

1. Anxiety abiout the workday; apprehensiveness / anxiety
about the iok (General}.

S Daspondency, lack of enthusiasm towaris workday abk..d.

3. Inadequiéwy / Feels like a victin.

4. Perceivipg oneself as being waster of sne’s own
destiny. '

5. Wildly hopeful - optimistic / air of expectation.
6. brink to ezcape / other avoidance hehaviour.



APPENDIX 11: Cont.

7. Slight apprehensiveness / arxiety / uncertain.
a. Heutoal.

= N/A.

0. Mo response.

11.6: THE INTEEVI SITHATION ,

........

1. Feeling unconfident (despondent / hopeless) about the

interview.
2. feeling cenfident / hopeful and mositive about going
fur the interview,
3. Reflecting positively about the interview,
4, Reflecting negatively about the interview.
5. Nervous about the interview.
6. -
T -
8. Neutral about the interview.
9. No interview mentioned.
G N¢ reply.
11.72 ELATZONSHIP WITH SUBORDINATES.
1. (10) Experiencing difficulty with subordinates.
2. £20) Having a constructive relationship with
subordinites.
3. No mention of subordinates.

44 Ho reply.



APPENDIX 11:

11.8:

11.9:

Cont.

S0CTAL STTUATTONS.

1. Socinal isolation.

2. Anxiety about fitting in with the "in group®.

3. Berceived iLink made bhetween fitting in socially and
gocd work prospects.

4, Pitbing in, functioning effcctively inm a social
gitwation / social adeptness.

5. ¥Mew guy in town, (possibilities do exist to £it inj.

6. Yeels persecuted.

T -k

3. - .

9. fleutral, social situatiorn not an issue.

t. I reply.
o "

“ENERAL, APTYTUDE TOWARDS FUTURE (TMMEDIATE).

1. Apnxiety about meeting with boss (diffidence).

2. Cﬁnfiﬂent / positive about meeting with boss /
rﬁlationship with bose.

3. Pending cepsure over something one has done.

4. Pending reward.

5. ahxiety about losing job / not getting a job.

6. cenfident of pramotioﬁ / achieving goal - getting job,

7.

Generalised anxiety about the day ahead (diffidence).
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11.10:

16,
1%,
1z2.
13.

14,
15,

16.
17.
18.
18,

Cont.

Positive / motivated attitude re: day ahead / future
{broad, general) - sense of future appears.

Neutral attitude / fature not wentioned.

No reply.

Realistic ambition.

Hopelesaness (general) cannet perceive future.
Positive / motivated specific - implies commitment.

Ambivalent {unsure).

Positive re: having left - telling him off - fantasy
ascape.

Lost opportunity, senze of failure / dejectedness.
Compromise / humbled - see error of ways (positive}.
Anger / Frustration,

Anxiety - not fitting in.

HOW IS5 HE SEEN @2

Popular.

Assertive.

Diffident / shy.

Angry [ frustrated.
Nonchalant ~ inappropriate disrespect for established
ruler aad powver,
Anxious.

Enthusiastic / poesitive.
Dissatisfied,

Not specified.

Noc reply.
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11.11:

Cont.

COMPANY CARS.

S.
Q.

Envy (sour grapes)} - demotivated (I have not nade it).
Open ended aspiration {secondary goal; no clear plan
set).

Clearly defined aspirations (strong or primary
motivation; clear plan).

Recognises strength. Not responding te car -
incidental (crossing street).

Identification with luxury car.

Cayr would provide convenience (to get to work) haven't

_the money to own.

Anger / Frustration {tempted to stone vehicle},

Car associated with uituation superior to oneself -
boss in car (does noi identify with it).
No response to compahy Cars.

No reply.

T

e e



AP NDT

CLASSTFICA N OF PLOT ES

OVERALL CLASSIFICATION OF 81T0R1ZEg,

1. Powerless efforts are not successful, where did I go wrong.
2. Genaeral apathy, lethargy, unhappy.

3. Opportunity opening up.

4., Taking responsibility acting on and chang’'ng cne's

envirponment to suit one's own objectives. Setting out and
achieving one's obiectives.




APPENDIX 13z

RD ¥ PICTURES

13.1 - 13.5: PICTURES

1., Badroon.

2. Parking lot.

3. Walking into office.
4. Altercation.

5, Sacial scene.

13.6:  TVARIABLE: DOMINANT MOOD AND CQDE.
1. Hope.

2. Despair. _
3. VNeutral {bad, but not desperate).
13.73 VARIABLE: SUBJECTIVE ; OBJECTIVE,
1. Pers.-al / subjective involvement.
2. Obiectiv- descriptive.
13.8: 4 BLE: INANT THEME.

1. Aspirational (hope}.
2. Conflict related (active negative}.



APPENDIX 13: Cont.

3. Consensus (resolution}.
4. Protest.
5, Frustration.

&

13.9: VARTARLE: CONISTRUCTIVE [ DESTRUCTIVE.

1. Constructiva.
[Coping with and acting on difficult situations /
overcoming problems / dealing with issues].

2. Resigned.
fAperthetic, lethargic}.

3. Destructive.

13.10: POSIPIVE [ NEGATIVE.

1. Starts negatively, ond positively.
2. BAll negative.

3. All positive.

4. Starts positive, ends negative.

5. Starts neutral, ends negative.

6. Btarts negative, end neutral.

7. Starts neutral, ends positive.

B. All neutral.

9. Starts positive, ends neutral.

13.13.: FQCUSED [/ GENERALISED.

1. Focusasd (wants something sgeéific).
2. Generalised {moves all over the place).



APPENDIX 13:

13.12:

13.13:

13.14:

Cont.

EXPECTANC Y.

Any mention of

¢ Yo mantion.
1 Positive.
2 Negative.

Any mention of
0 No menticn.
1 Positive.
2 Negative.
Any mention of
0 YNo mention

1 Positive.
2 Negative,

capability.

trust.

rewsrd.

eastt ol v LN



..g.s.a L %u-u\-v-.u\ L e T e ’ [ * 5 O H \__“{ . L B -
Raws. < T T L R .
Ram "RELIASILITY OF DIFFERENCE BETWEEN MEANS AND OTHER MEASURES » 237

Srialll 26+ STATISTICS IN PSYCHOLOGY AND EDUCATION
The estimated percentages, P and @, may now ke st in formula

grtan (ks Ty
is ¢ falls well balow the 45 level of 2.00. There i evid >
' ow 18 ve ¢ = o e {59) to give the SE of the difference between Py an’ .
fost. Gn& = Gpi -r, = \9‘55‘91 -+ Gipz [143]

:..Jif.a therefore, that the incentive Incrensed variabilily of response to the
o . .
'm..;.,.a-c I, The Significence of the Difference belween Pg:%trgggg} = [}v_, ¥,

.g,u.!n. . ond Correlation Coefficients <et 43 (SE of the difference betwesn two uncorrelated percertages)

