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. BBSTRACT

In light of the skills shortages as well as the economie

and political realities facing South Africa thére;has been

a growing realisation of the reod to integrate Blacks and

_women into the mainstream of organisational life. Enabling

Blacks and women to achieve their economic aspirations

through non-discriminatory employee development has been

recognised as crucial to long term economic growth in South
Africa. In response to this reality a number of |
organisations have implemented affirmative actlon.
progranmes ., Howevex, many South Afxioan organlsations
axpress dissatisfaction with the progress in Black
advancement:, despite considerable investment of resouroes
in training and development initiatives._

 Human (1991&) has :uggested that one of the3primary'feaeons-

for the failure of affirmative action programmes is the
negativa expeotatione of Black capabilities which axe
prevalent among White South African managers. These
negative expectationa impede performance, selfmconfidence
and motlvation of Blaok subordinates. (Human, l991, Day,
1991) '

A premise of the current research iz that if these negative
expectations held by Whites are internalised by Blacks, the
consequences wouid be extremely adverse. Not only will own
expectations and self-conficence be damaged, but there is

also a danger that these negative internalised expectancies

will in turn be transmitted to Black suboxdinates. This
does not bode well for Black advancement in business.
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 To-investigate the attitudes of Black businessmen and

business women to the capabilities of Blacks in'buainess;
the researcher adapted a questionnairs initially used by
Terborg (Terboxg, st alr 1977) in explommng attitudes
towards the capabilltles of womén as managers. The adapted
questionnaire was posted to Black business people {BMF
members)., In the current research, male and female

responses were also compared to identify gendermrelated

influences. Furthermore, a comparison was made of
sttitudes towards Black wen and women. Inm addition,
demographic trends were investigated. . " :

Raéﬁlte did not'strongly.auggéSt the existence of
internalised inferiority as respondents wore extremely
positive about the capabilities of Blacks in buainess.

There is_some indication however, that Black women are not
perceived to be as capable as their male counterparts. This

sentiment was shared by the majority of respondents, male

= and'female.alike, ”hs'exiating.research suggests that
people tend to have negative attitudes with respect to

women's business capabilities and alsc the ability of
Blacks to control their emotions, it appears likeiy that
'inferiority’ has been internalised to some extent.

Suggestions have been made for possible further reéearchg
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1.1.1

. CHAPTER ONE _
INTRODUCTION

1.1 A CASE FOR BLACK MANAGEMERT DEVELOPMENT
Intrgduéti.on |

: The resolution of South Africa’s

sociopolitical problems will 1argely depend on
the.conntxy's rate nf economic growth

The current’ aconomic pilcture is “profoundly

.disturbing and ﬂpecifically, our (BuLth

Afxica’s) aconamic growth ig "among the worst
in the world®. This is accorch.rg to Preece
(Finance Week, 1-7/10/1992; p. 10) who also

‘observes that the country’s average annual

real gross domestic product has 1ncreased_by

‘only 0,7 percent over the past decade. -

It is widely recognised that a major

impediment, to higher productivity and economir
grbwth_is-the-akiils level of the workforce.
The problem is further compounded by the fact
that, due to a history of structural
inequality, the majority of existing
administrative and managerial skills are held

by & declining White minority.

_ A_quptezbﬁ Harbison (1973, p. 3) sums up the
South Bfrican economic dilemma as follows:
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"Human rescurces - not capital, nor income,

nox material resources - constitute the

ultimate basis for the wealth of nations .....
clearly, a country which is unable to'davalqp :
the skills and knowledge of its people and to
utilize them effectively in the national
econcny will be unable to develop anything |
else.”

That IHack sbuth Africans most be developed,
and:tﬁat business has a critical role to play
in this major challenge is an understatement.
A review of demographic trends, the education
syatem inadequacies, managexial:skills
ghortages, and the racial mix of the

workforce, make it evident that there is no

alternative. As Mazwal (Finance Week, 25 -
31/1/1990, p. 18) puts it, *....business can
and must take a lead role for it has so much
‘to loge. Its choice is between the
daevelopment ox destruction of the strongest
economy on the continent". :

Demographic trends

According to Nel and Nel (1930) the populatioh
digtribution reflects approximately six Black
South Africans for every one White. By the
year 2010 this will have changed to
approximately ten to one. What is even more
gignificant is that the White population has

_an age group spread in which close to 50

percent are older than 35 years of age whilst
82 percent of Blacks are younger than 35.
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This. indicataé tﬁﬁt iﬁ the forseéable future
- Whites will no ld!nger contrz.bute to population :

grawth.: By the year 2015, the White
populat:on could .very 11kely experience a .
reduction in size  (Nel and Wel, 1990). In -
contrast, the Black population faces tho
opposite trend. By the year 2000, 86 percent
of peopla entering th- lahour market will be

Black,_poloured ar Indlan (Yudelowitz, 1991) .
E'Tha demographic realities which confront South
- Bfrica make radical change in the racial mix

:'qf the workforce a fundamental inevitability.

_-Edncation systen iﬂadpquaciéé

Another major problem relates to the current

‘education system (De Vries, 1984; Pruett,

1986). That 1t is unable to meet the
refuirements uf commerce and industry ls all
tom evident, Overcrowded classxoons,
lnadequafe fﬁgilities, unmanacgeable teacher-

student ratips. and the gquality of educators,

do not bode well for the skills raqulred by an
industrialimed econony .

Afdase'in'paiﬁt ia_fhe'ﬁcknowledgEment'in'1§88

| by the Deputy Minister of Education that well

above 90 pexcent of high school teachers were
‘eithar ungualified or not gualified at all
{Nel and Nel, 1990).

i g e s et cwerar T L
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1.1.4

‘Management skills Bhbrtaga

-4 ¢  
Nel and Nel (1990) point out that the -

educatxon Black students have recaived has not
only been inadequate but also eralavant to

‘the needs of business. This is starkl;

illustrated by the fact that in 1989 less than
1000 Black students passed matric with

- mathematicas and science ([Nel and Nal, 1990}.

&-”

Yudelowitz (1991) points out that South Africa
has one of the lowest manager to worker ratios

in the world, at 1 to 42 compared with an
average 1 to 10 in developed countries., Nel .

fand Hel (1990), suggest the current ratio is
~ even more extreme, at 1 to 60 and contend that

the trend will deteriorate to 1 to 110 by the
turn of the century. This inﬁloates a vatio

soon to rveach unmanagaable levels unleas the

treand is reversed., '

The'bleak but undsniable fact. is that'sduth

Africa is not developing the managers it

needs. According to Nel and Nel (1992),
current estimates are that there will be a
shortage of more than 210 000 managers by the
year 2000. In addition, they state that there
are not enough Whites to £ill even one £ifth
of the managerial needs of our economy.

T e e i
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It is generally accepted that the shortage of

~ skilled manpower set against the South African
demographic trends make it imperative that the

skills of groups other than Whites be

: devéloped and utilized as a matter of dire

urgency (Charoux, 1990; Kemp, 1992),

According to Don Mkhwanazi, forxmer B,M.F;'
p;esident} less than 2 percent (or about 40)
of the 2550 directors from the top 100
companies listed on the Johanuesburg stack
gxchange are Black. Mkhwanazi argued, in a
paper presented at a recent B.M.¥. seminar

that "Black representation on boards of

directors reflects the immense economit

. imbalance which apartheid has had on Black
 economic participation.* (Business Day’

Supplement, 31/08/1992, p.15).

The imbalance is also referred to by Mofasi

Lekota in an interview for Business Day when
he states that "...in a country where more

than 70 percent of the population is made up
of indigenous Africans, they represent only'é

percent of management in companies." (Business

Day Supplement, 31/08/1992, p. 20).

Brwee (1988) quotes statistics which'éupport
those of Lekota, According to Erxwee, only

11,2 percent of the economically active labour -
force is classified as "highexr level manpowexr"

(RLM) ~ a category that includes individuais
who have completed mora than two years of

: tertiary education. In 1985 Blacks
“wvonstituted 3,8 percent of this group. More

s ‘f‘“g :
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Illlsﬂ-

 5penifica11y} White males constituted 80
 percent. of the WIM group, while Black males
- represented only 12 percent of all males, and

Black females represented 32 percent of all
females, the latter largely in teaching ox
nuraing profeaaxons. :

Conclusion

‘Mofasi Lekota, a B.M.F., member, says in an

interview for Business Day, (Business Day

_sixpplemenm 31/08/1992, p. 20).

“In a country so endowed with a
diversity of natural résources, to find
extremes of absolute wealth ca—existinq
with absolute poverty, extremes of
modern health and advancad education
co-existing with disease and illiteracy,
one has a good recipe for class conflict

<+« To correct this is not only morally

essential but is more of an imperative

~ fox the strategic growth of our
economy. WMo country can sustain

- gignificant economic growth while
exclndingftha majority of its population
from participating in wealth-creating
activities." '

The challenge of foxrging an effective sconomy
cannot be left to the politicians and it is
naive to think that the introduction of
universal franchise and the demise of
aparthaid will redress the nation'a'problems.'
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Business needs to adopt a proactive and
leading role to avert further deterioratmon of
the prasant cr;sis,

The implementation of affirmative action and
‘employment equity programmes is a matter of
national urgency if South Africa is to
generate and sustain the required economic
growth rate.

1.2 THE PURPOSE OF THIS RESEARCH

- In the South African contéxt, the strategy for.

' developing the potential of Blacks rvests upon the
‘balief that there is a critical need for capdble_

- managexial resources regardless of race. If economic
growth is to continue, Blacks will have to be '
incorporated into positions of greater responsibility
and authority in business (Sadie, 1988; De Vries,
1984),

ot -

‘Non-discriminatory, focussed management development
has been identified as an important means by which
long texrm economic development can be achieved.

waaver, empirical research (see, for example, Human
and Hofmeyr, 1987; Human and Allie, 1988; Day,’
- 1891; Brook, 19%90) suggests that racial and sexual
discrimination appears to be 1nstitutionallsed in
South African organisations.

Recently, in'attempting to understand the failure of
Black advancement programmes, the emphasis has shifted
from individual deficits (educational and skills) to



A
.

the skills of those who manage these, and the
organisational environment. In respect of managers,
their attitudes, beliefs and behaviour are strong

determinants of subordinate performance.

‘Both Day (1991) and Human (1991, 1991¢) argue that a

fundamental problem with the people development
processes adopted by most organisations is that thexe

~ is inadeguate focus on the attitudes and skills of the

(White) managers who are made accountable for
results. Human (1991, p. 16) contends that we often
see Black managers failing becaunse of "...a lack of

~ Jjob clarity; unclear expectations; because of
‘unprofessional people management; negative
expectations; ete."

Negative expectations and attitudes of White managers
towards Blacks affect Black management development in
a number of ways. Day (*931, p. 54) points out that

- a8 long as Whites believe that Blacks "do not have

what it takes" there is unlikely to be any meaningful
application of resources to thelr development and
advancement. As Human (1991a, p. 224) points out,
White discrimination and negative attitudes "...
dictate who is given the challenging assignments and
where the manager will put the blame for |
underperfcrmanoe.“ '

. A second possible effect of negative management |
attitudes ig that these stereotypes held by Whites are
internalised by Blacks themselves. 8houvld this occur

the related problems 1nclude low self-concept and
self- confidence which result in reduced effort and
performance, This would serve to reinforce the .
already negative attitudes of White managers towards
Black capabilities.. '

o |
e

L



1'.3

' indivectly to subordinates. As more and .iore Blacks
~ take up managerial positions it is their attitudes

._.9_

A third potential effect of nagétive attitudes which

are internalised by Blacks relates to how they, in : ;
turn, will perceive and relate to Black subordinates.
One question posed is whether negative expectancies
may be harboured unknowingly and communicated

and expectations which will impact on peopla ' S
developmant within organisatlons. : SR :

The strong evidence that management attitudes affect
subordinate performance and that self-expectancies
affect individual effort make it guite clear that
examining the influence of White attitudea on Black
advancement whilst important, is not enough.

Hence, this research seeks to explore the attitudés of
Black business people to the capabilities of Black
males and females in business., Based on the findings
of this study, some conclusions can be drawn about the
potential effect of Black business people’s attitudes
on people developmant in South African organlsatlons.

RESEARCH Lxuxmnmtons_aun ASSUMBTIONS

1.3.1 Xey Assumptions

- The first assumption is that the term Black o
used in the questionnaire refers to Black |
Africans and does not include Coloureds and
Indians. This was clearly gpecified in the
aurvey queationnalre iﬂstructions.
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. A second assumption is that the attitudes of

Black Management Forum {B.M.F.) members are
likely to reflect the attitudes of Black
business pebple'ianouth Africa. In its
formative years the B.M.¥. was criticized by
some in the Black cbmmunity for being an
"elltist group" according to Lot Ndlovu

'(Businass Day Supplement, 31/08/1992, p.5).

That the organisation restricted mambership to
éxisting managexs probably contributéd-largely
to this perdeption. According to Ndlovu they

have now rid themselves of the elitist label.

This was'assisted by membership opening up to
aspirant managers, not only existing managers,
as well as by the realignment of their

obijectives with Black polltical organisations

and Trade Unions

A third aasumption of the research is that the

primary uwnit of investigation is Black people
and hence, exploring the attitudes of
sub~-groups, vis-a-vis Black males and females
is a secondary cbjective.

Limitations

The first limitation is that the reseaich
focuses on the attitudes of members of the
B.M.F. and does not attempt to investigate
whether these attitudes are prevalent in’ South

African organisations per se. This limjtation .

is inherent in the nature of a xeseaxch
report, given the limited time and other
resources available to the researcher.

AR ol - e b Attt pipan e
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A second limitation is that the study does not
examine the attitudes of Whites to Black
| capabilities. Recent research by Day (1991)
and Brook (1990) on White attitudes however,
allows the researohcz to do somé~00mpamativej_
analysis. It was therefore felt to bn
unnecessary to include_ﬁhltes in the Survey
population.

A'third 1imitation is that the study explores
attitudes and that the results thus depend on
subjactive op;nlon. ' '

A fourth limitatlon is that ‘the questlonnaire_
is worded_in English which is not the first
language of the research subjects. To ensure
that the language was unmistakeably'clear a

" pilot-study was done and necessary adjuatments
were made to the quaationnaire.'

THE ORGANISATION OF THE REPORY

Chapter One serves as an introduction to the research
problem. In Chapter Two theorstical perspectives and
previous empirical research relevant to this study=are
presented and discussed. A statement and outline of
the résearch question follows in'Chﬁpter Three., In -
Chapter Four the research methodology and statistical
techniques employed are described. In Chapter Five
the resuits of the researdh'are presaﬁted. ‘Chaptex
Six considers the research results in the light of
other relevant research. Finally, some concluding

remarks are made regarding the significance of the

results for management development in South African
organisations. -
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~ BACKGROUND_TO_CURRENT RESEARCH

2.1 OBSTACLES TO BIACK ADVANCEMENT

Thus-f&r,_the Black advancement track reédrd-in South
Africa is rather discouraging. There has been a marked
lack of success in organisations’ efforts to advance
Black employees into-senior'jobs. According to a récant

 suxvey by Hofmeyr and Templer (1991), fewer than one.

percent of senior managers in South Africa’s top 100

‘companies are Black, this out of a population where

Rlacks constitute over 70 percent of the total figure.

" It is deemed necessary to consider some of the key:

reagong for the high degres of failure of Black
management development efforts because it relates to an
underlying assumption of this research;-namely that the
capabilitiea of Black people are not inherently
inferior to those of Whites. Hence various factors

'which impede progress in Black advancement will be

considered. Prior to this, Black and White:
perspectives on Black advancement will be discussed
briefly. '

2.1;1 Black and White parapéctives on the problem

There appears to be B great deal of perceptual
disagreement between Whites and Blacks

regarding the progress of Black advancement and

the major obstacles which exist,

:égi




- following results are particularly
illustrative: '

- xegarding remuneration benefits:

Thére is also generally'a'great déai of.'_ R 4

' (1988) which examined the perceptions of Black

B A
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Regarding the progress of Black advancement,
Blacks are generally less enthusiastic than
Whites. In a recent study by Hofmeyr and
Temploer (1991} comparative perceptions of
equality made this quite evident. The

43 percent of White versus
13 percent of Blacks perceived _
equality. o o o
- regardlng_trainlng oppdrtunitiea: - g
' . .. 47 percent of White versus.
19 percent of Black percelved
equality.h_ .
<  regarding promotional opportunxties:
25 percent of Whites vexsus
3 percent of Blacks parcaivad
- equality.

diaagreament between Blacks and Whites
regarding the obstacles to Black advancement.

This was evident in a recent study by Watta '

managers and their work colleagues (superiors,
peers, subordinates) regarding the problems
Black managers experience and the related'
canses. Findings revealed that Bladk managers
tend to attyibute their work-related problems
to extexnal, situational factors, By contrast,
their White work colleagues often ascribed
these problems to the internal disposition of
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the Black oD -JRLS , particularly to a 1ack of

asaertiveness and initlative..

Watts {1988)-énggeata that the perceptual
disagreement between Black managers and their

_ﬁork colleagues reflects the *attribution

exxox’ .

Attribution theary attempts to explain the way
we assign cause for succeas or failure (Peters.
and Waterman, 1982,). As Peters and Waterman
(9182, p. 3) point out, “The fundamental
attribution srror that so intrigues the _
psychologists is that we typidally.treat any
guccess as our own and any failure as the
‘system's. If anything goes well, it is quite
clear that I made it happen' *I am talented’,
‘and so on.. If anything bad happena, rIt's
them?’, *It’s the ‘gystem’." -

Hence, Watts (1988) concludes, in the
abovementioned study, that Black managers tend

to overestimate situational causes for problems .

experienced, svmetimes to the complete
‘exclusion of iﬁternal_causes. This prevents
them from acknowledging their own
ahortcpmings;"Simultaneously, their White work
colleagues fall to recognige that the Black
managexs’ work behaviour may reflect an
adaptation to an unsuppbrtive environment.

- The upward mobility of Blacks in organisgations

is fraught with numercus problems, some
stemming £rom the environment, some from the
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_emplayEéa themsalves. Rssearch'(watts; 1988)

suggests that Blacks blame the organisation for
racism, tokenism and discrimination whilst
being reluctant to accept the idea that they
themgelves may fall short of established
standaxds. Organisations, by rontrast, often
attribute the'failure of Black advancement to
education and skill daficlahcies} without:
acknowledging that thezre may ‘be chortccmings in

their organisational practices.

Empirical. findlngs on obstaclea to Bﬁmak
advancement e

Humerous reasons have been put forward for the
failure of Black advancement=with1n o
organiaations.

A quote by Human and Hofmeyr (1984, p.20)
highlights many of the obstacles Blacks have to

contend with. Ancox&ihg to the authors, the

Black manager has to functlon as ... a White

in a White world during his working day ...
' This is in spite of the fact that he may have

had little previous exposure to White informal

- networks, in spite of the fact that he may

confront tokenism in the work setting; in spite

- of the fact that he may receive inadequate

exposure and consultation; unegqual
remuneration; hostility from the shop floor;
a top mapagement policy of non-discrimination
but ‘discrimination at lower-management levels;
unwilling secretaries; poorer promotion

opportunities; little forward career planning;

B
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discriminatlon on a social level and
encouragement to be individualistic while at
the same time being reminded of his ethnic
background. " |

In setting the context for this research, some
key obstacles require elaboration. These are:

- White resistance;
- marginality;
- gogial closure;

-~ management attitudes.

" fThe 'cultural’ and ’educational gqualifications’
arguments are not viewed as the most critical |
obstacles to Black advancement. klthough thesa
are real problems they should not be
overstated, according to Human (1991).

