CHAPTER 1: INTRODUCTION

1.1. Introduction

The increased interest in the study of women inagament around the world is due to the
increasing roles that women have taken in the labwarket (Omar & Davidson, 2001).

According to Omar and Davidson (2001), this islgdvecause of the changes in the
demographic, social and economic factors. Sontki®fesearch has been on the careers of these
women (Betz & Fitzgerald, 1987; Burke & Vinnicomi2805; Cook, Heppner & O’Brien, 2005).
Hall (1996, p.1) suggested that a carsex “series of life-long work related experieneesl
personal learnings”. According to Schreuder andr@in¢2001), one of the meanings assigned to
the concept of career, is that of career advance(regure 1). This is whereby a career is
evaluated by the number of upward moves (promofidnsng an individual’s life. This meaning
identifies the route (steps) that an individual tea®llow in an organisation to advance
(Schreuder & Theron, 2001). These are usually aspleat appear on a curriculum vitae. For the
purpose of this study, career advancement wilkefdierarchical advancement, with a particular
focus of advancing from middle management to topagament. Middle management refers to a
“group of managers extending from top managemetiidse immediately above first line
management. They implement the strategies of gsliset by top managers and coordinate the
work of lower level manager” (Van Fleet, 1988, p.88d those in top management create the
vision, culture and strategic direction of the angation and are usually chief executive officers

(CEO) and directors (Onsongo, 2007).



Closely related to the concept of career advancemehat of career success. Career success in
academic research and popular literature is usugisesented as something which can be
objectively determined, and is measured solelyupncexternal criteria such as hierarchical
position and salary level (Schreuder & Theron, 30Biit the concept of career success is
subjective because people define success diffgrehis implies that the individual has their own
appraisal of their success. Also related to caadeancement is career development. Career
development can be defined as “an ongoing processizh individuals progress through a
series of stages, each of which is characterisetirklatively unique set of issues, themes or
tasks” (Greenhaus et al., 2003 as cited in Schreudéneron, 2001, p.21). In this study, career
advancement is regarded as a career aspiratiarificgky aspiration for top management. Career
aspirations refer to people’s dreams or desirefutore employment (Powell & Butterfield,
2003). Also, this career advancement is a tramsdizd hence the application of a transition
theory to this study. Schlossberg, Waters and Gaodih995, p.27) define a transition as “any

event or non-event, that results in changed redalips, routines, assumptions and roles”.
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Figure 1. Constructs used in this research report



An example of a study on the career aspirationsarhen in middle management revealed that
the majority of women who were in middle managenaspire to eventually reach top
management positions (Wentling, 1996). In contf@styell and Butterfield’s (1981) study
revealed that females demonstrated lower aspisatmtop management than males. Powell and
Butterfield (2003) repeated the study and stillifdwhat men still aspire to top management
positions more than women. Researchers have sommucled that it is the glass ceiling those

women in management face that deters their casp@aéions (Omar & Davidson, 2001).

The glass ceiling effect “refers to the failuremadmen and other minority [or vulnerable] groups
in climbing the corporate ladder despite seeingdpgobs, but still not reaching them due to
discriminatory barriers” (Mathur-Helm, 2006, p.311) prevents the progress of women to reach
above middle management levels in organisationth®mbasis of their gender rather than their
lack of ability to handle jobs at higher levelsg#&kforter, 1996). In the 1980’s the term glass
ceiling was coined and has since become a very @mterm (Burke & Vinnicombe, 2005).
Since then, terms like sticky floors and concreééisshave been used to refer to similar and
related obstacles that women experience in advagrtgir careers (Burke & Vinnicombe, 2005).
Catalyst (2004, p.3) reports that African Amerigazmen have to deal with a “concrete ceiling”
that is more dense and difficult to break in oreclimb the corporate ladder. Therefore this
study aims to investigate the barriers that areddxry black women in middle management in

advancing their careers and their coping strategies



1.2. Rational for the study

This study specifically focuses on black women sidaring apartheid they were doubly
discriminated against, both as women and as blaoklp. Black women also represent the largest
group in the population and yet they are underesgmted in managerial positions. The 2008
results of the annual Census of the Women’s BusiAssociation of South Africa (BWASA)
(Figure 2) revealed that women constitute 51% (dgprdieen 15 and 65 years) of the adult
population in South Africa, and 42.4% of the workjpopulation; however, they represent only
25.3% of all executive managers, 14.3% of all doexin the country and only 7.8% of women
are CEOs and on board chairs (BWASA, 2008). Ofi2&7 women executive managers in South
Africa, 55.5% are white women and 29.7 % are blatican women. The Commission of
Employment Equity (CEE) 2007/2008 annual repom @islicates that in terms of gender, females
constitute 52.2% and males 47.8% of the nationpufaion. In terms of the economically active
population, males constitute 54.2% and females’45Jhe CEE (2007/2008) also reports that
there are 58.4% of white males at top managemetit2a@% of black African males at top
management, as compared to 9.8% of white femakep ananagement and 5.9% of black
African females at top management (Figure 3). TiséstEstics indicate that South African women
are allowed access to management positions buteof@y manage to get to the top positions of
CEOQO’s and board directors (Mathur-Helm, 2005). Thisome extent provides evidence for the

glass ceiling effect in South African organisations



Figure 2. Census pyramid (From BWA South African Women in fi2wate Leardership Census,
2008.
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Figure 3. Percentage disstribution of top management enspboin South Afria by race and
gender (From CEE 2007/2008).



South Africa also has a shortage of skilled mara(f@aniels, 2007) and the inclusion of women
in management is proposed to contribute to the etitiye advantage of South African
organisations (April & Dreyer, 2007). This is besaumost organisations worldwide are becoming
less bureaucratic and moving towards collaboragtykes of organisational structure where
teamwork is emphasized to stimulate innovation@edtive problem-solving (Booysen, 1999).
The managers that seem to be appropriate for fleder organisations are those that listen,
motivate, are caring and can encourage participati@thers and these factors correspond with
what is stereotypically associated with most femaldis approach to management is referred to
as feminine style and it is characterised by irdigoaal, transformational and relationship-
orientated style (Booysen, 1999). Another pointudlibe importance of women in management
according to April and Dreyer (2007) is that thisréarge female consumer market and that
around the world women supposedly contribute 80%Idfuying decisions and therefore
management needs to resemble the market it is mgpflar. Therefore women in management

have a lot of value to add to South African orgatims.

From the above sections in can be seen that SduttaAtill does not have enough women in top
management who reflect the population of the cquithis could be due to some obstacles in
their carrier paths. Therefore the effective assess of perceived barriers to career advancement
is crucial. In this study, an interview based oa ftamework of a theory will be utilised. This & t
determine the prevalence (should they exist) anu faf carrier barriers that may be faced by
black women in middle management trying to advahee careers. The theory that is the basis of
this study is Schlossberg’s Transition Theory (8sbberg et al., 1995). Schlossberg’s Transition

Theory is proposed to provide a framework that wilable for an exploration of a variety of
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barriers that women may face, as well as the cogtiregegies that they use. In doing so, this
theory will assist with the practicality and metlémby or means of assessing perceived career

barriers.

According to Schlossberg et al. (1995), Schlossbdmgansition theory is applicable to all kinds
of transitions and it is useful for understandidgladevelopment. This study will attempt to
apply this theory to women in middle management atgattempting to or are advancing their
careers to higher positions like top managemewinRhe literature reviewed, this theory has not
been applied yet to individuals advancing theieees and specifically to black women in South
Africa. Concerns have been raised with some ofrémitional career development theories being
applied to a South African context (Maree & Mole@607). Such problems include research on
these theories being primarily conducted on youmgje and white participants and therefore most
of these theories are largely influenced by weskenmopean and American worldviews (Cook et
al., 2005) and therefore Schlossberg’s theory ntghan alternative to the study of career
transitions because it is not a career theory @t rather a theory about the transitions of

adults that can be applied to various types ofsiteom of, which career advancement is but one.

The application of this theory to black women atbrag their careers might serve to contribute to
knowledge about black South African women’s cadsarelopment. There is limited research on
these women because research on women in organsatiusually based on the assumption that
matters or issues raised affect all women anddbelts therefore generalisable to all women

(Karambayya, 1997). According to Naidoo (1997js ih combination of continuous cultural and
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social barriers like racism, sexism and patriarittag restrict the upward mobility of South
African women into top management. Mathur-HelmO@&0(p.56) also revealed that for women to
reach top management positions in South Africdilisare because the corporate world finds it
difficult to accept women “as professional equaierefore, the current study intends to
investigate the career barriers, if any, facedlagbbwomen in middle management in South
Africa. Schlossberg’s Transition theory will be &pg to the investigation of these barriers
through a semi-structured interview that will beséd on this theory. It is suggested that some of
the issues that black female middle managers lwagledl with stem from the sociopolitical
history of these people; therefore the historicaitext of the study will be provided as well as the
current situation of women in middle managemeneré&€tave been some barriers that have been
identified in the literature that hamper the adwanent of women in their careers. These barriers

and coping strategies will be discussed and théyater be related to the Transition Theory.



CHAPTER 2: LITERATURE REVIEW

2.1. Introduction

The aim of this chapter is to present a reviewa I5outh African women joined the workplace
and to also review the current status of Southcafriwomen in the workplace. Some of the career
barriers that have been identified in the literatof women’s career progress will be discussed
with a special focus on black African women. Schhesg’'s Transition theory will also be
considered more in-depth and coping theory wilbdds discussed. This chapter also presents the

aims and research questions of the study.

2.2. Historical Background (conditions pre 1994 and pos1994).

According to Bernstein (1985), both black and wisitaith African women lived in a society that
was not only racialist, but was also deeply sekising the apartheid era. White women, who
shared the right to vote with white men, who hatkas to higher education and resided in
pleasant physical conditions, lived also in a depiatriarchal society. The women were absent
from organs of decision-making and control in pcdifin the economy and in the armed forces
(Bernstein, 1985). However, the range and effentgs of these restrictions varied greatly
between the different population groups and theesy®f apartheid under which they lived,
exercised differently decisive control over theedtron of their lives. Despite their disadvantages
relative to white men, most white women supportedabively helped to perpetuate the apartheid
system which gave them privileges and benefith@aekpense of the black majority (Bernstein,
1985). Therefore, apart from the racial privilegesvided to white people by the discriminatory

9



legislation of the apartheid era, which resulte@neferential treatment and job reservation, it was
also permissible to discriminate on the basis oldge, hence the prevalence of racial and gender
discrimination in South Africa (Munetsi, 1999). Blawomen in South Africa are often cited as

having been subjected to triple oppression becaileir gender, race and class (Ngoako, 1999;

Pretorius, 2006).

Black African women and white women contributedetiéntly to the economy during the
apartheid era. According to Bernstein (1985), wolnegeneral worked in the services sector,
agriculture and manufacturing. Some women mansmgeark as teachers and nurses (Bernstein,
1985). For black women, who were the majority, dstieeservice and agriculture were their main
sectors of work. The majority of African women wiadlowed their husbands to the urban areas
during apartheid years had no other form of empkaynbecause of the legal restrictions placed
upon them. They were thus obliged into acceptingekiic work from white employers.

Domestic responsibilities of white women becamerédsponsibility of the subordinate black
women. The official statistics do not account ftrey sectors like the informal sectors. According
to Bernstein (1985), beer-brewing and selling valglets were the most common informal

occupations for women.

Some women managed to get paid employment workgstiaries. The work conditions were
very poor and they performed strenuous work, wotked hours and were paid low wages
(Bernstein, 1985). Most African women were locatethe lowest paid and least skilled jobs in

the food, clothing and textile subsectors. Howeasrtime went by, many young white women
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started to find clerical jobs which were betterdo@ernstein, 1985). African women then moved
into positions which were occupied by white womehe trend then changed later, when white
women started getting employed in supervisory postand African women started working in
clerical and sales. The trend has been that Afnieammen find an opportunity for progress in jobs
out of which women of other racial groups have ntbaeay from, and for which African men are
not suitable (Bernstein, 1985). This is related fghenomenon called ‘floating the colour bar’
which Crankshaw (1997) explains that it was a Sédtita policy during the 1960s which aimed
to maintain white supremacy by advancing Africare semi-skilled jobs on the condition that
their superiors were white. This was instigatedtshortage of white skilled labour force

(Crankshaw, 1997).

Present day South Africa (post 1994) is on a mistdransform itself to gain respect globally
and to promote the rights of all its citizens desgheir race, gender, class and disability amongst
other constitutionally inscribed rights. After thist democratic elections that took place in 1994,
South Africa implemented the Employment Equity Alct. 55 of 1998 and affirmative action
legislation as a system of national strategy taegklthe past inequities created by the apartheid
era (Mathur-Helm, 2004). Affirmative action is a&ams to achieve employment equity through
the concerted effort to train and educate previodsadvantaged people (Africans, Coloureds,
Asians, Indians, as well as women and people waahdities) and “to ensure the equitable
representation of people from designated groudl mccupational categories and levels in the
workforce” (Thomas, 2002, p.237). The aim is fazgl designated groups to be represented in
positions in which they were previously not dendgfédtileng, Wagner, Cassimjee, 2006). After

this, women’s issues such as their rights, equaligffare and empowerment began to gain
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attention (Mathur-Helm, 2005). According to Booy$26007), the first endeavors to achieve
greater social justice and to redress past disgatiun was through the Labour Relations Act of
1995, which took effect in 1996, then the Congtitubf South Africa 1996 and the Basic
Conditions of Employment Act of 1997. These welfeed by Employment Equity Act of 1999
(which was amended in 2004), which contained aistirdninatory provisions, the Skills
Development Act of 1998 and the Skills Developmenties Act of 1999. According to Booysen
(2007), the last two acts shifted focus away froffirdative action appointment to the
recruitment, training, succession planning and bgreent of minority groups. These changes
were followed by the institutionalisation of thedad-Based Black Economic Empowerment
(BBBEE) Commission in 1999, and subsequent strasegind policies set by government to
increase black ownership of business and incrdasé& bepresentation in management (Booysen,

2007).

The achievement of employment equity and the implaation of affirmative action are not
without challenges. Thomas (2002) highlights sofmta® challenges, these include token
appointments in organisations due to the questeet mmployment equity quotas, the increased
scrutiny of the employment equity candidates, laickhnanagement commitment towards the
process of transformation and the difficulty of theegration of employment equity candidates
into established corporate cultures. Some peopleepe affirmative action as focusing primarily
on the need to address racial imbalances with sgions which has had the unintended
consequence of marginalising gender issues (Booy$89; Mathur-Helm, 2005). However, it
seems that employment equity efforts also havesdipe effect. For instance, Motileng et al.

(2002) reported that the five black middle managetbeir studies viewed affirmative action
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positive as a strategy that created employmentriypities for them, but they also indicated that
there were some hurdles like stereotyping andteesis that came with affirmative action. Hite’'s
(2006) study showed that black people were morpatipe of affirmative action than white
people. This implies that the expectation froncklpeople is that affirmative action will benefit
them. The factors discussed above have contrilnitedtly and indirectly to the lack of women in

managerial positions.

2.3. Women in management

Despite the tremendous strides that South Africarhade in the past few years in promoting and
advancing women in the workplace, women are stitlas-represented in managerial positions
(Mathur-Helm, 2005). South Africa as compareddms countries has made strides in promoting
women to management positions. According to CaitdR308) women make up 25.3% of
executive managers in South Africa, 16.9% in CanaBa% in the Unites States of America and
10.7% in Australia. South African women constitlite3% of board directors as compared to

15.2% in the United States of America, 13.0% in&knand 8.3% in Australia (Catalyst, 2008).
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Figure 4. Percentage distribution of women in top managenmedifferent countries.
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In all the countries, it seems that it gets toughaeach to those top positions of directors. In
South Africa, it also seems that women flourisiyg@wvernment and public sectors jobs, encounter
more challenges in the private sector (Mathur-H&@5). This could be a result of several
initiatives by the government like the quota rdiett30 percent of those in parliament should be
women and there is a commission on gender equBlitgysen, 1999). It is evident from the
introductory discussion on the census pyramid Aedibove discussion that the patriarchal
ideology, based on the superior position of mes,\& to be overcome in both government and

the corporate world.

Apart from examining the patriarchy that is evidsntnanagement, it is also necessary, especially
in South Africa, with its apartheid legacy, to istigate the effects of racism on black women in
management. There is a vast difference betweeregitesentation of white and black female
managers in South Africa, which takes a specifartqeid related character. The CEE 2007/2008
(Figure 3) reports that there are 9.8% of whitedées at top management and 5.9% of black
African females at top management. BWASA (2008geted that of the 1227 women executive
managers in South Africa, 55.5% are white women2thd % are black African women (Figure

2). Black women, even though they are the largegulation group in the country, are still under
represented in managerial and executive positiohate over-represented in service production

and other low skilled jobs (CEE 2007/2008).
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It thus seems that black women face a dual chadldmgth as women and as black women or race
and gender. The draft Employment Equity Bill (19972 as cited in Booysen, 1999) shows that it
was 5000 times more likely for a white male Soufhican (the previously most advantaged
group) than for an African woman (the previouslysindisadvantaged group) to be in top
management. Prekel (as cited in Booysen, 1999jtagkat even if affirmative action were to be
fully implemented with gender in mind, it would &aklecades for the effects of centuries of
discrimination against black women, in terms oftbgénder and race, to be eliminated. Perhaps
researchers can explore the situation and findkguimeans to achieve gender equality in all
levels of the workplace while, eradicating sexismd aacism. According to Adler and Izraeli
(1994), while both black and white women have egmered gender oppression, black women are
further from the center of power. This is becausehically, white women have had indirect
access to economic, social and political powerughatheir relationship with white men, white
women were not subjected to racial discriminatiod patriarchy seems to be stronger in the
black culture than in white culture (Booysen, 1998goako (1999) investigated the obstacles
faced by black and white women in South Africanamrigation in their career advancement. The
results of her study revealed that both black ahilefemales perceived a lot of resistance from
both males and females to accept that women aabtapf being in positions of authority. Some
of the black respondents indicated that they hatk#d with attitudes of males as well as that of
white colleagues (race and gender issues). Tihig¢asesting to compare whether the situation has

changed since then.

This situation is not unique to South Africa. Aadimig to Catalyst (2004), African American

women experience double outsider status as compargdite women and African American
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men by being excluded from informal networks withite women and white men. Catalyst
(2004) also states that the biggest barriers Afrismerican women face are negative race-based
stereotypes, frequent questioning of their autii@nitd credibility and a lack of consistency in
receiving institutional support and the case maghbéthis phenomenon will transcend to the
South African situation. The next section of tresearch will be devoted to the discussion of

some of the barriers that women and African wonaee f

2.4. Career barriers

2.4.1. Stereotypes

One of the issues that have been identified asbedge to the career advancement of women is
that of stereotypes. Stereotypes refer to “a sattabutes ascribed to a group and believed to
characterise its individual members simply becaheg belong to that group” (Heilman, 1997,
p.879). Gender stereotypes are thus attributegressito men and women simply by virtue of

their gender (Ngoako, 1999) and race stereotypeataiibutes assigned to people based on their
race. Stereotypes are often inaccurate overgesatiains which might not apply to the individual
group members who are targeted, therefore becoabasis for inaccurate reasoning. Stereotypes
may lead to biased feelings and actions; they nsydisadvantage others not because of what
they are like or what they have done, but becatifeeayroup to which they belong to (Heilman,

1997).

Betz and Fitzgerald (1987) divide gender stereatypt® societal sex role stereotypes and

occupational sex stereotypes. Societal sex roteatgpes are the different life roles, personality
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characteristics and the acceptable behavioursduaty has traditionally specified for males and
females. Norms directing the approved masculinferoinine characteristics are clearly defined
and agrees upon and become a powerful force isdtialisation of children (Betz & Fitzgerald,
1987). In terms of adult roles, men are expectesidik and to be family providers. Women are
expected to be nurturing wives and mothers who atdéwpme. In terms of personality
characteristics, “men are expected to develop theseciated with competency, instrumentality,
and achievement, while women are to develop thosgasing the “warmth-expressiveness”
cluster, including nurturance, sensitivity, warratid emotional expressiveness” (Betz &
Fitzgerald, 1987, p.30). According to Ngcongo’'s93Psurvey, the criteria for a good woman in
traditional African culture is one who cooks anesldaundry for her husband, one who sees it as
her husband’s right to make major family decisiare who doesn’t argue with him and one who

doesn’t want access to the benefits that he has.