%\;’-\QJ"— t. T"I. l‘.ﬁﬂbiliiy Df l'il. di‘x’fmnm bﬁmlﬂ fwo peﬂ.‘em}s ? ?& In the p'lgsent example' P o 348x4::;::{;::: x 507 ofr 452%

'J. M_t {1} SE oF TRE DIFFRRENCE WHEN' PERCENTS ARE UNCORRELATED and @ = (1 — P) or 54.8%. Substituting these two values in (59)
On page 196, the formula for the SE of a perceniage was given 8¢ we get

1 T 7, e
Cpy—rg = \!‘15.2 o 5—3.3[3'_53 -!--2-'-:- = 4.06%
“he difference hetween the twe percents P and P; is 8.8%

- ‘?u‘ —
{502 — 41.4) ; and dividing by 4.06 (qn_ I i R

W SE = PQ shereP= percent seeurrence of the ohserved behavior,

53"0 g=({1- }.”} ,and N is the size of the sampia. One of the most uzeful
o) 1‘*9‘ . applications of the 8% formula is in deiermining the significance of
the difference between two percents, In much 2xperimentsl work,

- ) wegeha
N especially in social and abnormal psychology, we are able to get the Ory—rs

\

pereent occurrence of & given bebavior in two or more independent
samples. We then wani t¢ know whether the incidence of this be.
havier is reliably different in the two groups. The following problem
which repesats pari, of Example (1), page 196, wil] provide an #lustra.
tion.

R of 217. Entering Table D, last line (there nre 6i1 df}, we find
that our CR exceeds 1.99 (.05 level) but does not reach 2.58 (.01
level). We can be reasonably confident, therefore, that our two
groups do not come from a common popuiation and that the occur-
rence of cheating in the two groups is reliably different.

{2) SE oF THE DIFFENENCE WHEN PERCEXTS ARE CORRELATED
Tesponses recorded in percentages may be, and usually are, cozre-
lated when individuals have been paired or matched in some at-
tribute; or when the same group gives answe= (.8, “Yes"—"No")
ta the same questions or items. To illustrate with an example:
Ezamgple {£) A large group of vetzrans (250 *) answered ag fol-
lows the two questions:
1. Do yon have a great many bad headsches? Yes 150 No 100

Ezampie (1} Inastudy of cheating * among elcmentary-cehoo]
children, 144 or 41.4¢} of 348 children from homes of good sorio-
economic statns were found to bave cheated on various tests, Ia
the same study, 138 or 50.2¢5 of 265 ehildren from homes of joer ’
zoviosconomic status also cheated on the same tests. Is there o
trus difference in the incidente of cheating in thess two gronps?

Let us set ¢p the hypothesis that no true dilference exists as
between the perceniages cheating in the two groups and that, with

raspect to cheating, both samples have been randomly drawn from . “ 3. Are you troubled wich fears of being erushed .

the seme population. A useful procedure in tec ng this pull hypoth- " ina crowd? Yes 125 No 125

esis is to consider P; (41.4%) and P, (50.255) as being inde- . . #1 =

pendent determinations of the common population parameter, P; and ! L

1o estimate P by pooling F; and P, {see p. 224), A peoled estimate o . No Yes No  Yeu

of P is obtained from the equation: _ Cves| 25 | 00 |1 Yes 1{:& . g% 500

Pz NPy -+ NaPy #2 #2 i) 0

Ny+Ne g - Nel B 125 No 300 2(;:5" 0%

Q being, of eourse, (1 — P).

* Dats from Harishore, H,, avd May, M. A, Studies in Dee™™* (New Yoric:
Matan TS, B, eyayd My, M. A, Studiea in Dee™ (

100 im 250 Q0% 0% 0%
* The dats hawve bee  nplified for Rivsirative purposes.



APPENDIX

15 .

FACTOR VARIABLES

LESS THAN & YEARS

15.1:  BICGRAPHICAL VARIABLES.
ITEM
BLACK SOUTH AFRICAN YES 2
WHITE SOUTH AFRICAN
BLACK ZIMBABWEAN NO 1
GENDER i MALE 2
FEMALE 1
age O ) UNDER 35 2
OVER 35 1
EDUCATION DEGREED 2
; * ON<DECREED 1
jJoB TYPE TECHNICAL 2
y NON-TECHNTCAL 1
i
LEVEL L SENIOR 2
JUNIOR 1
TIME IN ORGANISATION 5 YEARS + 2
N
3
1

TIME IN POSITION

5 YEARSE +
LESS THAN 5 YEARS

@




APPENDIX 15: Cont,

15.2: NOKN-BIOGRAPHICAL VARTABLES.
TTEM
1.4. |EXTRA TRAINING FO BLACKS YES 2
(AFFIRMATIVE ACTION} NO i
2.3.2. PROMOTION ELUSIVE YES z
NO 1
1.7.%. NEED FOR COMMUNICATION YES 2
NG 1
1.7.3. | NEED TO BECOME UNDERSTANDING YES 2
TO NEERS AND ASPIRATIC.'S OF
MANAGERS NO i
1.7.4 |NEED FOR TEAM SPIRIT YES 2
; NO 1
1.7.5 |NEED TO RECOGNISE AND REWARD NO 2
EFFORT MORE EFFECTIVELY YES 1
1.8.1 |PEOPLE JUDGED ON EXTERNAL NO 2
CHARACTERISTICS YES 1
1.8.2. | STERECTYPING OR BASIS OF RACE YES 2
: NO 1
1.10.1{ UNDERSTANDING MANAGERS JOB YES 2
_ KO 1
1.7.2 |NEED MORE ROLE DEFINITION NO 2
YES i
1.7.8. |KANTS M.B,0, " NO 2
YES 1
2.2 ATTAINMENT OF CAREER OBJECTIVE NO 2
INVOLVE WORK IN ORGANISATION YES 1
1.9.1.|BELIEVES IN DELEGATING DIFFICULT YES 2
/ TASKS - NO 1
I 4 t ¥
2.7 WANTS HICGH RISK JOB YES 2
NO i




APPENDIX 15 3

CRESSION ALYSIS

16.1:

Longii_ of T?gz_e_.,,: Pozition

1£ Column .3 H OLD CODE 4
HNEW
Under » vear 01 FARTIABLE
CORE O
NEW
1 year to 5 years 02 and G- VARIABLE
L_ CODE 1
I ! NEW
| 5 yezrs to 15 years ¢4 and 05 VARTABLE
| CoDE 2 p
[ i
Education
If Column 7 “ OLT CODE I
i 2 ! ——
Matric and under 01 and 92 i VARIABLE
- COBE O
o : NEW
A level or Bachelors degree 03 and 04 VARIABLE
. : CODE i1
NEW
Post Graduate Degree 05 and 06 VARIABLE
COnE 2
Senicrity
H_I:E Columr 10 and 11 OLD CODE ||
Junior management or less 01 and 02 VARIABLE
. COPE 0
HEW
Middle manager 03 VARIABLF
CORE 1
o _ NEW
Senior Managenment D4 VARIABLE
" ! CODE 2