With regards to educational gqualifications,
Human (1991) contends that these are often not
a true reflection of an individual‘se ability in
the South African context. Furthemore, a Black

~ person having these prerequisite qualifications

still has no guarantees of performance if he is
managed inappropriately. '

According to the cultural argument Blacks have
a greater 'need for affiliation’ than ‘need for
achievement’, di“ferent conceptions of
causality, and time, and there exists a great
gulf between the ‘third’ and ‘first’ woxld
(Human, 1991).
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' White resistance has often been noted
ag a major impediment to Black
advancement. According to Franks
(1987) this resistance takes both a
covert and overt form. Furthermore he
‘suggests that it is most noticeable at P
the middle to lawer levels of = i H
management, and lower employa& grades
although it is present at all levels
within the organisation. He explains
that increased sense of threat to the
status quo appears to induce fear and
resistance. .

 In keeping with this, Hofmeyr and .
rempler (19891, p.7) suggest that White
resistance to Black advancement stems
from fears that "Whites will suffexr”
and that work standards will
deteriorate. This conclusion was
baged on their study which ganged
respondents’ perceptions of the
reasong for the failure of Black
advancemernt . |

- A decrease in White resistance was
 found in research by Chalmers (1983,
in Frankg 1982). This was based on a
survey of White objections to Black

advancement in 150 companies.
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Chalmars did hnwever caution that as
Blacks begin to compete for

traditionally White jobs, resiatance o

will probably increase,

-This cautionary prapoaition corresponds

. with the recent findings by Day (1991)

and Brook (1990) that negative White
attitudes prevail and appear, in fact,

to be more negative than those reported

by Human and Hofmeyr (1987). President
F.W. de Klerk’'s Febxuary'IQSO*apeech’z
marked the start of irreversible change
which has seen a rise in Black
aspirations and White disconcertion to
a greater or lesser extent. The
posgibility of increased White

' resistance is stroug as change

2.1.2.2

threatens those who achieved their

positions under the old oxder.

White resistance is a major impediment

which affects many organisational
Processes including promotion and
developement opportunities. This must,
in turn, affect the motivation and
performance of Blacks in business.

Maxrginality

Research has suggeated'that-tha'
underperformance of some Black managers

‘may wesult from their marginal position

rather than their inability to do the

job (Human, 1991, Human and Hofmeyr,

1987).

i
i
P
s
1
ot
a
i
|



. .. /-;"L wem b

- 19 -

"A.marginaifperson is one who lives on

the boundary of two distinct cultures,

- one being more powerful than the other;t |

but who does not have the ancestry,
belief system, or social skills to be

fully a member of the ddminant cultural

group." (Park, 1928, in Bell 1990,
p.463). -

_ An offshoot of the marginal person

theory is the concept of social

| marginality which moze generally

dgﬁliea to the Black experience,
according to Bell (1992). ‘The concept
assumes that there are two cultural
groups that have had, at one time or
another, a conflictual relationship
and, furthermore, that there ig a

 permeable barrier between the two

grOUPS »

Antenovsky (1956, in Bell, 1990, p..
463) describes these barriers as being
"harxdened by discrimination on one
side, and by pressure against betxayal
from the other". The individual has
membership of both cultural contexts.
Social marginality has been used to
desoribe social problems related to
race relations, women entering
male~dominated 6rganisati0ns, and -
BJacks entering managament (Bell,
1990). '
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According to ﬁuman and Human (1989, p.

18), "Black managers are often not

‘accepted by Whites and are frequently

perceived as sell-outs by Blacka,-&heir
amblguous or schizophrenic position
being exacerbated by the separation of
‘the domestic. and social worlds of Black
and Whites.® The authors also etate
that *Black managers are faced with
competing loyalties and '
raaponsibilities- put simply, they

: often do not know which sida they

should be on."

Franks (1987, p. 33)_makaa.a_aimilar .

~ obsexvation. He describes the Black

managexr as a buffer between White
management and Black employees, “...
toxn between-his-respansihlity towards
‘management and his responsiblity _
towards his own people in the political
strugglea.”

Research'by'watta.(1938; P. 36) also
revealed evidence of perceived

marginality. In interviewing 38 Black

managexs and selected peers, bosses and
subordinates:ahe observed a high le#ei
of agreement between the Black manager
and his or her boss that the Black
manager ",... felt he was a niddleman
caught between White management and the

- Black workforce.“
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Marginality may well affeot the level
of commitment felt by Black people to
their jobs as well”aé their work . A
| performance. Ancording to Human (1991, Ty
p. 223), "Marginality iz a serious and J
motivation-sapping problem which can
lead to un&erperformanca and a great

deal of streas.

2.1.2.3 Social closure

Another obstacle Elacks confront is

that of social closure, the experience
“of being excluded, whether tacitly ox
obviously from opportunities within -
organisations. This is elaborated on .
by Hu:nan aﬁd mman (1989). )

The authors maintaln that damination
~and exclusion ara pexvasiva
characteristics of_south African
society, impacting directly on Black
occupational mobility. They describe
the phenomenon of domination in South

~ African organisations and socisty at
large as one in which the dominant
group (Whites) attempt tb_protéct_ﬁheir
boundaxies from those who pose a thyeat
to it by means of exclusien. Thié .
phenomenon is referred to as social | _ ;
closure  (Paxkin, 1979, in Human and :

| Human 1989). : S . : o

Lo e e e i ot N
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. Through sdcial'clﬁSuré'éértaih groups

attempt to optimise their own :awards

*... by restricting access to resources

and opportunities to a limited circle
bf_eligiblesg" (Human and Human, 1989,
p. 14). The exclusionary criteria may
inglude any sovial characteristic,

" inter alia, race, sex, language,

religion.

B Exclusion or closure is inavitabla, and

perhaps a necaas;ty in certain :
inatances. ‘An example offered by the-
ahoveumentioned authors is the
specialization which oecurs in
organigsations. However, axcluaion
becomes problematic when the majority
of the population do not perceive it asg

- legitimate, and when it only serves the ]

purposes of the minority, as is the .
cage in Sauth Afrlca.

The adverse conseguences of sociul
closure in South African organisations
include systematic discrimination
against Blacks in terms of access to
organisations and differential
treatmant within them.

A vivid exampla_is the tendency in

 South African organisations for those -

who make recruitment daciéiona to
select people of the same class, colouxr
and gender to high level positions,
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Sebesho (1986) contends ﬁhat Black
applicants are likely to be less
positively evaluated than White -

epplicants having identical

qualifications.

The game view is held by Erwee (1992)
who contends that women in- j _
organisations are leas pasitxvely N

' avaluated by male managars.

_HA moxe indiredt conseqnence of social
- closure and exclusion in the workplace
~ie described by Schlemmer (1986, p.

100}, who argues that a large

proportion of managerial skills are

elusive and cannot be tanght.

_ Ancoxding to him "They are acquired and

absorbed in a subtle process of
obsexvation and communication in a.

workplace setting. He concludes that
‘Black advancement will be crippled

until rigid segregation is phased out.

Watts (1988, p. 38), in keeping with
this viewpoint, contends that "ragial

- segregation often results in both
‘groups regarding each other as

one-dimensional beings, with enigmatic

. abstract life experiences and feelings.
- Problems in relating to one another

authentlcally and empathetlcally are
thexeﬁore bound to arise."




Over the past two yedars there have been
- significant socio-political changes

which will certainly change business

life radlcally. However, as Hum&n and_
Human (1989) argue, the ‘removal of -
'petty apartheid’ will not
fundamentally alter the domination and
exclusion processes mnless there is a
significant ghift in the basic
paradlgma (assumpt;ona and values) of

- managexs.,

The existing paradigms of White
managers, as research. indicates
{Day,1991; Human and Hofmeyr, 1987),

place a low priority on managemant

_ development and, furthermore, reveal an

zntipathy to Blaak management
development. More specifically,
research reveals that the majority of
White South African*managers-doubt'the
inherent capabilities of Blacks.

This brings us to anothex majox
lmpediment, ¢losely intexwoven with the
social closure phenomenon, that of

. management attitudes and expectatious

regarding Black capabllitiea in
business.

A
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-2.1.2Q4'Hhﬁagemeﬁ£ attitudes

. Human (1991a) observes that a ‘tendency
. exists to blame Blacks for the failure '

of Black managemant development. She
‘argues that often their work o

environment and the way in which they

are managed can sexmously impede -
performance and motivation.

Furthermore, Huoman suggests that a 1ack c

of people-management skills, and
accountability as well as_negativa'

_expectations amongst White managers are
 primary reasons for the failure of

Black management development. A
central theme in Educatineg and

__nge;og;ng3Managers-for a»QQanging_ :

South Africa (Human, L. (ed.) 1991) is
the necessity of reorlentating,
tramnlng, and developing White
managers, particularly in their racial
attitudes and people management

skills., This is deemed essential for

- Black management development to be -

successful.

Human (19%91a) states that there is not

enough cognisance of the important role
of the manager in’ amployee development
and in particular, the effect of
negative expectations. |

.
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Negative-expéctationa amnngst;Whit&a  f
towards Blacks are derived from
negative attitudes and an underlying
belief that Blacks are inheremtly less
well-egquipped than Whitea_tb perform

- effectively in business. Numerous

studies have supported this observation

(for instance, Day 1991; Brook, 1950;

Human and Hofm9yr, 1987; Kamfer, 1989,

etc«). :

Such negativa expectations impede the
development process by impacting on the
levels of self-confidence as well as
the opportunities afforded certain '

groups. The latter sffect occurs When

‘White managers assume that Black

advancement efforts ave unrealistic and

- impractical in view of -the perceived

attributes and-caﬁabilitias-of_ﬂlacks_
(Icely and Humen, 1987; Day, 1991).

These and similar assumptions allow
White managers to rationalize and

Justify their lack of commitment to

Black advancement strategies. 'This

must surely impact on Black people'a
‘performance and also their probability '
of succaeding in buslness.

In a similar vein, Sebesho {1486, p.
22} prbposes that, for Blacks to |
succeed in a White corporate wnrld, :
they have had to: '
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- learn'skills that-arg-differept
~ from those learned by Whites;

- demonstrate their skills in other

work experiences before being
- eonsidered foripositipns Eor which
vuntested" Whites are considered;

- repeatedly'demonstrata'their
~ competence under close sorutiny
before achieving acaéptance_aﬂ-a-'
team leader. o

‘According to Sebesho (1886, p. 23),

. these factors result in Blacks

experiencing greater performance

- pressures and stresses than Whites anl

hence, they "have extreme difficulty in
remaining motivated and committed to
organisational goals." On this basis, .
he argues that most of the problems
related to lack of advancement of
Blacks are structural rather than
indicative of Black inherent
capability. o

In keeping with this viewpoint, Umlaw
(1992, p. 17) says of Black graduates
- entering organisations: "They are not -

warned that failure to succeed in the.
organisation is likely tc reinforce a

stereotype of the Black person as being

inefficient and shy of accepting
responsiblity and accountability. O,
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if they succeed, that their smocess
~ might be scrutinised for loopholes."

Management attitudes and theixr impact
‘on subordinate expectations and
performance are particularly |
significant to the current resesarch and
will be explored more thoroughly in the
latter nalf of this chapter.

2,2 OBSTACLES T0. THE ADVANCEMENT OF WOMEN IN BUSINESS

 Occupational profile of women in Somth African

orgarisations

- Although women eonstitute'over half the world's

population, there is an e treme negative
imbalance in terms of women holding managerial
positions (Brxwee, 1992). South Africa follows
this world-wide trend, as can be seen from the
employment rates of women.,

The employment rate of South African women had
increagsed from 23 percent in 1960 to 36,3
percent in 1985. Although the increase is
significant, the numbers are still far from
ideal. Participation rates vary across racial
groups and are currently 36 percent for Black
women, 41 percent for Coloured women, 28
percent for Asian women and 36 percent for
White women = (Central Statistical Services,

1988, in Erwee 1992).




A

- 29 -

There is also a grest deal of odcupational -
differentiation in respect of gender currently
in South Africa, Specifically, in 1984, 55
percent of all wvrking women could be grouped
into four traditionally female oceupations:
nursing, teaching, clerical and sales
occupations. Fortunately, this differentiation
is beconing less significant as the proportion
of women in certain fields has increased.
Between 1980 and 1985 proportionate increases
in women were evident in the following fields:
sciences 15,9 percent to 19,4 percent; medical
doctors 8,8 percent to 14,5 percent; |
paramedical careers 47,2 percent to 62

- percent; legal careers 8,29 peraent te 11,5 -
 percent; other professions 23 percent to 25

percent (Central Statistical Servines, 1988, 1n
Erwee, 1992). '

Recent statistics indicate that women
constitute 17,4 percent of all managerial,
executive, and administrative posts. The
constitution per race group is that White women
constitute 17,4 pexcent of White managers,
Coloured women 27,7 percent of Coloured
managers, Asian women 10,5 percent of Asian

- managers, and Black women 16,5 percent of Black
- managers (Central Statistical Services, 1388,

in Erwee 1992). BAn important point Erwee makes

1le that the administrative component takes up a

large portion of this category and creates the
illusion that South Africa has many female

~ managexrs.
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In commenting on the upward mobility of Black
women Prekel (19895, observes that Black women
are upwardly mobile in certain professional and -
white-collar cccupations, namely lecturing,
psychology, sociology, personnel, public
relations, market research, medical
auxilliaries, 1ibrary goience and management.

Erwes (1983) points out that women tend to

choose traditional fields of study, as

ilinstrated by the percentage of female
students in specific faculties at a large
mniversity: 66,5 percent of the education

faculty students and 65 percent of the arts
faculty students are females whereas they

constitute only 21,8 percent of business
administration and 27,6 percent of commerce

students. However, women's career cholces are

gradually changing éa non-traditional fields of
study are being chosen and more women are

opting for higher educational levels.

The shift in career choice obssrved by Erwee

tends to indicate that education levels and
vocational cholces are only a partial _
explanation for the low level of females in
certain occupations and the clustering of -
female managers in traditionally female

 ‘managerial categorles such as personnal (Brwee,

1992).
Obetacles to their upward mobility

Tha'obstacles to famale upwaxd mnbility are
numerous and complex, They are not only

P
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gtructural (legal, edurational,'cﬁltur&l);_they'
are also psychological (Erwee, 1992; van
Rooyen, 1989, Prekel, 1989). '

Erwee (1992) considers partlcular
organisational variables which offset tha
advancement of women in South African
organisations. Four main categories discussed
are: organisational structire, organisational
processes, group structure, ap” alsc, group
processes. These will be reviewed briefly.

. Barriers in terms of organisational structures

ancompass persounel policies and ext«tent powar

- hierarchies within organlsatlona.

Accordang to Pillay (1986, p. 5) "the _ _
occupational differences between men and wuman
may, to gome extent, reflact emgloyar_dacisions-
to exclude women from certain entry level
positions and their associdted promotion
ladders or to promote women more slowly than
men " ' a

Brwee (1992,'p. 10) supports this by stating
that "an employer’s belief regarding the
capability of a female appllcant may affect the

- type of jobs offered to her and future

promotional opportunities" Surveys conducted

. in 1982 and 1984 by Erwee (Erwee, 1992)

indicate that the training and promotlonal _
opportunities for women are inferior to those
for men in South African organisationg. -
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A more recent career development survey of 58

organisations found that only 34 peraent of
these companies offer supervisory training for
women and only 23 percent have career

- management training for them. Furthermore,

although 66 percent of the companxes survayed
offer Black ‘advancement trainingr the main
benef;ciarias,ﬂza;Black nen (Erwee, 1992).

In dlscusaing the organisatlonal structures
which hinder female advancement Erwee (l992)
also refers £0 the reward structure and,

specifically, gender and wage differences which
- exist., Pay differentials are, however, not
only a function of opganisational pelicies but

are also influenced by the external -
environment,

The second category of 1mpediments to female
advancemant rolates to organisational
processes, namely, the processes of

recruitment, selection and placement. One

simply has to do an analYSis of job
advertisements to identify discriminatory job
opportunities and salaxy levels (Erwee, 1992).

A third category of impediments to the

ogcupational mobility of women relates to the

group structures within organisations that
ex¢lude women diredtly ox indirectly.

The exclusion of women, as evidenced by Datnow _

and Birch (1988 in Erwee 1992) in the legal and
advertising professions, is one of the most
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signlficant impadlments to female. careex

_'mohlllty. Brwee explains this exclusion as -

evidence of the moecial crosure - phenomenon and
Lh2 mzrr;nality exgerianced by wwmen._" '

Prekei (1989 a’.e not deny that marginality;'

 exists but in her zmalysie of the progress of
- Black women she arguea that they have various:

strengths which help ‘them’ cope with
marginality. Amongst these aze the social

,support they receive and theixr ability to be
enterprising and hard-workxng, ‘features often .
‘developed through having to be bread-wmnners or
 to vearing families as single pavents.
© According to Prekel (1989, p. 13), it is
goeially acceptabia for Blackmwoman to work as

long as they are appreciative of Bupport

" received and "don't make men feel threatenad."'

* Brekel (1989) does;;howaver,_cbntend.that_nlack

women: have unigue cultural problems within

organisations. whilst acknowledging that ‘Black -

cultures have undergone rapid change with
urbanisaticn and westernisation, Prekel (1989)r

suggests some aspects of traditional Black

culture may pose specific problems for Black
women. The following aspects are considered to
be particulav problems for thems

- | Their-traditional statuS'ds-inféxior |
to men, vegandless of age, education
or marital status. This rminor*

status affects their self-esteem,
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- The Lobola system which may make a
Black woman ’'unaffordable’ in terms of
the 'bride price’ asked by her
‘parents. '

- -Some Black men’s traditional views on:

women resulting in a refusal to accept

ingtructions from Black women.

Aecording to Prekel (1989), these cultural

factors, reinforced by personal experiences of

prejudice, could nndermine Black women’s
self~confidence and salf;EBtaem. Hence, it
appears that beyond the pressures to conform to
professional standards and the dominant |
organisational culture, Black business women
algo have to manage expectations and roles in

relation to the Black community.

| The fourth category of impediments to femalé

occupational mobility which Erwee (1992)
outlines concerns group processes, particularly
the way pecple within organisations relate to
women . .

A study by Human &nd Allie (1989) which

explored male managers’ perceptions of females
revealed that at least one third of the |
respondents attributed the lack of women’s

 gcareer advancement to their internal

dispositions and did not recognize the
potential impact of situational factoxrs. One or
more of the following beliefs were held by
these respondents: women are less objective,
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less'ambitioua,_less capable of contributing,
legs self-confident, and/oxr less capable of
1eatning mathematical and mechanical skills,
thai their male counterparts.

'Accdrding to Exwee (1992}, percePtiohB

influence the way that people relate to each
other. It was evidenced in the obsexvation by
Human and Allie, in the above-mentioned study

- that only one thi:d of respondents felt that _:'

top management in their companies was committed
to developing and advancing women and only
‘twelve percent of respondents believed in
«£firmative action for women. '

The payuhblogical impact of negative
stereotypes and discriminatory practices -
‘towards women is such that self-fulfilling
prophecies can be created. FErwee, {1%92)
‘postulates that failures of minority members at
the workplace are often due to an internaliged
low self-concept which leads to g
under~pexformance. This under-performance
cgonfirms the stereotypes held by the majority
group ~ in this case, wales. -

Conclugion

Having considered obstacles to the advancement
of Blacks as well as theose which impede the
upward wobility of women the remainder of this
chapter wall focus only on one obstacle, |
namely, attitudes as this is central ko the
reseaxch, ' ' :
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2.3 THEOREYICAL PERSPECTIVES - 1MPACT OF ATTITUDES ON
PERFORMANCE o S

2;3;1

2.’3.2.

Introduction

The negative attitudes and expectations held by

White managers towards Blacks in business and
the possible ‘internalisation of inferiority’
by Blacks cannot be ignored when one attempts

to understand the low success rate of Black .
- upward mobllmty in South Afrloan organisations.