The psychological means by which children learndgerstereotypes and develop sex-typed
characteristics include reinforcement and punistimedeling, and the adoption of rules,
schemas, or generalisations based on the obsenddtaiher people or as they are taught by
others (Betz & Fitzgerald, 1987). These mechanispesate through the influence of parents,
teachers, and the media. Young girls are usuallgocalised to prepare for career pursuits or to
develop the characteristics and competencies ragefes such pursuits (Betz & Fitzgerald,
1987). The differential socialisation of young baysl girls in African families limits equality of
opportunity for girls, even when they become wonfnadults, of those women who manage to
enter the labour force, their time has to be dididetween work and home, yet at work they

compete with men who do less at home (Ngcongo, Y1993
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Occupational stereotypes refer to the normativeryief the appropriateness of various
occupations for males and females as well as #he of the appropriate behaviours that are
acceptable for men or women at work (Betz & Fitaighr1987). In South Africa there is a
division of labour according to stereotyped gendés (Booysen, 1999). According to Naidoo
(1997) women occupy a significant majority of tleecalled ‘pink-collar jobs’. They comprised
96% of the registered nurses, 90% of occupatidrahbpists and radiotherapists, 86% of social
workers, 79% of hairdressers, 67% of teachers &bl & domestic workers (Naidoo, 1997). The
men tend to occupy the blue collar jobs. The masewdtereotypic occupations are highway
maintenance worker, heavy equipment operatorsneegs, etc. Women are slowly moving into
some of these male dominated fields. In South Afas well, women are slowing moving into
management positions. But, societal perspectivdsrareover, men’s perspective towards
women, have not changed. Traditionally, the rolprofvider was associated with power and men,
but now that women are beginning to become prosittartheir families, the stereotypes of
power have not shifted to them. Instead, womerst@ltgerceived as beneath men (Mathur-Helm,

2006).

Stereotypes become a problem for women when thredehitheir selection into positions and
deter their promotion into higher positions likg tmanagement. For example, while men are
described as decisive, independent, rational, tlageand self-confident, women are described ad
indecisive, dependent, emotional, non-objectiveiasdcure (Heilman, 1997). The American

Psychological Association stated on the basisvef iecades on sex stereotyping research, that the
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evaluation of women’s work performance is commattyibuted to factors not relating to ability
or competence (Gyllensten & Palmer, 2005). Thisaéhasal effect upon women’s career progress
and organisational rewards. In a study by MarRditker, Emrich, Crawford and Swerdlin (1998),
whereby they investigated sex stereotyping in #regptions of executives, an inventory on the
attributes that are believed to be characteridtgiocessful top managers was developed and the
participants, 123 male managers, rated each ofeeiofroups: women middle managers (MM),
men MMs, successful female MMs and successful idls. The results indicated that
stereotypically male attributes were perceiveddmécessary for being a successful executive.
The results provided support for sex stereotypimghe qualities related to successful executives.
Martell et al. (1998) suggest that the findingghel explain why few women executives exist. It
was demonstrated that women in middle managemergeaceived to be lacking what is needed
to succeed as an executive. This perception may aaegative influence on performance ratings

and promotions (Martell et al., 1998).

Powell (1993) suggests that whilst women may exliii@ same behaviours as men, gender
stereotyping results in their leadership style geieen very differently to that of men. This is
mostly the case when the leadership style demdastthe dominant characteristics often seen as
the hallmarks of effective leadership. For exampéhaviours such as assertiveness which attracts
praise in male leaders are often reinterpretedsa favorable terms when exhibited by female
leaders. Assertiveness in the male becomes donmgeaarthe female and while confidence may

be seen as a necessary component of leadershigés,mvomen may be accused of
overconfidence. Oakley (2000) refers to this phesoom as a double-bind which refers to a

situation in which a person cannot win over no eratthat he or she tries. Gyllensten and Palmer
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(2005) report that there are conflicting expectatiof women in the workplace. On one hand they
gain approval if they convey traditionally femaleacacteristics such as warmth and
expressiveness, but on the other hand, they muastvean an individualistic power-centred
manner if they want to succeed professionally. Tinisertainty about what constitutes appropriate
behaviour to advance one career, and how it isgpard, can result in loss of self-confidence for
women in management or those aspiring for managerakss (Powell, 1993). Also, it seems that
those women in male-dominated environments andh@gtons that are led by men find it more

challenging to input into the organisations or &vétheir voices heard (Oakley, 2000).

Catalyst (2004) reports on race stereotypes fagesfican American women. It seems that there
are stereotypical assumptions about the competaratskill of African American women,
guestioning of their authority and credibility. Beewomen describe stereotypes about being
confrontational, which they perceive as based tarpmetations of their direct communication
style (Catalyst, 2004). Burlew and Johnson (198@hd that African-American women in non-
traditional careers such as law, medicine or emgging reported racial and gender discrimination,
colleagues questioning their competency and limaiaokess to political influence or power as

barriers to their career success.

In South Africa, Luhabe (2002) reports that blatknagers experience aversive racism. This is a
more subtle form of discrimination that can somesmccur unconsciously (Hite, 2006). Luhabe
(2002) describes a number of ways that aversivismamanifests itself. This includes the

‘scandalous paradox’ which occurs when white pedjlve fear and anxiety of their privileges
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and entitlements being taken by black people asdapproach top management positions. She
also included the ‘exception to the rule’ phenonmrerithis occurs when at first, black manager’s
authority and competence is acknowledged becauee stee is viewed as different from the other
black people but when the black manager makes takeishe or she is instantly ignored. Related
to this is the ‘heightened scrutiny’ that black ragers experience who are mostly in white
dominated organisation. This leads to pressurdaxkimanagers to perform exceptionally all the
time. Black managers also experience their initetibeing undermined, from both black and
white subordinates and from their superiors. asiversive racism may be through the
perception of black people as arrogant if they dibseem grateful for the opportunities given to
them. In Booysens (2007) case study on black masaga bank, there was perceived tokenism
of the black employees. The black employees wetéutlg integrated into the organisation
because they were given little responsibility aedision making authority. The black managers
were often reminded that they are affirmative acbo employment equity results and were
therefore perceived to be incompetent by some wiiBeoysens, 2007). But there is not a lot of
research on the experience of race stereotypegdimen in South Africa, the literature is

concentrated of gender stereotypes.

2.4.2. Multiple Roles

As the number of dual-earner couples are risindlé@sten & Palmer, 2005), changes from the
extended family structure to nuclear families, éne@rmous increase in single parent families, as
well as the increase of women in the workplace gdbe potential role conflict in women'’s lives

has also increased, particularly, conflict betwdendual demands of career and family (Ngoako,
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1999). Role conflict occurs when two or more coditBory roles have to be simultaneously
fulfilled (Redelinghuys, Botes & De Wet, 1999). pée the changes in family structure and
women labour force participation, there has onlgrba slight change in the responsibility of
domestic chores. Women are still responsible femtiajority of domestic chores. Also, women
more often take on other family-related roles sagltaring for elderly parents, taking care of
children’s extramural activities (‘soccer mom’)farding appropriate childcare. Naidoo and Jano
(2002) also add that gendered expectations of dixneecial and child care for women puts
increased pressure on female managers who alreaidylong hours in demanding jobs. From
their extensive literature review on the stressbrgsomen in the workplace, Gyllensten and
Palmer (2005) reveal that women are particulakiglyi to suffer from role overload and that
career-family conflict is one of the main sourcésteess for working women. They also found

that female managers reported greater pressurariearirom work and home stressors.

In her study, Mafora (1993) found that the segliegadf tasks according to sex role norms still
exists in many African households and this regaltsorking women often enduring a
disproportionate share of household responsitslitdaidoo and Jano (2002) in their study that
examined and contrasted the level of role partimpacommitment and value expectation that
dual-career women in South Africa invest in contagdvork and family roles, found that women
managers participate more in their work role, hosvekliey indicated that their commitment lay
with their home and family roles and they showeshggr value from the home and family role.
The sample of this study constituted 93% white seslents. Mathur-Helm (2006) also found that

family obligations is the most apparent barriepinfessional women’s career in South African
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banks, with some women even declining offers to fop management so that they can fulfill

their family obligations.

The research on multiple roles has been ambiguoisas been suggested that multiple roles can
also affect to well-being, instead of the stresscdbed above. According to Rodin and Ickovics
(1990), multiple roles increase possible resouarekrewards, such as different sources of self-
esteem and social support. However, it is pointed ot all roles are good for women, and that
the nature and the quality of the experience witheroles are important factors to consider in
relation to women’s wellbeing. One advantage of worhaving multiple roles is that the
dissatisfaction in one role is not as importan@s more role can create a balance (Gyllensten &
Palmer, 2005). Mclean (2001) suggests that multgdies can complement or compensate each
other ultimately enhancing the overall personalibelng, however, the combined overload of the
roles can lead to increased levels of stressnsanrad illness. This is similar to the Warr’s Vitami
Model where he described an inverted u-shapedlmear relationship between job

characteristics and affective well-being (De Jo&dgchaufeli, 1998).

Role conflict and role overload create barriersiomen when the involvement of women in
other roles leads to diminished performance ordessmitment to their work roles. For example,
Crampton and Mishra (1999) found organisations it installed flexible working hours, along
with pregnancy and sabbatical leave, and child-fzanidities to favour women employees, but still
practiced a demanding and long working hours cejtwhich the majority of women with family

responsibilities found difficult. Furthermore, womeho used these measures were viewed as
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having a lack of commitment which reduced theimpotional chances. In addition, Liff and
Wards (2001) study on UK high street Bank on théemmepresentation of women in top
management positions revealed that banks are cualystgving messages to women that to be in
top management, one has to prove loyalty and comemit through working long hours and
participating in senior and top management funsti®omen in middle management with a lot of
obligation or roles to fulfill, would find this ditult and therefore the prospect of their career
progress would be hampered. Therefore some wonteo fese executive positions by
sacrificing other possible some roles, for exampletherhood or married life. Mathur-Helm'’s
(2006) study confirmed this as, of all the marmemmen in her study, 55% did not have children

by choice, due to work pressures.

2.4.3. Social Support

According to Bailey, Wolfe and Wolfe (1996, p.288)cial support is usually defined based on
one or more of three categories “social embeddm@ssthe interconnections among individuals,
perceived support, as an individual's cognitiveeasment of the interconnections, and enacted
social support as the actual behaviours used tesgupport”. Social is broken down into two
types as either instrumental or affective in natinstrumental support refers to tangible forms of
support such as financial and material assistakitective support consists of intangible forms of
support such as social recognition and emotiongaeu (Bailey et al., 1996). The many sources
of support are classified as deriving from eitrenfal supports, as provided by most social
service agencies, or informal supports, as foundhstructured assistance from one’s

interpersonal relationships like friends (Baileyagf 1996).
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O'Reilly (1988) also notes that social network msaaalytic concept used to describe the structure
of linkages between individual or groups of indivads. Such networks have a variety of functions
of which the provision of social support is but otmarra (1993) further breakiown the concept

of networks. First, there are formal and informetworks. A “formal network is composed of a
set of formally specified relationships betweenesigrs and subordinates and among
representatives of functional differentiated grow® must interact to accomplish an
organisational defined task”, examples are cone@stiand teams (lbarra, 1993, p.58). Informal
networks on the other hand, involve more unresttigtatterns of interaction, where the subject
matter of relationships may be work related, somiad combination of both. It is broader than
formal networks. Informal networks may be obseratto levels, the organisation network and
the personal network (Ibarra, 1993). The formepiwes all relationships of a given type and
communication ties linking the population of indluals to a particular boundary like a company.
A personal or ego network refers to the set ofti@iahips defined by an individual and his or her

direct contact with others (Ibarra, 1993).

One of the most frequently reported problems famedomen and black people in organisational
settings is limited access to, or exclusion framfipimal interaction networks (Combs, 2003;
Ibarra, 1993). For example, the most common cdraeters cited by African-Americans
according to Catalyst (2004) are not having inflirsponsor or mentor (43% of the sample felt
this way), lack of informal networks (36%), lacka@impany role models of the same racial group

(31%) and lack of high visibility projects or impgant projects (29%).
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These networks allocate a variety of instrumergaburces that are important for job effectiveness
and career advancement as well as expressive tseesgth as friendships and social support.
Limited network access therefore, produces multiigadvantages, including restricted
knowledge of what is going on in their organisasi@md difficulty in forming alliances, which in
turn is associated with limited mobility and glassling effects (Ibarra, 1993). The literature
seems to suggest that women do not really parteijpdly in networking. Mtizira-Nondo (2001),
suggests that women do not perceive networkiregdsg value to their career development and
as a result do very little to develop their netkgoOnsongo (2007) also found similar results in
her study. According to Ibarra (1993), women coti@a on social networks while men practice

multiplexing (mixing both social and work networks)

Combs (2003) highlights that the effect of the dualority status of being black and female is
important in understanding the effects of thisugain the access and instrumentality dimensions
of informal social networks when discussing caarancement opportunities of black women.
Informal networks in companies tend to revolve wihite and male practices including sports
(such as golf) and visiting pubs. Informal netwook&rate on all levels in the company, but the
higher one goes in the hierarchy, the more rigedrtbrms of the network become (Luhabe, 2002).
The school and university one attended, and int@resports are just examples of the many
factors that are sometimes considered in inforreélvarks. This is related to what is referred as
homophily, which is the degree of similarity amangmbers in a network (Knouse & Webb,

2001). Women and minorities tend to have a smpBecentage of same sex and same ethnicity
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ties in their networks than do white males. (Kno&s&/eb, 2001). This is due to the smaller
number of women and minorities in many work orgat@s. Black women therefore experience
a double outsider status from these “old boy néta/ofKnouse & Web, 2001, p.226). Their
activities sometimes take place in unsuitable ti@arevening or weekend further excluding those
women with family responsibilities (Simpson, 1998ince, the majority of management is white
male, and according to homophily, black women haagor factors which make them dissimilar
from the majority of management, further excludingm from possible promotions and career

advancement opportunities.

In their study of the contextual impact of socigbgort across gender and race, Bailey et al.
(1996), reported that job support (support fromnakers and supervisors) reduced depression
and strain in white men and white women, but hagduah effect on black women. They further
reported that home support (support from spousesi)yf and friends), was associated with lower
levels of job-related tension and higher levelfpbfsatisfaction for white men and white women.
However, for black women, home support did not sezhelp in the professional domain. Thus
for black women, social support was only benefiia occurred in the same psychosocial
context, suggesting that job support only helpsiwithe professional domain, whilst home
support only helps with the personal domain (Badewgl., 1996). Akande (1997) reported that for
black women in South Africa, career women reponale encouragement in relation to their
career goals from family members than traditionaimen (those not interested in career goals)
and their goals. This indicates that social supoah important resource for career women
because it can lead to enhanced well-being (loexexl$ of job tension and increased job

satisfaction) as well as increased work motivation.
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Mentoring and sponsorship are also forms of inférmesworking systems (Luhabe, 2002). The
lack of mentors (particularly black mentors) hasrb&lentified as a significant factor contributing
to the slow rate of career progression of blackgh@be, 2002). Sponsorship in organisations
occurs when one or more persons have an activesttand take combined effort to ensure the
allocation of rewards to a particular individuahélmentor or sponsor is usually someone in a
position of power and authority because this alltivesn to be in a better position to offer
valuable advice on career management, warn agaoteshtial obstacles, and recommend what
practical skills and experiences should be gaingatépare for promotion and career advancement
(Luhabe, 2002). Booysen’s (2007) case study onuahSafrican bank revealed that there was a
white dominated male culture that lacked sensytitotdiversity and continued to exclude black
and female managers. Black managers felt excluded informal networks and this resulted in

limited access to mentors and role models for bankloyees (Booysen, 2007).

2.4.4. Education

The past apartheid government policies restriataess to education for black people as well as
restricting them from working in various sectorgtud labour market (Rowena, 1997). This has
resulted in many African women not being givenapeortunity to receive quality education.
Betz (2004), states that the nature and level®gttucation obtained by anyone is crucially
related to their subsequent career achievemeiit,athglt socio-economic status, lifestyle, income

level, as most employees earn more with incredswels of education.

28



It seems that the difficulties that women facehia €ducational system begin from as early as
primary school (Rowena, 1997). By the time that warenroll into higher education like
university, they can expect to encounter an enwr@mnt that involves sexual harassment, females
being discouraged from classroom participation afatk of support which is even more

exacerbated in male dominated fields such as eagingeand physical sciences (Betz, 2004).

Another finding about women and education accortinglathur-Helm (2005), is that there are
few women who have managed to get into senior éxecpositions without having a Masters of
Business Administration (MBA) degree. TherefordBA seems to be helpful in advancing the
careers of women into management. Though an MBligful for promotions, the criteria for

senior management are not reliant only on MBA digaliions.

Singh, Lange and Naidoo (2004) suggest that theaapon that an MBA would lead to new
employment and advancement opportunities is immenSeuth Africa. South Africa is on a
mission to transform itself, therefore one of timportant expectations of the MBA is the
accelerated development of black and women prafiesaks to take part in the management of the
public and private sectors of South Africa (Singlale 2004). Mathur-Helm (2005) reported
however, that South African women constitute orfiyolof the MBA students. According to
Booysen (1999), the percentage of women studenk$Bk programmes, averaged at
approximately 20%, with white females representiigo, black African women, 2% and

Coloured and Asian women constituting the remairasg

29



The difficulties that women face in business schaatlude the fact that faculty and
administration staff are mostly white and male (e, 1999). This means that there is an
under-representation of women in business educaidmmanagement training. Therefore there is
lack of female role models and mentors in busisebsols. There are also other reasons to the
lack of enrollment of African females in businesbh@ols. Rowena (1997) suggests that social-
cultural norms, stereotypes, ideologies and econdactors all contribute against South African
women chances of successful educational pursutsorling to Rowena (1997), in many African
societies, parents see their sons as investmecasi$e they will be carrying the family name,
therefore they are more likely to be supportedeirteducation than females. Also, the societal
pressures urging the importance and necessity ofage also affects females’ educational goals
due to concerns around balancing educational desnaitld those of taking care of a family.
African families also battle with sending their daters to educational institutions far from their
homes because the daughters also take care obtiesh(Rowena, 1997). Booysen (1999) and

Rowena’s (1997) findings might still be relevantdatcurring in the current South Africa.

2.5. Assessment of Career Barriers

The issues identified above are some of the céaeiers that women in general face and it has
also been shown how some of these career barffecs black women especially. Effective
assessment of perceived barriers to career advamtesncrucial. According to McWhirter

(1997), the investigation of perceived barriers dasurred in one of three ways. First, researchers
have used the Barriers Scale of My Vocational Sitmavhich has four yes/no items. The

problem with this scale is that it has low religtigicoefficients (McWhirter, 1997) and this

30



suggests that it is a poor measure. Other resaarbhee used interviews or open-ended question
formats and then organised the responses intoaraegvhilst lastly, other researchers have used
the Career Barriers Inventory which has 112 itehie Career Barrier Inventory was developed
for use with college students and it might be swthy for investigators who have limited
administration time (McWhirter, 1997). In this &§) Schlossberg’s Transition Theory will be
used to provide a framework that will be used tmlguhe interview to determine if there are any

career barriers that black women in middle managefaee in their career advancement.

2.6. Schlossberg’s Transition Theory

Schlossberg’s transition theory is complex andaagl It was first presented in an article called
“A model for analysing human adaptation” in 19&1hds since been revised and expanded
several times. The theory is influenced by foujantheoretical perspectives, namely the
contextual perspective of adulthood, developmergedpective of human development, life-span

perspective of human development, and the trans@spective (Schlossberg et al., 1995).

This theory has been applied to a variety of déifércontexts. For example, Goodman and Pappas
(2000) investigated the application of this thetaryetired university faculty and Wheeler,

Malone, VanVlack, Nelson and Steadward (1996) b#seid study on retired athletes on this
theory. McCarthy and Berger (2008) used this thesrtheir conceptual framework for their

study on female technology educators who transtidnto a male dominated field. In Bundy's
(2004) study, this theory was used as a basisf@stigating the job loss experience of women

from rural areas. Williams (1999) also suggests @inaunderstanding of transition theory may
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help employers to understand what employees wharatergoing transitions have to deal with
and may thus develop transition management skitisvever, there is no study that has applied

this theory to career advancement.