APPENDIX 17
The SAS Svstem 29251 Tuyesddysy Juna 11, 1991

1
BF SUBSAMPL BY QUEL_L

SUISAMPL QUEL_)
Frequencyi
Percent |
Row Pct |
Cul @t |} 11 zi .3 %1 5] Total
it 2t st o & e e +
BLALV_SA | g | 7! 71 17 § 17 1 a8
1 3480 1§ 295 1 2.95 1} 7el7 1 P17 | 37.13
! 1022 1| 7«95 1 7495 | 19432 | 1G8.32 |
I 7500 § 2188 1 53295 { 28.31 § 40.48 i
WHITE_3Sa | 2 i 9 { 5 22 | 19 1 78
- Ge B4 | 380 2.1t | Fa28 | 8«02 | 32.21
i 2a%6 | 1le54 | S0 | 28421 | 2436 |}
1 15.67 1 28413 1 38.46 1| 37429 | 4524 |
o e T 0 st v i - + + # -+
ZIMIAAKE | 1 16 | 11 26 | & i 71
S PO i | 5?5 1 Cute2 § Batéd } 2453 | 29.%8
i 1el | 22.54 1} Tefl | 28.17 } BadS }
H 8233 | 5000 | 70469 1 A2.90 1 l4a29 §
. o ot i & o + b o o
Total 12 3z 13 59 42 237

L %056 . 13.50 Se49 - 24589 17«72 100.00
{Xontinued} j

1. Discrimination, racizﬁISEXéSmf
2. Follow rvlés . _ E
2. Be forward looking innovative ~ - Q
. Theory X -

« Theory ¥



APPENDIX 16:

ocial Needs

Cont.

EmResponse Egqual

e

:“'T
i If column 98 01 or 02 or 03 NEW
VARIABLE
AND
CODE O
Colunn 101 . 01 or 02 or 03
| If column %8 0l or 92 or 03
AND
HER
Column 102 04 or 05 | VARIABLE
oR CODE 1
If column 98 04 or 05
AND
| column 101 01 or 92 or 03
i
If Column 98 04 or 05 NEW
YARIABLE
AND ]
CODE 2
[ﬂéolumn 161 04 or 05

;

T PNy i by

 tiar et e R

i O R



The SAS System

09551 Tuesdays Juna 11, 1991

TABLE OF SUBSAMPL BY QJUEI_L

SU3ISAMPL QIEL_1L

Frequencyl

Parcent |

Row Pect |

Col Pct | & 21 a} 5§
o e e . e e o o .t e e e o it s e

BLACK _SA | 3 4 Z6 2 | 0¥
{ 1e2?7 | 1997 1 Oe 8% | 0420 |
1 T4l 1 29455 1| 2.27 1 D00 ]
] 17655 | 44433 | 68.67 | 0.00 1

-t e e e e + * e +

AMITE_S54 | & 1 15 | o1 1
{ 1o 69 | 6575 § Ne00 | 0.2 1
{ Sel3 | 20451 1 020 | 1:28 |
| 23.53 | 27«59 } 0.90 | 100420 |

- o —— + * Form + +

TIMBARAT | 19 i 16 1} 11 3 |
i 4222 1} 475 | 0ut?2 | 0«30 |
I 15.08 | 22.54 | lefl | 0.00 1§
I 58.82 | 2759 1 33.33 { 0,00 |

. o e s o e o e ¥ 4 ———

Total 17 58 3 1

717 2%e47 1.27 0’2

Frequency MVissing

=

75

Total

85
37«13

78
32.91

21
2996

237
1004 50

STATISTICS EIR TASLE OF SUBSAMPL BY QUEL_Y

‘Statistic

A

Chi-Sauare

Phi Coafficient

OF Value Prob

156 36. 595 0. 002

tikelihood Ratio Chi=-Square . Lb 3B.15% 0.001

Maantel-Haenszal Chi-~Square i d.111 739
Cs 3913
Cantingyency Coaafficiant 0= 356
0=278

Cramarts ¥

gffactive Sampla Size = 237

Ereguency %issing
24% of the data are nissing.
44% of the cellis have oxpected counis less

WARNING:
WAANING:

= 75

than S5« Chi-Squarz may not be a valid tast.

. Shrewdness

Conventional

- S U «
-

. Cautien

9. MWatch your back

2

e T e

o TR S 4T




APPENDIX 16:

Adaptating to Management

Colunmn 185

Cont.

DEFENDANT VARIABLE

1087 = O
ERUHIER) = 1
HIGH = 2
\\-J\
¥ 0
N 3

1

i



= W -

APPENDIX 16: Cont.

16.2: RECODED BOB-BIOGRAPHICAL, VARIABLES FOR REGRESSTION
AWALYSIS.

INDEPENDENT V. BLES
{Regressor)

Victin Statns

T e ey

REY
9 = Low.
1 = Madiuvm.
z = High.
Response Egual
If column 108 and 109 02 or 01
AND
Column 110, 111, 112 and 133 ' 00 or 05 or 09 or 10 NEW
or 11 or 12 VARIABLE
AND CODE 0
Column 80, §1, 82 and 83 01 or 02 or 03 or 04
o 1l or 12 er 13 or ||~
| ' i4 or 16
] —:,_-‘[
If column 108 and 108 02 or 01
AND

Columns 110, 111, 112, and 113 00 or 05 or 09 or 10
) or 11 or 12 .
NEW

; AND VARIABLE
! Cotuans g, 81, 8%, and 83 15‘0% 2i or 22 or 23 CODE 1

or 24 or 2% or 26 or
# 27 or 28 ar 29 or 30
i or 31 or 3I2

47t

colune 108 ond 100 o G1

&
oo

BT TIITL TR e T L S T e e g e,




APPENDIX 1é: Cont.

Vigtim status Cont.

Response Egual

AND

Colunn 3110, 11%, 1i2 and 113

AND
Column 80, 81, 82 and 33

[

co

| or

18
or

or
53
or
63
aor

153
or
14
or
27
or
45
or

or
15
or
27
ox
45
or
57
or
68

or
or
ig
QX

or
54

BN )

ot
68

64

03
oY
19
or
21
or
54
Qr
54

02
or

or
28
or
51
or
61
or

or
16
or
28
or

or
61
or

or
12
or
20
or
38
or
RS
or
66

a3
or
17

or

29
or
52
or
62
or

or
13
or
21
or
44
or
56
or
67

335
o
21
or
44
or
56
or
&7

04
or
18
or
30
or
53
or
63
or

NEW

VARIABLE

CODE 1

{Cont.)

If colunn 108 and 109
ARD
_J Column 110, 111, 112 and 113

AND

T

1f colunns $0 and 81

il

01

00
or

Qr
31
ar

&4

ar

-84

15
or

or

or
i5
or
28
or
51
or
61
or

or
24
o
31

03
or

20

oY
)]
or
585
or
66

21
or
a8
or

or
i7
oxr
29
or
52
or
62
or

or

or
32

04
or
21
or
44
o
56
or
57

22
or

or
18
or
30
0r
83
ox
63
or

oy
26
or

15
or
27
or
45
o
57
or
68

23
or
30

NEW

VARIABLE

CODE 2




APPENDIX 162 Cont.