Before reviewing the research undertaken wmth
respect to attitudes the researcher will
provide an overv;ew of three theoretioal

concepts whicn are oentral to this study. These
- are the Self-Efficacy Concept, Expectancy

Theory and the. Pygmslion Effect, ALl three

attempt to explain performance in terms of

expectancies. In addition, all three are

~concerned with the formation of 531f-b91l9f and

ite impaot on work performanoe.-
The self-efficacy concept

Self-efficacy, a key element in Bandura's

social learning theory, "refers to one’s belief

in one's ability to perform a task“(Giat, 1987,
p. 472).

Gist elaborates on the three dimensions of
self-efficacy as follows:

1) magnitude -  the level of task

difficulty a person
believes he ox she can
‘attain.
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ii} _strength__ - the strehgth.of the
' ' ' individual’s conviction
-regarding magnitude,

i1) generality -  the degree to which the
B E . | - - - expectation is ganexal;aed
S ' . ' ACToss sjtuations.

- 2,3.2.1 Iﬁpﬁct of self-efficacy on
' performanca

Self-effiaacy affects one's cho;ﬁe of
activities, effort expanditure,, '
‘persistence, exprasged interest and
ultlmately, sk;ll acqulsltion.

Gist (1987, p. 474) statas that,
| o "Those {people) with moderate to high
e o S self~efficacy tend to engage more
frequently in task-ralated activities -
- and parsist longer in coping efforts,
this leads to more mastery |
: o | | ‘experiences, which in turn enhance
7~ | o | self-efficacy. Those with low
'ff”'_ _ | L ' self-efficacy tend. Lo engage in fewer
[ | | ~ coping efforts; they give up more
' -eagily undex advexsity and evidence
less mastexy, which in turn reinforces
their low self-efficacy. Those who
) N persist tend to gain the corrective
5?1 _— : experiences which enhance .
'_fk“ ' . R . | | self-afflcacy; those who cease
o ' ' prematurely tend to retain persisfent
low self-efficacy".

4




2,3.2.2

5-38-5

Banduxa & Schunk (1981}, as cited by
Gigt {1987, p.475) relate
self~efficar - to the concept of

intrinsic interest, suggesting that

Bense of personal efficacy in
mastering challenges is apt to
generate greater interest in the
activity than is self-parceiVed
inefficacy".

The same idea is presented by Howaxd
and Hammond ({1985) in reference to
mastering tasks. According to: tham,
people avoid tasks which induce

 self-doubt and engage_in.thosa_taskaw:

which enhance self-confidence,

'Develbpmant of aéif-efficacy'

According to Gist (1987, p. 472),
"Individuals appear to weigh,
integrate, and evaluatE_infbrmaﬁion:
about their capabilities; they then
regulate their choices and efforts
accordingly. "

Self~-efficacy arises from the gradual
acquigition of skills thnsugh
experience. Four information cues,
identified by Bandura which lnfluance
self-efflcacy are: '
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- Enactive mastezy:

This refers to repeated _
performance accompllshmenta Whlch
build the skil‘s, abilities, and
exposure needed for task
performance.

'Eﬁactive'masﬁary is conaidered to
‘be the most powerful enhancer ¢
salf«efficacy. However, fear or
anapacxty may caﬁse an |
 individual to avoid task

. _engagement. Furthermore, whila
positive mastery experiences
enhance self-efficacy, negative
experiences (failures) tend to
decrease self-effidacy. '

Vicarious experience
(modelling):

Modelling, that is, observing
‘similax others’ perfoxm
auccesafully, is also a
significent source of
self-efficacy information.

. Gist (1987) notes that the

following factors increase the

effectiveness of madalling._

«  the model’s personal
similarity to the subject;

L e e e
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= clear canseguences of

. modelled behaviour;-and

-~ when, rather than initially

‘exhibiting performance with
ease, the model succeeds

- after overcoming
difficulties.

It has also been found that
- negative modeiling (modelling

ineffective performance) can

 reduce self-efficacy (Gist,
1987). o

iii)

Verbal persuasion:

This squrde_of effic&cY'

‘information refers to verballiy

convincing a pexson of his or hex
capability of tagk performance.

Affirmations and other forms of
social persuasion strengthen -
personal sfficacy expectations
and encourage pecple to "mobilize

greater sustained efforxt",

according to Conger aad Kanungo

(1088) .

Verbal perSuasion'iszcohsidered a
less powexrful efficacy source

‘than enactive mastery ox

modelling but it i3 believed to
be effective in some situations,




w

..n'- 41 -.

iv) Esotional (physiological)
' arousal: ' o

This refers to an individual’s
perceptions of his or her :
- physiological state whilst
performing a taék,-which the
individual uses to assess
performance capability.

L@

" Avcording to Gist (1287),
emotional arousal states
resulting £rom stress, anxiety or
depression, can lover
‘self-efficacy expectations.

An individual is more likely to
fesl competent when aversive
arousal is reduced, for example,
when the individual feels trusted
and supported (Conger and '
Kanungo, 1988)., Emotional N
arousal i considered te be the
least effective efficacy sonres.

2.3,2.3 Organimational impact on efficacy
S - | | |
According to Conger and Kanungo |
(1988), self-eff cacy beli~fs can be
. | lowered throuzh various contextual
e | | factors in organisations.

: Bureaucratic envivonments and
“k&.- o ' ' authoritarian management styles foster
. dependancy and the denial of
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self-expression. Restricting access
to resources and information also
lower self-efficacy expectations.

Kanter (1983, p.l86) notes that
“(paapla) .»» whose formal role gives
them the right to command but who lack
informal politvical influence, access
to resources, ‘outside gtatus,
gponsorship, or moblllty prospects,
are rendered powerless in
organisaticns ‘o They lack control

-over their own fate and are dependant

on others above them. *

This closely resembles the experience
of Black managers and supervisors in
many Bouth African business
environments.

Thus, stripping people of control and
discretion can reduce self-efficacy.
By the same token providing people
with reallstic opportunities to
exercise autonomy and discretion
allows th m to test their efficacy and
experience mastery.

Relevance of self-efficacy to this
- study

:Selfneffidacy is measured as it
‘relates to specific tasks and little

research has been done on how efficacy

A et o B SRR AT T £ N0 e -1 ST L R T T - Ty L
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parceptions-qqﬁld be'gehéraliéed,]
aceording to Gist (1987), |

Bandura (1982, in Gist, 1987) has
suggested that self-efficacy theoxy
can be Extended to groups, even -
nations, but that an assessment
instrument for gmoup afficacy is .
lacking. One approach Gist, (1987)

‘suggests may be to have individuals

rate their own perceptions of the -

group’s efficncy and then to average
-the responses. - ‘This is, to a certain

extent, what the ressarcher has done

© in the present study in exploring =
attitudes to the capabilities of

Blacks in business.. The questions are
not, however, task epecific, and )
relate to genexal business akiils as
well as managariﬁl abilitiea.

E#péctandy Theory

2.3.3.1 Main tenets of Expectahcy Theory

This study is concerned with_attitqdaa
to ‘owm’ (Black) capabilities, with
the premise that attitudes impact on
behaviour and ultimately, _
performanca. It is thus deemed -
appropriate to consider Expactancy

_Theory.
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According to Expectancy Theory (Lawler
and Portex, 1967) motivation and
effort are influenced by two
variables: (i) an effort-reward
probability and (ii) reward valence.

iy Effort-reward probability rafars

axpectation that & certain amount_.
of effort wmll rasult in a g;van
';award_or valued outcome, Two.
subsidiary expectations of |
effort-reward probability are: .
that effort will result in
perfdrmance, and that pérﬁozmanCQ7
will result in the :eward
'-(Lawler, 1969) .

i) 'Reward valence, the second
variable described by Lawler and.
Portexr’s theory of motivation
(1967) refers to the individual’s
perception of value of the xeward
ox outcone,

in viaw of this, for noth motjva ion
and effort to occur, three elements
must be present:

i) Belf-confidence :
(effort-performance probablility)
or what Vroom refers tc as '
BXPECTANCY (Lawler, 196%): a
belief that one is able to
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- perform at a desired level and a-
balief that one is in control of
- one’s life,

Trust (performence-reward
probability), or what Vroom texms
INSTRUMENTALITY (Lawler, 1969): a
‘belief that behaviour will lead
" to specific rEﬁarda/outanmes;'

-
P
L

iii) Reward value (valence): a belief
that the rewards/outcomes will
“have a positive value far the
individual. o

Thesa'axpautancies aré-suhjeCtive,
based on what the individual perceives
‘as probable and not based upon
actualities (Lawler and Porter, 1967;
Barling, 1933).

2.3.3.2 Impact of aelfwexpeatancles on,
' performance -

If an individual believes he lacks the
ability to pexform & :Job oxr that
situational obstacles will prevent
performance he is unlikely to expend
effort in trying to parform. The
N ' implications of low self-confidence
- o are discussed by Howard and Hammond
RN | - (1985) in their study of the poor

' ' : intellectual performance of Black:
Amerscans who engage in ’avoidance

i
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behaviour’ rather than ’competing

behaviour’ in the intellectual arema.

Another implication arising from the
theoretical model is that if an

individual believes that, xegardless
af parformance, he will not achieve

the valued or desirved reward, he 1s

unlikaly to exert the regquired
effort. This attitude reflects low

" trust in the performance-reward Link.

Perceived barriers to rewards in the

- workplace might include race, gender,

seniority and aga. For example,

female perceiving sexual

discrimination may not try'as hard as

" her male counterpart to strive fox a

pronmotion should she view the. .
possibility of her being selected for
the position as highly unlikely.

Likewise, Lf the reward is considered

" unattractive, the.individual is

unlikely to expend affort in atriving
to achieve it. Fox example, a Black
employee pexceiving a potential
promotion to management as a _
rwindow-dressing” faxce in that the
job involves no genuine authority and
responsibility, is unlikely to strive
for it.
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Tawlex (1969) draws a. dlstinctiau

between axternally and intaxnally
mediated rewards, he formar-araz_'

‘usually material and satisfy ’1ower

order nefia"(naslow, 1343).
latter are iptrinsic to the indivi&ual

 and satisfy what Maslow {1943) calls
 'highexr order needs’, such as the need
for selfactualisation and self-worth,
 Internally mediated rewards stem
 directly from performanca and thus

 form a direct comnection with the

periormance, hence their:90werfﬁl_
motiﬂ-f-snal contént.

The value of intrinsic rewards, that

is feelxngs of accomplishment,

2.3.3.3

self-worth and self~estaam, can be
observed in a number of waya.

Firstly, belief in one's own ability
is a crltical_anteaedent to-a-posmtive
effort-performance probability.,
Secondly, the dixect connection
between performance and reward resulte
in a high performance- reward o
probability. Thirdly, these an—called
rhigher-oxder needs’ have high value

for the individual {Lawlex, 1969)..
_Othex factdmé affecting pemfni@ance B

Acgording to Lawler and Porter (1967),

affort alone does not determine
performanca. The writers identify two

%
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major variables which combine with

 effort to determine'performanqe,--'

namely, abilities and rola G
perceptlons. ' '

Whereas they maihtéinxﬁhat abilities
(including personality traita) ara
relatively lndapendant of the

f'environment, they propose that role
'perceptions (what the individual
belisves he should do to perform his

job suaceasfully) are defined by

- gittational variables.

The dagree of accuracy of an-
individual?s role perception dapeﬂds-
on the degree to which it corresponds
with the views of those who will be

' evaluating his work performance

(Lawler and Porter, 1967). In other
wutda, an individual with a ‘good’
role peraeptioh will expend energy on
activities which will result in hxgh

* performance.

Schlemmer {1986), in attempting to

‘partially explain the low success rate:

of Black line-management appointments,
suggests that racial segregatlan has
socially distanced Black employees and

‘managexrs from White managers-an&-this 

provass has prevented them fxom
acquiring elugive managerial skills.’
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Schlammer (1986, p. 100) states that

"They (managerial skills) ave acquired
and absorbed in & subtle’ process of
observation and communication in a
work place setting." Hence, the
development of role perception on tha

‘part of Black employees may be

hindered by restricted interaction
betwesn themselves and White
managers. This could signicantly
contribute to the low success

exper fanced in Black upward mnbmlity.

Expactan¢y mhéory is impaﬁtant_tc this
study as-it has, as a central '

assumption, the idea that thé

%-ability-performance link is not dlrect

2.3.3.4

and excluaive, and that other

variables, namely attitudes, affort,

and role parception are important
determinante of performance.

The link'hétwaen Self-efficacy and
Bxpectancy Theq:y

Acaording to Gist (1987),

self~efficacy ie sometimes aonfuae&

with outcome expectationa as ontlived
in expectancy theoxy. Bandurs (1978, .
in Gist, 1987, P. 476} makes the

following distinctivn: “An efficacy

expectation is a judgement of one’'s
ability to execute a gertain behavionr
pattern, whereas an outcome

expectation is a judgement of the
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flikely conaeqnances ‘such behaviour
will produce"- (cited in Giat, P
476). Bandura also points out that -
efficacy is affected by one’s
motivational state and coping
abilities when under stress, whereas
Expectancy Theory focuses on a belief
‘that effort will lead.to parforman¢e
or a requirad ontoome. However, ag
outlined above, Lawler and Porter

~ '(1967) do consider other varlables,

- besidos affort, to be detaxminants af

| -performance.;

Conger and Kanungo (1988) relate the

;'x=

H

process of empowering subordinates t0§ '

the selt-efficacy concept, as well as
 to Expectancy Theory as descrlbad by
Lawler (1967).

As previously stated, Expectancy
Theory contends that twn types of
expectations affect an individual‘s
effort for a given task: (i) that
their efforts will results in desired
performance and (ii) that performance
will produce desired ontcomes. The

former expectation was veferrad to by

Bandura ({1986, in Conger and Kanungo,

1988) as the self-efficacy
expectatlon, and the 1attar, as the
 outcome expeatation. '
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Cangar and Kanungo (1988) malntain tha*

- empowerment increases self-efficacy

. expectations (sanse;of-peraonal mastery
and effectiveness) regardless of

- outcpme expectatlons.' Even nuder

~ conditions of failure, an individual‘s
selfiefficacy beliefs can be reinforced
by their manager‘s recognition of their

~ performance.

The Pygmalion effect

Gist (1987, p. 477) defines the Pygmalion effect
as "... enhar. ed learning or parformanca '
resulting from the pOBithB expectations of

cthers.” The Pygmalion effect is essentially

-concerned with the impact of others’ -

expectations on one’s performance.

The paﬁerful impact of expectancies haé been

frequently observed in crganiaationa as well as

in classroam environmenta.

One examplé is that described by Barbara Shimko
(1390), of a project undertaken in Philadelphia,
U.8.A., whereky welfare recipients were .
screened, trained and placed in joha at
co~operating restaurants.

In a study undertaken, researchers concludsd
that managers’ éxpectations had a profound .

- effect on job performance. B»According to Shimko

(1990), workers whose managers viewed them
positively had a much more positive attitude




theﬁsélVes, enjdyad-theirIWbrk, gnd experianced '

high trust relationships with their managers.
Workers initially perceived negatively by their

- managers had a correspondingly negative

attitude and a low trust relationship with

‘their managers. This influenced performance

and ‘the manag_er—subordinate' work' ;:elaticnships .

Whereas 'good workers’ were open abuut

'_deadlines they could not achieve and thus
‘helped the.r manager plan realiatically, *bad

workers’ agreed to unrealistic demands. They
thus avoided immediate conflict, but when they

- subsequently failed to meet the objectlvea set,”

they reinforced their managers’Inegative -
perceptions.

The definitidn‘Gist'(iBB?) accoxds the -
Pngalioﬁ”effect does not take into account the
impact of negative expactancies on aubordinata :
performance. For ethical reasons, most '

Pygmalion experimenters have refrained from
deliberately inducing low expectations.
However, the sffeats of nagativa Pygm . on have
been explored.

Rosenthal and Jacobson (1968) as cited in Eden

(1984), looked at the debilitating effects of
low teacher expectations on minority children’s

- scholastic performance. Numerous other studies

have pursued this theme, particularly in the
clagsxroom enVerBMEHt.
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One notable field experiment powerfully.

~ demonstrated the sffect of manager expectancy

on subordinate performance, that conducted by
Eden and Shani in 1979 {Eden, 1984, p.65). The
study involved traiunbes attending a command -
course of the Israel Defence Force. 9he

. results revealed conclusively that tra.nees

whose instrustors had been infoxmed that they '
had high’‘command potential” performed o _
qunlficaﬂtlY'bettEr on the course and reportad
greater ratisfacticen on the course than those
whose instructors ‘had been told that thay had
low ’command potential .

‘Howard and Hammond (1985) lock at a societal
 example of negative Pygmalion when they

describe the poor intellectual performance of -
Black Bmericane. - They attribute the |
performance gap between Black americans and
othexr race groups to a psychological phenomenon
whereby the image of Black intellectual

'inferiorlty has been internalised over tha

years. They term this phenomenon
internalisation of infexiority.

For Blaak Americans, rseientific evidence’ as

well as the public debates ovex Rlack

 'intel1ectual ability and the 1.Q.-race link,

together with poor performance statistics whzch
are constantly highlighted, promote
self-doubt. This affects future aoﬁpanitive
behaviour and future results. The
self-fulfilling prophecy, as described by“Eden -
(1984), is powerfully illustrated in th.
above-mentioned study. '
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Human (1991, 1991a,.1991c) largely atﬁtibutes'

" vhe lack of success of Black management
developmeni to the expectations held by White

managers. Human argues that if a manager has
lower expectations of one subordinate than of

sthers, then the person may be managed in such

a way that the process becomes a
self-fulfilling prophecy.

" fhis was clearly:evidént in the study conducted

ty Eden and Shani in 1979 (Eden, 1984). The
researchers interviewad both the ‘low
potential’ and ’high potential’ trainees at the
conclusion of the course to ascertain how they
had perceived their instrunctors’ behaviour. -
What was revealed was that those trainees who
had -performed better gave more positive reports
of thelr instructors’ leadership behaviour. Aas
Eden (1984), noted, these £indings swpport the

- pontention that supervisors of managers with

high expectations of their subordinates ave
moxe supportive and task~oriented towards them.

On this basis Eden (1984 p.66) concluded that

"... leadership is a means by which superiors

‘unwittingly produce better results among

subordinates of whom thay'expect more."

According to Howard and Hammond (1935,_p} 19)
expectancies are Caneyéd_via éxpadtancy
communications., They describe esxpectancy
communications as “... expressions of belief -
verbal and non-verbal ~ from one person to
another about the kind of parﬁormahce to be
expected”, There is a degree of overlap
between this explanation and that of wverbal -
persuasion as a source of seli-efficacy.
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Two prereguisites for ’expectancy communication?.

to work, according to Howard and Hammund (1985)

aras
i) T that thay come from a source considered
1reliable, : -

| il) o that they predict an outcome consistent

e'with prﬂvious experlanca.-
% o

 The ?ygﬁalieﬁ'effe&t will be inveetigated to
some extent in the'current study through

considexrine the evaluations of Black people
towarda ?hemselvea in viaw of ex;st;ng attitﬁdes
of White people. :

Impact of law'aelf~helief-on performanee'

The abovewmantioned concepts have a common .
thread, in that they refer, dirvectly ox

indirectly, to self-belief, In concluding this"

section, th~ impact of self—belief on
pexformance wull be d;acuased, as extractad from

 the thearatmcal framework.,

Lawler and Porter (1957)'point out that an.
important: antecedent to a positive effort -
pexformance probability is eelf~confidenoe, “that
ig, a belief that ons is able to pemfonm a task
or job,

SRR -
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Howard and Hammond (1985);'in"atpempting.td

explain the pervasive performance problems
experienced by Black Americans in the .
intellectunal domain, largely attribute the
performance gap to low self-confidence which
results in avoidance behaviour, The writers
point. out that despite the dism&ntling of legal

.segragatlon, the emergence of the civil rights
_movementa, and the gains in education, political

1everage and economic status, Black Amerlcans
face deteriorating conditlona ‘n contrast to
other groupa. - S

:_Philling realities msntioned lnclude Black _
poverty that isg triple that of Whites, infant

mortality and unemployment rates that are
double, more than fifty'percent of Black

children are born out of wedlock and more than

forty percent of federal and state prisoners are
Black, Furthermore, the wxitexs provide a
aampiing of statistics on Black academic and
professional performance which indicate a marked
difference between the performance of Blacke and
other groups . (Howard and Hammond, 1985).