Schlossberg et al., (1995, p.27) define a tramsa® “any event or non-event, that results in
changed relationships, routines, assumptions dad’ré&chlossberg et al. (1995) state that while
individuals are different and hence their transisialiffer, the structure to understanding the
transitions is stable. The entire transition thasmnade up of three major parts: approaching
transitions (transition identification and transitiprocess), taking stock of coping resources4the

S’s system) and taking charge (strengthening ressyr

THE INDIVIDUAL TRANSITION

POTENTIAL RESOURCES — 4 §'s

assets / liabilities

APPROACHING
Event ti'rlfl]c?nfiu SITUATION SUPPORT
Resulting in Change

T

Coygl:m

bpace SELF STRATEGIES

THE TRANSITION PROCESS
nging Reactions over Time

Figure 5. The Transition FrameworfErom Counseling Adults in Transition by Schlossbergl et
1995, p. 27.)
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Approaching transitions refers to the identificatmf the nature of the transition and helps by
providing a perspective of how to best deal with titansition. Schlossberg et al. (1995)
differentiate between three types of transitiomsicgpated, unanticipated and non-event
transitions. Anticipated transitions are those #ratnormal or predictable in that they occur f&s li
unfolds. Unanticipated transitions are not prediletand just occur. Non-event transitions are the
ones that are expected but which do not occureblyechanging a person’s life. A black women in
middle management that is expecting to be promiotédhe promotion never materialises is
undergoing a non-event transition of someone winosng to advance their career. Particularly,
they are going through a delayed non-event tramsliecause there is hope that it might still
happen. The transition process identifies wheeeattult is in the transition. Are they “moving in,

through, or out of the transition” (Schlossberglet1995, p.26).

The second part of the theory refers to the “4 System: situation, self, support and strategies
(Figure 6), which provides a way to identify thegrttial resources an individual has to cope with
during the transition process that may be vieweblodls potential assets or liabilities (Schlossberg
et al., 1995). People deal with their transitiorfecently depending on the 4 S’s. The ‘situation’
factor refers to what is happening or what has bapg at the time of the transition. According to
Schlossberg et al (1995), the ‘situation’ of evieansition is characterised by the trigger for the
transition, the timing (whether it's on time or ¢ifihe), one’s sense of control of the transition,
role changes, the duration of the transition, eepees with similar transitions and one’s
assessment or appraisal of the transition. Thé ts&liable refers to whom the transition is

happening to because every person handles thesitica differently depending on their
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personality, demographic variables or psychologiesburces such as optimism. The ‘support”
factor refers to different types of support sucls@sal support from family, friends, colleagues or
the organisation and the roles they play in helpingindering individuals in their transition. The
‘strategy’ factor refers to how a person copes withtransition and may include such as
modifying the meaning of the situation, seekingrniation or not taking action (Schlossberg et

al., 1995).

COPING RESOURCES — THE 4 §'s

POTENTIAL ASSETS / LIABILITIES
SITUATION SUPPORT
» Event or Non-event . * Social Support
Characteristics s intimate,
— Trigger ily unit, friendship,
~ Timin, pek, institution
— Contro »
- Role Change
- Dmr_l

— Previous Experience
— Concurfent Stress

— Assessment STRATEQIES
* Coping Responses
N - Functyons
SELF _ aségies; information
* Personal Charactertstics secking, direct action,
* Psychological Resources inhibition of action

Figure 6. The 4 S’'s Framework. (Fro@ounseling Adults in Transition by Schlossbergl et
1995, p. 48).

From literature reviewed on women and black womeaiger barriers, factors like, the legacy of
the apartheid regime, sexism, racism, patriarctsomrety and the workplace, and role conflict
may represent the ‘situation’ or the context thatnen middle managers who are attempting to

advance their career have to deal with. Black woseeglf efficacy or lack thereof, their gender
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and their race, represents factors under ‘self i@y present career barriers. ‘Social support’
from home (spouses, family, friends) and from the (colleagues, supervisors), mentors and also
the informal networks in the workplace are différBaxms of support which lack of can affect the
advancement of black women managers. Middle masaggmpting to advance their careers can

also use education or seeking information as angpgirategy’.

Schlossberg et al. (1995) highlight a number oépthctors that are important to understanding
adult transition. One of them is the concept aditireity which refers to how different events have
different meanings for different people. The indival’s appraisal of the situation is what is
important. The context of the transition is als@artant. Context refers to the relationship of the
individual to the transition and the setting in ahihe transition occurs. The impact of the
transition on the individual’s “relationships, rmés, assumptions, [and] roles” (Schlossberg et
al., 1995, p.35) is also important. Therefore ahvidual's response to a transition is dependent
on the type of transition (anticipated, unantioggband non-event), the context in which it occurs
and impact it may have on their lives. These panésvery important because they demonstrate
how this theory fits with the diversity in Southr&fa since the theory highlights the possible

variability in situations and reflects a concerattimdividual concerns cannot be generalised.

In this study, women in middle management tryingdwance their careers are considered as
undergoing a non-event transition, particularlyetagled non-event transition because there is
hope that it might still happen. Since Schlosstsefgansition theory is applicable to all kinds of

transitions and it is beneficial; for understandaaylt development, this study has attempted to
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apply this theory to women in middle management at@attempting to or are advancing their
careers to senior positions like top managemens. fhieory has not been applied yet to
individuals advancing their careers and specifycilblack women in South Africa based on the
literature reviewed. The application of this thetoyblack women advancing their careers might
serve to contribute to knowledge about black Sédtitan women’s career development. This is
because there are concerns with some of the adegelopment theories being applied to a South
African context (Maree & Molepo, 2007). Such prabieinclude research on these theories being
conducted mainly on young, male and white participand most of these theories are largely
based on western European and American worldvi@esk, Heppner & O'Brien, 2005). There

is also another concern with traditional careeoti®s regarding their applicability to the career
development of women (Cronzier, 1999). Accordingitagerald and Wietzman, (1992 as cited
in Cronzier, 1999), this is because women'’s calegelopment seems to be more complex than
that of men and women as a group are more hetegogsrnin their career paths. This complexity
includes role conflict as women are combining wankl family roles and dealing with other
problems such as sexual harassment at work. Tdrertfis study might also add to the limited

methodologies that have been used to investigateived barriers.

2.7. Coping

Schlossberg’s 4 S’s are about how individuals aeiple their transitions. By coping, Schlossberg
et al. (1995) refer to the things people do to dwa@ing harmed by the events in their lives.
Schlossberg et al. (1995) also follow Lazarus aplétrRan (1987) perspective on coping. Lazarus

and Folkman (1987) suggested that individuals ntaketypes of appraisals at the same time.
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First is primary appraisal, whereby individualsqeve their transition as either positive, negative
or benign, whether it is stressful or perceived aballenge. Then individuals undergo secondary
appraisal process during which they assess theurees for coping with the transition. The

coping resources include the 4 S’s-situation, selbport and strategies. Based on the secondary

appraisal, individuals may select an overall comtrgtegy (Lazarus & Folkman, 1987).

According to Lazarus and Folkman (1987) the crufaelor is the way the individual perceives

the situation. They classified coping in two wal/gere is instrumental or problem focused
behaviour that intends on changing the situatiahthere is emotion focused behaviour that seeks
to minimise emotional distress (Lazarus & FolkmB®87). Whether individuals want to change
their situation or reduce the strain from theinsiéion, they can choose from four coping

methods: information seeking, direct action, intadoi of action and intrapsychic behaviour.
Intrapsychic behaviours refer to the mindsets pleaiple use like denial, wishful thinking and

distortion which allow people to carry on minima#lffected (Lazarus & Folkman, 1987).

Therefore by using these 4 S’s in this study t@gtigate the nature and form of the strategies that
black female managers use in their transitionspmant barriers that they face in advancing their
careers may be revealed. This also goes some wagdbRaskin’s (2002) critique about the lack

of researches on career development of womenrthiastigate their coping strategies.
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2.8. Research aims

The main aim of the study is thus to apply Schlesgl Transition Theory to an exploration of
the career barriers of black women in middle mameagd. This study also secondarily aims to
explore through qualitative methods what black wonmemiddle management perceive to be
barriers in their career advancement and to fuithegstigate how these women cope in their

transitions.

2.9. Research Questions

The central research questions can thus be stated a

« What are the career barriers (should they be faard present) that black women in
middle management are facing in their career acvaeat?

« How do black women in middle management cope iim tageer advancement?
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CHAPTER 3: METHODOLOGY

3.1. Introduction

This chapter presents a description of the resadasign used to address the research questions
that underpin the current study. It outlines théhndology used in determining the career barriers
of the participants. Qualitative research was uatten in this study. This chapter will also
describe the sampling procedure used in this sindya description of the sample will be given.
The procedure used to gather data will be lookehdta description of the method used to
analyse the results will also be explained. Ethecaisiderations of the study will also be

provided. Before discussing the methods employduxlied summary of methodological

considerations will be looked at.

3.2. Quantitative versus Qualitative Methodology

A research design has been described as a planeaddure to be used for the collection and
analysis of data in order to evaluate a particoéaspective (Denzin & Lincoln, 1998). Deciding
on design option leads to a consideration of tegérdition between qualitative and quantitative
methods. In quantitative research, there is arhasip on the quantification of constructs. This
means numbers are assigned to the perceived gsalitithings. Quantitative methods use
standardised measures so that the different parggeof respondents can fit into a limited
number of predetermined response categories tadwhimbers are assigned. According to
Babbie and Mouton (2001), in qualitative reseatish,purpose is to study human action from the

perspective of the research participants themseNesprimary goal of studies utilising this
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approach is to gain in-depth, thick descriptiond an understanding of human actions and events
rather than explaining human behaviour. BabbieMadton (2001) also reveal that the concern
with qualitative studies is to understand socigloacin terms of its specific context instead of

attempting to generalise the study to some populati

Therefore qualitative research differs from quatitie research in that qualitative research is
frequently more interactive, intensive and the aedeer is likely to form more of a social
relationship with the organisational members, dn@dfore gain more insight into their

understanding of their experiences (Babbie & Moui01).

It is also important to consider the methodologaggbroach or framework that this study utilised.
This entails regarding the epistemology of the wtwtich is “the philosophy of how we come to
know the world” (Henning, Van Rensburg & Smit, 200415). Broadly speaking, there are three
approaches. There is a positivist framework whialisao provide truth by empirical methods,
there is the interpretivist framework or hermeneEuvhich involves linking surface
manifestations to underlying phenomena, and tlea¢so the critical framework which involves
“a process of deconstruction of the world” (Henn@t@l., 2004, p. 22). This study follows an

interpretivist framework and hence the use of thentwntent analysis.
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3.3.  Research Design

This study aims to explore the career barriershtetk women in middle management face in
their career advancement. It will explore theseibes through a qualitative approach. Therefore,
this is a qualitative, exploratory and descriptedy. Because of the nature of the study and the
absence of any manipulation of variables, thisystodk place in naturalistic settings, indicating

that the participants were interviewed in their kydaces.

This study also employed a non-experimental angsesectional design. There was no random
assignment of the sample, no control and experiahgnbups and no manipulation of variables.
Therefore, a non-experimental design was used®ostudy. A Cross-sectional design compares
participants on one or more variables simultangooistakes a view of the study at one point in
time and place (Whitely, 2002). Cross-sectionalgteprecludes knowledge of the circumstances
that occur before study. However, as there arddinns on the data collection this remains the
most practical method of analysis. Murphy and Dslvafer (1998) suggest that this type of
design allows for comparisons between participantswill be useful in assessing commonalities

and differences in the response of the participants

3.4. Instrumentation

The exploratory nature of the current study propdke need for a flexible data collection method

that encourages unpredicted aspects of the phermomarer study to surface (Kleovoulou,
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2006). Therefore data was gathered by means ohasteictured interview. In an interview, the
researcher asks questions relevant to the suljéot oesearch to the research participant, who
then responds by answering the question (Whitle922 In a semi-structured interview, the
interviewer follows a framework of subjects to xplered which might include some specific
guestions, but there is no specified order in whieghquestions might be asked (Whitley, 2002).
The interview is flexible and allows for an explooa of themes and ideas. There is also
allowance for probing or pursuing additional infaton. The inherent strength of the interview

is that it minimises the risk of misunderstanding.

A semi-structured interview was employed in thigdgt This semi-structured interview was
based on Schlossberg’s 4 S framework (See figur@@stions were based on the ‘situation’,
‘self’, ‘support’ and ‘strategies’ of the particips experiences with career advancement. The
guestions were not directly about career barriecabse part of the aim of the study was to assess
if Schlossberg Transition Theory can be utilisedssessing career barriers. This implies the
emergence of career barriers in an interview orstijues around ‘situation’, ‘self’, ‘support’ and
‘strategies” related to career advancement. It symiroximately one hour for the interviews to be
carried out. The duration of the interviews difigisiue to corporate time-urgency and depth of
individual responses. The interview began with pering conversation about the future career
plans of the respondents. This was aimed to ceesgtaxed and trusting atmosphere and to also
establish whether the participants were interest@dlvancing their careers. The researcher was
responsible for creating an atmosphere in whictptrécipant was comfortable and responded

honestly and comprehensively. The interview wasna®d on an electronic voice recorder. The
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recordings were then downloaded onto a computetra@rmdsaved onto a Compact Disc. The
recordings were later transcribed verbatim by #searcher and one assistant. The assistant was
briefed on the purpose of the study and providdd am example of a transcribed interview. Four
of the interviews were transcribed by the assistadtthey were checked by the researcher and
modified if necessary in order to achieve accuiEahe recorded material. The present study
limited transcriptions to verbatim report of uttecas as far as possible including features such as
strong emphasis, significant pauses (indicatedltpses in brackets), and interruptions and

overlaps in speech exchange.

Prior to utilisation of the interview schedule iretmain research, a pilot study was conducted to
address the suitability and clarity of the intewiguestions. The pilot took place with six female
building managers. They indicated that they cleanglerstood the questions and that the terms

were appropriate.

Biographical information was collected in ordeeftectively describe the sample. A short
biographical blank (Appendix 4) was distributed josfore the interview. Participants were asked
to indicate their age, highest qualification, catreccupational positionength of service in

current occupational position, length of servicetganisation, marital status and number of

children.
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3.5. Sample

In this study, the intention was to study a rekljnhomogenous sample in order to find out the
perceptions around career barriers of a very spegibup, black women in middle management.
It was also important to the study that these wob®mterested in advancing their careers
because the aim of the study is to assess wh#teirgerceived career barriers to top
management and how do they cope in their carearadvnent. Therefore, the sampling
methodology used in the research was non-probgabditnpling which means that focus was not
on fore-casting or guaranteeing that each elenfethegopulation will be represented in the
sample. Specifically, purposive sampling combined with shalling sampling was used.
Purposive sampling is used when the researcheartselee sample on the basis of its elements and
the nature of the research aims or certain cri{@hitley, 2002). The criteria for the sample of
this study were that they had to be black, fenraiddle managers, and interested in advancing
their careers or are already attempting to advémaie careers. “Snowball refers to the process of
accumulation as each located subject suggests sitbgrcts” (Babbie & Mouton, 2005, p.167). In
this study, after the interview with some of thetiggpants, they were asked to recommend other
people they know who fit the criteria for the stuwt they were requested to get permission

from those people before forwarding their detal$hie researcher.

Given the time and resource limitations, a smatiga of nine from whom rich information could
be gleaned from, participated in the study. Théi@pants came from four different organisations
in Johannesburg. The first organisation was a mgldrganisation, specialising in

accommodation for students. The second organisat&sa municipality. The third organisation
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was an academic institution and finally the lagfamisation was a financial bank. The details

describing the sample are provided below.

In summary, nine black women ranging in age fromd@b3 years of age participated in the study.
The lowest educational qualification amongst theigipants was a diploma and the highest was a
masters degree. All the women were in middle mamage as defined earlier in the study. They
were managing different departments or portfolinsiuding marketing, finance, and records
amongst others. The number of years in their ctipesition ranged from 1 month to 9 years. The
time that the participants had spent in their oiggtions also ranged from 1 month to 25 years.
Four of the participants were married, two werglgintwo were divorced and one was a widow.
Three of the participants did not have children #redrest had children ranging from one child to
four children. Further details of the sample a@vjated in the participant summary information at

the end of this chapter (Table 1).

3.6. Procedure

The following procedure was utilised to find théeiviewees. The sampling began once ethical
clearance from the relevant authorities had be¢siredd. For the first organisation that was
contacted, the researcher met face-to-face withildibg manager. The researcher explained the
purpose of the research and that the researcloakisg for black female middle managers to
interview. The building manager then led the redsarto the one of the managers of the
organisation to whom the researcher explained tinegse and criteria for inclusion of the study.
This manager directed the researcher, through sabngy to two further participants that
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volunteered to participate. This generated thregggaants from this organisation including the
student portfolio manager. All three were askepddicipate by contacting them face-to-face. The
three managers of the first organisation were wagred in the conference room of the

organisation

The second organisation was contacted by goingotalding as well and then asking the security
guard if there were any black female middle marmagéro worked in the building. This led the
researcher to the Human Resource department skttoand organisation whereby the researcher
was given the contact details of people who mettheria of the study in that organisation. They
were contacted telephonically by the researchettlagn asked to participate in the study. This

resulted in three participants who were interviewetheir offices.

The researcher approached various departments tiitld organisation seeking black female
middle managers. This resulted in two participaf@se was interviewed in her office and the
other was interviewed in the conference room. Theth organisation is situated within the same
premises as the third organisation. The manag#n®brganisation was approached face-to-face

and asked to voluntarily take part in the studye 8ten agreed and was interviewed in her office.

After the initial contact with all the participardsid once they had agreed to take part in the study
a convenient time and place for the interviews vegranged.On the day of the interview, before
the interviews took place, all the participants evgiven the participant information sheet
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(Appendix 1) to sign, together with the consentrfavhereby they agree to be interviewed
(Appendix 2) and the consent form whereby thegador the interview to be recorded and
transcribed (Appendix 3). After the interview, tharticipants were asked if there were other
people they knew of that met the criteria of thedgtand those that might be willing to participate

in the study.

3.7. Data Analysis

The interviews were taped and transcribed, thestrdpts served as data for the study. The
transcripts were analysed through thematic coratealysis. This is a process for encoding
gualitative information. “A theme is a pattern foluin the information that at the minimum
describes and organises the possible observatiatsioe maximum interprets aspects of the
phenomenon” (Boyatzis, 1998, p.4). A theme maydeatified at the level whereby it is directly
observable in the information, this is the manifesel. It may also be identified at the latentdev
whereby issues underlying the phenomenon are aadedo According to Boyatzis (1998),
analysing data at the manifest creates a posgibilieaving rich information unanalysed and
latent level analysis can get complicated to thatpshereby the researcher forgets the meaning
of the theme. Braun and Clarke (2006), indicat¢ pinaferably the analytic process should
progress from being descriptive whereby data isered at the manifest level, to being
interpretive whereby there is an attempt to exaraimderlying ideas and to theorise the
significance of the patterns and their broader nmg@rnand implications. In this study, the results
presented were obtained at the manifest level.di$mission chapter of the study attempts to take
these results further by then interpreting themlao#ing at their broader meaning and their

implications.
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The emphasis in this study was on coding for themmelsnot coding for frequencies, thus
distinguishing thematic content analysis from dlz@scontent analysis (Bauer, 2000). The steps
used in this study to analyse the data were guigeinumber of qualitative researchers
(Boyatzis, 1998; Braun & Clark, 2006, Henning et 2004; Strauss & Corbin, 1998) but there
were some overlaps in the methods. Since Schlagsb&8 framework was applied in the
interview schedule, the themes that were develagrd primarily theory driven or a top down
approach was used (Braun & Clark, 2006), howevenetivas room left for any themes that may
emerge from the data and were not necessarily bas#te 4S framework. That means that the
codes were derived from the elements of the 418dveork. The most prominent or recurring

units are the ones that were taken as themes.

The following steps were followed through when grg out the thematic analysis. Firstly the
data was transcribed. During this process initlabs about the data were noted. The Transcripts
were then re-read. The data corpus was then cadeditial codes. This involved coding
interesting features and prominent features ofiita that related to the 4 S framework. The
codes were then brought together into potentiahttee The themes were then reviewed by
continuous refining of the specifics of the therke its name and its definition. Extracts that
represented the themes were then selected. Theranether review of the themes and the
extracts to check that they are compatible. Folhgvthe full scale categorisation, the reliabilify o
the coding was tested by inter-rater reliabilitjhyedellow academic was asked to read through all

the interviews independently and to assign thernesrding to Schlossberg’s 4 S framework.
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Following this exercise, discussion took place awbthe consistency of categorisation. Points of
agreement and disagreement were noted. The reseavah satisfied that the coding decisions
were supported in the vast majority of instancethénatic map of the analysis (figure 7) was

then generated.