Bonle Qlaviiy,

l H_Response Egmal
Column 99 u 01 or 02 or 03
NEW
AND i VARIRBLE
Column 105 01 or 02 or O3 COG:R 0
i -
Colun:: 99 4 or 05
AND
Column 105 01 or 02 or 03 VARIABLE
OR CODE 1
Column 92 T 01 or 02 or 03
AND .
\‘\‘ '
Colunn 105 94 or 05
7 Colunmn %9 04 or 05
: ' . NEW
v AND VARIABLE
golumn 105 04 or 05

P

i
wh CODE 2

v




-1

APPEIDIX 16: Cont.

Parformance -~ Reward Profitability

e -y

{ “ Response Egual
B v 4L
If coliuymn 100 01 or D2 or 03
NEW
AND VARTABLE
Column 102 01 or 02 or 03 COnE 0
If colunn 100 04 o 05
ARD
_ NEW
Column 102 0i or 02 or 03 VARTABLE
OR CODE 1
. If column 100 01 or 02 or O3
A¥D
Column 102 04 or O
¥ =
If colamn 100 04 or 75 NLW
. VARIABLE
ARD {
: CODE 2
COIumn 102 04 or 05




APPENDIX 16: Cont.

Self sufficliency - High Risl;

H Response Bgual *
If column 114 and 118 i opa
HEg
AND VARTABLE
Column 152 and 159 1L e 5 I
| |
i |
If Column 114 and »15 01
AND
NEW
Column 155 and 159 0% YARIABLE
IJ . OR COBE 1
i E
If column 114 and 115 ,
| AND 5 :
. : . 55:
Column 158 and 159 { 02
u e /s St ————— ot
If columh 114 and 11f 01 NEW
VARIARLE ]
AND b
GolE 2o
Colurnn 158 and 159 LM

] _.‘..:."—-T-"»T-«'JJ



APPENDIX 18

Tha S5AS

System

f0%:51 Tuesdayy

£ OF SUBSAMPL BY JUEL_2

SUBSAMPL RUEL_2

Frequencyl

Percant |

o4 Pect |}

Cal Pect | 1t 21 3 41 51

0 LD 0 0 e 8 o ke - s s e s o e e i s ol + +

RLACK_SA | FA | 11 i 11 T4 13 1|
H 457 1§ Sbat? | Oel } 2.86 ] .35 1|
I 22.38 1 11.83 | 1.08 | Te53 1 19.35 |
1 39.52 ' 25458 1 33.233 | 45.57 | BSe?L 1

e b e o 2 o i o + - ] + * —

WHITE_3A | 13 ¢ 19 | 1 1 4 | 21
i 5.31L 1 7.768 1 Ol ! 153 | e B2 1§
1 1505 | 23.46 1 1.23 1 4e?% % 267 |
1 26453 1 3419 {1 233.33 | 28457 1§ 3252 1

1 S o s e e e = o sl ol e e s . et o

2EURAT4E | 19 ] 12 } t 1 & ] 11
! 2.7 | 5.31 1} De#%l | 153 1| D2l }
} 28.76 | 18.31 1 et | 553 1 1.41 1
1 3585 1 30,23 1 33.33 | 25457 § he 785 |

s o i i e + 4+ + e L

Total 53 %13 3 15 21

21.53 17455 1.22 fel2 Be57

{Continued)

1. Obstecles regarding subordinates

%. Obstaclas regarding peer colleagues

E1N Obstacles regarding superiors

4, Obstacles regarding uncertainty of role

5., Obstacles regarding discriming’ ion

June 11, 1991
3

Total

93
3794

a1
13206

71
25498

245
100.00



Tha 3A3 Svystem 99:51 Tuasdays Jupe L1, 1991

4
TABLE OF SUBSAMPL BY QUEL_2
SUBSAMAL QUEL_2
Frequetcy!
Parcent |
Row Pct |
Lol Pet | 51 7! 2] 91 10¢f Total
BLACK_SA | 31 1 4 | 14 i 13 i 93
1 taZ22 | Do%i 1 1.563 | 5.71 } Se31 | 37.96
{ 3423 | LG8 | 4430 | 15.05 ! 13.98 |
I 23«08 T 1250 1 4444 1 6lal8 1 28426 |
AHITE_SA | 5 | 11 31 15 i 17 ¢ 81
| Z2etsS | BTutl | 1.22 1 5.12 1 529 | 33.76
! 7ol | 123 | 3.70 f 18452 § 20.99 i
[ 85418 1 12650 1 33.33 [ 44412 | 3696 1}
e s s o= 4 b e 2 £ -+
ZI%BAZAE | & | & 1 r3 5 | 16 | 71
i 1.63 | 255 | J.82 1 294 | 653 | 28.98
i 5463 | Fe49 } 2+82 | T oL )] 22454 |
T 3077 1 2840 . 22422 1 18.71 § 34.78 |
e s i * -y 4 + * :
Total 13 3 9 34 46 245 .
Se31 2427 3457 13.38 18.78 100.00 iy
frequency Missing = &7 | B
: STATISTICS FOR TABLE OF SUBSAMPL BY QUEL_2 .
Statistic oF value Prob 5
chi-Square 18 el.sz2 0.001 ”
Likelihood Ratra Chi-Square 14 4is 934 0001 i
4antel-Haevszel Chi-Saquare L 8,015 0.901 7%
Phi Coefficiant Gablb X
cantingancy Loafficiant ' 0.382 %
Cramerts V 0232 %
Effactive Sample Slze = 245 &

Fragquency %issing = &7 H
WARNING: 21% of the data are missing. e
WAINING: 47% of the cells have expaectzd counts less :

than 5. Chi~Sgquare may not be a valid test. R

6. Obstacles regarding disadvani.ges

7. GObstacles tecnnical

8. Challenges technical
9. Challenges management {general) i%

10. Challenges people management -



The SAS Systee 15:07 Fridaye June 28, 1991

APPENDIX 19

OF SUBSAMPL BY QUEYI_B.}

15538 1 18.27 | 33.55

QUF1_8_1
.
Parcent |
Row Pct |
Col Pct | 1i 2] Total
o e e e v e - + -
BLACK _3A 1 17 i 2 1 33
| 3558 1} 192 | 37.50
{ 9%.87 1§ S«13 §
I sp.68 § 6+4% |
WHETE_SA % is 192 |} i
i

4571 | 54429 1}

i 2192 1 561.29 }

m--.--u.nuni—----_.p-_*-_-.-,_-.,_{,
FIMBABME ? 20 1 10 3 30
1 17.23% } L PRV | 23 48%