Howard and Hammond (1985) reject the notion that
the performance gap between American Blacks and
other groups has anything to do with Black
intellectual ability, arguing that to equate
pexformance with abiliﬁy is tantamount to
inferring that Blacks are intellectually
inferior. '
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According to them, the poﬁf_ihtelléﬁtual_l

performance of Black Americans has rasﬁlted from

‘their avoidance of intellectual erngagement. This

- avoidance stems from self-doubt rooted in the
~ strong negative stereotypes about Black

intellectual capabilities, which ave, in
themselves, lagacies oﬁlnmerican-racism;

-'ﬁ\

ghomas and Velchausa (1950) observe that. low

aelfnafficacy, that is, a helxef in

_ task-incompetence, leads people to avoid
gituations that require the relevant akills.

This avoidanca behaviuur, in tarn, tends to
prevent an individual from confronting fears,
'bulldlng competencies and impraving perceived
compatence. '

Gist (1987, p. 472) states ‘that ..

o salf-afficacy (one’s belief in one g capability

to pexfoxm a task) affects effort, persiatenca,
expressed interest, and the. 1evel of goal
difficulty selected for parformance_ﬁ

Self-expectancies impact on our behavicur as
well as our cognitions. This notion is common
to Expectancy Theory, Self-Efficacy, and the
_Pygmalion effect, in terms'af behaviour, |
expecxancies affect an 1ndividua1 B intensity of
effnrt, level of voncentration, and wmllingness
to take reasonable risks. Howard and Hammond

- {1987) point out that taking reasonable risks

and accepting esposure are central to the
development of skills and self~¢ohfidencé.
Self-doubt leads to taak-avaidance and
ultimataly, poor performance, -

b ATy T A -
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However, the impact df'expécfaﬁeiés'ia_n&t-dnly'
gseen in relation to behaviour. - An indivi&ual’_-'

_ cogn1t1on3, the way he views his behaviour aud
makes sense »f his experience; is also affectac

by expectancies.. Expactanrias affect the way
people explain their perfurmance outcomes. In -
addition, the causes to which performance is
attribhted'iﬁpactmbnlsubSEQuent perfbrmahce.-..

' According to Howard and Hammond (1985),'when an
individual encounters unexpected failure, that

ig, he was confident of doing well, he tends to
attribute the. failure to Ainadequate affort.

 However, when he encounters expacted fallura, |
his. self—deubts are merely reinforced and he

tends to attribute the failure to lack of

:ability. Thege causal explanatlons meact on R

future performance significantly.

- The_individual ﬁho-attxibﬁtea fallure to lack of

effort will_try harder, will persevere, and more

often than not, succeed. The individual who

attributes failure to his own lack of ability,

" will not easily invest greater effort.

Howard and Hammbnd_(lsas,'p. 21), state: "This
combined effect on behavicur and cognition is
what makes expectancy so powerful.  The negative
expectancy First tends tc¢ nerate failure -
through its impact on be  lour, and then
induces the individual to plame the failure on
lack of ability, rather than the actnal (and
correctahla) problem of inadéquate effort, 'Thia'
misatiribution in turn becomea ‘the basis for a

‘new negative expactancy."
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Impiications of negative~expactancf for Black'u_'
management development in South Africa '

'J_Négative expectancies of Black people by Whites
. in gouth African organisations are _
' well-documented in various studies including Day

(1991), Human and Allie (1988), Human and

'jﬂpfmayaru(lgav), and Brook (1990).

' Aﬂcqrding to Howard and Hammond (1935)

expectancies directed at an entire category of
people result in performance cunsiatent with

'those expectations for members of that ‘group.

‘Human (1991, p. '6) sums up ﬁhe problem df

negative expectancies in South African
organxsatlun as follows' '

“"The problem of nEgativa'attitudaB towarde. the

_ capabil;ties of Blacks is profound. If we
belisve. Lhat an individual has to be ’able’,
'w;llmng and ‘allowed’ to devalop and grow, the

attitudes of White management towards Blacks
will impact significantly, not only on’
performance, but alsc on self-confidence, The
feelings of inferiority engendered by racism {in
its more subtle form, stereotyping or negative
expectations) can lead to an internalised
negative expectancy which, in turn, can lead to
demot:ivation, a reluctance to try hard, a
withdrawal from competitive sitvations, a
fealing that 'Y haven’t got what it takes”, thus

‘reinforcing the negative expectations of White

management., ®
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g 1f 3lack South Africans doubt thELI ablllty to Q :
. perform effectively in buainess, they may not
- expend ene;gy in the business sphere and__hance,

will not develop &nd hone theiw business ski’ls.

In South Africa, historic politicglfchanges have

taken place over the past two years. There are

‘those that believe that Black management
 development will improve dramatically as a

xesponse to thase . changes, However, thele ara
potentlal legsons that we can draw from tha
American experience, vis-a-vis, the

‘psychological barriers that must be identmfied
__'and eradicated. Nagative expectancies must be

counteracted, and positive expeotanciea

' nurtured.

/2,4 ATTIFUDES TOWBRDS BLACKS IN BUSINESS

httitudea'and Behaviour

‘Before exploring attitudes_toﬁards Black people

it is necessary to define and understand
‘attitude’ as a concept.

- Allport (1967, p. 9) defines an attitude as ...

a mental and neutral state of readiness,
organised through experience, exérting-a
directive ox dynamic influence upon tha’
individual’s response to all objects and
situations with which it im related.«
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According to: Fishbein (1967, p. 394), *Attitudes
can be viewed as functions of beliefs, which

are, in turn assumptians”about'the nature of
objects.* Fishbein (19567) proposes that it is

-cognltively inconsistent to believe one way and’
‘behave in & contradictory way. In other wards,

beliefs, attitudes and behaviour all tend
towards harmony rather than disaonance. mhus

- attitudes Jlo not only influence how .one feala
.about somethlng, but influence how oneé acts
'towarda ite : '

Bertels (1956) ia smmmarising the litexatuma on
attitudes, suggests that attitudes have three

major features. ‘Firetly, an attitude da@elopé'
through experience with an object. Secondly,
attitudes pred;spose ﬁne to act in a predictable

" manner with respect to an object.- whlrdly,

attitudes consist of positive or negative

_evaluationa.

Attitudes are acquired and shaped by the
environment and significant people in the
individual’s life, and are continuously

reinforeced by selective perception and retention.

of confirming evidence along with dmamisaal of

contraxy evidence.

‘Tt is useful to consider the relationship of

attitudes ﬁo_paxadigms as it Ls the latter term

to which Human and Human (1989) refer when they

consider management development problema in
South African organiaatlana.
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Paradigms, according to Humﬁn and Human. (1989;]'7'
- p. 16), are best understood as *world views Qx

“action frameworks which are coheraﬂtl 1nterna11y
-~ logical and_atructLred." It is these undex lying

values and assumptions constituting oux

__paradigms, which our attitndes are related tn

and are based on.

'ch:.ording to Kuhn (19_70_)_,-' as Human and Homan =
'(1989) recall, paradigms are accepted by their

teers as valid and their content is rarely _

questioned., The assumptiona undexlying
paradigms are taken for granted and afford their

users an explanation of ‘the way things are™ and

‘the way.things_sh¢uld be" (Human and Human,

1989, p.16). In this way, paradigms can

insulate a group of people from & problem. 'An__-”

example cited (Human and Human, 1989) is the
antipathy'bnghité'South_African-managars_to
developing Blacks which seemingly stems from a
belief that Blacks are inhezently inferior,

 Hence, paradigms and attitudes are closely

interwoven and, together, they influence

‘behaviour. The current study congiders and
meagures attitudes, but the role of paradigms in

attitude formatxon should not be fergotten or
ignored : ; _ i

The attitudes of Whites toﬂﬁxds3nlacks

‘White attitudinal résistaﬂge has been pinpointed
as posing a serious impediment to the upwaxd
mobility of Black people in South African
organisations by Brook, (1990), bay (1991) and
Human (1991), Hofmeyr (1989) inter alia.
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Sébeshofa {1986, p. 21) statement sums up -the -
findings of several studies on the subject:

"rhe problems of Black advincement have nothing _ |
to do with the innate abilities of Blacks but, '
mainly, the attitudes of Whites as moulded by

the broader socio—political factors 1n the
. broader comnunity. * ' ' ' '

 Numerous stﬁdies.aupparﬁ thig viewpoint and =
point to, not cnly a strong resistance to Black
Advancement, but, furthexmore, a belief that

© Blacks are therently less aapable th €351 Whites.

In 1972,'scnlemmex and sougagge@'cin ¥ranks,
1987, p. 30) found that 43 percent of the
companies in their sample reported White
employee resistance as a factor which
 discouraged Black advancement. Ths aecand :
factor, in rank order, which wasg found to impede
Black advanceuwent was that Blacks were not
congidered to be capable of mobility.

Humwan and Hofmeyr (1987) Zound in a study of 306
business people, of which 95 percent were White
males, that more than half of the respondenti '
felt that Blacks do not have the objectivity to
evaluate business situations properly. Just
less than half of the respondenta felt that -
Blacks are too emotional in business situations
and that challenging work is less important to
Black people than it is to Whites. Respondents
also doubted whather Blacke are able to '
contribute as mach as Whites to the}goala'afsan
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organisation. The study concluded that whilst
-respondents felt positive about equal

opportunity and non discrimination, many
expressed the belief that Blacks are 1hherently
1nferlor to Whitaa. -

-in;the Bame_yea:,”a étudy was done which .
-investigated'teaistanbé—toéchangé dynamics, and,
‘more SPECiflcallY, White resistance to Black
_r‘vancement (Frr.-mkasn_r 1987) . Indepth interviews
 were conducted with 196 emploYees'ih 24 retail
"stores ' mhe'study revealed blatant negative _
‘sterotyping of Blacks by Whites as lazy, slow, L
flacking inltlﬂtlva, etcetera. ' '

'Brook (1990} extended the work on raclal

attltudes in the public administration domaln, 
using the same queationnai;a that Luman and ;
Hofmeyr veed in 1987. His findings were based
on the att;tudes of 119 reapondants, all being_
White civil servants drawn from four
munmcipalitmea. The atudy revaaled that
attitudes towards both Black and Coloured
advancement were, on the whole, less tolerant
than attitudes towards Black advancemeﬁt
reported by Human and Hofmeyr (1987)

attempting to explain the increase in negative_
attitudes Brook (1990 p. 77) states.i

"It is possibla'that with.the diamantling-of
apartheid structures, coupled with a move
towards a new conetitutional disﬁehsatibh,"
attitudes will progassively become more
positive as a result of increased exposura to.
~ Blacks in both social and occupational arenas,
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'Howeve-‘"iﬂ'the eherf'term,”ﬁhite oivil

eervante' fears regarding job security are:
likely to increase, intenslfylng Whlte
attxtudlnal resletence‘§

_A recent study Lr Day (1991) inVeﬂtigates the

attitudes of ?Alte male Mastere of Buelneee

_eedminxstratlon (MBEA) students to the advancenent _
‘of Blacks and .emen. . %The questionnaire used by
Human and Hofmeyx (1987) as well as Brook (1990)

was agein utilized

The study showed that discriminatory attitudes

T avail amongst those who, according to Day, -
. could be coneidered repreeentative ‘of White
”mlddle nanagers in South African erganisatlons.-

Negative attitudes tewards Wemen tendad to be -

- more pronounced in relation to the

organisation’s ld“'é vwoie in their development

‘than with respe.» . > their percelved abllitmes

In contrast, ta- _.Jatmve ettxtudes towards
Blacks were concerned- primarllv With their
inherent abilities, namely: objectivity,

‘gelf-confidence, competitiveness, ability to .

contribute to organisational goale,.ebiiity to
acquire mathematical skills, and capacity to
enjoy challenging work. Fuxthermore, Blacks -

were perceived as less aseertive and objectxve .

than women, and less able to contribute to
organleationel goals.

Day (1991, p. 51) relates his findlnge to the

' social closure phemomenon, stating that ... it

would appear that the White male economic elite
are concerned, perhaps unconeciously, with
maintaining their privlledged-posxtion.

S S
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Demographic variables which 1mpact nn
'attitudes -

Studies by Human and Pringle (1936), and -Human
and Icely (1987} attempted to ascertain whethex

White attitudes to Black wpward mobility.are, to.
any extent,_a £gpchion of demog&aphic'variables.'

The 1nitia1 studv'by Human and Pring; (1986)

which involved admtnlatenlng a quaationnaixa.to

forty White maie wurkers revealed that .

attitudinal diffarencas existed aecardlng to
educational level and, more specifically, the
higher the level of education, tha 1dwar tha

level of prejudiae expreased.- .

The smdy. b‘y-' Himan and ::c’e_ly {'193‘_7_) utilized a
gimilar attitudinal gnestionnaire. This was

‘administered to 138 White employees in two

organisations.. The'reséarchera found'that S
attitudes varied in accordance with the

'follGW1ng demographic p&ttaxn.

~ men expressed more liberal views than womenj

~  English-speaking respondents were more
liberal than Afrikaners;
~  administrators expressed more liberal views
" than production personnel. '

They expiained these trends in terms of the.
social closure phenomenon whereby the dominant.
group secks to protect its lnterests by denying
access to the elite group.

= o e N T T PP AN AL KA S RN e o= - il

R L




o

O

o . Ceem e
BV L. S S e e e i it

- 67 -

For the above-mentioned study Human and_Icely
concluded, on the bacis of demographic trends,
that groups most resiatent to Black mobility
would be those who feli most threatened by the
notion of blacks having access to the limited
resources available. That is Whites with lower

. orvganisational status or education were more
‘resistant to competing with Blacks.

Similar.fihdings with regards to demogzaphic
trends were reported by Human and Hofmeyr
{1987). The researchexrs analysed the
significance of four demographic variables,
namely, language, management level, age, and
company ownexrship (v.s.Anuownad or South
African-owned). Age and company ownexrship did
not explain attitude wariance and no significant

_ demographic trends were found in relation to the
issue of affirmative action. Demographic trends

did emerge however, with respect to language and
mﬁhagement level. Management level and languagé
best explained the variance in attitudes towards
the inherent capabilities of Black p90p1e.

8pecifically, English-speaking senior management

respondents were more positive tOWarda Blacks in
organisations than Afrikanars in
middlenmanagement. ' '

A later study aiming to extend the knowledge

base regarding the relationship between .
demographic variables and attitudes to Black
advancement, confirmed the findings of prevmaua
research (Kamfer, 1989).
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What emerged was that Afrikaners were less

positive than English-speaking people; factory

workers were less positive than office workers;

employees with post-matriculation qualifications

- and employees in higher job gradas were more
positive‘-“Hawéﬁer,'there was no difference in
attitude related to age, sex or length of
aervice. -

This confirmed the trend reported by Human and
Pringle {1986) and Human and Icely (1987), that
liberality increases with educational level.
The findings regarding the effect of language
'aupporta the ﬁeaulta_of both Human and Hofmeyr
© (1987) as well as Human and Icely (1987).

Day’s (1991) more recent study of MBA students
also identified demographic trends,
spacifically,.that students at Englisb-speaking
universities tended to be more positive.than -
those at Afriksans-speaking universities. Age
and organisational level did not indicate
significant attitude diffareno .8 in thls
'particular stuuy. -

ATULTUDES TOWARDS WOMEN IN BUSINESS

Of particular intexrest to this study are the prevailing

expectations regarding Black females’ roles in the

workplace and the attitudes towards their capabilities.

Differential societal expectations for.males and  females
have been depicted by several writers. TFor sxample, it

e e i et it et b
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has been suggested that women are expected to be

_ compassionata, unaggreasive and dependant on othara. On
the other hand, men are expected o have an orientation

towards powexr and prestige, and to diaplay icitiative
{Rogen and Jerdee, 1973).

What Rosen and Jexdee (19?3) found, in their study'af

 undergraduate stundents and banking supervisors was that’
these sex-role stdreotypes - perceptions of what is |
appropriate behaviour for males and females - not only
existed, but impacted on how the respondents evaluated

" the supervisory effectiveness of male and female
‘supervisors. For example, a reward style was rated more

effective for male supetrvisors than for female
supervisors. Such firmly-entrenched sex-role
stereotynes may impact on women’s performance in the
workplace by inhibiting the degree to which women are
flexible in their manageriali style (u’Leaxy, 1974;
Rosen and Jexdee, 1973). | -

Rosen and Jerdee (1973) refer to several studies which
have indicated that supervisory role expectations are
applied equally to men and women bui that women are

judged as less likely to meet those expectations. For

example, Gilmer (1961, in Rogen and Jexdees, 1973) Zound .

that over 65 percent ¢f male managexs believe that women
would be inferior to men in supervigory jobs and that
women have ‘higher .beentesism, are more neurotmc, and
have more workrelated prublams than men,

A pecent study by Linda Brest {1991) points to the
impact of socializaztion and stereotyping on women‘s
self-perceptions. The study iﬁvestigatéa the
perceptions of managerial competencies amongst men and

e e e et e
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women managexrs to establish whether gender disparities

exist regarding perceptions of awanagerial competéncies,"

The findings indicate that men and women do not differ
in their perceptions of managerial competencies.

Brest (1991,_9.'42) concludes that a significant reason
for low utilization of women in management can be

~ attributed to_séx—role stereotyping and the effects of

socialization, She states that "Thege {negative)
perceptions are held by working women themselves, their

. guperiors, peexrs and auhordinatea;..ﬂ__According'to hex,

men and women often have the same low confidence in
women and this belief then becomes a self-fulfilling

prophecy. .

‘Another study cited by Rosen and Jerdee (1973) which
revealed a tendency for women to devalue the performance

of women was that conducted by Goldberg in 1968.
@oldberg (1968) found women to be prejudiced in the
evaluation of the professional competence of other -
w@mena ' ' '

Lauwbscher {1932), in défining gelf~concept, _
digtinguishes between wastery-orientated people who

~ direct attention towards the attainment of a solution

and take rosponsibility for their position and,
conversely, people with a helpiess propensity who adapt
an attitude of halplesaness'whilst attributing problems
to factors beyond their contrel. The latter tend to
have a low self-concept. '

. Quastions were also raised regarding the self-confidence

of females in the gtudies by Feather in 1969 and Deaux
and Enswiller in 1973. Both studies revealed that
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females tended to attributa_sﬁqcess and failure

externally,'nften'to iuck or chance. In-cdntrast, both
males and females attributed suczessful male performance
to intelligence and s$kiil (O’'Leary, 1973)., |

O'Leary (1974) conducts a useful review of literature
concerning the psychological barriers which may inhibit
women’s work performance. Factors she refers to which
are velevunt to the aurrent study include attitudes

. tow rds women in management; attitudes towaids female
“competence; and the “male’ managerial model. :

.é%aagf.(19?4) contends that, to the extent that

+ ional decisions are made by men in positions. of
“an. w%ty, an obvious barrier to career advancement for

:ff&ﬁwghmy;es in the attitudes of thein promoters.

Thewein-Yies an echo of what South African researchers
have confirmed in recent years. (see Day 1991; Bxook,

1991; Human, 1991; Buman and Igely, 1987; Human and
Allie, 1988)., Day (1991, p. 19) sums up the paradox
when he states that *the success of management
development of currently excluded groups depends on the
group, who for the most part, still believe that they
are more capable because they are White and mals."

OrLeary’s literature review (1973}, ﬁlthough not recent,
highlights male attitudes to females in business which
concur with f£indings of several South African studies.

- Hence, some of these earlier studies will be referred to

briefly.