3.8. Ethical Considerations

Participation in this study was voluntary. Partanips were told that they may choose to withdraw
from the study at any time and they were also askathn consent forms to participate in the
study and consent forms to record the interviewnf{dentiality was ensured because no one other
than the researcher had access to the researchamaide transcripts and recordings will be
destroyed after six months if the study is publisiee destroyed after two years if the study is not
published. The transcripts will be kept safely viltke researcher’s supervisor. There was no direct
information that may identify participants like nasyidentification numbers or birth dates that
was used in the research report and transcripespalticipants were given the researcher’s
contact details should any queries arise abousttidly. A summary of end results will be reported

to the individual participants.
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Table 1.Biographical information of the participants

Subject | Age | Highest Current Timein | Timein Marital | Number
Quialification | Position Position | organisation | status of
Children

1 27 | Diploma Facilities 2 years 9 months Married 1
Manager

2 29 | Honours Marketing and 1 month | 1 month Married| O
brand manager

3 27 | Diploma Students lyear+ | 2years+4 | Single 0
portfolio 6months | months
manager

4 45 | Diploma Administration 9 years 1 year+3 | Divorced| 3
manager months

5 42 | Degree Stakeholder | 1 year lyear+1 |Divorced| 4
Manager month

6 33 | Masters Development 1 year 2 years Married| 2
Manager

7 34 | Degree Records 2 years + | 2 years + Married | 2
Manager 10months| 10months

8 53 | Degree Finance and | 5 years 25 years Widow| 2
administration
manager

9 26 | Diploma Branch 2 years 5 years Single 0
manager
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CHAPTER 4: RESULTS

4.1. Introduction

The key findings of the thematic content analyses@esented in this chapter. A number of
themes featured prominently across the transciijmeever, it is also interesting to note and
consider the thematic differences within the ditaaccordance with the reporting tradition of
thematic content analysis, each theme will be duoed and illustrated with quotes from the data.
These extracts vary in length from one line to edesl paragraphs. In cases where an
interviewee’s response on a particular theme appearhave been specifically prompted by the
interviewer, both dimension of the dialogue werduded. It is important to note that the names
of the participants have been removed and replattbchumbering like IV1. IV denotes
Interviewee and the numerals assigned were selémtednfidentiality purposes. Since
Schlossberg’ 4S Transition Framework (figure 6)dgdi this study and the interview questions, it

is only appropriate that the themes be organisedrdmg to this framework.

COPING RESOURCES — THE 4 §'s

POTENTIAL ASSETS / LIABILITIES
SITUATION SUPPORT

* Event or Non-event = Social Supp
Characrterisrtics pes: mtsmatc,
— Trigger unit, friendship,
— Tlmm , institution

arégies; information
ng, direct action,
:Il':lhlbll:lﬂ-ﬂ of action

* Personal Characterbscics
* Psychological Resources

Figure 6. The 4 S’s Framework. (Fro@ounseling Adults in Transition by Schlossbergl et
1995, p. 48)
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It is also important to note that as this studgls® about transition/career advancement/career
aspirations for top management, all the participavere only included in this study if they had an
interest in advancing to top management. Theredlbithe participants were asked if they were
interested in being top management. Whilst allgheicipants indicated that yes, they are
interested in being in top management, most of thachother career aspirations that they referred

to during the interviews as is indicated in thédwing extract.

I nterviewer: alright so my study is about career advancemiguist need to
establish first whether you are interested in adwag your career, is that the
case?

I nterviewee: uh yes at the moment I’'m studying. Certificateentified property
managers

I nterviewer: so for instance where do you see yourself fiegs/gom now?
| nterviewee: retired
I nterviewer: really? So how come you are studying and yetwant to be retired?

I nterviewee: actually I'm thinking about being on my own buvmsly you need
to be well versed in the market when you do busines

I nterviewer: so you see yourself one day owning your own busimrekeing an
executive manager somewhere along those lines

I nterviewee: Obviously when | own my own business | will beetkecutive in that
company but if | were to continue working of couramuld see myself advancing
to the position of being a portfolio manager andming my own portfolio in the
organisation(IvV4)

Another point to note is that these women had diffecareer aspirations in terms of the sectors.
There were those who wanted to own their own bgsieeand there was also another (IV7) who

wanted to advance her career in public sector. Mbtte participants were from the private
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sector and had career aspirations for the privettos It is also important to note that thre¢hef

participants (IV4, IV5, IV6) are situated in thelpic sector.

4.2. SITUATION

The participants were asked generally what kinsitofation they were facing with regards to
trying to advance their careers. Different typesesponses were given and some were explored
later in subsequent sections (self, support ardesfies) of the interview. The theme that was
prominent was that of gender discrimination. Someigpants especially those in the property
industry felt that it was male dominated and thagt to constantly have to prove themselves as
capable and they were not treated the same asSmaitar themes came up later in ‘self’ and will

be further detailed.

The problem of course, I think in the industryhiattespecially in the property
industry it has been dominated by men as well akeshAs a woman trying to get
into the property industry you are still being l@okat as collecting papers and
putting up boards on site of properties that aresate, you know that kind of
things. You are not viewed as somebody who can arakapact in the industry.
(IvV4)

First I will say the lines of advancing in careés very positive for us as black
women. The only problem is that you have to prouweself twice than men. As,
you know as women we are looked at as we suppdeeabhome. So when you
are in a managerial position you compete with r{i¥®).

The following sections are an exploration of theuation’ according to Schlossberg’s
characteristics of every ‘situation’ in a trangitid hese characteristics include the trigger of the

transition, timing, control, role change, previ@axperience with a similar transition, concurrent
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stress and assessment of the transition (Figu2u@ to the difficulty of operationalising the

characteristic ‘duration’, it was not included mg study.

4.2.1. Trigger

In response to being asked about what started makeparticipants think or attempt to advance

their careers, a number of themes emerged.

42.1.1. Intrinsic factors

There were those who indicated that their careeamcement attempts were triggered by factors
that are inherent in them. This includes particijfsaperception that this was something in

everyone and this also includes those factors abeyparticipants that they cannot change.

Ambition, | think we are all ambitioy$v1)

| think that it is[career aspiratiordomething that uh all of us or at least most
people havgIV6)

Age was referred to as an inherent factor by sohtleeoparticipants, particularly retirement age.
One of the participants who is 29 years old alsliceted that she wanted to be able to retire at 45
years if she felt the need to and this also puebeso want to advance further now in her career.
On the other hand, the 53 year old participant alss motivated by retirement age to advance her

career.

It's what after 65? What after 65 and | don’t segself as a retiree or pensioner quite
frankly (1V8)
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42.1.2. South Africa

There were also those participants who referrabtdéw country, South Africa, as an influence in
their career advancement. Some interviewees (W23 indicated that the South African history

of Apartheid was a factor that stimulated theieesradvancements attempts

...and | live in a country where the historyirterruption door opens and then
interviewee closes ithe history really is is was so swayed to the @ghkind of
population that | honestly do feel that I'm notexy political person but | feel very
strongly about making a mafkv2)

...it’'s triggered by the situation that we have beppressed previously and we
want to see ourselves as leaders as woifheéh)

Others participants (IV1, IV2 & IV5) included coifituting to making South Africa better as one

of the triggers for their career advancement.

...as long as I'm making something very effectiveatdsa/the economy of the
county(IvV2)

...as a woman you want to see myself making a chartyebelieve that if you are
up there then you will be able to take the decwitrat will make to make that
change to better the life of the people in the tguiiVV5)

42.1.3. Work context

Some participants’ career advancements attemptthandhts were prompted by their work
environment or the context of their work. V6 relegathat her competitive work environment

makes her want to go further in her career.
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You know it’s really the work environment thatlpesyou because you know that
if you don’t keep up you will not achieve all tinatich.(1V6)

IV7’s work environment encouraged her to want taHer her career even more because she is in

a work environment where there is no proper ref@rter field.

There were also those (IV4 & IV9) who felt likeely had reached their limit in their careers.
This limit emerged due to the perception thatredk tould be gained from their current work, had

been obtained.

You know it's not a nice thing to stay in the sgosition, forever and ever. Why not not
learn something else? (...) There is a point whetesywuld (taps fingers on desk) work
somewhere, have a position and on that positiomooisly the position doesn’t stand on
same level. There’s growth, there’s steps to gmugnow more about a company. That
takes you, you start to work, you want to learn erabout your job, and there’s a point
you feel | know much about my job, how about readl] You want to know more about
next level and then you want to know more aboutdmepany on its own. You want to
know more about the economy, what is happeningdaila basis. That takes you where
(...) you really want to, where you should actualty(b.) because no one deserves to
really stay down there. (IV9)

42.1.4. Miscellaneous

There were various other responses that were mpe¢dmamongst the participants to the trigger
guestion. Amongst these are included spending tochrtime at school, being motivated by
money, setting standards, forums and associati@aksignone realise that they haven’t done much

and being curious.
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4.2.2. Timing

What became apparent from this characteristicitfdion’s was that whether the timing for the
career advancement was at a good time or wasaat @irbe for the participants was dependent on

what the person was involved in, in terms of theles.

42.2.1. Roles

Those people who were involved in a lot of rolesnsed to be struggling in terms of the timing of

career advancement. For instance IV7 who is a mothte and is also studying said:

...but the only time | ever uhm rejected an interyiewy was (...) when was it? In June. |
was supposed to go for an interview on th8 afd then when | was sitting at home | was
like okay in July I'd be going for the first blodkn just starting my masters gtame of
institution] and they are paying even though | have to paytaiceamount as well but is
this the right, you know the question that | askedelf was, is this the right time to make
that move? And then coming to think of it, | wle ho, | think it's better if | start my
masters, see how it progresses, see how | am cepthdhe studying and juggling all my
other responsibilities and afterwards it's thenfttifi decide if | still want to move, I'll
decide if | want to movélV7)

Contrary to the above, IV8 who is 58 years old,awdd and studying indicated that her career
advancement efforts are happening at the bestipessne. IV9 who is single, with no children
but is also studying also indicated that the tindiegpends on the person and their ability to ‘drive
their life’.

Interviewer: Okay. Just you in your life, would you say thigmpt to advance your
career is happening at the best possible time dhatvorst time in your life?

I nterviewee: That all depends on you.

I nterviewer: Yeah. Like how?
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I nterviewee: Because you're the only one who can drive your Waerever you wanna
be, wherever you wanna see yourself, you can gaueself. And if you want that to
happen soon enough, you would drive in this caryoucan drive as fast as you can to
get there quickly and if you don’t get there quycklon’t blame anyone, blame yourself
cause this car that you're driving you're reallylaged on it.You're in the comfort zone to
get yourself there. It's entirely you, definitedjo one can drive your future, your career.
To to study hard and go out of the university gtathe corporate world, it's entirely
dependent on you. To get married, start a fantily entirely dependent on you. No one
can come and drive that, that’s you. (IV9)

4.2.3. Control

Themes that became apparent in this charactesigithe ones that clearly revealed what in the
participant’s perspective what can’t be controlldten advancing one’s career. When it came to
what can be controlled, it become more complex liEaome participants indicated that they
were in situations that were beyond them and yat sitayed in control of them by the way they

reacted to them.

4.2.3.1. Finances

Finances were indicated as a factor that couldaatontrolled by some of the participants. Two
of the participants (IV2 & 1V8) talked about finagin relation to being able to pay for an MBA

which is viewed as means through which career ashraent could be obtained.

...other could also be financial because | could atersto do do an MBA but | don’t know
if I'll be able to finance it and | wouldn’t wand o it part time and work because then it
will definitely kill my family life(IV2)
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IV9 also referred to finances, specifically in teda to the current economic crisis, as a conctrren

stressor as well as a factor that was beyond heraio

Yeah, there are, which are beyond my control anighware under my control. I'd say that
at this stage now, that the economic crises thaamg@dacing, financial issues is the most
thing that makes us really to be [checkiumggelear]because when you look at this days,
everything is expensiv@V9)

4.2.3.2. Tough situation, but | can stay in control

Most of the participants noted that there werelehgks that they dealt with but overall they
indicated that the situation is in their controt@ese of how they choose respond to those
challenges. Hard work was noted as important térothimg the situation as well as making sure
that one’s efforts are noticed. For instance IWd 8&/5 indicated that they work in male
dominated environment and they find it challengim$pave to prove themselves as capable (as

was indicated under gender discrimination) but ttay in control by working harder.

| feel I actually have to prove to the men thabrkwvith that | can actually do the job
(IV1)

| am where | am because of my hard work at thecértide day so | manage to actually
control everything. So it is tough and it doesmgetly tough and we are women we do get
those days where you get home and you get reabiyi@mal about the whole thing but you
know what those things actually make you strongeu get back and you know what you
actually tell yourself that I'm going to do bettéoday.(IV1)

Yes there are some aspects that you can't corttrete are some aspects but you don’t
have to see them as an obstacle. I'm one persdn tlen’t want to see them as an
obstacle. Yes I will have to prove myself you sealse like | said you have to prove
yourself twice times than other people as a blackian. Those are just the obstacles but |
can take control of them because | can work haeshet prove that | can do it. | believe
that actions speak more than wor{¥.5)
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Interestingly, IV4 who also works in a male and t@ldominated industry felt this was a
challenge that was beyond her control. As welhasfact that people who are in top position in
her work are near retirement age and they do not tedeave to give others a chance and they

also do not want to impart their knowledge.

The saturation of male in the top position and obsly whites and people who | mean
right now in the property industry people who lalyshave the most experience or
knowledge of the industry are people who are iir tredirement age and they cannot
leave the industry because people who are entén@gndustry would know very little
about it and they are not willing to impart withsio you find that they are blocking, there
is a blockage up there of people that are suppos$atve moved out of the industry and
give way for others who are entering so that isrtten problem. To remove those and to
be accepted as a woman that you can manage, yocoedrol the industry you have it in
you. If people can just, start believing and haithfin women that they can advance and
push any industry to its limits then we wouldn’tféeing a problem of career
advancement(lV4).

IV7 indicated that one of the challenges she fagleen trying to take her career further in the
provinces was director positions are highly pabtcl and one needs the right connections to get

such positions, she finds this beyond her contubkhe just tells herself that it wasn't her time.

I've been to an interview at Limpopo and Nelspriaityas for director positions (...) in
provinces, those positions are highly politiciseglamng you have you need the right
connections in order for you to progress. So if goeinot aligned to the party or you are
not known in that party in that particular provindden you won'’t get that position. So
that is one of the things when | say things that@ut of my control

| nterviewer: [overlapping]control

I nterviewee: | mean sometimes you go for an interview and yawkihat I've done my
best and there is no question that they asked atd thdn’t respond to and then you end
up not getting the position. Instead of blaming elfy$'m like oh okay, no it means it
wasn’t my time so yedfv7).
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IV6 on the other hand indicated that working hardot the only solution to situations that are
challenging or beyond one’s control. A person ndedse able to know ‘how to play the game’

which refers to being able to make the right cotinas and being able to communicate well.

A lot of what happens is not really within your ttoh There is a lot that a person can put
in, you know, in terms of getting recognition is1ie of getting promotions, in terms of
uhm ,you know, advancing yourself. But it doesafigen automatically. Some people
work hard all their lives but they don't really géhey don't really get far. 1 think it has
something to do with, you know, how you play theeyhecause it is about, you know,
playing the gamgWhich is] you know, how to talk to the right people, you kinow to

talk the correct language, at the right time, te tight audience uhm and you actually
have action you know to back it up. People tenaatee confidence in you and they start to
recognise you(lVve)

4.2.4. Role Change

There were various similar and dissimilar respongdble question ‘Did you experience any role
changes in attempting to advance your career godeexpect to change any roles when

advancing your career?’ The themes that came uasai@lows:

42.4.1. No role change

There were some participants who felt that advantheir career would not necessarily result in
any role changes. For instance, IV1 and 1V4 in@iddhat none of their roles, both career and
family roles, necessarily have to change for ongdwance. One just needs a way of finding time

to meet all the requirements for the roles.
| think | am very traditional in a way if | can s#tyat. | still feel | need to get home and do
the cooking, | need to get home and play with ttie. kWeekends | need to play with my

daughter but still my career at the end of the thgve to put food on the table. It's not
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something that can only be done by my husband slgomething that we need to both
do because | don’t think I'm a born career persan bhave learnt to actually put in,
make time for family as well as career and alserfds. It's difficult but you know what,
you have to fill in everyone. Everyone has tnfs@amewhere. You can't live a career life
forever, then you will feel a void somewhere innjde and you will regret it in the future
as you get older(IV1)

I mean number one as a woman you know that we cétitask. You will be a wife, a
mother a church leader, manager a career womantanohvolved in all the other
associations and you have to manage the situatnghyaur involvement in all that has to
be done at its highest degree. If you are a mogbarmust be a mother, at a time that your
kids need you, you must be a mother and pay aitetdimotherhood. If you are a
manager at that time you have to pay attentionliatwou are managing. So being a
woman and multitasking comes naturally, it's ngirablem. You don’t have to change
your life, what you need to do is manage your tifih&l)

IV1 and 1V9 who are both single with no childres@indicated that they did not need to change

any roles especially relating to family to furthieeir careers.

I’'m not in a situation where | can say | need tawge anything. I think at some point in
my life, | have structured my life in the sensé thaow that it can work for me or it is
working for me or | can work around the situati@a | don’t think that there is anything |
can change really cause | think | made the rightk; unless in three years down the line |
realise that this is not workinglV3)

42.4.2. Role Gain, student

Being a student surfaced as an additional roleshiaie of the participants have taken on to try to
advance their careers. Five of the participantg (IV5, IV7, IV8 & IV9) indicated that they were
studying while working. This additional role seemede very challenging for most of the

participants who had taken it on, the roles werdlming.

So | mean being a student, can you see mymagts to a blue school bagjo being a
student, being a mother, a wife, an empl, | mearmaaager So yeah, it's conflicting roles
and you know, in order for you to progress you tar@nt to be director or something
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higher if you are not developing yourself, your cvaneer. So yeah it’s just that issue of
conflicting of roles. | think balance is the on$gue (IV7)

It's stressful, very stressful because | mean ehmdaughter who is in grade one. When |
get home she expects me to help her with her hareamd then when you are at work,
when you finish as well you have to study. Youiezd, you are coming from work you
know being, just just being a partner also is jlish. trying you know, I’'m trying. | think

I'll find a balance later on(IV7)

You find yourself, you're willing to study full #ntbut ah at home the circumstance doesn’t
allow to study full time. What will you do? Yougenna be in a situation whereby you're
studying and you're working. Studying and workingsh’t match. You go home tired.
When you're tired you're brain is tired, can yowaHy sit down and study? It's hard. You
can do it. There are people who progressed doiag 8tudying and working. But it's

really difficult. (IV9)

4.2.4.3. Role loss

Some participants indicated that their career aclaents attempts are involving some role losses
or less time spent on some roles. There were ithg5¢ V6, IV7 & IV8) who indicated less time

was spent on family and social life and others |t8axrificing work responsibilities.

You have to sacrifice sometimes, you sacrifice domeewith your family because you
needed to be in the office during the days meetitigshe telephone, it's that and that

and you must do your correspondence as a manageouB o’clock you haven’t done

your correspondence so you have to be left belminke office to do that. You leave the
office maybe round about eight to prepare for tiiWing day. You find that over
weekends you are carrying your laptop with you. fd yourself not taking your

children out, you have to work maybe reports argspntations you have to submit and for
you to meet those deadlines definitely you hawadtadfice socialising sacrifice time with
your family and there’s no other way, you haveddldht. (1V5)

...that you need support from your family, suppamfyour friends, you know they
should know that you are no longer going to be lalde to go out for Friday nights or
whatever whenever you used to go out. (IV7)
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I nterviewer: okay. How do you manage the whole work family badamith you working
and studying? Is that challenging or how?

I nterviewee: It is challenging though you, you compromise aYdu, there are things that
you do not do which other people do. (1V8)

I nterviewer: Are you compromising more on the school and wonkore on the family?
I nterviewee: Not on the family, on the social life.
I nterviewer: Social life. Okay.

I nterviewee: Social life because | hear some of my peers saygaince disappeared, we
don’t know you this year and | keep saying to tht&s1so true maybe the next two three
years I'll be seeing you. But then at the same,tyna see what needs to happen is, you
still need them though. It doesn’t mean that yostrsbiut them out completely, you still
need them but then in the next two three years wiensee you, they see with another
group which is maybe going to help them also ilmgng and improving. (1V8)

IV6 also indicated that the role that she is cuiyesacrificing is family, but at the same time, as
much as she would like to go further in her carslee, chooses not to take further responsibilities

thereby sacrificing career advancement becaustaimly life would be greatly affected.