65.67 1 33.33 |

|
| 22,40 1| 32.26 1}

=

Yatatl 73

Nal9 2981

SYATISTICS FOR TABLE OF SUBSAMPL 3Y QUEL 8_X

Statistic i
Chi-Square

Likelihond Ratic Chi=-Squars
Mantel-Haenszei Chi-Square
Phi L <ficient

Sontingency Loafficient
Cranerts V

Sawsple Size = 104

1. True

K 2. Faise

-

104
102,00

F Value Prob
2 21e 555 0,000
2 28.%88 0,000
1 7a 918 04009
: 0. 455

Qapldh

De 455

22



Tha SﬁSISVSEem J9:8) Tussdave June 11, 199%
APPENDIX 20 ’ MR

ILE OF SUBSAMPL BY Qifl _8_2

3.2
Fragquency|
Forcant |
1o Pet |
rol Pc: | 31 5} 51 &} 71 Total
BLACK_SA | A | 114 5 | 15 1§ 16 § 67
{ .53 1} D63 { 3e13 |} Fe38 | 10,00 1 41,48
§ 149 | 1.49 } Teted 1 22,79 | 23,583 |
1 12090 | 14029 | 1351 1 8333 | 64.00 |
e e e 2w o ——— - e i i, et +
FHITS_SA i 21 4 1 1o | 2 1 3} 4
| 300 1| Za90 | 1183 | Le2¥ 1-.88 | 30.050
? 030 § 2433 1 39.53 | 4a17 ¢ 625 |
g Te83 § STe14 1 91435 1| llell ; 12.030 3
i e o O e s o e e 0 e e v o e 2 e e s o o e _
ZIYZABAE § g | 2 13 | 11 & 1 &%

{ Ge0D | 1e2% | 8.13 1 fet3 1} 375 1 28413
{ 2% § e84 | 28.87 | 2022 1 13.33 1|
-} D280 1 28437 ] 35.1% 1§ 5255 | 24.00 |

i e o 10 e + E - s

Total 1 7 37 1s 3 1450
Dub3 -}n38 22 11 . ild?..S 1‘54, a3 100.08

(Continued) - o _

3. Personal experience

4. Prejudice a thing of the past

5, Changing for the bevter .. S X

. 6. Bbiscrimination exists Ty |
7. Blacks discriminated against in selection



Tha $AS System

39291 Tuesdavy June 1ls 1991
. 24

TABLE OF SUBSAMPL 8Y QJEL A 2

SUBSAMPY, QUEL_8_2
Fraquancyi
Parcant |
Toad Pct |
Lol Pet | | 91 104 11 121l Tatal
O o T ) 1 2 s e i e e o W e et O v s 0 s ¥ vl oA - . s
BLALK SA | 7 1 5 | 3 1 9 f g | &7
{ e 29 | 3513 1 G503 | 5,53 | 0.00 | 41.88
{  1Da45 | T | 11e9% { 13443 | T 00 |
1 100,00 | 10080 ] 22,53 | #40.9% | Da00 1
e . e > o i S + 4 - —— 4
AHITE_SA | v 01 14 1 5 | t f 48
! .90 § 5.00 1 Bs75 1§ 3.13 | G=63 1 30.00
i .00 1 .00 1 29,17 1 10442 | 2.08 |
! 395 } .00 1 4112 § 22,73 | 25.00 1
R ] * D a1
TIHBAAKE | VI | o1 12 1 8 | 3 | %5
H Def1d 1 D.00 1} 750 1 5«00 | 188 § 28.13
i 0,00 § G500t 265.87 | 17.78 | 6267 |
i B30 | D00 | 2T.29 § 36,36 | 75.00 |
e 420 o e s e o i e - - drn + +
Toatal 7 5 34 22 4 160
' 4e33 .13 21425 13,75 2450 100.00
Firaguency %issing = 192
STATISTICS FOR TA3LE F SUBSAYPL BY QUEL §_2
statistic IF Value Prob
fhi~Sqguare : . 18 53503 O 000
Likalihood Ratio Chi-Squars i3 T1le 729: D« Q00
Mantel-Haenszel Chi-Sguare 1 Qe 619 02431
Phi Coefficient Do 630
Contingency foafficiant 0u533
Cramer’s ¥ De 445

Effective Sampie 160

Bizn =
Fraguency Missing =

152

WARMINS: 49% of the data ars missing.

WAININ3: S50% of the cells have expectad ceunts less
than 5. Chi~Square may not he a2 wvalid test.

8. Extra effort to fit in

q.
13,
1.
2.

Black manugers discriminated against
Non-rascist
Sexism

Nepotism ete.
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APPENDIX 21 OF SUASAMPL BY COL30
Rid PCT |
CI. PLT |7S2F3a% [LETHAQRGY!CUTURE [RESPON-
b 7 P38 | { 1S3ILITY TOTAL
- v g 13 o - e e - L L *
BLACK_SA& | 1z | 9 | 15 | 3 39

| 39,77 4 23.08 | 32.4% | 7eh9
! 5%.9% | 27«27 1 3%¢47 | 2727
gy e g it W o e ) e e e i e e e e ko e iy v e e i Wt i
AHFTE_3A ] 34 19 15 1 7. 3%
§ 2.88 § 94582 | lahehZ | 6573 1 23465
i 8,587 1 23257 1 42435 1 2030 |
I 13:5‘1‘ ‘ 33033 ! 3‘?.4? ’ 63-6"?’ !
st et e e e 1 . o e o oo e +
TIMDABAE ) 7} 14 1 3 11 30
{ 5.3 | 13.455 1} 7263 | 096 | 329.85
] 23.33 1 3%.67 )} 258.67 | 3433 1
I 31.82 1 47452 1 21405 | 8,09 |
i e s s s s o o kot o e - o e . =t i e s e
TITAL : 22 33 33 11 104
o 21l.15 31.73 16«54 1053 100.00

!
!
| .
| 1154 | 9465 1 1he%2 1| 2.88 1 37.50
¢
i
¢

STYATISTICS S0OR TASLE F SUBSAMPL AY L{OL30O

STATISTIL nfF VALUE PRO®
L41=-8JUARE & 12.%856 0.D36
LIXELTHOGD RATIO CHI-SOUARE [ 13.900 0.031
MAMTEL~HASNSZEL CHI-SJUARF 1 NalB4 LT B
P4l Jw360

LCINYTNGENTY LIEFFICTENT 0+339

CIANER*S ¥ Ia2B5

SHLMPLE SILZE = 104 :
AARNING:  25% OF THE JELLS 4aVE EXPEUIED LOUNTS LESS
THAN S. CH° TQUARE MAY NOT aE A VALID TEST.
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i B2.35 17.6% § 030
I 48.5687 | 17.65 { 000

e e e e e . s i e e i o et e e e e e v v e e R B Ao o

APPENDIX 22 IF SJBSANPL BY QUE2_2_3
JUEZ_2_3
Percent 1
Row Pt |
Col Pet | L7§ 181 251 Total
et e T - + + -
BLACK_SA 1 20 1§ 13 | & ¢ 37
1 19.80 % 12z.87 ) BTl U 36063
! 54.05 | 35e1% )| 1i3.4) |
} 33.33 | 3 o2 1 S5F.T
e DL += + O
WATITE_SA | 28 1| & | £ ! 34
{ 27.72 1 594 | 0a30 1 33.66
i |
§

LIM3ABMHE | 12 § 15 } 3] 30
1 11.88 1 14.8% 1| 2«97 ) 29470

1 #D.00 § S0.00 | 19.00 1

1 2000 | 44,12 | #2.86 }

e s e S * + -
Trial &0 34 7 101
59.41 33.66 6eF3 100. 00

Freguency Missing = 3

STATISTICS FOR TASLE OF SUBSAMPL BY QUE2.2.3

tatistic DF Value Prob
Lhi~Square i 13.5655 003
Livalitoond Ratio Chi-Square & 16+ 009 0.003
Marmiel-Haerszel Chl-Sauare 1 O« 000 0.9818
Phi Loefficient Os 3582

Contingency Coefficient De 345
Cranerts ¥ Ne 260

Effective Sanple Size = 101

Freguency Missing = 3

WAINING: 33X of the cells have expected counts less
thai: S« Chi-~Sauare may not be valid test.