A study of male executiﬁe aﬁtitudes-conducted_in_1955 by

" Bowman, Wortney and Greyser (in O'Leaxry, 1974) revealed
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- O'Leary {1974) contends that women are evaluated
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‘mildly unfavourable’ to ‘unfavourable’ attitudes toward

female executives. One third of those sampled felt 1
that women in managerial positions had a rbad’ effect on o
employee morale. Fifty one percent saw women as o
temperamentally unfit for management and eighty one
percent did not balieve men fesl comfortable with a

Fenmale boss,

according to a "male” managerial model. ‘'this, she = =
suggeaté; affects their promotionai'0pportunitiea. . Bhe
quote” “icGregoxr, who wrote in 1967: o -
“he model of the successful manager in nur'cultura
(Bmerican) is a masculine one. The good manager is
aggressive,'COmpetitive,'firm and just. He is not
feminine, he is not soft and yielding or dependant or
intuitive in tha womanly sense. The very expreésioh-of_
emotion is widely viewed as a feminine weakness that
would interfere with effective business processes." (in
O*Leary, 1974, p. 811}. :

Furthermore O'Leary (1974) suggests that for a highly
competent female to gain recognition for her
achievements, these had to be demonstrably excepticnal -
evidencing abnormal drive and dedicatlon.

Recently a survey was done by Human and Allie (1988)
which looked at the attitudes 6f'Whitekﬂngliahnapeaking
males to the_advancemeht of women. The subjects were
Master of Business Administration students or manageys
attending the executive programmes at the Graduate
School of Business, University of Cape Town.
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The findings revealed that White English-speaking males
expressed certain reservations regarding the advancement
of women in business. Although they respebted the
principles of equal opportunity and felt that women have

_ the capability to acquire managerial skills, some

questioned the ability of women to compete on equal
terms with men. Some expressed reservations about the
objectivity and aggressiveness of women. Some also felt
that women are less capable than men of contribution to
the organisation’s goals. Some questioned the |
acceptabllity of women assuming leadership roles and
some felt that challenging work is not as important to
women as it is to men, A large percentage had doubts
about: the competitivenass, self—confidence and emotional

'contxol of wvmen.

The findings detailed above seem to indicate that worten |

are, in many instunces, being automatically stereotyped
as less able. The Black women’s plight is unique ~ ghe
has to contend with racism as well as sexism*

The aurrent'study'will inveatigate whether nagative
attitudes towards women in the workplace have been
internalised and whether Black women see themselves as

inferior to Black men.

SUMMARY

In this chapter some of the major obstacles to the
advancement of both Black pecple and women in business
have been highlighted. That the progress of Blacks and
women in organisations is not at all satisfactory, is

. clearly a reality. However, to place the blame solely

at the door of these twn groups would be naive and
illfounded.
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Rumexous obstacles which Black encounter in the-
workplace have been discussed, in creating the context

~ foxr this research. Particular attention has been given

to four issues which nay inpact on the motivation and
performance of Blacks, namely, the resistance of White
employees to their (Black people’s) upward mobility;

" their marginal status at the workplace; thei; exclusion
from organisational opportunities-(social-dlﬂSure);'and
the negtive attitudes and expectations which White

~managere tend to have regarding their (Blacks) business

capabilities. In view of these obstacles it is clear
that the Black advancement problems im South African
companies do not indicate that Black people have
inferior business capahilities, Instead, they are
manifestations of the psychological and structural : .
processes Blacks encounter at the workplace.

Wwith regards to the lack of career mobility of women, it .-

is clear that histoxical, educational and vocaticnal
choices are not only to blame for the disproportionate

number of female managers in organisations. As with

Blacks, women are the victims of negative stereotyping
and discriminatory practices. Black women, as the
literacture reveals, endure double-discrimation, namely
racism and sexism. Furthermore, they may have to manage

~ traditional Black culture expectations relating to their
societal role, These factors may adversely affect their :

self-confidence and work performanca.

Having considered the obstacles which women and Blacks
face in business, the next section of this chapter dealt

with three theoretical concepts which highlight the role

of attitudes in determining a&lf-confidence and

- performance. More specifically, Expectancy Theory and

S s i e g
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'891f~eff1cacy focous on the impact cf an individual'

{owm) self-expactationa on motivation levels and

- performance, whereas the Pygmalion effect considers the
' impact of others’ expectations on an individual’s
performance. ALl three concepts describe a psynhologmcal
: process wherein there ig & strong link between
performanca expectations and performance itself This_ .
is relevant to the current research which seeks to. | o
explore the expectations and attitudes of black businaas -
_people to their {Blacks') busincses capabllitiea.

Finallg; as theftheoretical framgworkfclearly-sﬁppbrts
the view that others’ expectations impact on an |

 individusl’s own expsctations and performance, it was -
R deemed necessary- to consldar the attitudes towaxds
' Blacks and women, identlfled through previous research.

The_f;ndings described indicated that both Blacks and

 women are often awtomatically stereotyped as lems
 capable than White males, The curteht-resaafch will

 explore whether these negative;perceptions_have-heeh
~ internalised by Black men and women in organisations.
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. CHAPYER THREE |
THE RESEARCH QUESTION

3.1'-sxcnxrxcnnca OF ATTITUDES

In South Aﬁrica, thara has been a dearth of
attitudinal research on the attitudes of White males
to the advancement and capablllt*es of. Blacka and

women in buginess, and for good reason. Tt is White'*!
‘males who have, traditionally, by virtue of theix

high-power poaitions in the organiaatlonal hierarchy,
nade decisions pertaining to the development and

~ ddvancement of Black people. As more and more Blucks

_ aaplre to, and join the management ranks, particularly
in view of the dismantling of discriminatory '
legislation, it is their attitudes and expectationa"
~whish need to be explored, both towards themselves and
towards Black pecple generally.

‘The views of Black peopia'to their own capabilities in

business, according to Expectancy Theory and the self-
efficacy convept, will significantly impact on their
willingness to try hard and, ultimately, effect their
occupational mobility.

Furthermnre, as, increasingly, Blacks take on
managerial roles, it is their attitudes and
expectations with regard %o ’other’ Blacks that is
importent. As managers, they will be transmitting
their expectations, both coneciously and
subconsciously to their subordinates. The
consequences of negative subordinate expectancies hava
been examined in Chapter Two.
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That the attitudes of Black people towards their

'buainesa gkills. partlcularly, manager;al skxlls, might

- be negativa, is not an unrealistic poss;bility.

WHY BLACK PEOPLE’S ATTITUDES MAY BE NEGATIVE

One possible reason why Black people may hold negativa
attitudes regarding their (Black people’s)
capab:.litiaa stems from the years of racism,
discrimination ar-d oppression they have had to ‘endure,
not only at the workplace, but also in the broader
society. The circumstances Blacks have had to facé
may not only have hindered their skills development,

” but, nore aignificantly, their aelf—confidenca and

esteem.

~ Schlemmer (1986, p. 100) makes an obsexvation which

supports this notion. He states that:

- “+». the development of self-confidence
requires among other things a clear sense of
being accepted and valued by others.  Black

- managers, being marginal in the business

' en#ironment, do not receive the kind of
feedback which provides reassurance. Their
social marginality therefore makes it
difficult for them to develop that sense of
sélf-wOrth in the context of the organisation
that is a precondition for proper motivation."

There is a degree of uncertainty with regards to the

_ self-confidence of Black South Africans in business,

particularly on the part of Whites, as numerous
studies have indicated (see Day, 1991; Brook, 1990,
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intex alia). Bla#ka'tao, have expraased doubts in .

this regard. In a study by Human and Hofmeyer (1985)
during which a aerxes of iaterviews were conducted
with & cross-section of White and Black 1nterviewera;
a pertinent ohservation wae made. Both Black and |
White intexviewees percelved a lack of self-confidence
amongst black managers. One interviewer related the
"Black’ exparlance ag follows-

wBlacks are constantly told they are incompetent and
they begin to believe it; +they have feelings of being

incapable" (Human and Hofmeyr, 1985, p. 115).

A second possible reason that Blacks may manifest 3

’negativa attitudes towards their own capabilitiea is

closely lmnked to the notioa of 'reduced _
self-confidence’. The term used in the literature _
(Fuman, 1991; Day, 1991; Howard and Hammond, 1985) is
‘internalisation of inferio:ityr; |

Human (1991), in attempting to explain why affirmative

~action programmes Iail suggests that_nagative White

attitudes to Black people’s inherent capabilities may
lead to an rinternalised negative expectancy’. These
negative expectancies have serious ramifications in

terma of the amount of effort exerted, risk level and

 exposure the individual chooges, which, in turn,

affects task competence (Lawler, 1967; Howard and

Hammond, 1985).

Howard and Hammond (1985, p.19) use a similar argument

 to explain the pooxr intellectual performance of Black

Americans. They state that:
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", ..the need ‘o avoid intellectual competition
is a psychological reaction to an image of
Black lntellectual inferiority tha has been
projected by the larger society, and to a less
- than conscious procsess of internalization of
that image by hlack pevple over the
generations." -

. Human (1991c) dontends that the internalisation of

inferiority is not a ‘Black phenomenon' but rather, a
downward psychological process, reinforced or '
stimalated by low expectatlons and subsequent low
performance which erode the individual’s
self-confidence and personal self-concept.

According to Horowits (1985),?591£-estaem.is largely a
function of the esteem accorded to the groups of which
‘one ‘is a member. In discussing “self-sterecotypes” on

the part of backward ethnic groups (Horowitz 1985, p.
171) explains that membe:s of groups that view _'
themselves as less intelligent, less well educated and
less worthwhile "... are also likely to view

_themselves as the major obstacle towards their own

advancement.“

This coﬁtention bas maﬁbriimplicaﬁions for Black
management development if it is found that they have

- internalised negative stereotypes. For, as Howard aad

Hammond'(1985, p. 17) aﬁggeat ",...thé progress of any
group is affected not only by public policy and by the
racial attitudes of socisty as a whole, but by that

- group’s capacity to exploit its own strengths.” Blacks

" need to welcome engagement in the business sphere
rather than avoid or spurn it for them to allay gelf~
~.doubts and exode negative White-held stereotypes.
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There i a thixd factor which may erode the attitudes
of Black business people towards themselves, that |
being the shortage of exemplary'rola models by way of
successful Black businessmen and women. According to
Wiseman Nkuhlu (Business Day Supplement 31/8/92, p.
30), presildent of the Black Management Foxum, a
eritical impetus to Black management development is
the development of meaningful role models. Positive

role models defy the negative stereotypas Whlch are 80
* damaging to salf-contidence.

In light of the stark realities confronting Blacﬁ'_
people in business, not least of which are White -

' prejudice, negative expectancies, marginality and the

lack of Black role mndela, it is possible that their

attitudes towards themselves may reflect insecurities

and self-doubt, Furthetmore, as explained previously,
the impact of attitudes are far-reaching and, in this
instance, can enhance or severely hinder Black upward
mobility in arganisations; For these reasons, this
research concerns itself with the attitudes of Black
people in business. | '

Furthermore, as the psycholbgical.barriars experienced
by Blacks are not dimsimilar to those experienced by
women of all rages, and as the successful _
'incorporatidn of women in organisations is, at Least,
an economic necessity, it is deemed.worthwh;le 10
separately consider attitudes and expactancies
regarding Black women in business. Black women

. endure ‘double-discrimination’ - both racial and

sexual - and also have other unique obstacles to
contend with in the business arena. It is possible
that their position in society may have had some
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effect on theiﬁ own:attitudea:and expectancies

vegarding Black women’s role and capabilities in
business, as well as cn the perceptions held by Black
men. | - |

RESEARCH QUESTIONS

Henuve, the purposé of this research is to identify the
~attitudes of Black businessmen and women to the '
capahilities of Blacks in busineas._

The"sub—problems to be.addressed are:

" 4)  The distinctive attitudes of Black South

Lfrican business people ‘towards the
capabmlitiea of Blacks in businesa‘

FIAN whether demugraphic variables will indicate
- distinctive attitudes towards the capabilities

‘of Blacks in business.

iii) = whether gender characteristics of respondaﬁta
will indicate distinctive attitudes towaxrds
Black males and females.

iv) . Whether the attitudes of Black South African
 business people will be distinctly diffarent
tOWards Black males and females.

R —
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CHAPTER  FOUR

 RESERRCH METHODOTOGY

INTRODUCTYON

' In this chapter the popﬁlation'fdr”the purposes of _
this study is defined. Thereafter, the data'gathéring_

process and tachniques used to analyse the data. are

. described: together with the specifla rationale for.:

using them.

_DESCRIPTION OF SURVEY FPOPULATION

Thg-popul&tion fo:'thé purposes of thia-study”ia'Black
members of the Black Management Forum, It im likely
that theiy views can be considered representative of

| Black people in South African business organisationn.

4.1

4.2

\//-'-‘;? 4.3
5
{ o
0

Tmre s

It was decided not to restrict the guestionnaire to
Blacks occupying managsrial positions so that
demographic trends could be.investigata&;' mhe_survey_
was however restricted to Blacks, in the narrowest

_gense, that is, did not include Coloureds and Indiams.

DATA CATHERING

j4.3;1 Queatiannaire gelection

The attitudes of Black busineaé_people to the
capabilities of Black males and females in
business were investigated by way of a
questionnaire. This guestionnaire was an
adapted version of that used by Terborg
(Terborg, J.R; Peters, L.H.; Ilgen, D.R. and
Bmith, F., 1977) in a study of attxtudea
towards women
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in buainass, This questionnaire was also'used :

by Human and Hofmeyr (1987), Human and Allle
(1988), Brook (1990}, and Day (1991) in .
prevmous rasearch

As the qﬁéstibnnaira was iniﬁiglly designed to

gauge attitudes towards women, all questions

~ were modified for the purposes of this
_:aaaeareh Three opanuendad gquestions were

included to ascertain how respondents

attributed cause for both the success and
_failura_of Black upward mﬂbility.*s _

-The quastlonnalre was tLen tested on ten Black
" businessmen and women known to the -
researcher, Where confusion existed as to the

wurding of questions, these were amended to

. remove ambigulty.

The questionnaire congisted of forty eight
questions. The first thirty three were

attitudinal questions. These ﬁook the form of

gtatements to which the respondents could
reply by Belecting one option on a five point
Likert scale, ranging from ’strongly agree’
through ‘agree’, ’'uncertain’, fdisagxée', to
rgtrongly disagree’., The next three questions
asked vespondents to complete open-ended
statements pertaining to the success/lack of
success in Black upward mobility. The
remaining questions sought personal details'of
respondents, including age category,
educational level, organisationul status,
gender and home language.

Tthe questionnaira appears as Appendix 1.

7
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Questionnaire administration

Having obtained permission from M. Lot
Ndlova, Executive Director of the Black
Management Forum (B.M.F.) to maill |
questionnaires to B.M.F. members, the
researcher made telephonic contact with each

- supplying the researcher with a regional

address list of individual ‘members. A tatal'
of 760 quaﬁtionnairas were pasted to addresses

‘thus obtained. The address lists were not
'totally adolurate or up-to~date, at the own

. admission of several of the regional

chairmen..- All questionnaires wexe. posted
together with a stamped anvelope which had
been pre-~addressed for return to the
reseaxcher. An initial low response rate from
female respondents prompted the researcher to
follow-up telephonically with those for wihom

' contact telephone numbexs were supplied..

4.4 PROCESS

4.4.1

During this'proceas it was discovered that .
several respondents’ recoxds were in fact

OF BANALYSIS
Statistical analysis
The completed quéstionnairés, once received,

were coded and captured using DBase IV.
Furthexr andlysis was undertaken using Numbex

" Qruncheyr Statistical System. The three

open-ended questions were analysed

qualitatively.
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- ordinal to intexval data ueing corxespondence -
analysis (Willemse, 1990) The correspondence
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The Likert scale used for the thirty three

attitudinal guestions was converted from

- analysis and rescaled equivalents are included

‘as Appendix 2. By converting the scale to an

interval scale the researcher was able to

utilize parametric. etatistical techniques to _
~analyse and. interpret the data. - The initial
Likext Scale data is reproduced as Appendix

3. The raacaled data is reproduced as -

_Appendix 4.

_Frequendy analyéis_fsfbebné:-and Shannon, -
. 1989) was undertaken to investigate agreement
- with the attitudinal statements regarding the

business capabilities of Black people. '

Factor Analysis (Pirow, 1990) was then

undertaken to reduce the data into underlying
ffactora whiah.wouid aceount fox a aubatantlal

' _portion of the variance in the original

data. The f£indings emanating from the Factor

Analysia will he discuaaed in the next
chapter.

| Biagraphical aharacteriatics of the aample

were measured using desariptive statistics

(Leedy, 1989) A,biogxaphlcal profila was

. drawn up_on_this basis.

An analysis of variance (ANOVA) (Groebnexr and

Shannon, 1989} was done on all four factors

 resulting from the'above factur“analyais;_ The
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._independent variables used for the ENOVA were

age, education, organlsatianal level and
language, ANOVA enables one to assess whether

"populatibn means are egual.. This statlstlcal o

‘technique can only be used for interval ox
‘ratio data. The two-symple T-test would mot

" be suitable in thls instance as more than two

populatmon means are involved and the _
likeiihood: of cammittlng an alpha error would
thusg be compaunded. Once the ANOVA leads to
rejecting the null hypathesls of. equal neans ,
‘a method is required to determine which means
are not equal. - As the sample sizes for each
population group are not equal, Scheffa’s =
method of multiple comparison was selected

- instead of Tukey's method ~ (Groebner and

-Shannon, 1989)

| Naxt, two-sample T—tests'(eroebner and

Shannon, 1989) were conducted on all factors
‘and variables to identify, any statistically
significant differences between the replias 
(i) of males and females and (ii) towards
males and females. T-tests were selected for
the following reasons:

- T-tests are used to estimate the

o difference between two papulation
means . '

- As the data was conver“ed from ordinai'

- to interval data it was possible to .
_ | utilize this technlque.' - o
- - T-tests make this study comparable to
. previous research (Day, 1991; Brook,
1990). Although the T-test is more

««««««
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_apprbpriate for large samples (bﬁer-

30), *"... for large mample sizes, the

t distribution approaches the standard
normal distribution.* (Groebmer and
~‘Shannon, 1989, p. 440). o

In addition, F tests (Groebnex and Shannon,
1983) were done to ascertain whether T-tests

for equal or unequal variances should be used.

ALl variables and biographicalzdata-ﬁare |
;croaa-tabulated*tb highlight reaponaé rates.'-

_The infarentmal tests were condurtad at a
sign“fivance level nf .05,

antEnt‘analysiﬁ'

"{_The'ﬁhree open-ended questions wexre

. 414';3

 gategorised by'raading'through‘réapﬁnaas'and'
- making a list of recurring themes which were

then assigned a label (word ox Bhoxt phrase).
These themes were captured, the frequency of
each was determined, and they were
gqualitatively analysed,

Conclusion

The reseaxch results are discussed in the next -
 chapter.

_Tha.analysis has provided aunmaries ofs

i) A.biggraphical profila-of-respbndents.
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Indications of genéral“attitudes'(aa' R
represented by mean scores) and the o |
'degree of - conaensus in those attitudes
'(as either means being statiatically '
:algniflcant or not) held by Blacks
towards Black males and females in

businesa.-*-7

Indications of differancea in attitudea[
between Black male and female _
'respondents to the £our factors as well

as to the varlables. . '

_fIndicatians of differences in attitudes
 between respondants of different age "

_'groups, educatlon 1evels and o N
organisational levels, . R  ’ o .H}

_Ihdidations-of differences in attitudea_
~.’in respect of the four factors which
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CHAPTER FIVE
‘'RESEARCH _RESULNS

5.1 INTRODUCTION

In this chapter the findings of the analysis are

 described. First, the characteristics df'tha_
‘respondents are set cut. Then the general attitudes
towards Black business peoPle are established, as well

as attitudes ‘.owards Black males and Black females.

. Thereafter, the findings of the factor analysis are

discussed. Fourth, the analysis of variance results

‘are reported. The qualitative resnlts are then

discussed. Finally a summary of the most important '

_findinga is given.