I would love to meet a woman that is pursuing ieaand is actually juggling a mother
and wife roles who has actually found a balance ebrSomehow you find that there is a
role that gets neglected a bit, that lags behind{n. my case it's more of the family uhm
not getting as much of me as | would prefer,(...gaBee | mean yeah, in as much as |
would like to be an MD, when | look at how hecticMD is | know that | don’t want to be
an MD because | want to be a mother in as muchveanit to grow in my career so yeah,
it is a challenge. (IV6)

Similarly IV1 also revealed that she has had teiee work related projects that could have

perhaps helped her to take her career further keaafufamily commitments.

I’'m first and foremost a nurturer and | have a radeplay at home. I’'m the only daughter
in law because my husband is the only son. | hdweéta take on. | have to look over my
sister in law schooling and things like that yowwn and uhm as a result | often stop from

64



getting that project that will put me in the pubdéige and I've had to swallow a lot of stuff
that | don’t approve of. And it's usually just jugnhd of infringes on my time and I'm very
specific about my time. (IV1)

4.2.5. Previous experience with a similar transition

Three of the participants did not indicate whethery went through similar experiences
previously in terms of trying to advance their easg two other participants did refer to their
previous jobs but not necessarily their experiemédsansitioning career wise. For instance, IV1
spoke generically about how her hard work is wiaithgr to where she is since her school days

and in her previous job.
| am a hard worker. | have been a hard worker freehool till here and | don’t think I'm

about to stoplV1

For those who referred to their past experiencés transitioning in their careers the following

themes emerged.

425.1. Lack of support

What emerged from two participants (IV3 & 1V9) abdleir past experiences with taking their
careers further was that there was a lack of supn colleagues especially from those on the

same level and those in their previous positions.

| started as some manager somewhere in anotherrtiepat, and when | was promoted to
this position where | am now, | found it diffictdt those people who were in those
positions already for them to be able to show yoadvice you about certain issues IV3
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IV 9 explained that she found it tough to ‘climistap’ because there are people who try to stand
in her way. She explained that her past experiehegvancing her career was characterised by
discouragement, undermining, a lack of supportjealbusy from her colleagues who she was

leaving behind in terms of positions.

People will never be happy for you to see you pesging. So that really tends to (...) it
will discourage you (1V9)

425.2. Politics

Politics was another theme that became apparemttis® participants’ recollection of their past
experiences of trying to climb the corporate lad@er the purpose of this study, politics will be
defined as the use of any power or influence ftfristerest (Cropoanzano, Howes, Grandey &
Toth, 1997). IV7 explained that she once went tinggrview for a director position in the
Limpopo. She further explained that she felt ttg sad responded well to the questions but in
the end she did not get the job. She later founndrom another lady who also went for the
interview that the person who got the job is theewif the Head of Department (HOD) of one of
the departments. That position was in fact crefiethe wife to be able to move from Pretoria to

Limpopo.

... In provinces, those positions are highly polsz meaning you have, you need the right
connections in order for you to progress. (IV7)

IV8 who is in finance explained that there aretaofdfinance positions in government and she

recalled her experience of trying to get into oh#éhe positions.
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Uhm, | once applied for a position in the governtreard yesss | was short listed and |
was sure that | got the position. But | discovemrdyy, | got a regret letter. But then
whether it was the right thing to do is anothenthibut when [ followed up what
happened and the person that’s in that positidg,atmatter of it depends on who is
comrade and what have you and at the same time t{h@sple, a lot of those people which
work for the government would jump to the corposaetor because in the private sectors
they also want to be politically correct. So therbeen that, uhm, doubt in really
advancing one’s self. [describes positiorhut then | discovered that I'm not the right
person for that position because my background gaysrnance is this way, whereas in
the government governance is something else.dtiething else, it's who you know and
you know what, you’ve got to be careful, you'vetgdie politically correct, you’'ve got to
do things a b ¢ d and c $sigh] you sort of jump out dtlears throatbovernment sector.

4.2.6 Concurrent stress

Two main themes emerged from asking the particgatiether they were experiencing other

stresses in other areas of their lives.

4.2.6.1. Gender stereotypes

Some women related that they are also experierstiags from gender stereotypes in their work

environment. This was also further explored unterdategory of ‘self’.

Those are the obstacles that maybe somebody wippés than you feel like you are a
threat, more especially to men. We must know testet companies for now they are male
dominated and they feel threatened, power theytdwamt to let go of it. And when we
are supposed to be promoted as a woman to takeigper level they still feel that we are
not good enough or they usually say we don’'t halveck bone and we are not decisive.
(IV5)

More especially in our black culture, the men thesl that women must be the neck they
are the head and even when you come to work hettotigat now we are colleagues or
now that maybe he is just your supervisor or man#gen he must give you the chance
but they still want to treat you like the womarhame.(IV5)
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You have a man and a woman who are doing the saméhe man will firstly by just
being a man | in a man’s world does not need tokvaord getting at least you know
recognition.Secondly. Both the man and the woman have familgge and kids but
because naturally the woman takes on more respititysiim the home front and in the
kids life and especially in your partners life, yoanstantly trying to be best at both whilst
the man is just that. All he needs to bring homjassmoney and everyone is happy
because that is all that is expected.(IV6)

4.2.6.2. Finances

Financial challenge was again another theme thatgad from this characteristic. 1V4 related
how the current economic crises which had led mnesoompanies downsizing as a stressor that
affects everything including career, family andiablife. IV7 also indicated that a challenge for
her was that her salary was not increased fronmioee to her current organisation. 1V9 referred
to how everything was expensive due to the cugeahomic crisis and she is finding this

stressful.

As a career woman you find that like today there farancial challenges, you find that
companies downsize and you are affected by dowgsikhat alone is going to affect
everything starting right from your career goingvdoto your family, down to your social
life, your interaction with people because thaltdssay that would be the anchor in your
life in order for all other things to keep the batse your career would be the anchor (IV4)

4.2.7. Assessment

The participants had similar views regarding whethey viewed their situation as positive,

negative or benign.
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42.7.1. Mixed feelings

What was a recurring pattern among participantsthaisthey viewed career advancement as
something that is challenging, accompanied witbsstibut overall was positive. No one indicated

it as a negative experience.

It is a challenge; it is stressful to some degiet it is definitely a positive thing. Uhm, becalise
mean if you have goals that you set for yourséijously there is fulfillment when you actually

achieve those goals and you see yourself movingieup the ladder. It is a challenge it does

have stresses but it's definitely something thabisitive (IV6).

4.3. SELF

To find out which psychological resources are usgthe participants in their career advancement
efforts, they were asked about their strengthsveegeknesses and the role of these factors in their
career advancement. To find out how personal ctenatics affect them, they were asked

specifically about race and gender, factors thaaparticular interest to the current study.

4.3.1. Strengths

4.3.1.1. A good communication skillvas the recurring feature amongst most of the

participants. This included their abilities to &iat negotiation and being able to articulate

themselves.

4.3.1.2. Determinationwas also prominent among the strengths of thécpzants.

Determination is associated with notions of amhbitmwillpower, and focus.

The following extract and others were coded for samication and determination.
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I’'m a very good listener and | don’t give up eas(ly¥3)

IV7 talked about how ambitious and focused shbusalso knows how to articulate herself and
knows how to assert herself without being aggresbi8 also talked about her determination to

do and learn things.

There were other strengths that were mentioned asi¢tiendliness (IV7), strong character (IV8),
not judging people(IV5), working well with team&/{), curiosity (1V9), believing in everybody

(IV5), resilience (IV2), and not being intimidatedsily (IV2).

4.3.2. Weaknesses

The theme that came out strongly under weaknesaesmwund the emotions of the participants.

4.3.2.1. Emotions

Two participants indicated that they were emotiaral they regarded this as a weakness. One
indicated that she had days when she cried anotiiee was emotional because she sometimes
took other people’s problems as her own. V4 aislicated that she was an empathetic person
and she tended to also carry other people’ prohlerhe other emotions were different in the

sense that one participant indicated that sheyegsis irritated and the other said that she has a

short temper.
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Very emotional, I'm very emotional but | become gomal at that moment but with time it
just passes. I'm very emotional, that’s the onlggdtthat | really don’t like about me.
(IV1)

Short temper. You see that one, whoo, | can belbmidell | can control it but it's really
that. (V9)

4.3.3. Race

Participants were asked if their race affects tbareer advancement and if so how.

4.3.3.1. Advantages of being black

Most of the respondents referred to both theie @ed gender when responding to this question.
Participants revealed that being a black persorbainty a black woman was an advantage in
helping them to advance. One lady referred spedifi¢o transformation and black economic
empowerment. Only one participant indicated thatrhee does not have an effect on her career
advancement. Participants indicated that gettingpsitions is not affected by being black.
However there were matters pertaining to their thaeemerged after getting the job. These will

be discussed under separate themes. The followingces demonstrate this theme.

I nterviewer: Alright, how about the fact that you are blackgmn, does that make a
difference in you reaching some of your goals dtigg to the top?

Interviewee: | will, no | don't believe that it does, | trulyochot believe that it does.
Especially being a black person in South Africaatpd think being a woman, being black,
being educated, being focused knowing what | wémhk that those are things that are
working up to my advantage being in South Africchatmoment because of our history. |
mean you know that previously we had more whit@lpegetting advanced, getting
recognition so yeah owing to our historical backgnd you then find that you know
transformation and black empowerment you knowastlzz word. (IV6)

For now it should be an advantage quite franklyt tham a black person, it should be an
advantage. (IV8)
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| think there is even more opportunities for uscklavomen. Opportunities are there, they
are just waiting for us to grab them. | don't thitilere is anything. Colour or race, let me
put it that way, | don’t think it is something thetn be standing in my way to go out there.
Definitely that one, no. (IV9)

4.3.3.2. Questioning of ability

Some participants indicated that the challengettiegt found in relation to their race was that
their ability in doing the job was usually challeay This includes credentials being questioned.
Some also indicated that their suggestions abotk matters were not taken seriously because of
their race. This finding also occurred when questig participants about what they can control or

can’t control and was similar to some of the gerstiereotypes found in the interviews.

Do you know that I've found that (...) and I think lbecause of my race and | really hate
playing the race card on this but | really feelstbecause of my race. I've found that a lot
of Caucasian people can walk in and sell themsedgsut showing credentials, you
know. For me as a black person no matter how rasy,| no matter how well prepared |
am for that meeting, no matter how well presemtath, no matter how eloquent | am on
that day, it doesn’t quite end there. It's almake lwe see the facade. Can you produce?
You know. (IV2)

There is sort of like a bit of a stereotype fort@mee you come to an interview, you are a
black person. In people’s minds there will probalythe question that can this person
really do the job or does this person have the ifjaations uhm or is this person only as
good as the interview (IV6)

One participant indicated that being black leadseimg controlled in management, black people
are put into those positions so that the companymeet BEE requirement to please clients and

investors. This is an indication of their decreadedision latitude.

For me being on top is being able to make decisamtsbeing able to implement those
decisions. And for me it means nothing if mayberégarded as an Excom like your

72



executive managers committee but still | can’t na@d@sions regarding, with concerning
my department. So for me that’s not growth it's puposition that they are giving you and
it's just a meaningless position, there is nothmgch you can do. You are just there to be
controlled and yet they say to whoever their cBeare or their investors are to say that we
have so many black people in senior managemenhatewer line of management. But it's
not management as such, cause they make decisioymufthat you are supposed to make
yourself. So there is no growth basically. (IV3)

Some participants indicated that they had a proldé&their suggestion not being taken seriously

in their workplaces. IV7 explained in great detwlv her suggestions were not considered of
significance until someone else of a different ragd same gender suggested them. 1V8 explained
how race and gender interacted in her organisgti@venting women and black people from

making an impact in their organisation through mglsuggestions.

You know when | got there, there was room, notyeabm, a very big big room full of
records because there was no records managemesrebéivas the first records manager
that they appointed and then when | saw that roomknow | was given two staff
members who didn’t know anything about what recasdmd they couldn’t be of any
assistance to me. So, | suggested that we neeat toapnsultant, a company likeame of
company],a company lik¢gname of companyfo come and clear the backlog and give the
room to us to come and to say at least these a&redhtents of the room and they put some
order because it was some sort of an archive punesorder because it was old records
put some order in this room and then my managet saiyou can’t do that, no money, he
gave all sorts of reasons and then somebody etk®’t know who suggested to him and
then he took the idea. He took the Idea to the @R@then | got an instruction to hire
their friend, a lady that had another.

I nterviewer: [overlapping]what was the difference between you and that sodyetise?

Interviewee: It was a white lady. | didn’t want to say, you knbjwst said somebody else
or you know. And ah because the lady who was doiggt the position is also white, not
really the position, the contract. It was a contra€ more than R900 000. She got that
contract. You know when | I¢ftame of company$he was still busy with that particular
contract so yeah, | think that is an example of kwow being black, not being able to
make decisions or or you know to make suggestiar($\)

I nterviewee: Race and gender. If | were to advance here, itterand gender.
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Interviewer: Like how? What have you seen because | was sitilgo ask you on gender
but you can also elaborate on that. What are yairggor what are you experiencing?

I nterviewee: Not that I'm experiencing but I'm seeing. In teraisihm the line my career
where | am you know we’ve had (...) CFOs. | would gasth we’ve had one female who
was a CFO, an Indian, but she could not break ij {n.those offices up there because
everywhere (...) she went(...) it would be a big rghtriit would be a big no until she
jumped.

I nterviewer: Jumped where?
I nterviewee: Until she jumped ship. She |gfiame of organisation].

[Interviewee asks interviewer what was the intemags interpretation and the interviewer
explains to the interviewee what she thought]

I nterviewee: Okay. Before that one there was one Coloured CFOEvgn him, he had
problems and problems that led him. This is anothigrg, you know you will have
problems that will lead you into doing other wraihgngs. Shame, this guy in particular he
landed up doing wrong things. He was the CFO buathse everything was just blocked
for him, he ended up doing wrong things and hetbddave[name of organisatiorgnd
after him came this woman who also [eime of organisationpnd there was that uh
void where there was nobody until we had an auditfaame of organisationhad this
company anginame of organisationhad hunted this person who is white and funny
enough whatever that he is saying, it’s like hedlsoing that white lady no not white lady,
that black lady who left, yeah, whatever he iss@yie is echoing that black lady but
because it's him, he’s an man and he’s white, wieesays it, the doors open up (IV8)

4.3.3.3. Miscellaneous

There were other different responses to the raestoun. One participant indicated that her
industry was dominated by white people in theireabtent age, and these people are reluctant to
retire thus causing a blockage in terms of advandmother participant indicated that black
people are contributing to their stereotypes bez#usy tend to feel entitled since they have
suffered in the past and because their presiddatack. This participant also indicated that the
degree of race stereotypes affecting a move wasndiemt on whether a person was moving to a
new work environment (which is tougher) or whetther person was moving upwards in their

current organisation.
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When you go to a bank or you see a white uhm wamaman, immediately you sort of
like have higher expectation because we have $dikeogrown confidence that white
people do things better. Uh | know that to someekegve are contributing towards that
thinking because uh | know sometimes we tend ter¢éed because we are black
because we have suffered, because our presidbladk and because our country is uhm
you know transforming. So we tend to feel entiied we don’t work as hard as we could
you know in actually earning our stake or our reciign (IV6).

When you’re moving into a new environment, uhrfeagt in an environment that you
have been in and you have actually worked at angagou know a name for yourself,
being recognised perhaps getting a promotions tsasdricky because they know you. But
in a new environment, the, obviously it becomesetws hard to actually sell yourself
because they actually have to believe you knowabyou are hungry enough for it and
you can do it. Uh and there are instances wherekymw people just don't give you a
chanceg(lV6).

It was further suggested by a participant thatelveas no unity between black and white people.

No sense of unity you know it’s like, there id gt blacks, there is still the whites and the

whites are there and the blacks are there you ks@wIV7)

IV7 also indicated there was a shortage of bladpfeein management.

You know, most of the black people that you se@iatesupervisors, clerks, you know, not

a lot of people are in management positions (IV7)

IV8 also implied that South African organisatioees fulfill their employment equity
requirements by giving the opportunities to Indmatause they are also considered black in terms
of affirmative action. This participant revealeatlblack Africans cannot be compared to Indians

because Indians had more opportunities than bldickah people in the past.
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With due respect not that I'm racist, but I'm findi(...) South Africa (...) especially this
big organisations, when they say black, they madrahs, they mean Indians and you
know where we come from being historically disatlvged, | cannot see myself being
compared to an Indian because they had the oppibieara long time ago and they’'ve
been coming with everything, whether you talk @@4lor even now, they have all the
opportunities and those are the South African da¢i/8)

4.3.4. Gender

434.1. Advantages of being a woman

Just like with race above, most women indicatetlllleang a woman in the current South Africa

should not affect career progression.

I nterviewer: Alright. And what about you being a woman, how does thattaybu
reaching the top, being an executive manager ogedizes that affect that kind of career?

I nterviewee: I'm not sure if I'm too ambitious but | don’t thirgo. | think the trend is
changing as time goes on and | think five yearsrdthe line, it was difficult for a woman
to be in senior management or to be a manager es. ®ut these days | think it's
changing, slowly but surely it's changing. (...) Arhn probably say it's 40/60 but |
don’t see that as a problem really. (IV3)

| think being a woman, especially now that we atkimg about undoing and rectifying the
past injustices, women especially black women akaywhite women but being a woman
is not really a hindrance to you progressing. k& tight position avails itself, then | think
you can (V7).

4.3.4.2. Gender stereotypes

However when probed further especially around aspeeences of gender stereotypes, many
participants revealed some challenges that theadfdoe to their gender. Some women indicated
that there were some assumptions about the raeshity were supposed to do like
administration, making tea and not dealing with nmidns indicates a contradiction to the

previous theme.
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My gender, no it's just that the work that | doyttednsider anyone who does my work, just
like engineers as well they think it's a job formmet something that can be done by a
woman. They think we should be sitting behind & dadg doing administration which is

the one thing that I hate doing (1V1)

| always feel like roles that needed more handsatealing with other men that are not
necessarily in the company were always given tikéomale counterparts in the company
and more often than not they were the ones thatdraeate more exposure. And it's not
because they were trying to create more exposuriémselves. They just thought me as
being incapable of dealing with men or soccer ptaysn that level, do you know what |
mean. (IV2)

You are still expected to be home in your (...).pt@nReople can’t get it that a woman
has the same amount of strength or even more &haginess forward you know as a
woman you are still expected to make tea in tHeeo#ind such things. We have advanced
to a level that we can operate as executives ame ifan just as women be given that
opportunity to prove ourselves it wouldn’t be alpeam and trying to build a career. (IV4)

Two participants indicated that the gender probleas exacerbated within blacks due to culture
and black men still found it difficult to acceptiales as capable of management, indicating
patriarchy.
More especially in our black culture the men thessl that women must be the neck they
are the head and even when you come to work hetfotigat now we are colleagues or

now that maybe he is just your supervisor or man#gen he must give you the chance
but they still want to treat you like the womarhame. (1V5)

| think if that senior person happens to be a blpekson it makes it even more that
difficult cause you know that they buy into the sd&mnd of mind set as you and then if it's
a men, oh gosh! sorry, goodbye to you cause chareegery slim that he will think that
you are capable as him. (IV1)

4.3.4.3. Miscellaneous

IV5 had some additional responses with regard tolge She asserted that men fear their power

being taken by females if they were let into togipon, the men fear being disenfranchised.
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And when we are supposed to be promoted as a wtmmake that upper level they still
feel that we are not good enough or they usuayvsa don’t have a back bone and we
are not decisive. You see but because they feay fdel threatened that we want to take
them out, we want to take their position. (1V5)

IV5 also included sexual harassment as anothee ibs females have to deal when trying to

advance their careers.

I nterviewer: Okay because | was about to ask how about yawgkeewoman. How does
that affect your career advancement?

I nterviewee: It does because other people they always wariki® ¢chances like for
instance you find that | will say you are a blaekile manager, you've got a subordinate
who is a male some of them they go into strengsiexaial harassment even if they are
above you, you understand, you have to give themethong so that you will see yourself
advancing. That's another challenge that we arethwith as black women. You
understand that people they always want to takadvantage of you by wanting that for
you to get this to succeed then they have to msgsgally harass you or abuse you or
what. Those are the things we are faced with asemqiv5)

4.3.5. Age

Age is a theme that emerged from the data and wiggant of the interview schedule.
Particularly, managing older people seemed to fp@blem for four of the participants who were
aged 27, 29, 33 and 34. The problem seems to béhthalder subordinates do not appreciate
being told what to do by a younger person. Inclulde is also experience which is related to

age.