17. Involves action to be taken
in corporate enyironment

18. Educattion etc.

1%, Opting out

i
32
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APPENDIX 23 OF SUSSAMPL 3Y SOC_SIT
Kad PLT |
oL PIT JMESATIVEISOCIAL SISOCIAL § Non o |
! | SUCCEsSsIADARPY  {ISSUE | TOTAL
————————— - - Foumm + +
L ALK _SA | 33 | 5 1 r A | 27 1 72
| 19.54¢ | Za79 § 3¢9 1 15408 | 4C.22
I %5.83 1 5.9 | 9,72 1 3750 )
T 30428 1 25432 ] 33431 1 4737 1§
- e v - - ) + +
A4ITE_SA | 25 1 12 1 5 | 18 | 61
I 13.97 1 5270 | 335 1 1005 |  34.08
I 40,98 1 19.67 ] 9.8 1 29a51 |
J o 3n.%3 1 63,16 | 23.57 § 31.58 1
o - iy 0 - e v e e e
Ziv3A34E | 24 1 2 1 4 1 12 1 45
f 13.a1 1 t.12 | N | 6.70 | 25.70
1 52.17 | 4235 1 17«33 | 26.009 )
| 29.27 1 10453 1 38.103 | 21.05 1
- ot £ e e e e + e e 2
TITAL A2 19 21 57?7 179

45.431 1251 Ila?3 31le34% 10G.00

FREJQUEMLY HISSING = IH

STATISTICS FOR TABLE OF SUBSAMPL ABY SDC_SIT

STATISTIC DF - JALUE PRO3

CHI-SIUARE : 6 Fg g, v S D.087
CLIKELIMOND RATIC CHI-SQUARE 6 13455840 0+103

MANTEL-HAZNSIEL LAI-SQUARE 1 12567 . D250

pPaY _ NuZ4B

CANTINGENTY CIEEFICIENT Je241

CRAMER'S ¥ Jel M

ETEECTIVE SAMPLE STZg = 179
FREQUENCY MISSING = 133 :
WARNING: %3% OF ‘THE DATA ARE MISS [NGe
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APPENDIX 24

faprcent |
|

tam 15237 Fridaye June 28y 1991

o

OF SURSAMPL BY QJEL_?.2

Row Pct
Lel Pct | 11 21 3t &1 5§ Total
it e o o e bt - + — +
BLACK_SA | 8 | 16 | 1 SO | 3 4 11 39
i 7«69 1 15.38 ¢ 10.53 § 2.38 1 Ce@& | 37.50
I 2051 | 4103 | 2821 7259 }§ 2456 1|
I %7406 | S000 1 33,33 § 15.79 1 33.33
e i e e 70 e e 7 o e v + anbalt 2 +
ARITE_SA } & 1 34 14 1§ 12 & 2 1 25
I 383 1 2488 1 13446 § 1154 §  1.92 1 3305
I o 1le%3 | 857 1 40,00 §} 34.29 | 5«71 |
] 23.53 | Je3B8 I K242 § 636 1 55.67 |
e i e e O o o= # - +
ZEMBABWNE | 5 13 1 al % 1 ol 30
| 481 1 12.50 ] T.69 | 3.85 1 OaCD | 28B.85
] 16667 1 43233 ) 2667 1 13,33 | 0.00 |
I 2941 ) 4De63 1 242264 1§ 21.of { 0.00 1}
e ey - + » 3 + =
Yotal 1?7 32 33 9 3 R [
- 1635 3377 3173 1R.27 288 100400
SYATISTICS FOR TABLE OF SURSAMM. 3Y OUE1_?2_2
Statistic 1 DF Value Prob
Chi~Square 8 20. 114 0.010
Likelihood Zatio Chi-Square 8 . 22« 413 e 304
Mantel-Haenszel Chi~Sguare 1 8. 261 D610
Phi Loefficient O 440
Loatingency Lsefficiant D« 403
“ramer?s ¥ 0. 311}

Sawple Size = 10%
WAINING:

27% aof the cells have exnected counts less

than 5. Chi-Square may ot be a wvalid test.

1. Urgently necessary

2. Very necessary

3. Fairly necessary

4. Less necessary

5. Unnecessary

13
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APPENDIX 26

3 STATISTICS FOR TABLE OF SUBSAMPL 8Y QUEI 101

Statistic

4 e

Tha SAS Svustem 15:37 Fridaye June 28, 1991

JF SUASAMPL 8Y QJE1_101

AYEL_101
1
Percent |
Row Pt 1
Col pPct | 1! 21
- + o -t
BLACK_S5A ! 20 4 19 1§
i 19.23 1 1%.27 1
f S51.28 1 4B8.72
| %3.48 | 32.75 1
o e - -
WHITE_SA | 11 26 1
I 19.583 § 23,09 1
I 31.43 1 6B.57 |
I 23491 1 #ie38 {
- 4 o = en =
ZIMNSABNE } 15 1 15 §
I 18452 1 14442 1}
{ S53.00 1 S50.00 |
I 32461 1 25.85 1
- o R s 4
Total &5 58
44 e23 £5477

iy - Sy -y v -

L LT -2

Lhi~Squar

tlseliingod Ratio Chi~Sguare

Mantei-Ha
Pht Loeff
Lantingen
Cramer's

Sanple 3§

anszel Chi=-Square
feient

ty CoefFlciant

¥

e = 104

Yotal

39
27.50

as
33.65

30
23485

15%
10000

nE Value Prob
2 3518 Gel?2
2 3. 584 Del1b?
1 D« 0561 04805
0.184%
Js 181
D184 .