Por ease of presantation,'the'aﬁatements in the
gquestionnaire have been coded with a single word; for
example, AMBITIOUS represents the statement "Black
(males/females) are ambitious enough to be succesgsful

in the business world". 'As the questionnaire inciudes

atatements that, :
-~  firstly, refer only to Black males,

-~ secondly, refer only to Black females,

~  thirdly, to Blacks in relation to Whites,

'w. fourthly, refer to Black females in relation to

Black males, and
-  finally, refer to Blacks in genewal,
the code word will be followed by an explanatory
symbol, The symbol ‘M’ indicates that the statément
reters to malex; an ’F’, indicates that the statement

‘refers to females exclusively or in comparison to
‘males; and a 'B’, indicates that the statement refers
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to Blacks exclusively or in cbmpafison'té Whites. For
example "Black males are ambitious enough to be -
guccessful in the business world" is coded as follows°
AMBITIOUS (M). For a list of atatements and their
codes see Appendiz 5., The code words are consigtent -

" with those used in. prev;ous empirical research
-'raferred to in. this reporﬁ. ' ' '

CHARACTERISTICS OF THE RESPONDENTS

521 .Sample'Size |

Of the 760 queatiannaires posted, 175 wexe
returnad, representlng a response rate of 23%.
This is an acceptable response rate for mailed
questionnaires {Moaerfand Kalton, 1977).

'5,2,2 Home language

of thé'sampla,'éz% recorded Zulu as their home
1ahguage; 28,2% by Sotho, 13,2% by Tswana, 5,2% by
Xhosa. The remaining 11,4% of reapqudehta
recorded either Shangaan, Pedl, Venca, Nguni or
Tsonga as their home language except for 5
respondents {2, 9%) who dascribed themselves as
multilingual.

5,2.3 Genderf
Three quarters of the sample (74,9%) consisted of

Black males whxle the remaining 25,1% of the
sample consisted of Black famalea.
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Age gromp
Eighty seven respondents (almost 50%) were

between 30 and 41 years of age. Forty nine
respondents - (28%) were 41 years and older.

whirty eight respondents (21,7%) were hetween
- 20 and 31 vears of age. ‘Only one respondent

fell into the age group “20 years or less".
Hende, almost. 80% of respondents were over 30
years of age. '

 Educational gqualifications

' Eight respondents (4,6%) did not ‘have matric.

Twenty geven reapondenta (15,4%) indicated
matric as their highest educational
qualification, Sixty five respondents (37,1%)
had achieved a diploma. Thirty five (20%) had

- a first degree. Nineteen respdndents_(lD,Q%)
" had a postgraduate diploma. Twenty one.

respondents (12%) had a postgraduate degree.
Hence, 95% of respondents had a m;nlmum of
matric and 80% of them had dona sone form of
tertiary education,

Organiaational status

Seven raspondanta (4%) descrihed themselves as
"top managament“ in their respective
organisations. Twenty two respondents (12,2%)
were "senior" managers. Forty two (24%) of

the respondents were "middle" managers. Forty

seven respondents (26,9%) fell into the
"junior management" category. Seventeen
(9,7%) fulfilled "supervisoxry" poaltions
within their organisations.
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| iwenty:reapondents'(11}4%) wére.in;positioha
‘described as "below supervisory®. Eighteen
(10,3%) of respondents fulfilled "other"
positions, for ekample, consulting or
Bacretarxal._ Hence, approximately 70% of
respondents were in either managerial or
' superviaory positions.

.F’f\.
-

As can be'seen'from the sample descripticn, _
there is a great deal of diversity with rega.d
to age, organisational status,;edﬁdational'
_qualifications, and home language. The range
of careery or job positions was extxemélyf
- wide, including human resources, finance,
admin’ stration, publie relations, production
and'marketing For a summary of the _
S o biographical proﬁile of resyondents, ses
 }'; o - o 'Appendix 6. ' ' '

5.3 3IYTITUDES waﬁﬁns'anncxs IN BUSINESS .

The attitndes of raépondents towards Black business
people will be dealt with in the following manner.

'; e | | First, the researcher will discuss attlitudes towards
i Black males, drawing comparison where deemed
TTG important., between male and female respondents.

Second, the researcher will discuss attitudes towards
Black females. Finally, the researcher will discuss
“the all-encompaseing category of attitudes towards
Blacks as a whole, with special focus on items not
discussed in the abovementioned two.sections.
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attitudéa ﬁbwarda Black.malea'in'huSihess

Respondents expressed positive attitudes
towards the abilities of Black males in

“business. Table 1 indicates the parcéntage of

respondents, in total and by gendex, who agree
with the statements pertaining to various
brsiness capabilitiss of Black males.

PARLE 13 AETITUDES TOﬂARDS BLBEK’HALES

ITREM - - ' PERCEN’[‘ Al RE
-  |wafE| Fouate|movar|
#%1, Objectivity (M) |75,6] 81,8 [77,1
3. Managerial skills()|96,2(100,0 [97,1
5. Ambitious (H) . 90;8 90;9 : 90;9
7. Asextive (M) - 191,6] 90,9 (91,4
10. 8Self Confidence (M) [85,5| 87,7 (88,6 |
12, Competitive (M) 79,4| 86,4 81,1 |
13, Aggressive (M) 71,7| 61,3 (69,1
15. Top commitment (M} [22,1| 40,9 34,3
17. Persevere (M) g.,7| 17,3 (85,2
| 20. Effort () 91,6} 90,9 |91,4
* Percentages indicate the sum of thosa

strongly agreeing and agreeing with each
statement when phrased 1n a normat;vely
positive sense.

*%  Ttem numbers correspond to statement
numberse reflected in the questionnalre.

The majority of respondents believed that
Black males have the ambition (90,9%),
assertiveness (91,4%), self-confidence

(88,6%) and degree of competitiveness

(81,1%) and perseverance (85,2%) to be
successful in business. 'Saventy seven percent
felt that Black males were adequately
abjective, and sizty nine percent felt they
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were aggresa1me enough in businesa E
situations, Ninety one percent believed Black
rales were praparad to put in the effort _
required‘to succeed in bualnesa. Ninety geven
percent of the respondenta perceived Rlack
males to have the capabilities o acquire
managexial skills. |

Despite the respondents being positiva in
theix attitudes tnwards the abilities of Black
males, wore than sixty five pexcent of them
did not believe that top management in their
'companles are fully committed to deve sioping
and advancing Black males to mnnagerial
'_positions (toP cammitmant).
Black femaile respondents wexe moxe positive
than their male counterparts on six of the
niﬁa items pertaining to males'_abilitiaa
although the differential is not significant.
While females were more positive than males
regarding the objacﬁiﬁity, ambition, and
competitiveness of Black males, the gap -
between the percentages of males and females
who agree that males have these business
qualities is less than ten percent in all
three instances., The same is true regarding
perceived top commitment to the advancamént of
Black males in business. Two items that are
noteworthy ares aelf-confldenca, o which
ninety eight pergent of females and eighty six
percent of males reaponded positively; and
managerial skills, to which all forty four .
female respondents indicated a belief that
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Black males have the ability o acquire

managerial skills.
Attitudes towards Black femaies in business

Respondents’ attitudes towards the abilities.
of Black females in business were positive on

moat items, as. can o seen trom Table 2.

TABLE 2 EETITUDES QGWARDS BLACK FEHKLES

T'PEN | PERCENT AGRER *

- |MATE | FEMBLE|ALL

k%2, Objectivity (E) - |48,7| 68,2 |54,3

| 4. Managerial skills(F) 91,6 86,3 |90,3
‘8. Assertive (¥) 175,67 79,5 |[76,6}

- 9. Self-confidence (F) 62,6{ B6,4 [68,5

| 11, Competitive (F) 68,7| 81,8 [72,0

14, Aggresaive (F) 53,4 50,0 152,6

16. Top commitment (F) 19,1 22,8 (20,0

22, challenge {F) 83,9| 81,8 [83,4
24, Leaderghip roles (F¥)|81,0} 84,0 [8L,7]

26. Emotions (¥) 29,81 27,3 29,1

30. Compete (F) 88,5| 77,2185, 7

* Percentages lndicate the sum of thosa

strongly agreeing and those agreeing with-
each statement when phrased in a
normatively positive sense.

#%  Item numbers correspond to statement
nutbers reflected in the questionnaire.

48 with Black males, females were parceived to
ha&e'thg_capability to acquire the ﬁkilla to
be successful managers by over ninety percent
of the respondents (managerial skills).
Furthermore, over eighty percent of
respondents believed Blauk females to be just
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as capabla as Black males of assuming

leadership roles in organiaationa,

- ambitious enough to succeed in the business

world, to find challenging work (challenge)
as important as their male counterparts, and

 prepared to put in the effort necessary to
_succeedg ' '

f'Almoat saventy percant of the xespondants
_belleved that Black females have tre =

self-confidence to succeed in business and
the ability to persevere with tasks despite

_obstacles. Over three quartexs of the
- respondents beiieved Black females could bo
~assertive enough in business. The majority

of respondents (86%) felt it was acceptable

for Black females to compete with Black

males in business and just over seventy
percent V1ewed females as competltiVe -
anough. '

Whilst Black females wera favourably viewed on
most items there ware three items on which
wonen were not vmawed;as_positively ag males.
Just over seventy percent of respondents felt -

~that Black femaleps are too emotional in the

woxk plaCE'(emptidns);__In'a&&itioh, almost
half the respondents did not believe that
Black fsmales can evaluate business situations
objectively (ubjectivity], nor that they are
aggxaas;va enough in buginess.




Respondenta axprassed stxong resexvations
about top commitment to the development and

. ~advancement of Black females with only twenty

5.3.3
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percent of reapandents believing that this
commi.tment exista at_top management level.

: Camparison of~attitudes towards Black males

and females

_A dixect comparison of respcndents attitudes

to Black males and females ls seen in Table

3. The tabla_raveals tha.percentaga of total
- respondents who agree that Black males and |
females have particular business capabilities. o

'I‘ABI.E 3 COMPARISON OF ATTTTUDES -.rownnns '
Bmcx MALES  AND- E‘EHBI»ES -

EE_& PERCENT. REEW
- | BLACK | BLACK

| MALES | FEMALES
: Objectivxty T B 77,1-_ 54,3
Managerial skille| 97,1 90,3
ambiticus |1 90,9 83,5'
"Bspertive 91 4 | 76,6
Self-confidence | 88,6 | 68 5
. Competitive 5 '81,1 - 72,0
Aggre&Sive 69;1 ) 52;0
Top commitment | 34,3 20,0
Persevere 85,2 69,1
Effo“t : 91 4 81 7

Sk Percentages indicate the sum of thoae

. scrongly agreeing and those agreeing with
" eaich statement when phrased in a
normatively positive sence.

From the compariaon:it'is evident that Black

males are percelved more positively than are -

Black females. Both male and female

‘respondents viewed males more favourably than
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they did females in business. Males ars
perceived to be more objective, ambitious,
asgsr - tive, and_aggréssﬁﬁe tﬁ&h'famhleé. They
‘are asisc perceived to bwy wore aelf-cnnfldent
and ﬁdmpeﬁitive_t‘.- el ‘amala

- counterparts. artnermqre, thare is a

stronger conviction that males have the
‘ability to adquire managerial skills,
parsevere*With tasks despite‘dbatacles, and
put in the effoxrt necessary to succeed in
'busineas._ '

-'It is also wnrth noting that both male and
female respondents felt more negatively ahout
the management conmitment in their
 oxganisations to the development.=nd

" advancement of Black females than to. that of
Black malaa.wa

_ Although female respondents viawad the .
abilities of males more positivamy than they
did females’, they did perceive fema]es as
‘capable more frequently than did male
respondents. This is exemplified in the

- compaxison of male and female perceptions of
females’ objectivity, with only fifiy
percent of males viewing femalen favourably on
this dimension varsus seventy paroent of
female respondents. Also, eighty six percent
of females believed that Black women have the
required self-confidence versus sixty thiee
percent of males (See Table 2.)
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-The twa-sampla T-test was used to ascertain

whathar tha mean responsea of males and

females were significantly differvent as well

as.-the mean responses towards males and
females. - The results are diacuased under
sectian 5, 5.

Additional findlngs xegardlng attitudes
UWardB Bladks

8ome of the attitudinal questzona did not
foous on the capabilities of Black malas or

- females exalusively, but on Blacks in
‘general. Whilst the ttitudes towards males

and females Form part of attitudesjtuwards
Black people as a whole, these have already

‘been noted and discussed. MHence, this section

will focus only on remaipihguitems as detailed

' in the Table below. This table indicates the
' peraentage of total raspondants as well as the

percentage of mala and foemale respendents who
balieve.that_a;acks,-xegardlesg of gender,
have particular business capabilities.
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E 4 ATTITUDES - wownnﬂs nmncxs, '

f nnsnnnnnss OF snnnmn

CTTEM o PERCENT AGREE *
| e  |MALE| FEMALE|ALT,
#%21. Challenge (B) 91,6 86 4 90,3
23, ILeadership Roles (B) 91,6 -97 7 193,1
25, Emotions (B) - {51;2% 47,7 150,3
27. Contribute (B) 191,6 90,9 91,4
2B. Maths (B). 92,4 93,1 {92,5
29, Affirm (B} 83,2( 84,1 (83,5
31, Bqual (B) © |98,al100,0 |98;8|.
32. status earned (B) 73,7} 84,0 |76,0]
33, Special support (B) (81,7} 68,2 78,‘3- :

* Peraentagea indicate the sum of those
: strongly agreeing and those agreeing with
- each statement when phrased in a :
- pormatively positive sense., -

"#*-:'Item numbexrs aorrespond to statement

numbera xeflacted in the questionnaire.'

Attitudas towards Blacks were generally

. positive, with over ninety percent of

N raqpondents believing that, in comparison to
'Whlte, Blacks are just as capable of
-contributing to- nrganmaatxons goals

(contribute), assuming leadership roles in
organisations, and learning mathematical and
mechanical skills (maths). In addition;

over uinety percent felt that challenging work
(challenge) wad¢ as important to Blacks as to
Whites. BSeventy six pexcent of respondents
fei. that Blacks had earned their status by
virtue of theiy skills (status earned).

This corresponds to the qualitative findings
which will ¥~ discussed later iﬁ this chapter.
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One diménsion'which was not consistent with
- the generally positive attitnde to Black
capabilities was emotionality. Almost fifty
percent of respondents felt that Blacks.
allowed emotions to inflwence their
' behavioux more.often than dld Whites.

o S The reapondents expreasad pnsitive attitudes
' | towards affirmative action, with eighty fouxr
percent of respondents bel;eV1ng that u'Blacks
should receive special training and :
development: opportunities (aff;rm), close
“to seventy percent. believing they ghould
receive special support and assistance; and
' almost one hundred percent heing in favour of
equal management tralnlng opportunities fox
~ Blacks and Whites.

The dasire for gome degree of afflrmative
‘daction against the background of favourable
attitudes towards the capabilities of Blacks
indicates that respbndents'do'not'seé Blacks
as inherently incapable but identify a need to
address Black skill deficiencles which '
are/were situationally caused.

The abova_mentioned-findinga are further
“supported by the findings of the content
analysia which will be discussed in SEGtion
5.6.

The means and standard deviation results for
the thirty three variables appear as Appendix
7. Appendix 8 graphically deplcts the

I e e e




- 102

 attitundinal spread for each variable and
- allows for easy comparison of attitudes '
towards each variable. '

5.4 FACTOR ANALYSIS

Factor analysis was used Lo establish underlying
dimensions which are reflected by the _
inter-relationships between the more significant |
variables in the analysis. The thirty three variables

‘which were analysed arose from the thirty three
attitudinal guestions whizh related to different

aspects of Black male and female business

capabilities, as seen in the survey questmonnalre

(Appendix 1)

Twalve factors wexe 1nit1ally ldentifled as having
Eigen values greatexr than 1. {See’ Appendix 9 foxr Eigen -
value summary and Appendix 10 for a scree plot of the
Eigen values). After factor loadings had been
assigned, four factors were interxpretable, accounting
for 37,3% of the total variance., The rotated factox
results appear in Appendix 9. o '

In the identification of underlying dimeﬁsiona and

naming of factoxrs; only those factor loadings greater
than 0,4 were used. R

Factor 1 would appear to reflect the capabilities of
Black business people in comparison to White business

people, specifically, thelr ability to assume

leadership roles, learn mathematical and mechanical
skills, contribute to the o:ganisatidn's goals and
find challenging woxrk important, This factor has bheen
named EQUAL CAPABILITIES - BLACK AND WHITE.
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Factor 2_ap§éars to relate to - the Capabiiities dfj 
Black males and Black females in tpiness, that is, to
acquire managerial skills and to evidence adequate
objectivity, ambition and assextiveness in business .

_situations. This factor is labelled BLACK

CAPABILITIES., Factor 1 and factor 2 comprise similax

~ items to those comprising Day’s (1991) first factor:

rirhewsrt capabilities ~ Blacks’.

'Factor'3_raflects primarily on the capabilities of

Black females, The only exception is the degree of

competitiveness of Black males, which has been
-excluded from the naming and analysis of this factor.

Capabilities of females which this factor relates to

L ares: Baif—confideneé; assertiveneas, cdmpetitiveness,;

perseverance, ability to take'on_laadership xolea,'put
in the necessary effort to succeed in business and to
valué challenaing work. This factor also takes into
account the acceptability of Black females to cbmpete_'
with Black males. Hence, the factor is named BLACK
FEMALE CAPABILITIES., This factor closely resembles
Day’s (1991) factor : 'inheremnt capabilities - White
women’ . ' '

Factor 4 appears to reflect broad principles in

terms of ideal treatment of Black people in
organisations, specifically, equal management training
opportunities, special agsistance, and special |
training and devalopment.opportunities. This factox

‘has been named AFFIRMATIVE ACTION. This factor

bears a resembiance to Day’'s (1991) factor: 'equitable

elimate’. _ '
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The. reliability of the factors was tested using

Conbrach's alpha (Churchill, 19279). This was found to .
. axceed O 50 for all four factors and was therefore
considere& o be acceptable.- '

5.4.1

"The-abdveﬁénﬁioned-factors,.tdgether]ﬁith their
1eading and'names appear inzAppendix 12.

Diffexenaas in attitudes of population in
respect of each of the faators

_ ﬁsing'tha'twd—éamplé Tﬁtest,_the.mean response
for each pair of factors was compared. '

Significant differences in means were found

- for Factors 1 and 2, 1 and 3, 1 and 4, 2 and 3
~as well ab 3 and 4, for the total set of

respondenta.-

A Significant difference in means was not”

found for Factor 2 and 4, namely BLACK
CAPABILITIES and AFFIRMATIVE ACTION.
Respondents tended to feel that Blacks have
the ability to acquire managerial skills and
are ambitions and objective enough in business
situations.. Tha degree of agreement with
regards to Factor 4: (AFFIRMATIVE ACTION)
wag slightly lower but nct significantly so
although the etandard deviation for this
factor indicates a lower degreo of conaensus
on this factor.

~ The mean response to Factor 1 was
‘significantly more positive than to the

remaining three factors. The particular

[
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varialles that Factor 1 (EQUAL CAPABILITIES —
* BLACK AND WHI'TE) talws into account are
ability to amsume leadership roles, learn

-mathematical and mechanical skills, contribute

to an organlsation s goals, and f;nd
: challengzng work important. '

Respondents indlcated strong agreement with
the notion that Blacks and Whites have equal
capabilities in business. This indicates a
strong sentiment that race does not
predetermine business capabilities,

The mean responge for Factor 4 (BLACK FEMALE.
CAPABILITIES) is the lowest and is also
significantly different from the other three
factors. This corresponds to the findings
discugsed in Seccion 4.3.3. Females are hot_
viewed as positively as males are in business,
notwithstanding the three variables on which
they were perceived negatively, that is,
objestivity, emotional control and aggression.
-~ which do not form part of this factor. |

The means and standard deviations for each of
the four factors appear in Table 5 belcw.