... some of them don’t understand why they havepmrréo a woman whereas I’'m a man
and | have been doing this job for ten years askd has just come out of varsity and has
three years how can she actually be telling me wihab and how to do things. (IV1)
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I happen to have people that work under me, thatacades older than me and to buy
into (...) not only decades older than me, that mékes white middle management male
and female and to buy into what I'm saying is adbia challenge. (IV3).

... even the age of the people you are dealing witialise sometimes you will find that
people have been in that space for years and taydt you and think what can you tell
me so you are sort of like prejudged before youallt say anything. It's not a case of
being uhm you know starting on the same footingchfg you sort of like have to work
twice as hard you know to make yourself to be dedre heard to be actually recognised.
Uhm so yeah it is a bit of a challenge. (IV6)

But imagine an office that has been doing things particular way for 20 or 30 or
whatever number of years and you coming to chaegelp who are used to filing in a
certain way and having to retrain them and | meanane talking about people who are
older than 50 in some instances, training themodsaw records are supposed to be
properly managed. (IV7)

The age factor also emerged in other instance diudinound managing older people. IV 4
emphasized the saturation of white males in tietirament age, who did not want to retire in her
industry. IV8 who is 53 explained that younger deagause her to realise that there is still much
to be achieved and that she wants to still worlohdyretirement age. She also indicated that she
was in a ‘comfort zone’ because of the many yelaes®d worked in her organisation. Age as a

factor therefore overlaps on the other charactesisif the 4 S’'s.

4.4, SUPPORT

Participants reported on several sources of supgaah will be dealt with as different themes.
To gather information about ‘support” there wasttier probing around networking, mentorship

and role models. The following themes emerged atdsupport”.
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4.4.1. Support from Family

44.1.1. Marriage

It was interesting to note that all four of thetpapants who were married indicated that their
husbands were supportive about their careers aad df the married individuals expressed that
their husbands were either in the same industtliexs, or were also in management positions and

were thus able to provide advice about work reléedes.

My husband supports me very much. He is very stigpoHe is actually an engineer
which is actually funny because he actually pushewery hard to be in the industry. He
tells you don't let them get to me because thalttatihey want. (1V1)

My fortunately my husband is also a manager ang tleediscipline. He knows what my
manager call the red book. He doesn’t think twibeuw# that. He takes people for hearings
and all sorts of things. So usually | talk to hitem | get home and explain to him you
know | have a problem with this this and that aetihell me arg man leave that or do
this or be careful or whatever, note. So he is &igportive. (IV7)

One of the married participants indicated thatthesband helped with her career as well as family

responsibilities.

Uhm my family you know, my husband I think he igaly a good support structure
because even with the kids he helps out. | measnthe one who drops off our boy at
school and when | can’'t you know pick him up ahmafternoon even though he is also at
executive level but you know he plays that rolefamaill pick up the kids. | mean | stay

in Pretoria by the way, | work in Johannesburg t®actually a challenge because | have
to travel. He works in Pretoria so it's easier fom to actually be there at school quicker
that | can sometimes. Uhm so yeah you know he atesgivne, he challenges me he pushes
me. Uhm he is probably a person, he sets high atalsdor himself so obviously even the
people around him he will set equally high standaia you uhm.
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It was also interesting to note a response fromafitiee divorced participants who indicated that
generally husbands are not supportive of womerrseca because the man tends to feel dssf

power or manhood is going doivas the wife takes her career further.

You know when a man, you earn more than him hentddesl secured, he will feel like his
power is slipping through his hands and the contipetiwvill always be there. And then for
instance when you climb the ladder you will be etgukto travel a lot and everything.
Sometimes a person will be asking you many timewlwydo you have to go to that
conference and not coming back. Why don’t you gretand drive back and sleep at
home. It’s like there is lack of trust, it's becausf the more you climb the ladder then the
other person will feel like his power or manhoodang down. (IV5)

44.1.2. Other family members

There were other responses about other family mesnbe/o participants indicated that their

fathers were supportive by showing an intereshéirtcareers.

My dad as well, | always thought | would be onlgaaeer woman | never thought | would
be a wife and mother so my dad saw that in me befoihe has always supported my
career moves and everything so he has always Ibeea tor the support. For him | think

it is more of a pride thing just having your daugihthere working very hard for
themselves. | think it's very important for any gairfor their daughters to actually make a
mark in the world by themselves without the helihnefhusband and even in the
communities that we come from (IV1)

But before thefimarriage]lmy dad was very interested in my career (1V2)

Three participants indicated that their parentsveesource of affective support (intangible form
of support) because they either believed or pralitiem with motivation which in turn led to

their increased confidence.
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My family you know like my parents, very supportilien and | think that yeah they have
played a role, possibly even in me being the petisanl am. The ambition, the drive uh
you know believing in me actually | guess I've fibtimat when people believe that you can
do something you actually start to believe that gan do it. And when you start to believe
that you can do it and when you believe that youdmsomething you actually can do it.
Because a lot of yeah that is where you win, yawkyour battle in the mind when you
believe that you can do it. If you don’t believel yan do it, chances are you will not. So
I've found myself actually reaching higher becayse know of the structure around me,
the pressure, the you know. Actually when peoglevaein you they put you under
pressure because you want to show them that yoalfctan.(1V6)

You need morale support from home first for yobe@onfident enough when you start a
new job when you get promoted into a new positaarse know you’ll get people in the
company who are going to try their level best tmépryou down but then if you have
enough support from home, there’s nothing you cdo.t(1V3)

Support | get it, from my family. Okay wheneveo kg them and tell them that | have a
problem, this one two three, or my studies, dowe gip, look forward and when you fall
stand up again. That really gives you that (...) yédmow no matter what, my family will
stand with me. Those are the only people that youexpect something from.(IV9)

One participant however disclosed that her famégwot supportive, even though she came from

a big family of educated and well-off people.

Everybody is minding his or her own business andylenough, I'm from a, my maternal
family is, I'm from a very big family and shoo! Wedlucated and what have you but we
mind our business. Mmm. We mind our business. Ts@a@thing like 000 wee! So you are
doing this, come come and work with me and shamedate holding high positions,

others in the government but we are just mindingasun business. (IV9).

4.4.2. Intra-organisational support

This refers to support directly from the organisati

82



4.4.2.1. Boss

Most participants (five) indicated that their bassesre supportive of them. The types of support
ranged from bosses who encouraged participants toate, those that offer guidance, those that
offer mentorship and coaching, those that taughtigyaants, those that ‘broke barriers’ and those
that offered financial support. One participant \wagticular that the support came mostly from

female senior managers.

I've got the greatest boss hefeame of bosshe is actually very very wonderful he is
willing to back me up to do actually more than whain doing right now (IV1)

We do get supporhostly from other female leaders, female err semanagers. That's
where mostly we get support because you find thahever you need to bounce back your
ideas you will have your confidant that you wilyyghis one | look up to and is my role
model and then you will be able to interact withttherson and get guidance. (IV5)

Our MD she tells you that she wants to see womestlyrblack women up there and she
makes sure that she is mentoring and coaching ashw@ve that. (1V5)

Uhm | have uhm yes an amazing bjdssghter]yeah, an amazing boss. Uhm you know he,
you know the type of person you know who teachestyéf and will allow you to run with
things and will give you enough rope you know tmialty run with things and you

actually find yourself growing you know a bit mdawecause you've got you know a good
support structure. (IV6)

Obviously even like my managers, they do suppoedsweell, they do give support and
understand when you come to them with a probleml’thaexperiencing this, financial
problems, | don’t have fees for this year. (IV9)
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However three participants indicated that they tnasupportive bosses. The problems regarding
the bosses varied. IV2 indicated that her bossididollow through on agreed dates for meetings
and needed leadership skills, IV3 indicated thatdeeisions were overridden by her bosses
without her knowledge and V7 explained in greaaddow her boss had used against her an
issue she had with one of her (participant) sulbarteis to make it seem as if she (participant) had

bad managing skills.

| don’t want to be too critical of this place butgel like the boss should be more involved
you know. | shouldn’t have to chase after himfad time. If | set status is on Tuesday,
every Tuesday he should be able to attend andytthe#ags or maybe it comes with the
managerial position but generally | think that aogleader is not necessarily a good
manager and what we need more of is leaders atttkatvorkplace your boss should be
the one providing you (1V2)

Interviewer: In terms of, what are you facing when you are mytim advance your career?

I nterviewee: Okay. Mainly I think | can say (...) you don’t gebagh support from high
senior management.

Interviewer: [overlapping]Okay

I nterviewee: causesometimes you’ll make a decision as a manafercertain
department a-a-n-n-nd before you know it, they wderyour decision and you know
nothing about it and they don’t even bother to iinfyou. So | think those are the main
challenges cause now you never know whether yaialactnade the right decision or the
decision was wrong because it was never impleme8dthink that’s the the main
challenge. (IV3)

4.42.2. The rest of the organisation

The rest of the organisation was also referreditermexploring ‘support”. Three participants
indicated that their organisation offered finansiapport specifically for their education that
allows them to take their careers further. Oneigpant indicated that her organisation which is

a bank was similarly supportive by offering a Idanher studies.
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Yes, the company has a bursary scheme that everybatiowed to take advantage of so
that way | think the company is not discriminatingsay that this is meant for whoever. So
if you have a plan to advance, you will advanceé4{l

One participant indicated that her biggest soufcipport in her organisation were her

subordinates.

It's more about your junior staff members, peopigt tyou're looking after cause they’ve
been in that department. They know most of the himmethings work. They might not
know the processes to be followed, which | candimcdoy myself as to what is it that’s to
be done in that departmer(ty3)

Support is very important more especially from pegou are supervising cause cause
those are people who will make you realise if ymudoing something right or something
wrong and most of the time we tend to ignore tlopleethat we are working with. We tend
to concentrate more on our executive managemenifaod can’'t do anything right from
where you are with the people you are working wdbn’t think you'll be able to to You
can’t climb any more stairs cause before you getanotion whoever is promoting you
must see that you are doing a very good job wighpibople that you are working with.
(IvV3)

However one participant did indicate that she ditiget much support from her organisation,

particularly her department, because she did ost them to keep her secrets.

The thing is here, | don’t know who to trust yoownSometimes you tell people your
deepest secrets and you hear people talking abo7).

4.4.3. Extra organisational support

This refers to those support sources that areinettty part of the organisation.
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4.4.3.1. Mentorships

Four participants indicated that they had ment&isthe mentors were female. Two participants
indicated that their mentors were black women,uditlg an Indian mentor. 1V9 explained further

that she cannot have a white person as a mentbewsve different lifestyles.

Our MD she tells you that she wants to see womestlyrblack women up there and she
makes sure that she is mentoring and coaching asha@ve that. (IV5)

You should have, | believe in that you should lsaxeentor, someone you can look up to.
It's good that way. That when you wake up and éiddices and ...

I nterviewer: Do you have a mentor?
Interviewee: ... Yeah I'd say | do have. Couple, there’s coupliem.

I nterviewer: What kind of people are they? Are they femaletlaeg white, are they black
are they...

I nterviewee: females, black. | can never have a white mentor.
I nterviewer: Why?

Interviewee: (...) Our lifestyles are different. We're living diéet lifestyles. So whoever
is going to be my mentor should be on the samé& M#hetes, they always have this, we’re
never going to be on the same level, no matterheod we can try. Their lifestyle, level
regarding their lifestyle, concerning our lifestytee way we live, is totally gonna be
different, all the time. So | want someone whiah filain every way, each department of
my life. So | choose my, not to say I'm discrimmg@br something but | prefer someone
from my nation, an African person. (IV9)

However one of the participants who had mentorgeléal that there is not enough black

females to look up in her organisation.

No there is not enough black females to look upete. (1V8)
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4.4.3.2. Networking

Seven patrticipants (IV1, IV4, IV5, IV6, IV7, IVBVB) referred to networking during the

interview. Networking came out as a factor thapkdlthe women to progress.

If you work hard in anything and socialise with tight people, make uhm what is this
word that | am looking for. You make networks andeoyou start networking people hear
about you and they're actually interested to adualork with you. When you network it's
very important what comes out of your mouth moaa tnything. They might not know
what you actually capable of in the office whetyau deliver but people actually give you
a chance because of what because of how you acqraiéent yourself and how you
actually sell yourself. (IV1)

...you know the right networks in establishing yolfitsecause obviously when you talking
business it’s all about networking for you to béeato establish yourself and grow as
quickly as possible (IV6)

There also seemed to be different types of netwdikis included forums, conferences, women

organisations, industry associations and gala svent

Yes there is support such that from time to timeget invitations to attend certain forums
of women or of uh people who are already therd@ihdustry in the ranks. So getting
such an invitation is an honour that okay I'm rensgd as somebody who can attend this
and appreciate what is being said and you know coaok and apply that that you have
learnt from there in your job spacgexplains support from organisatioajd we have an
association callefname of associatiorgnd we are membejsame of associationje
attend[name of associationje network we interact with other people in thepgendy
industry. | think that is support enough if you malke right connections. (1V4)

However there were some issues that were expléaymasdme of the women regarding
networking. Race and gender seemed to be aspettathored into networking. Participants
indicated that it was easier to network with pedpben the same race and gender. 1V9 indicated

that she did not have an opportunity or accesgtwarking with white people.
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Uhm you might find that the people that you neeaetovork with for you to get
somewhere are predominantly white uhm male so abljidf you come as a white person
networking with another white person becomes thathneasier if you are a male and you
are networking with other males it becomes so naader. But now coming as a female
and black now you have to beat the racial barriadgrobably even the gender barrier it
probably becomes twice uhm as harder as it woul(i\t@)

| mean there are all these organisations that ageg established now. You know like
women organisations, black women organisationsahdf that. In that setup it's much
easier to network because obviously that is sébugou (1V6)

I nterviewer: How are you finding the whole networking thing? lsasy to make networks
or?

Interviewee: A black on black is easy, is easy because we uadersurselves the way we
do things. You know uhhh black networking is dgifiefrom white networking. You know
with Whites it's we meet here and now, beyondythiscan’t be phoning this person at
about nine at night as say ooh! I've got a probleith this assignment. No, you you wait
until tomorrow morning and see if he or she carmphalu. | think the other thing is the
pride we have as black now is we can’t be askingtoach from them, you know.

Interviewer: Okay, and what about women, is it easier to hagekolwvomen as part of
your network or?

I nterviewee: Well it depends. You know in terms of (...) exadtigtwou are doing, say
you are studying, it's easier to do it with mallgdk males. Whereas it's easy to do, what
is easy to do with women is to say Hey, you knoat,WH make that person your study
mate though you are not studying the same thingshiss person will be constantly
reminding you, are you going? Are you doing thiaf®s far how it goes. (IV8)

Interestingly to note was 1V7 who indicated that sietworked in associations around her industry
and was a founding member for one of them. Sheiatboated that these networks were not

particularly helpful for career advancement becdbhsanembers were people on the same level.

| don’t know how well they can assist but in fh@me of associationjnost of us are
records managers so it's not like you'd want anotleeords manager to hire you. It's not
their bosses. (IV7)
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IV7 however indicated that a particular social natking website was more helpful because it had
members from different industries and were on diffie work levels. She also indicated that race

and gender do not affect here infiltration intcstparticular network.

| don’t think it makes it harder. | have friendsavare in those likgname of social
networking websitein particular. (IV7)

Another issue that came out in relation to netwaglkand was highlighted by two participants,
was that it was a challenge to find time to pgpade in these networks because of family
commitments. For instance IV6 explained that duthrgweek she does not spend enough time
playing the role of mother and it's challengingctammit herself to weekend activities like golf
and that going to pubs at night was also not aiopShe also indicated that even the conference

and dinner galas are a problem because they takeativay from her.

It becomes a challenge for me as a black womase, anfl mother because | mean
obviously | spend a lot of time at work. Over theeleend all | want to do is to be at home
to actually relax and once I'm relaxed | want todtehome to spend a bit of time with my
kid,s spend time with my husband. Uhm you knowrta$ like play that role which from
Monday to Friday | hardly find time to. Uhm goirgthe pubs at night is even something
that is unthinkable, you knovieven when you go to conferences sometimes it th&es
you go to conferences so that you can get infoonand also the intention behind it is to
establish those networks. And there will be, yoankrike your networking functions, or a
dinner gala or whatever the case is. You actuatigl that it's probably an opportunity for
you to actually have time to yourself to relax sa yon’t even get to go to that networking
function or that gala dinner because you know youkihard when you are in the office
and when you get home take care of the family smwhbu go to a conference or
wherever you want time to actually be by yoursetf actually relax. So it is challenging
to actually to attend even those functions (IV6)

IV5 also referred to how conferences amongst otloek activities also takes away time she
could spend with her children. She also indicaked husbands do not appreciate it when women

have to go travel to go to conferences.
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Like for instance let's say you are in the officgilueight when are you going to look at the
homeworks for your children, you go to conferermmoagbe for a week, you travel abroad.
That time when you are at home you have got dessgltimat you have to meet you can’t
take your children. We tend to forget, you can gineam money but they need you as a
mother so you don’t have time for thAt%)

... and then for instance when you climb the ladderwill be expected to travel a lot and
everything. Sometimes a person will be asking yayrtimes but why do you have to go
to that conference and not coming bad¥5(

It was also interesting to note the other factat #eemed to affect networking which were
specifically highlighted by IV6. She explainedttioace a person gets to higher level or has a

good background, it become easier to network tdgss of that person’s gender or race.

There are people who will sort of be in the forefrm terms of their background whether
gender or race and obviously it becomes that masiee for them to actually penetrate.
Uhm and when you talking networks you also find there are people who get, once you
get to a certain uhm level it becomes even thabhmuare easier then to network whether
you are a woman or black because say you are theoMfu have been the president and
after that it is sort of like downhill from theretause people know that you have been at
this level. So it's not just about the colour onder it's also about what you have
achieved and who you are basically socially. Sdiedoes tend to be a bit challenging to
establish the right network$v6)

The opportunities for networking also seemed tafiiected by socio-economic status. This was
revealed as IV6 explained how she came from a ewesl where there is no golf course and yet

golf is a sport for the upper class and a lot bessrdeals are clenched on the golf course.

Exactly uh a lot of deals are clenched on the golfrse and you actually tend to find more
people actually playing golf. We have not be introetl to golf | mean from, in our
upbringing and | grew up eEastern Cape, eMtatad¢hemo golf course and actually
golfing you consider it as a sport of you knowubpeer class people and it is not really
something that you would take an interest in. Banhtyou find that for you to be able to
penetrate the right networks again you need to ph@ygame that includes you to even
taking lessons to play golf and actually being loe ¢ourse so that you are able to interact
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with the right people you know on a social leved #imen from a social level you can take
it up to sort of like a professional levélV6)

4.4.4. Miscellaneous

44.4.1. Religious support

Support from religious sources, is another aspestipport that came up. Three participants (IV2,

IV6 & IV7) revealed that they found support fromedigious point of view.

I nterviewee: | believe that for me to make it | need to hawtrang spiritual base so when
I’'m looking at my support structures | will firstast with that spiritual relationship.
I nterviewer: does that mean church?

Interviewee: Yeah church you know prayer time, and to sortkaf to draw strength from
having a relationship with God. Uhm | find actuallyth me that it actually helps you
know because it gives me you know sort of likenaesef uhm well being and when you
have a sense of wellbeing you are able to perfobit better. You know | find myself
being able to spread myself a bit more than | waulthout you know that foundation.
(IvV6)

IV7 also pointed to gaining support from a colleagu another department after realising that she

was also a Christian.

Under ‘strategies” factor, IV1 indicated that farho function optimally some of the things she

has to do are as follows

I've got to do my church, I've got to do my celbgp, I've got to do my bible reading,

(IV1)
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4.44.2. Domestic Help

Only two participants (IV2 & IV7) revealed that thead domestic help, which they refer to as
‘helpers’. However only one of them referred to helper as a source of support during the

interview.