1. First and second choice

2

—y

Third choice

28
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Yha 345 Svskem 1%:07 Fridave June 28e 1991

APPENDIX 26

l

3% SUBSAMPL DY QIEL_7_5
Fregquencyl
Percent |
Tow Pt}
Lol Pct |} 1! 21 EY 41 51 TYotal
i o e s . e S s P —_ +
BLACC_SA | 20 i i6 | 2 1 i1 e 3G
I 19«23 | 1538 | 1.92 } Du35 | 000 1 37.5&
f %1.28 1 41,03 | S.13 | 256 | G. 00 |
] S5ie«28 1 51a03 § 11sll | 164429 1 0.00 |
0 e o s e e v i e e * - + - 4
AHITE S8 | 10 14 1 5 1 5 1 LI 35
{ Fab2 | 13446 | 448% 1§ Lafl | De96 t 33455
| 28.57 | 404090 1 14429 § 14422 1} 2.85 |
| 2%«6% 1 235,90 1 2%.78 § 71.43 § 100.00 |
ot s 0 o s e P v b e + & | ]
ZIMBABAE ] 9 i g ] - R X { 61 30
{ B.55 1 Bob65 § 1IDS8B | Da96 } 0,00 | 28.8%
i 3C.00 1| 130.00 4§ 35.67 | 333 § 0.00 |
f 23.08 1 23.08 § 6Hlell 1 14229 1 0. 00 1
o e o o e it P e 0 e i 2 * -t 1
Yot al iy 39 i8 ? 1 - 104
37.50 3750 1731 &al3 D« 96 160.00
STATIAZTILS FOR TARLE 0OF SUDSAMPL AY QUEY 7.5
Statistle oR Valuye Prob
Chi~Square _ 8 204 230 0.009
Li<elihood Ratio Chi-«Sguare 8 19. 830 0.011
Mantal=-Haerszel thi-Square 1 e Zl% 0.013
" ehi Coefficlent i Oa 442 :
tontingeacy Loefficlient Ve 40k
Zrasmer®'s ¥ Oe 312

Sasnie Size s 106

WAINING: 40% of the celis have eﬁmacted'cﬁuntﬁ less
- than 5. Chi-Square may not be a valid test.

Urgently necessary

CE ]
L

Very neceassry

™

. Fairly necessary

LESS necesdary

LT e W

. Unnecessary

o

16



APPENDIX 27

FEi L
Row Pct
Cal Pzt

BLACK_S4 |

A\
Tha SAZ System 15207 Fridavv.dune 28s 1991

IF SJIBSAMPL BY QIEL Y1

WHITE_SA

-

QUEL_7.1
1} zi 31 Total
o et o v e s e s e e
24 1 1% 1§ i1 39
23,03 i 1345 i DaPe ! 37 50
6154 § 3590 | 256 1
5).00 § 31.11 § .39 |
B * -
ig 15 § 16 i 35
Fub62 { 15.%2 } G252 § 3365
28457 | 42.886 1 28457 |
2083 1 23.33 1 90.91 !
"o vt oy . e 1
I 18 { | 30

ZIMBARWE

e Al o it P eyt et W R

13.45 § 19,38 1 0«20 I 2%.8%
55467 | 53433 | 0.00 |
29«17 |1 35.55 | 0,00 |

oo e o e e e

s -

Tatal

48 x %5 11 164
4515 43,27 10.58 19000

STAYISTILS FOR TA3LE OF SUBSQHPL BY QuEl_7_1

Ststistic DF Value Prob
Chi—Square &  21. 795 (000
Likelipod Ratlo Chi~Sguare 4 22 %2 De 300
Mantel~itaesszel Chi*Sgga&e 1 1107 Ue293
Pivi Coefficient N ' Ce ht8
uo1tinaencv Coefficient Oekls
wcamer®s ¥ Oa 324

Sanple Size = 104%

X6

HAINING: 33% of the cells have expected counts less
tharn Se Chi«Sguare may net ~e a valid tests

1. Urgently necessary

d. Very necessary

3. Fairly necessary

12
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The 3AS System 15:27 Fridayy June 28, 1991

APPERDIX 23 IF SIRSAMPL BY QJEL_7_%

Percent |
[

¥

Pos Pt

rol ret ) 11 21 3} 41 5{ Total
e o o e e o e e + e + +
BLACE_SA | 2r 12 ¢ 5 1 et 3G

I 20,13 § 11.5% | 4481 |} 096 1} D.00 | 37.50

1 5335 1 30.77 § 12.82 |} 2456 | 0.00 §

I 52.50 1 3158 1 31.25 1 1429 | 000 1
- & - - e e +
WHITE_SA 1 7 1 1% i 7} 4 1 3 4 15

1 Be73 | 1348 | 6e73 § 3.5 } 288 | 133.6%

} 20.00 1 40400 1 20200 % 1ie®3 | 8.57 1|

I 17250 01 3%9% ! 43,75 § S57.1%4 | 100.00 |
-t ks e e e s e e e o ot e ad - +
114BABAE | 1z | 12 4 N | 2 1 i 30

1 11.54 § 11.54 1 385 1 1«32 | 000 { 28.85

I #0.00 ] 40,00 0 13,33 1} Bub?7 ° 0.00 1§

1 3080 ¢ 31.58 | 2%.00 | 28,57 . 000 |
e e + + + o s e et
Total %2 38 16 7 3 104

I8¢ %5 35.54 1538 6e73 2.88 100.00

STATISTICS FDOR TABLE OF SUASAYPL 3Y QUEL_?7._4&

Statistic DF Yaiue Praob

Chi~Square 8 14. 890 0.061

Likelihhood Ratlo Chi-Square a 165. 007 Vallg?
.« Mantel-Haenszel Chi-~Square 1 1337 Te248

fhi Coafficient Da 378

Contingency Euefficient O» 354

Cramsy%y ¥ . 0s268

4 Sanple Size = 104
' WATNING:

&7 of the cells have expected counts less

than S5« Chi-Sguare may not be a valid test,

1. Urgently necessary
2. very necessary

3. Fairly necessary
4. Less necessary

5. Urnecessary"



APPENDIX 29
Tha 3A3 Syaten AT 51 Tuesdays June L1, LA9%

&
£ OF SUSSANMPL BY JUE2_1
SIBSAMBL QIEZ_1
Eragquancyi

Parcent |
a4 Pet |

rg! pek | i! 29 31 4% Total
- o + Ll L L e :'2
2Lark 54 } 71 s 1 2 1 34 | 23
| 5405 } 225 1} D97 | 15432 | 4139
I 9463 1 5433 1 2415 1 358455 |
f 79,03 1 35471 1 17,52 [ 62400 1
- + & A e +*
AHITE_SA 1 31 & | 2 1 10 i 67
| 1.35 1 190 |} 3.67 1§ 4,50 §} 30.18
i beid | Se37 §F 1la%% } 14493 1
I 25.00 1 23.52 1 4211 | 20.G540 1
i g Trem frae i e ot oy ¥+
Zi43ABAE | IR 5 i (| 6 | &2
{ 3,00 1 225 | 4,035 | 2270 | 2773
i D.00 § 2,06 1 15,52 1} 9.63 1}
t .00 1 35.71 1 &7.37 1 12.00 |
st e e e e e o e + D Aaader - +
Total 12 14 19 5 222
Satel 5431 8¢ %5 22.52 100400
{Continued)