TABLE 5: DIFFERENCES IN RESPECT OF THE -
. FACTORS

FACTOR  |MEAN |sTD. DEV:

|1, Bqual ~apab11ities'_1,27 0,42
-~ Elack & Whita i o

2. Black capabilities |1,49 | 0,38

3. Black femals - [1,58 0,40
- capabilities :

{4, affirmative sction {1,40 | 0,53
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BIOGRAPHICAL TRENDS

Differences between the responses from the various

demographic groups were tested for significance using
a T-test when. only two gronp means were being studied,
and One-way Analysis of Variance (ANOVA) and Scheffa's

5.5.1

test when multiple-group means ware heing~analysed.

Difference in attttudes batween age groups,
1anguagh gruups, organisatxonal 1evels and
eduaatlonal lavels

'Lnalysis of variance (AHOVA) was used to

determiné whether group means for @ach of the
four factors were equal. Groups were divided
according to age, organisational statug, level
of education and language for all four
factors., - ' '

- Only one statistically significant difference

was found, that being in Factor 4 against
level of education. Hence, strong demographic
trends did not emerge overall. It must be
noted, however, that the initial data does not
reflact a good spread and this may account for
trends not being easily discernable,

On'Factor 4, Scheffdl procedure snabled the

determination of means which were diffexent,

This revealed that a significant diffevence
exlsts in the mean responses of respondents
with a first degree and those with a diploma

as their higheat level of education.
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" The mean responge for'respﬁndents with a

diploma as ‘their highest educational = : .
achievement was 1,3 whereas that for degreed

- respondents was 1,7. Thus diploma bearsrs

were gignificantly more positive in thelr

~ overall attitudes to Black capabilities,

Attitude diffe:énceé hetween gender gxqups

The two- aample T«test was used to ascertain o

- whether smqnificant respondent gender

diiferences exlsted in reaponse to:

1)._- tha\thixty three varmables relafing to

- Black capabilitiaa in business;
iiy the four factors 1dentifled during
Factor Analysis; :

'iii) male capabilities exclusively;
iv) female capabilities exclusively.

F tegts were abnductad to determine whether1'
group variances were equal or not, and the
appropriate mvtﬂst was then used. .

for the abnvewmantianed T-test reaulta, refer a
to Appendix 13,

5.5, 2 1 Gender differences in attitudes to
all variables

A signifidant difference between male

and female attitudes was found for

the follewing variables: obhjectivity
" (F); self-confidence (¥), and

effoxrt (¥). Thus, with a .05

significanua level, we cannot accapt

4
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‘that the mean responges of maies and

femules are equal. for theaee
ariables* '

From Table 6 below it can be seen

that female respondents are more
posxtive in their attltudes towards
females with respect to them having

the required objectivity, =
~ self-pcnfidence and willingness to

put in the effbrtireQuirad to succeed

~in business, than are the male -
'“respdndenta. There is also a'
_relativaly greatex dagrea of

congensus in their attitudes as -

- indicated by the lower atandard
-.daviatibna.

WARGE 6 6 SIGHIFICKNT GENDER DIFEERENCES IN RESPECT

™ OF VARIABLES
vARIABLE FEMALE " uare
|rmseoNDENTS - |RESPONDENTS

|MEAN }sTD. DEV.|MEAN |STD. DEV.

0bject1v1ty (F)

1,72 | 0,65 (1,97 | 0,72

Self-Confidence (F) 1,41 | 0,49 [1,80 | 0,71

Effort (F)

1,3¢ | 0,38 1,52 ] 0,53

'5.5.2.2 Gender differences in attitudes in -

respect of the factors

Using'théitwo—samplé retest;'nb__

gignificant difference was found in

the attitudes of male and ferale

: [ P :
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'reépoﬁdqﬁta'tohahy of the four
faetoré; The means far both groups
. Were relatlvely s;m;lar, as reflected
':fln Table 7 below,

| '.(t © oaBIE 7s GENDER DIEFERENCES IN RESPECT OF FACTORS
CLb - _ B -

: 1 FACTOR ,V"x o eemre . |ware
ess }-_RESPONDENTS RESPONDENTS

 |1. Bqual capabilities|1i,27 | o, 37 1,2?-]:*0,44
| Biack & white A P :

[2. Brack capabilities|1,4d | 0;31 1,50 | 0,40

{3, mrack femaie 1,50 | 0,36 > {1,61 ] 0,41
~ capabilities o ' w o

[4. nffirmative_aouidn'o;51 1,46 |1,38 | 0,54

5 5.2.3 Gendar dmfferencas in attitudaa_
.'towaxds males and towaxrds £%malea
o ascertain tha.gendar'diffeﬁgncaa
~in respect of attitudes to malen and
_ | _ | females respectively, all variables
o S ‘relating to male capabilities were
{0 _ - combined to form one construct: MALE
| | | CAPABILITIES.

_ _ The same was done for variables

N | . o relating to females, forming the
B | ~ construct: FEMALE CAPABILITIES., &An
e | - exception was made in the formation
b ' of the construct FEMALE CARPABILITIES
L, S I ‘in that only those ten variables

' ' which exactly mirror those applicable
to males were incorporated.

YT T T T s ._..,.._:._"\__ - g e T e ] AT TR R e e
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Hence, those variablas whxch apply to
females but for which no ‘male’
equxvalent ex;sts, whilst heing _
included in the derlvaticn of Factor -
3 —~ BLACK FEMALE CA!._’ABII:I'I.‘IES_ we::e
excluded in the testing'af'gender.
di££érénces in attitude to the
capabilxties of Black malea and

;'females.

"To-elaborate, variablas cbmbihed to
- form the construct MALE '

CAPABILITIES wers:

objectivity tM);' manégerial.skills'

(M)s  ambitious (M); assertive (M);
self-confidence (M); competitive

(M), -aggreasive,(u), :tpp 2ommitment

(M); persevere (M); effort (M);

and those combined to form the
constrycts FEMALE CAPABILITIRES wexe:

objectivity (F); manageiial skilla
(¥); ambitious (F); assertive (F);
self-confidence (F); competitive
(F); aggressive (F); top tommitment
(F); pexrsevere (F); effort (F);

Using the two-sample T-test no
significant difference was found in
the average responses of males versus
females. Both groups tended to have
similar views on the capabilities of
Black nales and Black females
respectively.

T "“ﬁ-"i““""""wu,w}e;w,;. e e g
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. Y-test results appear in Appendix 13;

' Section 3. Means and standard

. deviations are listed in Table 8
below. ;

E B .GENHER DIFFERENCES INAAETIEUDES TOWARDS
' HRLES AND FEMALES

consmnucw | FEMBLE- | . |manE |
RESPONDENTS ~ |RESPONDENTS

Male capabilities |1,55 | 0,33 [1,60 | 0,32

Female Capabilitias 1,73 ' 0}3?  1;86 '0,39j'”

5;5,3.'*%ttitade diffexancas tnwards Black malas and
- females

A tﬂanample_thest was conducted to ascertain

whether Black males and females were perceived
differxently and the f£indings indicate that
both males and females viewed females more
‘negatively than they did males. The mean
responsa'of'all'respondents-tQWards the
capabilities of males i8 1,6, whereas the mean
response to the capabilities of females is
1,8. The degree of consensus between

" respondents is guite high, as indicated by the
relatively low standard deviations. The
T-test results which reveal a significaht
difference in attitude towards males and
females are reflected in Appendix 13, Bection
4. 'The mean xesponses and degree of consensus
can also be gauged from Table 9.
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. TABLE 9 A‘J."I.'ITUDE DIFFEREHCES TOﬂARDS MLES A‘aﬁ

FEHALES

"CONSTRUCT |FEMALE . |MALE  |ALn

RESPONDENTS | RESPGADENTS | RESPONDENTS
MEAN [STD. [MEA® [STD. |MBAN [STD.
~ pEv. | o [pEV. | |DEV.

Male

capabilities

Female

capabilltias

1,73 |0,37 (1,86 (0,39 1,83 |0,39

 5,6.1

. Method of Interp:etatiﬁn:

5.6 PERCEPTIONS OF CAUSALITY IN TERMS OF BLACK MOBILTY ~

Subject: =) asked three open—endad questions"

relating te Black upward mobility in |
organisations. Specifically, they wete asked |

'fur thaix views ons

e why there is a shoxtage of Blacks in

senior nanagement ; S
- why Blacks achieve senlor managemant
'posltions, o
~""'why some Blacks remain in trainee
positions 1onger-thaﬁ'Whitea.

Réapondenta were not restricted to a single
answer and some gave several answers,
pamtxcularly to the first guestion, - that ia, -
reasong for the shortage of Blacks in senior

pﬁs;tions,
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- ALl answers wers categorised accordlngmto 5
‘recurring themes. A degree of aubjeativmty in ¥

analysing and categorising resPonBas was

‘unavoidable as the guestions were open—anded. .

Henae, the results are indlcative rather than

'definitiva.

For easier ;ntexpratation themes have been

vlustered tngether under one of three bruaﬁ

_ headmnga:

i)  INDIVIDUAL

the cause ox reason is attrlbuted to the .
' indlviduals themselves.;" '

"_ii).='oneamxsam10u

the cause ox reason is attributad to the. .
' organisation or. company within which3the 
indiv;dual functions. '

o 4id) ENVIRONMFNT

the cause or yeason is attrtbuted to the
broader socio-political environment.

Observations

Table 10 depicts the major categories, themes
and frequencies which were identified for the
first question relating to the relative
failure of Black upward mobility.

AR
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TABLE 10: REASONS FOR SHORTAGE OF BLACK MANAGERS -

" INDIVIDUAL | ORGANISATION | = ENVIRONMENT |
 |REASON |FREQ.|REASON  |FREQ.|REASON |FREQ.

Incom- | '3 |[Lack of 52 |Restrictive| 44
| patence - | company . {legislation
' | commitment | - '

Negative 48 |pooxr / 45
management unequal
attitudes | = |education

White | 6 _Cultﬁrai i'. 3
jresistance] - |barriers. '

Discrimin-| 15 |
jation o

o |woman. | 3 ) owoman  [i21 | woran 92

Respondents perceived organisational and
environmental bartiexrs to be the main cause
for the shortage of Blacks in managerial
positiona.  The Organisatidnal.impédimenta
- which resPQndenta perceived rxelated mainly‘te
.a lack Of'bompany commi trent o thé '
‘development of Blacks and to the naﬂative
attitudes of White managers. .
{? With regards to company commitment, one :
respondent wrote: “"Companies are not reaﬁy to
~stir the hornet’s nest by appointing them
(Blacks) into positions where they will manage
White subordinates." Another respondent
_ ‘wrote: ‘Companies are not ready ox willing to
o | have real Black managers although none will
B ~ admit it.® Many respondents feel that South
..f&gg ' : N - Afxican organisations are not prepared to
S '~ develop and advance Black employees.

'._\E-.'-:""'_‘g‘—“*-." i e i __T-' e _:' ettt
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statement.s extracted frmm the . qu-ationnairas
are indicatxve.of.sentrmants expressed_by E

 respondents regarding management attitﬁdes{”_

.= "White managers find it difficult to

place their trust in Blacks"’

'_—"“g::nWhités}féeifthﬁeaténéd_and_séared;: o

- They are not?prepared tG_bB managed"

- vMogk ‘companies’ ‘managers beiohq to the

old achool aﬁ thought and cannot accept
~ ‘Blacks refaxred to as managers" -

'ResPOnﬂﬂntgfi&énﬁifiéd braader:anvironméntal'.

factors which have also impeded Black upward
mnbilmty, particularly aparxtheid 1egislation

and the inadeguate education Blacks have
experienced.  Several respondents falt that
 the education system was deliberately designed
- to stunt the progress of Blacks. One

respondent attributed the shortage of Black
managers to "...the appalling educatidn syaﬁem
whmch was desmgned to producz hewexs of hay
(sic) and not enlightened managera"

CIn deacribing the attﬁmudea o£ White managera, o
respondents made mention of White fears,.
prejudice and hoatility. Tha following
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Coe o - Table 1l depicts the major categories, themes,
o “and freguencies identified for the second

- question. This relates to success expexienced
by Blacks in terms of advanaemant WJthln
Jorganxsationa.; )

EABLE 11t REASONS BLACKS ACHIEVE SENIOR MANAGEMENT POSITIONS

..~ | INDIVIDUAL | ORGAMISATION | ENVIRONMENT |  OFTHER |
- |REASON ~|¥FREQ.|REASON ~  |FREQ. REASON |FREQ.|REASON = |FREQ. |

Merit  _62.1 Company | 19 External 25 |Tokenism{ 14
R I commitment| = {pressure : C

RS  imbility | 49 [Positive | 20 % © |ves-men | 10
I 1 -] |management 1 . ' o -
L : : " attitudes

abnomall 34 | [ [ jmuck/ [ &
CEffoxt | b |0} - | jchasce |
{Proct ' o - L _

TOTAL -~ |145 | Towan | 29 | wovan | 25 | Towar | 28

Respondents generally aftribute stccessful
advancement to managemaut posxt;ons by Black
people to thelxr own abilxty, skills and haxd -
work. " Deacrlptlve words such as '1n1tiative'
'enexrgy’ - ‘pexsevarance’ and lntalllgence'
were grouped together under ABILITY.

Several réspbndenta felt that Black”pecple'
need to exert an inordinate amount of effort

5 . and work twive as hard as their White - -
S T _ | counterparts to aahmeve recogniticn (ABNORMAT,
| | | EFFORT/PROOF) o o

€
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_'Same raspondents felt t]:,\at international and _
. political pressuze had 'forced’ organisations
_to promote Bl-acks__ (EK'.EE_RNAL-._BRESSURE) o

- Tha Broad category "OTHER® was included for
 tkis guestion as there werc rasponses that
suggested reasons for Black mobility which did
rot fall into any of the other categories.
' Theae wara conaidared too impoxrtant to group
'.'tagaﬁhar undexr one label. ' The theme TOKENISH -
'3”refers to responses which lndicate that '
" so-called senioxr pasitions achieved oy Black
_peopla do nokt involva real responsibillty snd
_ accountabllity and merely sexved '
winanhdreasing purpases.

B Tha theme'YESéMEN wes coined to describe
| responses- which auggested that the only way
‘Blacks can advance is to be
_ non-conirontatxonal, ‘conform to the- 'aystem',
~in other words, be a 'White in a White
. world’. The following responses taken
'directly from cmmpleted queaticnnaizes

ilinstrate the notion vividly:

- "they kndw_how to play.the corpbraté
game, dominated by White males™

- N : "theY_ liCk --Benior management 'y " }:3.06129 "
- ‘“they Yes-Baas'd their way to the top"
Ww-—;r » -
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Table 12 deplats the majox categories, themes
and frequencias for the guestion posed o '
ragardxng why mome Blacks remain. as trainees

longer than their White counterparﬂs. Not all

respondents anSWBhad this question and three

~ voiced disagreement with the assumption that
some Blacks remain txainees longer than .

Whitesﬁ

Eggggw;é, REasons BLACKS ARE mna:nzms LDHGER

INDIVIDUAL

REASON |FREQ.

' ORGANISAT
REASON

[ON

| FREQ.

REASON

ENVIRONMBNT :
~ |FREQ.

| petence

Incom- 10

|Negative

management

| 63

Cﬁltural
barriers

Lack of

| company . N
commitment |

?2m

' Légia1ation-

14 .

White

|resistance

23

| Education

TovaL, | 10

TOTAL

158

TOTAL

25

Oxganisational factors were cited most
frequently as the reason why Blacks remain

trainees longer than Whites.

In particular

negative management attitudes and lack of

company commitment emerged as reasons given.

Respondents expreseed views which indicated

percelved apathy and inddfi rence on the part

of top management. They also mentiored vague

career paths, and inadequate trakt_ng and

development.

 wrote:

One respondent wrote:
"Companies prefer the atatus que. and are not

committed to genuine change.
“Blacks remain trainees because

that’s where companies want them to be, as a

_A.!.'L ? wher
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o buffer to stop un#ons from attacking

“8.6.3

: management "

In terms of MANAGEMENT ATTITUDE xespondents |
parceived managera as unwilling to teke risks

. in promoting Blaaks, as unsure of Black
capabilities, as prejudicmal and -
unsupportive. One respondent felt that

Blacks remain trainees longer'"...”becauaé

they are seen to he slow developers, lazy and.
- generally unequal to thelr White -
‘counterparts”. ' -

'ﬁontent analysis summary

_OVerall}'thé analysis does indicate strnng'_
trends in the responses. See Appendix 14 for
a graphic illustration of the trends.

~ When asked about reasons for Blacks not.
' arhlevlng upward mobilxty in comparison to

Whltea, there is a tendency to blame
oxganisational and environmental factoxs..
Diseriminatory policies and values,
management prejudice, White employee fear and
backlash, inferior education, apartheid
legislation ~ these are some of the more
prominent reagons given for the |
unsatisfactory status of Black mnnagement
developmerit . - -

That the Black employee may not have the

zight attitude, that he may not apply himaelf"

effectively, ox that he may reguire
additional trairning due to a skill |
deficiency, in other words, that he may not
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' desexve”thegpositicn, is:only'man iqnéd_in

" one percent of responses as td_why331@¢ks

- have not achieved senior'organisational'
status, and in seven percent of responses as .
to why Blacka remain as trainees longex than
 Whites.

. On the other hand when questioned on
reasons vhich attribate to Blacks achleving
- genior posmt;ons in oxganisations, a
complete shift in perceived causality takes _
place, It is the individual, rather than the _
‘organisation or external envivonment, '
according to sixty £four percent of responaea
that entures success 1n this area,. _
Reapondenta attribute success, in this area,
to hard work, tenacity, adaptability,
abnoxmal evidence of capability, personal
attitude and skill.

 the o:ganiaatianfs_curxent impact on the
“upward mobility of Blacks is viawad-vérf;
pessimigtically, Only fourteen percent of
responses give eredit to the role of |
" companies in the development and advancement
of Black managers, In addition, ninety-one
percent of respondants’blame-brganisational'
factors for Blacks being trainees'longet than
. Whites. Furthermore, sixty percent of
respondents bhlame organisational factors for
the shortage of Black managers. :
- ' _ The qualitative analysis of reasons provided
A : ' for the success or failure of Black upward
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'_mobility suggests that, to a degree,

attrlbutlon error may be octuring. Bladk -

- people may ba overestimating the negative
impact of environmental influences. However,

what ‘the attitudes do highlight is the
pexceived importance of organisational

- climate as well as the values, attitudes, and
behaviours of the Black individual’s »

immediate aupexlor to the development and

.advancement of that ind;vidual.
_Based_én'the qontent analysis conductéd_it_is
 evident that management attitudes and other
organigational factors are not perceived by
~ Blacks to be conducive to Black advancement.
SUMMARY OF Rnsunms

An attempt to—aummarise the xeseaxch reaults with

particular reference to the reaearch problems
outlined in Chapter Three will now be undertaken.

5.7,1

'Attitudaa towaxds the capabil;ties of

Blaaka

The f£irst sub-problem was that of the _
distinctive attitudes of Black South Afnican
business people towards their (Black

people’ s) capabilmtias. in responding to
this sub-problem it is useful to consider how
subjects responded to the attitudinal - _
questions which attempt to gauge perceived
capability of Blacks. It is also useful to
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_ aonsider, by way of the content analysis
. results, what reapundenta attributed success

. mean responles for the factors EQUAL _
- CAPABILITIES w BLACK AND WHITE and BLACK

feel with reapect to their business :
_capabillties. _

. Blacks are extreﬂalf-pbsitiﬁe about’ their
“buginess capabilities. This is particularly

-mathematical, and mechanlcal skills, as are

 compare the perceived skills of BElacks to

o reactions. As discussed previously, (see _
- 5,5.2) respondehts'appear_significantly moxe

BLACK AND WHITE than to the other three

in Black advancemeni to. Furthermore, the

CAPABILITIES also help to clarify how Blacks

evident in thc belief by over ninety percent
of respondents that Blacks are just as -
capable as Whites of avquiring managerial,

Whites.
Quastionsfwhiah'raquixgd the respondents to

Whites in business drew the most positlva o

positive to the factor EQUAL CAPABILITIES -

factors, Over ninety percent of respondents
believe Blacks are Just as capable as Whites
of agsuming 1eadership roles and contributing
to organimsational goals as their White
vounterparts {Table 4).