My helper also helps. Like what's gonna happen nalen | get home, she has started
with my daughter, they’ll be doing the the homekvdYhen | get home, | just check the
home-work. If there is anything that they haveoie properly, I'll just correct instead of
starting because imagine in grade 1, you havettavsen somebody goes five up to
hundred, five ten up to hundredv{)

4.4.4.3. Support is an important resource

All the participants indicated that support wasraportant resource to have but they mentioned
the importance of support in different respectgeéhparticipants indicated that support was

important for those ‘tough days.’

| think it's always good to have support but youshremember that when you are a
woman other women will always try to snide youtbay forget that they make you
stronger and make you want the job more than angtkiou know in the world. You
always find that there are those people that trputl you down and there are those that
try to pull you up so should you fall down it isilyeesponsibility to actually get up dust
yourself and try to climb the ladder again. It'stbnly way. (IV1)

It is important. It is because if you don’t haveppart you cannot live in silos. You have to
have support. Whether be it from the communitytan your friends or your family, your
husband whoever, you really need support as a peBecause there are times that it's
tough in the office you need to when you go home timust be somebody who will listen.
Who won't be feeling like you deserve it but vislidn to you and give you advice and you
need to have support from friends because it'ssasy. (1V5)

It's something deep. It's not something for yolethagght because for you to go there
[parents]and offload and get a response that things wilbkay, for the fact that you come
out there feeling relieved, it's really somethirigpag that you can depend on (1V9)
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IV3 indicated that support especially from suboad@s was crucial to her because the subordinate
are the ones that will make her realise if sheviaglanything wrong or right. She also revealed
that her managers must see that she is able tovitbadubordinates well before she may be
promoted. 1V4 said that support was especially irtgyd to act as a reminder of her goals, V7
referred to the importance of her helper with egsiar family responsibilities and IV8 also

mentioned that support in handling financial mattgould be really helpful.

It is extremely important because | want to belithat uhm (...) if | had all the support, in
every respect, emotionally, physically, and otheewif | had all the support I'd be far. I'd
be far. You knoclears throat]l want to believe that if you study, you shouldh@t
worrying about shoo! (...) who’s going to be payiagthis, who is going to. That’s the
support that you need. | could be working, workamgl studying but if there is somebody
who is going to take from my salary and say a ba @, it's fine. So those are the in terms
of support that you need. (IV8)

4.5. STRATEGIES

To explore the ways participants cope with takimgtcareer further, participants were asked
about the plans or direct actions or behaviour ey will change in order to go forward. Some

of the responses have been covered in previou®sgciue to an overlap in the data.

4.5.1. Education

Education was the most prominent theme in thisrcegath five participants (IV3, IV5, IV7, IV8

& IV9) indicating that formal education was one wagt they planned of advancing their careers.

93



Interviewer: Okay. Just one more question. Do you have anyfapptans in order to
help you climb the corporate ladder or reach thbggh positions?

I nterviewee: Study, study, study

Interviewer: Study, study, study. So it's not exactly likeatimnge of plans to choose
from?

I nterviewee: No not really. Or else it depends on where you waugio. But from my side,
it's more of me studying. Cause now if you are waylou are getting that experience,
you getting that skill but now you need educatidradkup for you to be able to make
sound decisionglV4)

I've already started. For now I'm studying throufgtame of universityhs well doing the
Property Management Programme, Diploma err becduseve studied in the public
service category the one for B Admin in that ane Worked for government and then |
felt here it's a property company | didn’t have sleaqualifications and for me to know
that, | have to do the Property Management and thsditl have to do Project
Management. So | feel if | can to get those twéndias, nothing is going to stop me
because | know that | am a hard worke¥/g)

4.5.2. Networking

There was also evidence to suggest that the paatits regarded networking as a strategy that

they could use to advance their careers. See nidtwgannder ‘support’ for quotes.

4.5.3. Time management

Networking was then followed by time managemenhwito participants (IV7 & IV9). One of
them indicated that she needs to rearrange hes tme the other indicated that she needs to keep

to her schedule.

| think it all has to do with rearranging my timbat 24 hours is just not enough. | don’t
know where I'm going to find the other hours baekd more than 24 hours. (IV7)
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45.4. Miscellaneous

There were other various responses in relatiorilisad strategies that included working hard,
religion, shopping, making a difference in familgarning the industry, assisting in work
challenges enjoying the work one is doing, inforiearning like shadowing, taking interest in
executives, writing down in a diary, cutting dowmmovies, alerting family and friends that one
is not going to available, being proactive likeokking on doors or talking a lot about what one

wants and moving quickly.

My strategy generally is it's not selfish per say th start with realising that I'm the most
important person. | perform at my absolute bestwifra healthy, when I'm eating when |
eat well when | rest well. That is very tiny bugéts so much out of the way. And I, there
are things that I'm very particular about that I¥v&to get a lot of or some of for me to
function. Uhm, I've got to do my church, I've gotdio my cell group, I've got to do my
bible reading, I've got to do my uhm like shoppibg,happy with my wardrobe and I've
got to do my cooking and feel like | make a diffieesin my family life. That is on a
personal level. On a on a career kind of levelelalso got strategies. I've drawn goals. |
know what this company for instance needs. They{ dean know whether they are
achievable. I've drawn goals that should meet theieds within three years like | said and
| plan on following that. If in three years, I'vel@eved only 90% then that's a success.
Anything less than 80% of that in a failure and Bm actually ready to resign as a result.
(IvV2)

4.6. Conclusion

This chapter presented the results of the studg.fildmework used to present the results is that of
Schlossberg et al. (1995) 4 S’s. A summary of #sellts is shown in Figure 7. This figure
indicates under the 4S, there are factors whichachersise the 4S’. Further, themes have
emerged under these factors. For example, undeat®in’, trigger is a characteristic of every
situation. Therefore the themes from this study éimaerged under trigger are intrinsic factors,

South Africa and work context. Miscellaneous ther@sthose that do not fit neatly into the
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framework and those that were not expected anddhepart of the bottom-up process of

thematic content analysis. The next chapter wiéirppret the findings in this chapter.

Situation

Self

Trigger
e Intrinsic Factors
* South Africa
Work Context
* Miscellaneous
Timing
* Roles
Control
* Finances
» Tough Situation, but | can stay
in control
Role Change
* No Role Change
* Role Gain, Student
 Role Loss
Previous Experience
* Lack of Support
e Politics
Concurrent Stress
* Gender Stereotypes
* Finances
Assessment
* Mixed Feelinas

Strengths
e Good Communication Skills
* Determination

Weaknesses
* Emotions

Race
* Advantages of being black
* Questioning of ability
* Miscellaneous

Gender
* Advantages of being a woman
* Gender Stereotypes
* Miscellaneous

Age

Support

Support from Family

* Marriage

e Other family members
Intra-organisational support

* Boss

e The rest of the organisation
Extra-organisational support

* Mentorship

* Networking
Miscellaneous

* Religious Support

 Maid
The importance of suppor

Strategies

* Education

* Networking

* Time management
* Miscellaneous

Figure 7.

Summary of results. Please note that the themds ad.
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CHAPTER 5: DISCUSSION

5.1. Introduction

In this section, the focus is on presenting thewdision of the findings in the previous chapter.

The purpose of this chapter is to move from thedeasve, manifest level of presenting data in

the results section, to a more interpretative lexsereby the significance of the results and their
broader meanings will be related to theory. Theltesvill be discussed in relation to the research
guestions and will be interpreted with referencehwavailable literature. Quotes from the data

are also used to illustrate the issues discusdezlrdsearch questions are stated again to frame the

discussion.

The first research question was ‘what are the cdraeiers (should they be found to be present)
that black women in middle management are facirtheir career advancement?’ The following

sections are a discussion around the career mathat were found in the study.

5.2. Dual Challenge: Race and Gender

One of the key findings across the group was thgender and race discrimination and this result
confirms previous findings in literature (Booys&899; Cook et al. 2005; Giscombe & Mattis,
2002; Hite, 2006; Mathur-Helm, 2005). These findimgme up in ‘situation’ and ‘self’. In

general, discrimination refers to a distinctionglesion or preference but “to discriminate against
is to make an adverse distinction” (Krieger, 1999297) based on gender, age, race, national or

ethnic origin. Discrimination “has the effect orrpase of impairing or nullifying the recognition,
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enjoyment, or exercise ... of human rights and furelatad freedoms in the political, economic,
social, cultural, civil or any other field” (Cook994, p. 20). Most of the women felt that they
‘have to prove themselves twice’ (IV5) to advanteheir careers. This means having to ‘beat the
racial barrier and ...the gender barrier’ (IV6). Qthesearchers have indicated that black women
are doubly discriminated because of their racethen gender (Booysen, 1999; Giscombe &
Mattis, 2002; Mathur-Helm, 2005). Hite (2006) andok et al. (2005) emphasis that it is the
concurrent interaction of gender and race discratmom that operates on women that should be
examined, instead of looking at gender or racers¢gg. It was apparent from the women
interviewed that both gender and race discrimimatvere operating concurrently to create

challenges in their career advancement.

Race and gender. If | were to advance here, itterand gender. (IV8)

So due to the challenges that you face you hapeotee yourself twice than men can do.
Even when you are in boardroom meetings immediategn you open your mouth as a
woman they are looking at a fault they are lookimgsomething that will go wrong you
understand because there is still that stigma thamen cannot, black women at mostly
cannot do it. (IV5)

From the gender side it came across that there s@ne gender stereotypes that women have to
deal with in their careers. Some women indicated tinere were some assumptions about the
roles that they were had to fulfill in the workpéalike administration, making tea and not dealing
with men. Participants believed that men held taregption that the women are supposed to be at
home, even when they are at work they are tred&edvomen at home. It seems societal gender
stereotypes play a major role in influencing théwdes of people in the workplace towards

women middle managers. It was also indicated byespanticipants that this gender
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discrimination was worse within the black cultureldlack men found in difficult to accept

women as capable of management.

More especially in our black culture the men thesl that women must be the neck they
are the head and even when you come to work hettotigat now we are colleagues or
now that maybe he is just your supervisor or man#gen he must give you the chance
but they still want to treat you like the womarhame. (IV5)

This is related to April and Dreyer’s (2007) andoBsen’s (1999) assertion that patriarchy seems
to be stronger in the black culture than in whitfure because black African culture is
traditionally patriarchal. Another reason for thuld be the history of South African women at
work. Historically towards the end of Apartheid,iagicated by Bernstein (1985), women and
African women were occupying mostly clerical pamis. Perhaps men are still tied to this vision
and the breaking of these gender stereotypes olgaletheir worldview; women in management
and especially black women, provide for such chglss. Those in the property industry also
indicated that their male environment exacerbdtedptoblem because they are not viewed as
capable. They had to constantly prove themselves@able. This was also not surprising as
Burlew and Johnson (1992) found that African-Amanievomen in non-traditional careers
indicated racial and gender discrimination, colleagyquestioning their competency and limited
access to political influence or power as barriertheir career success and according to Oakley
(2000) women in male-dominated and male led orgainiss struggle with making contributions
to their organisations. Men in South African orgations also seem to be resistant in accepting
women “as professional equals” (Mathur-Helm, 2Q2256). This makes gender discrimination a
factor that contributes negatively to the advanagroéwomen in middle management in their

career progression.
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Another interesting finding was with regards to wisaconsidered as a good manager or
managerial stereotypes. It was interesting that wiothe women indicated that their emotions
were their weakest points. Women are stereotygigalbwn for being emotional (Betz and
Fitzgerald, 1987) and the fact that the women im $kudy indicated this as a weakness suggests a
lack of approval of emotions by the corporate wolideems these women have circumscribed to
this disapproval. As Heilman (1997) indicated, whiten are described as decisive, independent,
rational, objective and self-confident, women agsatibed as indecisive, dependent, emotional,
non-objective and insecure. The ideal of what issatered a good leader or manager revolve

around masculine stereotypes that do not consis¢iofy emotional (Powell, 1993)

... and when we are suppose to be promoted as a wiontake that upper level they still
feel that we are not good enough or they usuafyvea don’t have a back bone and we
are not decisivglV5).

The participants also indicated some of those atgpecal female characteristics like being able to
listen, being open, treating others with respedtlaging friendly as their strengths. There was also
an indication of what Oakley (2000) referred tooailole bind, where a person is in an
unfavourable position no matter what she doesiriatance V7 indicated that being friendly was
her strength but this friendliness also acted wsakness because ‘sometimes people don’t know
where to draw the line’. IV6 also indicated thatareeds to be assertive but without being
aggressive. This also demonstrates the confliekpgectations of women in the workplace that
Gyllensten and Palmer (2005) referred to. It sedrasthese women still take up feminine traits,
but they are conflicted by not being taken seripugien portraying these traits. Yet when they
take up the masculine traits, they need to be ght@hot over do it because they might be

perceived less favourably.
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As was indicated in the results, what became apparnih regards to race was that participants
indicated that their competency and credentialewsually challenged due to their race and this
acted as a career barrier. This included their weldted suggestions not being taken into
consideration for business and in other cases ithesais taken and used by others without any
credit being attributed to them. According to Lbbg2002), such acts are a form of aversive
racism. In South Africa, it seems that blatantgacmay have been replaced by this subtle form of
racism. This is despite the country’s efforts tadécate all forms of discrimination by

implementing affirmative legislation.

Interestingly and in contrast to the above baryiersst of the participants also indicated thatrthei
race and gender, being a black woman, in presgn$dath Africa was working towards their
advantage. This was in reference to employmentyguod affirmative action legislation. This

was explored under ‘self’.

| think being a woman, especially now that we atking about undoing and rectifying the
past injustices, women especially black women akaywhite women but being a woman
is not really a hindrance to you progressing. K tiight position avails its self, then | think
you can (V7).

I will, no | don’t believe that it does, | trulyochot believe that it does. Especially being a
black person in South Africa today. | think beingg@aman, being black, being educated,
being focused knowing what | want | think that thase things that are working up to my
advantage being in South Africa at the moment beeafiour history. | mean you know
that previously we had more white people gettinggaded, getting recognition so yeah
owing to our historical background you then find thyou know, transformation and black
empowerment, you know, is the buzz word. (IV6)
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It seems that these women regard affirmative agiamitively despite some of the issues like
negative stereotypes discussed above. This finrtbngurs with those of Motileng et al. (2006)
where they also found that the black middle marsgetheir study regarded affirmative action
positively, even though it came with some challenges resistance of the affirmative action
candidates and negative stereotypes. Other wonuber timgger revealed that the South African
history of Apartheid motivated them to want to makenething of themselves and others
indicated that making South Africa a better place/inat also encourages their career
advancement. Therefore government polices andaigis, as well as South Africa’s apartheid
history seems to act as factors that facilitatescireer advancement of black women managers.
Affirmative action acts as an advantage duringctgle and promotion, but does not seem to
eradicate the problems of aversive racism, negatize and gender stereotypes which are
prevalent in the working environment of these woneriact, one participate did indicate that
that affirmative action leads to tokenism whiclome of the challenges identified in the literature

that is associated with affirmative action (AprillBeyer, 2007; Motileng et al., 2006)

For me being on top is being able to make decisamisbeing able to implement those
decisions. And for me it means nothing if mayberégarded as an Excom like your
executive managers committee but still | can’t n@g@sions regarding with concerning
my department. So for me that’s not growth it's puposition that they are giving you and
it's just a meaningless position, there is nothimgch you can do. You are just there to be
controlled and yet they say to whoever their cBearie or their investors are to say that we
have so many black people in senior managemenhatewer line of management. But it's
not management as such, cause they make decisroymufthat you are supposed to make
yourself. So there is no growth basically. (1V3)

This suggests that there is a lack of decisiotuldi for these women. According to Warr’'s
Vitamin model, decreased decision latitude leadedoiced well-being which in turn results in a

deteriorated quality of life (De Jonge & SchauféB98). Overall, there is an indication that there

102



are some conflicting matters that black working veonmave to deal with. On one hand their race
and gender exposes them to the experiences ofirarid sexism but on the other hand, they are

advantaged during selection processes becausérofaive action, they are now the advantaged.

5.3.  Role Conflict: manager, student, family

Another factor that presented itself as a caremtdsdor the participants was that of Role
Conflict. The majority of the women interviewed @enced distress about the having to fulfill
roles that are sometimes in conflict in their liv€ke roles that they referred to during the
interviews were those such as having to jugglectmbination of either being a manager and a
student, juggling family responsibilities (marriagéildren extended family) with work
responsibilities, and sometimes having to juggiadpa manager, student and having family

obligations concurrently.

All the interviewees indicated the importance ofiegtion as a mechanism that would allow them
to advance their careers; as a result a majoritigerh were currently studying. While the women
in the study might have gotten to middle managemathttheir current qualification, and other
factors like affirmative action, there is an imgliacknowledgement that to get further, one needs
to improve her knowledge through being educate@.rason why some of these women have
their current educational qualifications could e do the country’s past, where education was
marginalised to favour white people (Rowena, 139%) now with the new opportunities offered
by the new South Africa, some of these women alg getting the educational opportunities now

that they need to advance their careers. Somesuaiging diplomas, others bachelor degrees
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and others masters degrees. Other studies hawatedithat having an inadequate educational
background has acted as a barrier for women tigirgget to senior positions (Singh et al., 2004).
What also became apparent was that the cost ahotmiahe educational qualifications was a
challenge for some of these women. This could b#ypatributed to the economic crises in the
country at the time of this study. Financial chade is a theme that emerged under some of the

topics in the interview.

What was evident amongst those women who were istyidyas the distress caused by having to

fulfill their work responsibilities concurrently i family and educational commitments.

It's stressful, very stressful because | mean ehmdaughter who is in grade one. When |
get home she expects me to help her with her hareamd then when you are at work,
when you finish as well you have to study. Youiezd, you are coming from work you
know being, just just being a partner also is jlish. trying you know, I'm trying. | think

I'll find a balance later on(IV7)

You find yourself, you're willing to study full #ntbut ah at home the circumstance doesn’t
allow to study full time. What will you do? Yougenna be in a situation whereby you're
studying and your working. Studying and workingsidematch. You go home tired. When
you're tired you're brain is tired, can you reakjt down and study? It's hard. You can do
it. There are people who progressed doing thagyshg and working. But it’s really
difficult. (IV9)

A study by Home (1998) on adult women universitydsints with families and jobs reported that
the biggest predictor of role conflict, overloadlamontagion was intense student demands. This
was followed by family and job demands. This mighve been the case in this study as it was

indicated that the women who are studying and fawéy and job demands to meet seemed to

be the most distressed.
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Those women who indicated that they were challeiydaaving to meet both family and work
commitments concurrently, alluded this difficultythe consequence of one role suffering while
they were fulfilling the other one. These womenéay perform well at work especially if they
want to progress their careers. When they get ltbmealso have to fulfill other roles such as
being mothers, wives or doing household choresedins that the choice is between sacrificing
work or family. The majority of the women in thisidy indicated that their family was suffering
because of work commitments. This suffering inctutiss time spent with family. This finding
concurs with Ngoako’s (1999) findings that womed hgproblem of spending quality time with
their families. One participant expressed her ééarhildren generally getting into drugs because
of working mothers not spending enough time withdeen. However, there were fewer
participants who indicated that sacrificing worksaaso an option for them as they were not

willing to compromise on their family time.

It was also apparent that the work-family conflil@s not only with regards to time spent at the
office. Some participants revealed that their fgriles conflicted with their networking. This is
because most of the networking occurs out of thieeofluring those times that these women are
usually at home. The reason that is often citetiioregard in the literature is that the corporate
social networks are masculine in nature involviogvaties such as golf or pubs (Luhabe, 2002;
Mathur-Helm, 2006). Whilst some women indicated th& type of networking was a problem
for them, most of the women who engaged in netwgrkieemed to be involved in networks that
incorporated feminine values like dinner galas omen’s conferences. Even though there are

these feminine networking opportunities, some wostéhindicated that networking conflicted
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with their family roles as these dinners or confieas occur at the time that they are supposed to

be spending time with their families.