‘t.  Undefined clear break from organisation
. Own business -

2
3. Charge.of_function
4

. General position with organisation



Tha SAS Svstenm 39251 Tuesdavs Juna 11, 1991
7

TABLE OF SUBSAMPL BY QUEZ_1

SUISAMPL QUEZ_1
Fregquencyl
Parcazat |
Raas Pet |
tepl Pt} £1 a1 28] Total
- o s et o e + o s v e m e v
ALACK.S& 1} 35 { 45 1 34 %%
i .22 1 1«82 | 13% | 41.89
§f 3 233 1,23 |}
1 36,36 | 13.13 1 30.03 ¢
s o v i s o i s e o ¥ "
AHITE 34 | 29 | 1z | || &7
1 13.05 % Sedl H.%% | 3518
I %3.23 | 17-9L 1| Led? |
I 29.29 1 s2 55 1| 15487 |
ot e e i e . e e ot e i i e e
ZIWRADNE 34 | O | 2 i 52
I 1532 |} 2,70 { Fa? I 2793
I 84.84 1 .58 | 3023 }
. I 3%.3% § 27.27 | 3223 1
- e 4 o e e e + - -
Tatal 9y 22 _ H £22
bire 59 .91 27D 100.00

Frequency M15sing %0

STATISYICS FIR TABLE OF SUBSAMPL RBY QUE2_1

Statistic oF '\ Value . Prob
R U LA L N D Sl e ST i ) M Sl o i e e o 5---\)-_\\‘/ . B
Lhi-Squars tZ Y 3rs 2.500
Likelihood Ratio Chi-Syuare /132 L 4% 1. 000
wantel-daenszel Lhi-Squyare . | (PaTBL | 4084
?hl Loefficient D42}

Contingancy Cdefficiant 0. 338

Cramert*s ¥V Do 298

Effective Sample Sire = 222
| Srequency %issing = 90
| AATNING: 29% of *he data ara missing.
HAANING:  33% of the calls have exnectad counts Less
' than S Chi-Sduara may not be g valid test.

5. Defined career path
6. Stay where he is

7. Close o retirement

.



APPENDIX 30

The SAS System 15:07 Fridavs June 23,

QUE2_7_1
|
Percent |
2ow Pct
Cal Poct 1} 11 2%
o 2 —
BLACK_SA | 13 1} 26 |
T 1250 | 25.00
i 33,33 1 686.67 |
1 4063 1 3&.11 |
- - oo o ¥
AHITE_3Aa | g 1 27 |
i 769 | 25.26 1}
i 22.86 1 77.1% |
} 25.00 1 37.55 )
- - - ] R 3
ZiMIAAWE 1 1t ! 19 |
[ 10.58 § 18.27 1
1 35.67 | 53.33 |}
T 2.38 1 25.22 |
- . ) -
Total 3z 72
33,77 59423

STATISTICS FOR YABLE OF SUBSA%RPL BY QUE2 7.1

Statistied

{hi-Savare

Licelihood Ratio Lhi-Square
" Mantel~Haenszel Chi-Sauare
Pht Corfficient
Lontinyency Coefficient
Cramerts V¥ v

Sanvie Size = 104

I

IF SJASAMPL BY QuUE2 71

Total

39
37.50

35
33.65

30
26485

104
100.50

The First jok wolild suit your
experiencg and you would not
risk making mistakes

il Yalue frob
-4 1. 6379 Dag4l
F 1« 681 0432
1 Oe 040 Oa 841
DeiZ2d "
(=125
0. 126

The second would be more complicated
outside your experience and you
would not risk making mistakes,

o B

1921

36
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APPENDIY 3%

¢ SUBSAMPL 8Y QUEY_ 9.3

RUE"_9_1
Parcant #§
faw Pt}
Lol Pet | 11 2
e o ¢ fpom o -+
BLACK_S& § 29 | 19 |
i 7«88 | F.62 |
I 7836 §t 25464 {
i #3.28 § 31.25 1|
- * B otem
WHITE_SA | 33 | 21
Yo31.73 i 1.%2 1}
i 9%.29 1 s.71 1
I 45.83 % Ge2yu |
- ] -
TIMBABWE | 10 1 20 |
1 Fe62 1 1922 F
I 33233 1| &6.67 1
1 13.89 | 52,53 1§
- v i L T +*
Tatal 72 32
67,23 30477

STATISTICS FOR

Statistic

L S e e SR

Tetal

39
37.50

330’“’:’

K14}
23485

104
? OGa00

[

The 3SAS System 15207 fridave June 25¢ 199

TABLE 70F SUBSAYPL BY YUE. _9_1

Lthi=Square

Licelivood Ratio Cxi-Syuare

Wastel-~Haenrszel Chi-~Sqiare
Phi loeffictent
Tontingendy Casddicient
Zramerts ¥

Sampie Sirze = 10&

{. Wise

Z2, Unwise

oF

2 2
2 3
1 1

Value Prab
Ba 9% & G520
Os 450 . 000G
tallZ 0.001)
2. 528
Qe 467
0. 528

25
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Tz SAS System 15307 Fridaye June 28y 1991 10

APPENDIX 32 OF SURSAMPL 8Y QUEL 5_1
QUEL_6_1
A
Percent |
Row Pct |
Col Pct !} il 2§ TYotal
i e fm=a -~
BLACK_SA | 33 5 § 39
i 31.73 | 5«77 1 3750
t B%e.u2 | 15.38 |
1 33,:67 | 100400 1§
- ——— ) -
WHITE_SA | 35 D i 35
i 33,55 1§ D.00 1 323.85
1 100,00 1 D00 |
| 35.7% } 000 1
- - A o e o i
IIMBABWE | 30 |§ o1 30
I 72.85 1 0.00 | 28485
] 100.00 } 0s00 |
I 30.61 1} 0.00 §
- e o= -
Toval 98 6 104
G4 423 Se77? 100400

STATISTICS FOR TABLE OF SUBSAMPL Uv QUEL_ 6.}

Statistic DF ¥alue - Prab
Lhi=Square S 2 10,612 0. 005
Likelihood Ratio Chi~Squar - 2 12.391 D.002
Mantel-Haenszel Ehi-Sguare 1 Ba022 0. 005
Phi Caefficient fa 319
Contingency Loefficient L De 304
Cramer's V _ 0.219

Sanple Size = 104 :
WARNING: 50% of the cells have expectad zounts less
than S« Chi-Square may not be a valid test,

1. Future success depends izrgely upon
the amount of effort and initiative
with which the individual approaches
kis day to day life.

2, OQur futures are largely determined for
us by circumstances beyond our own
control e.yg. fate, luck and chance
and depends little on the efforts of
the individual.
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5y & o o 17 e OO U - N S I (T
i ity - o tNDtmNGdth O DMty
o - 0 A fan a3 LtV RN TLF -~ nuner .o0Hunn
Pl P " W=y e P Y 3 - Ao
~o o [ L Lo 1P 0 Pt ol Y ) DI DN
) a3 AN DD Frl= NNl -
= QW A4S D w OOOODND
by = e T gy BEIC) & » o0
w - S DOQOCHID a.x D8 220 9
e » b T a =Tal el
i TS v '
- o
= ZU1 uirE L s A
.M Y < 1-x | m.,u.m. w.m.w .
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