There were two participants who felt that neithietheir roles, career or family, necessarily have
to change for one to advance. One of these twaateli that because she subscribes to a
culturally traditional identity, she has to findvay of fulfilling all the roles in her life, withdu
sacrificing time for family or work. The other paipant believed that multitasking comes
naturally to women and therefore women are abhadet their requirements from their different
roles naturally. This finding illustrates to somdent the gender expectations that Naidoo and
Jano (2002) referred to. Women are expected totalteke on all these roles and it seems that
these two women have embraced their duties asrnldesate that it is all about finding time to
meet all the roles. Also, it seems that women msghitwant to live up to the traditional critercd

what constitutes a good woman (Ngcongo, 1993) teetime fact that they are also now working.

| mean number one as a woman you know that we a#titask. You will be a wife, a
mother a church leader, manager a career womantanohvolved in all the other
associations and you have to manage the situatnahyaur involvement in all that has to
be done at its highest degree. If you are a mogbarmust be a mother, at a time that your
kids need you, you must be a mother and pay aitetdimotherhood. If you are a
manager at that time you have to pay attentionliatwou are managing. So being a
woman and multitasking comes naturally, it's ngirablem. You don’t have to change
your life, what you need to do is manage your tifih&l)

It must be noted that those women who were singiehad no children did not indicate any work-

family conflict, as well as the one participant wiias approaching retirement age.
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5.4. Other barriers

There were also some other concerns that prestratselves as barriers to career advancement
that the participants referred. These are isswsmére not expected and also not presented in the
literature review. One of this is issues that af.athe majority of the younger participants
indicated that managing older people was challapgactause they perceived that the older people
either felt that they (older people) have more exemee and can therefore not be instructed by
younger people or the older people could not frdlgognise the younger managers as managers

because of the age difference.

Being a black women, who is younger uhm okay naueated than them obviously even
though they work for a universifgiggles]and them being like seeing you know when they
look at me, they see their daughters at home agal thaving to come and tell her what to
do and what not to do, | think that that is wheug problem comes from that you know
somebody who doesn’t understand what my role isndrat their role is. (IV7).

This finding is similar to Ngoako’s (1999) findinlgat the female managers in her study were
having trouble with the way that they are suppdsalate to older workers because of the clash
between their culture and organisational culturee participants were from cultures where elder
people are supposed to be treated with resped.ig hiot the way that most workplaces are run

whereby everybody is equal.

Politics also emerged as an important factor forsateration. This matter was reported by two
participants who had tried to advance their cargege®vernment. The problem seems to be that

if one is not politically connected, it becomesraljpem to get into top positions.
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Those positions are highly politicised meaning iaue you need the right connections in
order for you to progress. (IV7)

This finding was interesting because researchars teported that South African women are
flourishing in government and parliament (April &&yer, 2007; Mathur-Helm, 2005). According
to April & Dreyer (2007), this might be becausediddavomen particularly were active in the
liberation struggle and also affirmative actionipels are succeeding in reaching their goals. This
suggests that the political connection that womesdrto get into government positions is to have
been involved in the freedom fight. It seems thase women, even black women, who do not
have ties to the liberation struggle are thus dgakith a barrier to get into top government

positions.

The second research question was ‘How do black wmammiddle management cope in their

career advancement?’ The sections that follow laéeenpted to answer this question.

5.5. Coping

According to Lazarus and Folkman (1987) the crufaelor in coping is the way the individual
perceives the situation. This is the primary agaiawhereby individuals assess their situation
and may perceive it as positive or negative ossfrg. Most of the participants noted the
challenges that they face in their work placescWhhe relevant ones to this study have been
noted above. However, most the participants toek tareer advancement problems as

challenges and they viewed advancing their careeespositive experience.
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It is a challenge; it is stressful to some degi@at it is definitely a positive thing. Uhm
because | mean if you have goals that you setdiorsglf,obviously there is fulfilment
when you actually achieve those goals and you ceesglf moving actually up the ladder.
It is a challenge it does have stresses but inttefy something that is positive (IV6).

This implies that these participants are choosingot be victims of their situation, but to rather
take up the challenges and try to solve them. Gdsfurther be explained by referring to the glass
ceiling. It seems that the women in this study doview the glass ceiling as ‘concrete’ as the
African American women in Catalyst (2004) studyt tather that this glass ceiling can be

shuttered.

Secondary appraisal involves selecting coping mess which according to Schlossberg et al.
(1995) are found in any of the 4S’s’ and then atmvidual may choose a coping strategy. For
those challenges such as gender stereotyping arstivaunder ‘control’, some participants
indicated that working hard was how they coped wh#se problems. This is to prove that they

are just as capable.

Yes there are some aspects that you can't corttrete are some aspects but you don’t
have to see them as an obstacle. I'm one persdn tlen’t want to see them as an
obstacle. Yes I will have to prove myself you sealse like | said you have to prove
yourself twice times than other people as a blackhan. Those are just the obstacles but |
can take control of them because | can work haeshet prove that | can do it. | believe
that actions speak more than wor{¥5)

This is consistent with findings from other studiswomen in managerial positions. For
example Ngoako (1999) also found that the womdreinstudy had to work very hard to disprove
the sex stereotypes. According to Prekel (as aitédgoako, 1999), women feel pressurised to

prove their expertise to both themselves and the ameund them.
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To deal with the role conflict, some of the pagamts indicated the strategies that they already
employ or those that they think can help. There aramdication of the importance of time

management which involved scheduling carefully.

| feel very strongly about eating together for arste. So that means that | should be home
by six so we’ve eaten by seven and | have preghetdneal. | feel very strongly about
preparing all three meals so | do that and as aileksometimes come in late at the office
or sleep very late and start working after this ehf@amily thing.(IV2)

This is similar to what Epston (1970, as cite@é&tz and Fitzgerald, 1987) referred to as
‘compartmentalisation by scheduling’ which is astgy the working women use to schedule
their times in a way that reduces the spillovewofk into family. With regards to the 4 S’s, this
strategy may be viewed as an attempt to controkiheation’ which is a result of their gender
(‘self’) as these women aim to advance their care®few participants indicated that they had
domestic helpers to help with the multiple rol@here was also an indication of ‘reactive role
behaviour’ or ‘superwomen’ that Hall (1972 as citedBetz and Fitzgerald, 1987). These are the
women who attempt to meet all the roles in theedi As was indicated under role conflict, this
was the traditional woman and the woman who betlewealtitasking comes naturally to women.
This strategy relates to some of those factorsumsdeation’ and ‘self’ such as gender
stereotypes where women deal with those factotsatieaa result of their personal characteristics.
There was also an indication of the reduction afaaelationships such as friendships by some

of the participants to cope with role conflict.

There were other various coping strategies usdter@iarticipants use the intrapsychic behaviour

that Lazarus and Folkman (1987) referred to. Fstaimce, both the participants who indicated that
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they had a problem with getting into governmenttpmss due to their lack of political ties said

they responded to this by telling themselves thatositions were not meant for them.

Instead of blaming myself, I'm like oh okay, nméans it wasn’t my time so ye@¥7)

... this is the background | come from and | think Would help but then | discovered that
I’'m not the right person for that position becaumsg background says governance is this
way, whereas in the government governance is samgettse. (IV9).

To deal with the challenge of advancing careergigly, participants also highlighted a number
of strategies. Education was prominent as the itapoe of education to these women was
discussed above under role conflict. Social supglsd seemed to play a major role as a coping
mechanism for these women. Social support is onleeofactors in Lazarus and Folkman’s Ways
of Coping Questionnaire (Lazarus, 1993). The woneéerred to various sources of support
including husbands, parents, coworkers, bossegiarl All these sources of support offered
affective support by being encouraging, motivatmg providing guidance. Three participants
indicated that their companies supported them Gradlly by proving bursaries for their studies.
Bailey et al. (1996) report that women receiveadinfal and affective support as compared to
men who more often received instrumental (tangilgyport. The occurrence of affective support

more than instrumental support in women was evidetitis study.

One of the strategies used to advance a careewn#sahighlighted by the participants was that of
networking. This is related to Lazaras and Folkredfh987) coping mechanism of seeking
information. Studies have indicated that womenlaladk people have limited access to networks

in the workplace (Combs, 2003; Ibarra, 1993). Taeigipants did not really specify lack of
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access to networks but they did indicate that #mesrace and same gender networking were

easier to access.

| mean there are all these organisations that aemf established now. You know like
women organisations, black women organisationsahdf that. In that setup it's much
easier to network because obviously that is séougou (1V6).

This means that in those workplaces whereby theniapf employees and managers are white
and male, it becomes tougher for black women tmfoetworks. It seemed that gender also
played a role in mentorship. Four of the particisaevealed that they drew social support from
their mentors who were female. The lack of blacktoes has been recognised as a factor

contributing to the slow rate of career progressibhlacks (Luhabe, 2002).

5.6. Conclusion

The various themes that have been identified, dssaiand interpreted clearly demonstrate that
there are some batrriers that black women in middleagement face in advancing their careers.
The first of these is the simultaneous operatiogavfder and race discrimination in their work
places which in turn work against these women @egng. These women experience negative
gender stereotypes and also seemed to be confiibma how they are expected to act as
managers. The ability of these women is questialuedto their race and as a result of both this
gender and race discrimination this women work hangrove themselves twice over. However,
the women also viewed their race and gender ashaangage to career advancement due to
affirmative action policies. This indicates thatilshthe doors might be open to these women and

gender and race discrimination are prohibited rmfd writing, the reality of the daily

112



experiences at work suggests that race and gersteingination are still prevalent in South

Africa.

It was also found in this study that these midd&nagers were involved in multiple roles,
particularly being managers, students and havinmglyaesponsibilities which included being a
wife and/or mother. Middle managers need educdtiaget into top positions and part of the
reason that these women are still educating theeseit this level could be due to the history of
the country which also segregated education andteelsin poor education for black people. Age
also acted as a barrier, with younger middle mansatggving problems of being seen as managers.
Lack of political connection acted as barrier tosh attempting to get in government positions.
The women in this study were proactive and tookhar challenges. A variety of coping
mechanisms were used to deal with these barrier$oasdvance their careers. These included
managing time, educating themselves, networkingassupport and intrapsychic behaviours. It
seems that 4 S’s are interconnected as careeetsaidentified mostly under situation and self are

mitigated by factors under support and strategies.

The researcher concludes that Schlossberg’s @%85) model provides a logical and viable
conceptualisation for exploring the career barriaced by black women in middle management
in their career transition. The variables ‘situatiand ‘self’ revealed some barriers that these
women face and ‘support’ and ‘strategies’ revealgging mechanisms. Therefore these variables

are useful for exploring this multifaceted careansition of black women in middle management.
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CHAPTER 6: CONCLUSION

In conclusion, the final chapter of this reseamgort is comprised of four sections: limitations of

the study, implications for future research, aerafte comment and a general conclusion.

6.1. Limitations of the study

The qualitative nature of the study introduced séiméations which need to be reflected upon to
determine the validity of the study. The descriptand interpretation of the data from the
interviews conducted with a small number of papaits allowed access to rich and diverse
information. However, the small sample size of warfrem a specific geographical location
compromises the generalisability of the resultsisTthe results obtained cannot be said to
represent all black women in middle managemenbintiSAfrica. The vast responses also suggest
that saturation of data was not reached and that passible responses regarding the subject
matter might have been elicited with extended meted®ue to time constraints, it was not
possible to generate a large sample size. Furthrerrtiee sampling strategy used which is
snowball sampling could have contributed havingrafge of similar women, as most of the
respondents were in the property industry. This Eads to problems with the generalisability of

the study.

It was also decided to not include the characteridtration’ that appears under ‘self’ in the
study. This was because the pilot study indicatetl the interviewees did not understand the

guestion and hence it became difficult to analfserésults of this characteristic. The difficulty
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ultimately lied in operationalising this conceptitawas difficult to say what the timeline was for
the interviewees attempt to progress their car@edst was also difficult to establish the effeats
the duration on the transition. This means thatthdreattempting to advance one’s career is a

permanent or temporary situation does not reveakhdr this acts a hinder to the transition.

Interviews also pose some problems. One of theaheigare self-report methods and anonymity is
not possible in a face-to-face interview. This nilgtad to participants giving socially desirable
responses. Since a semi-structured interview wed, tise researcher probed into any issues for

clarification purposes and to also minimise dislsbmesponses.

6.2. Reflexive Comment

Perhaps the greatest potential limitation of tlwelgtcame from the researcher herself. The
interaction of the researcher with the sampleréisearcher’s involvement in the interpretation,
representation of the results, as well as the dvya@cess influences and subjectifies the research
process and findings. Therefore, the organisatidheoresults and the analysis could have been
presented or interpreted from a multitude of perpes. The way the results are presented also

emphasized certain material over others.

Thematic content analysis is prone to subjectiaitg bias of the researcher. The researcher was
aware of her own personal, ideological and cultassumptions and knowledge could potentially

influence her arrival at certain interpretationkefiefore to increase reliability of the results,
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another rater was used in the study and theirtsesidre consisted with those of the researcher.
Many direct quotes were also used to minimise stiljey by illustrating consistent support for

interpretation.

The demographics of the interviewer may have ailnenced the responses of the participants.
The researcher is black female in her early 2(stiélpants may have assumed that the
researcher is similar to them and therefore thexe mo need to elaborate on some of the issues.
On the other hand, the similarities could havettethe participants being more comfortable with
the researcher and therefore being more open. Wenealso times when the participants
responded in a certain way because of the reseaaye. Some of them were giving advice to

the researcher about what to expect in the worleplkis may be an advantage as the participants

were then conscientious in explaining fully whatythmeant.

6.3. Implications for organisational practice

The organisational implications of this researctigie the use of the 4S model by organisations.
The results of this study indicate that the expers of black women in middle management are
multifactored and are linked. Perhaps for transtdrom to occur, oganisations need to look
beyond the numbers or statistics and to also cengiré situation that these women are in when
trying to advance their careers. A broader prooéssnsidering these women in social networks
and mentorships might also help. The results obthdy could guide possible interventions on
career advancement of black women. These intens@ntiould take the dual challenge of being

black and being female into consideration and @lsahallenges of working, studying and
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attending to family responsibilities at the sanmeeti Based on the results of the study,
organisations need to consider giving black wonmemanagement more discretion and decision
latitude, instead of these women being in managéepusitions but not contributing to the

decisions of the organisation.

Although this study was not aimed at contributiaghte counselling field, the findings of this
study could be applied to the career counsellinglatk women in middle management who are
concerned with advancing their careers. Schlos&bér§’s could be used to inform counselors or

therapist of coping resources utilised by individnadealing with specific carrier barriers.

6.4. Implications for theory

This study has confirmed the utilisation of Schhim@sg’s Transition Theory as a useful systematic
framework for exploring career barriers. This thealtows one to explore career advancement of
women broadly, by looking at the barriers or glesiing but also the coping mechanisms that
these women use. What became apparent duringtdreiew and analysis was that there was an
overlap in the 4S’s. For example, while race miggnta factor that could be explored under ‘self’
as a personal characteristic, it could also comia tgtuation’ as factor that respondents feel is
beyond their control or as a concurrent stressdrsaipport could also be a strategy to cope with
difficulties. It seems as if the 4 S’s are not de$e factors but are intertwined which implies that
the study of career barriers should be a procetddkes multiple factors into consideration, but

should also indicate the links between the factors.
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6.5. Implications for future research

The results from this study identified certain arednich may warrant further research. Some of

those areas are as follows:

Further research into the elimination of aversa&sm and negative gender stereotypes in

the workplace.

* The contribution of organisational culture in pdyaging aversive racism and negative
gender stereotypes in the workplace.

» The combined role overload of being a managem@desit and having family roles.

» The contribution of politics in affecting the cargeogress of women.

Age discrimination as a career barrier for women

Other studies on career progress or advancemelu employ Schlossberg’s transition

framework as a guide.

This study was exploratory in nature and aimedetioegate a broad understanding of the research
guestions. In depth research into any of the rekeguestions could generate more focused

findings.

6.6. Concluding Remarks

This research venture has been a highly engagih@amteresting process. 16 years after the

first democratic elections, the effects of the mast still be seen. South African black women in
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the workplace are still dealing with issues frdra past that are affecting their career
advancement, hence there are so few black wontte &p. However there seems to still be
hope as the women in this study were optimisticwaack prepared to work hard. The fact that the

researcher is a black female made this projecopetly pertinent.
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Appendix 1: Participation information sheet
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University of the Witwatersrand
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Private Bag 3, WITS, 2050

School of Human &
Community Development Tel: (011) 7174 500 Fax: (011) 717 4559

Hi

My name is Maliile Ramashamole, and | am conduat@sgarch for the purposes of obtaining a
Masters degree at the University of the Witwaterdra he main aim of the study is to explore the
career barriers faced by black women in middle rganeent in trying to advance their careers and
how do these women cope with their career advancembese aims will be explored through the
application of Schlossberg’s Transition theoryvould like to invite you to participate in this sty

Participating in this research will entail beingerviewed by myself, at a time and place that is
convenient for you. The interview will last for apgimately one hour. With your permission this
interview will be recorded in order to ensure aecyr Therefore you will be asked to complete
consent forms to record the interview and to pigdie in the study. You will also be asked to
complete a biographical information form that vaé used for sampling purposes only. Participation
is voluntary, and no person will be advantagedisadi/antaged in any way for choosing to
participate or not to participate in the study. éflyour responses will be kept confidential, and n
information that identifies you would be includedthe research report and transcripts. The
interview material (tapes and transcripts) will betseen or heard by any person, and will only be
processed by myself. The tape records will be dgstt once they have been transcribed. You may
refuse to answer any questions you would prefetoy@nd you may choose to withdraw from the
study at any point.

If you choose to participate in this study, pleasetact me telephonically at 083 671 9262 or (011)
717 5406 or via email aramashamole@gmail.com

Your participation in this study would be greatpypaeciated. This research will contribute to a
larger body of knowledge on the career developroghtack women.

Kind Regards

Maliile Ramashamole lan SieméBsipervisor)
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School of Human &
Community Development

Consent Form for Interview

School of Human & Community Development

University of the Witwatersrand
Private Bag 3, WITS, 2050

Tel: (011) 7174 500 Fax: (011) 717 4559

cotsbering interviewed by

for her stady

%is

, ;
e}
Hanngsn®

| understand that:

» Participating in this interview is voluntary.

* That | may refuse to answer questions | would predé to.

* | may with withdraw from the study at any time.

* No information that may identify me will be includién the research report, and my
responses will remain confidential.

Signed

Date
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Appendix3: Consent Form for Recording

N <
School of Human & Community Development

~\ N
’\\ //'\ University of the Witwatersrand

School of Human & Private Bag 3, WITS, 2050

Community Development
Tel: (011) 7174 500 Fax: (011) 717 4559

cotwseamy interview with
for her stady

being tape-recorded.

| understand that:
The tapes and transcripts will not be seen or hiegahy person besides the researcher,

and will only be processed by the researcher.
All tape recording will be destroyed after they ddeen transcribed.
No identifying information will be used in the tisaripts or the research report.

Signed

Date
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Appendix 4: Biographical Questionnaire

(For describing the sample only)

Please fill in the form and tick where appropriate.
Age:
Highest Qualification: Matriﬂ DiplomD University Degree D Masters IRJD

Other(specify)

Position occupied presently:

Length in service in current occupational position:

Length of service to organisation:

Marital status: SingIeD MarrieDDivorced D WidoD
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Appendix 5: Interview Schedule

Hello and thank you for agreeing to participateny research study. If you feel uncomfortable at
any point during the interview, please let me kreowd please ask any questions that you may
have.

May you please explain to me the hierarchy of yanganisation and where do you fall?
Do you consider yourself to be in middle managefMent
Are you interested in being in top management? (dB&ctor)

Where do you see yourself five years from nowenmis of you career?

Situation

* Please describe fully the situation that you aneith regards to trying to advance your
career?

The next questions will be used as probes depermingpw the participants answered the main
guestion:

» What triggered your career advancement attemptgddir)

» Is your career advancement attempt happening &tetstepossible time or worst possible
time? (Timing)

» What aspects, if any, can you control in your afieta advance your career and what
aspects can you not control? (Control)

> Did you experience any role changes in attemptingdivance your career? (Role change)

» Have you ever attempted to advance your careerdafal if so, was your experience
helpful or harmful? (Previous experience with sansituation)

» Are you experiencing stress in other areas of Vi@ (concurrent stress)

» Do you view the situation that you are in as pesitnegative or benign (neutral)?
(Assessment)

138



Self

What do you see as your strengths?

Strengths to help you climb the corporate ladder?

What do you see as your weaknesses?

Weaknesses to hinder your career advancement?

How does your race affect your attempts to advgoce career? Have you encountered
race stereotypes?

How does your gender affect your attempts to adugngour career? Have you
encountered gender stereotypes?

Support

Who would support you in working towards your cargeals and in what ways do they
give you support?

The company and support from home

Do you have any mentors or role models and what &frperson is he or she?
Do you network? And how easy or difficult is it fpou to network as black woman?

Do you feel that the support given to you in reaghyour career goal is a low or high
resource?

Strategies

What direct action will you take to deal with yaituation?
What plans will you carry out? What behaviour witlu change by elimination or
improvement?

Do you feel that you can choose from a range atesgjies to deal with the situation?

Thank you for participating in my research. | reappreciate your time and involvement.
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