There was one dimension where n contrary
finding emerged. Almost half of the -
respondents felt that Blacks do not control
their emotions in business to the same extent

B o e B a e
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5.7.2

" that Whites do. mhié finding will be
© discusszed further in light of nthar rasaarch_
in Chapte“ Six. : -

-Althbugh raapondents'ara very positive aboat
- the businesn capabilities of Blacks thore ix
cloarly a feeling that a 'hostile’ - B
;  environment: impedas_their (Black people'a)" _ '
© career optimisation. The contant analydis - i o

respondents do not believe that theixr
'aampanies' are. commited tn developzng and
adVancing Blacks. : :

_Rasgondaﬂts express positive attitudes
towards affirmative action (84 parcant} and

- 193 =
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clearly illustrates the’ degree a‘ blame
Bimucks accord organisations fox- uhe shortage
of Black managers. In addition, mpst

even more positive attitudes towards egual.

opportunitips (99 percent). (Table 4) There

ig thus a strong indication that although

nlacks feel that they are inherently as

capable as Whites, they feel that additional

training assistance, and exposure are |

required to redress historical. educational - i
and other disadvantages.

Demugraphic influences

The second sub-probls £ the current
research was to inve .gate whether
demographic variabiv; would'play a .
determining role in the attitudes held by
respondents regarding Black businesa

_ capabilitlea.

%rﬂn
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5.7.3

_Statistical analysis wag undertak¥ 1'
. axplore the existence of demographic trenda

- 124_"5--

with respect to how the four factors

~ previously identified were perceived.

Research indicated that attitudes wexa

- yelatively stable across 1angﬁage,iagé;_and_
 ‘organisational levels. Only one significant
- difference was found which related to
f_éducational'levelg It was found that

respondenta‘with degreas ware significantly

' less positive than those with dlplomas.' The
~ low degree of difference fqund in this :
investigation is probably & reflection of the - .

sample spread limitations. :This sample has’

‘notking like tlhie spread across levels as that

of Human and Hofmeyxr‘s (1987) study.

- The influence of géndef:was'cansiderad as' a

saparat.e prablem and the relevant flndings

'will now he discuaaed.

~ Gender inflﬁénces On.attitudesf

The third aub—yroblam 1nvolved the

investigation of whether Bladk male and

female responcents had different attmtudés
towards men emd women respectively.

' The findings indicate that male and female

respondents tend to have similaxr views
regarding the capabilities of Blacks in

" business. Both groups tend to have similar

views of Black malez as well as of females.
Furthermoxe, both groups viaw-malas moxe
pnBltLVBly than females. '
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';where'waa_a'dive:gence=in opinion regarding

thrae'bueiness'caphbilitiea ae”they'relate'te

‘Black women. Femaie xespondents viewed -
themselves (Black females) more positively

than Males did with respect to the following
three business cepabiluties- ebjectivity,
self- confidence, and WllllﬂQnEﬁB to exert
effort :

It is interesting to nute that hoth groupa '

felt less enthusiastic: ahout thelr '

organisations‘ commitmemt to developing and
advancing Black women tfan they did with

“regard to Black men. If this pessimistic.

view is even cloae to renlity a bleak pictore
is painted for the advancement of Black women-'r'
in busineea. :

Amtitude differences towerds males and
e_iemales

‘he fourth sub-groblem addressed was to
ascertain whether there were distinctly
different views regarding the capabilitiea o£

Black wales and females

Pindings show that both males and females

view Black women as less capable than Black

‘men in business. This iz particularly -
-supported by a comparison of the average

reBPOnaa'to'each_ﬁf the four predetsrmined
factors. 'The medn response for factor 3 ~

. BLACK FEMALE CAPABILITIES - is significantly
- different from and more negative than the
‘remaining factoxs (see Table 5).
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Also, the T-test conducted to ascertain
_distinct attitudes to the constructe MALE
CAPABILITIES and FEMALE CAPABILITIES revealed
~a significantly more positive ovexall “
respenee to pexceptions regarding the
capabilitiee of males' {#ee Table B)

Simila*ly, the Frequency Analyeis (Table 3)
','reveale that respondents view males as more
o eapable then females on every business -

. eapab lity dlmenaion._ Furthermore, contrery B |
to the other findings, Black women are _
. _ _ 'aetualiy perceived negatively regarding three _ R
SRR R _ .. dimensions: ‘they are cunsidered too ' RS
B ' - ' emotional by almost three quarters of
respondents; and to lack adequate
objectivity and aggreeeion by almost half of
the respondents.

- The- findinge will be discussed in more detail o _ ;
~dn the chapter which follows._ S
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6.2
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CHAPTER  SIX o
DISCUSSION NCT. TONS

INFRODUCTION

Pnis chaptar includea a discussion of the researah

results with reference to other relevant reaearch and
the undexlying theoretical framawork. In addition,

the main findings are critically discuseed. Finally;.

areas foxr fu*ure research are recommended.

-cozm_nxson WITH PREVIOUS RESEJ!.RCH

mere does not appeaf to be.a éfeét'deﬁl of research
which considers the attitudes of Blacks to their '

business skills and capabilities and none using a
research design similar to that of the_curren;
research. 'Thera has, however, been previous research
on the attitudes of Whites to the business

capabilities of Blacks_and wbman."Redently Human and -

Hofneyr (1987) undertook alaurvey_on the attitudes of
South African managers to the advancement of Blacks.
While the study considered management attitudes,
ragardless of race, ninety five percent of the
respondents wexe White. A more recent study by Day
(1991) replicated the previous research with the _
exception that the population constituted White male
Master of Business Administration students. Day =
(1991) contends, in this particular study that the
findings can be generalised to South African male

managers in dgeneral.
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Both the aboveamentioned Studies'utilized-?érhorg's
quastionﬁaixe'{Térborg'etjal;,'1977)a The same survey
ingtrument, although slightly modified, was used for
the qur;eﬁt research,' Hence, it is poésihie'to
compare the current research resulus to bay’s (1991).
Table 13 presents same'cnmparativé':esults which ﬁill
be referred to in the-discussion balow. '

TABLE 13 ' COMBARISOK‘WITH PREVIOUS RESEBRCH

CURRENT RESEARCH 'DAY'b RESEBRCH
- {1992) | (1e9n)
L |  BLACK ATTITUDES |WATTE ATTITUDES
ITRM o . TOWARDS . |  TOWARDS .
o BLACKS|BLACK [BLACK |BIACK | BLACK
: MRLER. - FEMALFa MATLES FEMALES
objectivity - | ~ |77,1 |54,3 39,0 | 86,4 %
Mbitious - 90;9 8335 ) 69;8 82,8
Aggertive : T 91,4 76,8 64,5 | 75,7
Self-confidence - 88,6 )68,5 50,3 -81,6
Competitive -~ |81,x }72,0 57,4 | 79,3
Aggressive ~. {68%,1 [52,6 68,6 74,5
Top commitment - = 34,3 {20,0 34,3 40,8
Challenge 80,3 | =~ 83,4 47,9 | 67,4
Leadership roles | 93,1 - 81,7 68,0 68,6
Emotions _ 50,3 - 29,1 27,8 26,6 -
Ce S o Contribute 91,4 - - 43,8 | 72,8 -
P - Affirm 83,5 - - |57,4 -
A Bqual | 93,8 - - 89,9 | -
G_ * Percentagaa indicata the sum oi thosa gtrongly |
- agreeing and those agreeing with each statement when
' phrased in a normatively pnsitive sense.
o _ In comparing the research findlngs (see Table 13) it
;;'G-- ig evident that Black_buainess people tend to be
ks o significantly more positive than White male managers -
5 -~ about the business capabilities of Blacks. Whereas -
B ' Whites (Day 1991) tend ‘to doubt the capabilities of
Blacks in business situations, Blacks EXpress poaitiVe
B o g EEEERC S e A f".q??g_ﬂli: ey ;1§£
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views regarding their objectivity, ambition,
assertiveness, SElf—confidénca, and ccmpetitiveneaa :
Blacks are also significantly moxre confident about . B _ v
_ _ their (Black people’s) abmlity to acqulre managerial '
L skills than are Whites. -

 The attitudes'of Blacka-regarding their ability to
 pavticipate in business to the same extent as Whites
is mignificantly higher than those attitudes held by
Dﬁy's (1991) respondents. The following items in
Tau.e 13 dapidt'this-clearly t Challenge, Leaderahip
 roles, Contribute. Maths. Black businessmen and women
s--axa far more positive than White managers regarding
‘the ability of Black people to assume leadexship roles | _
~ in organisations, contribute to organisational goals o
and acquire mathematical and mechanical skills. They o Y
| -(Blarks) also helieve more stxongly tharn Whites do _ '
that challenging work is as impo:tanr to Blacks as it _
is to Whites. A comparison of the mean responses to :
undexlying factora also supports. this contention In
the currert res.arch the average résponse for factor 1
- BQUAL CAPAMILITIES ~ BLACK AND WHITE was _
, _ _ significantly more positive than for the remaining -
A - | factors, Day's (1991) tindings, for the factox
7 *inhexent capabilities - Blacks', which was similarly
constituted, were guite opposite; White males fe
' mqre_négative about: the ébilitiés of Blacks inf '
. comparigson to Whites than they did about those of
white women and also abouf the notioh_of creating an
‘equitable work climate (Day 1591). =

Furthermore, while the current study reveals ﬁhat
~Blacks (close to fifty percent of respondents) have -
reservations with respect to the emotional control of

o T - e - B e x g . . ..'- H '!
L SRR . e . ert Hat A e e P et F ’ : .
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Blacks i~ the workplace, views are atill'sighificantly
more positive than thoaa held" by Whites, as Table 13
indlcates.

Stmiiar-perceptions were held by both Blacks and i_
Whites regarding_‘hrea items. The first relates to - *!ﬁ
the'aggressivené}s (appropriate level) of Blacks in g

. business sitmations, which both groups judged
_pOSLtively.

The-éécond-éimilarity relates td-top.management .
' commitment. A comparison of the two studies reveals ’ 5
that both Blacks and'Whites express a low belief in B
' top wanagement commitment to the develapment and
advancement of Blacks. In Day’s (L#91) study the
commitment of companies to the advancément of Blacks
was viewed even more negatively than the commitment to
the advancement of White women, which was 1taal£,-- _
poorly viewed. .- . o o B

P A R Y

DEE

The third simili .t lulates to how Whites view the
emotional control of Blarks In the workplace and how
Blacks view the emotional control of Black women in

s particular. Day's (1991) findings reflact that White g
L1 L wmales saeverely doubt the ability of both White women )i
te and Blacks to exercise emotional control in the j i

workplace. Blacks tend to hold views consistent with
_those of White males regarding the emotional control
of Black women, Thay are algo not as positive about.
_ the emotional control of Black men as they are about
C o : : ~ other business capabilities referred to in;thé-study.'

. It is noteworthy that, in the current stady, female
respondents judge Black women more harshly than their
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jiale counterparts do, with respect to emotional

montrol. In view of the ‘internalisation of

inferiority’ argument, a possibility exists that Black
women have adopted White and Black-held stereotypes.

'regarding1thie ’apparent' behaviour characteristic,

Although flndings xeveal that Blacks perceiva
themselves more pusitively than Whites do, it does _
appear that White males are, in certair respects, more

_positive about White female capabtlitiea than Blacks

tend to be about Black #smale capabillties. This is
particularly evident for items which relate to women
having the ability to evalvate business situations
objectively, posaeselng the self-confldence required
of a good leader, and dlsplaying adequate aggraasicn
in buginess situations (Refer to Table 13}.

 Contradictory evidence reveals that Blacks perceive

Black women more posifively than Whites perceive White
women in terms of their ability to take up leadership
roles in organlsations and tha degree to which they
value challenging wnrk. -

It is also useful to compare research findings
regardiﬁg perceived organisational impediments to
Black advancement. In the current study it was quite
evident that respondents tend to perceive
discriminatory barriexrs as prevalent in the
workplace. This was particularly revealed by the

content analysis findings in respect of perceived

reasons for the relative failure of Black advancement
in organisations. Respondents perceive a lack of

- organisational commitment, discriminatory company
practices, White resistance and negative management

B n:ﬂ» b .».-._...w.fr.‘. I—— .
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attitudes as major obstacles in the workplace. Most

‘respondents doubt top management commitment to the
- development and advancement of Blacke in their own

organisations.

The above-mentioned sentiments are not unigue,
Previous work by Human and Hofmeyr, 1987; Brook, 1990;
Day 1991; and Hofmeyr and Templer, 199l; inter alia ..

indicate the prevalence of dis~viminatory practices

-and negative White attitudes 1n South African.

organisations.

.In'nay'a'study (1991) he observed a major decline in

perceived commitwent to Black advancement when
comparing his results to those of Human and Hofmeyr
(1987). Wheresas Human and Hofmeyxr’s (1987) study
indicated that sixty eight percent of respondents felt
that top management in their companies was fully
committed to developing Blacks, his study, three years
later, revealed that only thirty four percent of
respondents perceived the existence of this
commitment., The views of Whites regarding the
acceptability of affirmative action programmes also
evidenced a greatexn degrea of resistance, Day (1991)
observed.

In view of the social closure argument it is likely
that as Blacks achieve political dispensation and,

furthermore, as they increasingly compete with Whites

for limited opportunities and resources; that White
resistance will increase. 'To rationalise their

opposition or antipathy to Black advancement it is

likely that their (White people’s) beliefs regarding

tha inherent inabilities of blacks will become more

negative and more entrenched,

i
i
i-
1




In comparing research fmndings tha attitudinal
disparities petween Blacks and Whites is clearly

R

-aignificant. Possible reasons why the percaptiona of
.. 'Blacks divarge g0 significantly from those held by
' _Whites might includa:

"Black.rEspondenta may'hava been unreallstic in

their judgementa

-_Due'ta the social closure pheromenon and
© discriminatory processes which occur in
~organisations, Blacks do not always have.

access to the sams information and referemce

. points from which to peruéiva organisational
events and peopla (mannenbaum, 1966, in Watts,

1988). This notion is supported by Watts
(1988, p. 32) who stat.ea that perc:eptual

discrepancies between Blacks and Whites often -

reflact_#..._théir clashing intevests,
different world views, conflicting role

expectations, and definitions of situations.

By the same token, Blacks may, at times, apply.'

different criteria in evaluating Black
capabilities than those which Whites use.

Watts (1988) found that managers tended to

rate their Plack subordinates performance
lower than the Black subordinates themselves
did. 1In the above-mentioned study, a Black
subject vemarked: “Whites judge Blacks by

- what they (the Blacks) have already done.

Blacks judge themselves by what they are

~capable of doing, but haven't been given the

chanca to do.“ (Watts, 1988, p. 38).
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Whiteéhe1d7viewﬁ df B1a¢kB ére'steteotypical'

Given the extent to which Whites hold negativa
” viewa regarding Blacks, it is: avident that

negative ateraotypes prevail

“According to Day {1991) it appears that rhites

are concerned with maintaining their

 _'privileged position.: Although Whites profess
- to support. equal. apportunity in organlsations, |

they are doubtful about the capabilities of

‘Placks.  'This enables them to justify a lack
 of commitment of organisational rescurcas to
-=Black advancement. -

 : The apa#theid system has limited interaction

between xacial groups. This has presumably,

fostered a lack of trust, and resulted in
. prejudices from both sides.

. Howard and Hﬁmmo@d {1983) and numerous South

‘African researchers (Day, 1991; Human and -
Human, 1987; etc.) have made the point that
the removal of diacriminatory barriers. is not
anough.

To reduce stersotypes organisatibna'should““
implement racial awareness programmes. These
programmes shou'd help Black and White

“employees to compare their work-related

perceptions, attitndes and experiences.
Attributlonal errors and biases may also ba _
reduced by some form of attributianal
training, as auggeated by Watts (1983)
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6.3 FINDINGS IN RELATION TO THE THEORETICAL FRAMEWORK

It is evident from the findings that the capabilities

of Black men are perceived significantly more
positively than thosa of Black women. It is also

alear that this perception is consistent for both mala

and femala raspondents,

The abavé'ia supported by the following observations:
~ vwhereas one hundred percent of female respondents =

believe that Black men are able to acquire the

- managerial skills necessary for business sucoess, only

eighty six percent bellieve the same of women. The
trend is similar for all husinesa uapabilitiesr
without exception - women view men as more likely to
displ&y_the business capabilities needed to- succeed.

It is also evident in the current study that Black

 women are negatively_paraaived with respect to three

particular dimengions, namely, cbjectivity,

aggressiveness, and erotionalism. In the current

study approximately half the male respondents perceive
Black women as too subjective and not aggressive
enough in business, while almost three querters

perceive Black women as toe amotional. Interastingly,.

the above-mentioned gualities are somewhat nebulous
and not asg easily identified as, eay for instance,
mathematical skills. It appears that subjective
opinion has it that Black women are inferiox in these
areas, and furthermore, it appaars that Black women
share these viewa. '

' One particulax area of concern pertains to the -

perceived emotionalism of Black women in business. In
the current study over seventy pexcent of respondents
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. view Black women as too emotional. More spacifmcally,
. seventy three percent of female respondents and

seventy percent of male respondents hold this view.
what is interesting is that previous studies have alsc
indicated that Blacks are viewed as excassively
emotional by Whites. Recent: examples include Human |

and Hefmeyr's (1987) study wherein sixty five percent
of {mostly) White South African managers felt that.

Blacks are excessively eﬂotional in business and,

., slso, Day's (1991) study wherein seventy two percent
" of the sanple of white male managers held similax

#ws, ' In Day's study seventy three percent of the
ﬂpondent& also felt this way about White women.

cont;nl ‘of women,

.Hence,ait appaara quite likely that Black women have

internalised a general perception that they are too
emotional in the workplace. They may also have
adopted preconceived ideas that they are not as
objective or aggressive as'males in the workplace,
and, generally, that they are not quite as capible as
their male counterparis. : : -

- Considering the pogitive attitudes that male

respondents tend to have of Black males and Blacks

genaralily, it appears that they have not adopted ox

adoepted the doubts and uncertainties which their
White c¢olleagues and managers tend to exhibit. “Again
there is one exceptional finding which raises the

question of negative attitudinal effects on
self-parception. The dimengion which indicated

_f_éw;‘akarly, Human and Allie (1988) found in their atudy-
“.of Wlate male managers! attitudes that sixty five
.iyeragnt of ‘them had problems with the emotional
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clearly negative perceptions held by Blacks is that of

emctionalisw.  Close to £1fty percent of Black .
respondents de not feel that Blacks axe as capable as

whites of controlling their emotions in the
workplace, This echoes the sentiments of Whites, as

 prévious studies have indicated, Examples of

comparative xesearch inciude Day, 1991- Human and

Hbfmeyr, 198? Brook, 1990

If ~wmen, and Black people in.genaral-do, in féct,

pb. orm at an inferior level to theiz counterparts in -

partioular business areas, and if in fact,; the

' respondents’ views in the gurrent study are quite
‘yrealistic, then it iz possible that others’

expactatmons have impacted on salf-axpactanciaa and
performance,

The lmpact of negatlve axpectancles, both self—held
anst held by othexrs, may be significant. In South

 African oryganisations, prejudicial attitudes are -

likely to raise doubts in the minds of Black people
themselves regarding their abilities. It is possible

- that the widely-held beliefs regarding the excessive
- emotionalism of both women and Black South Africans

may, in fact, be adopted by Black people themselves.

The notion of gself-efficacy prdvidaswsoma explanation
of how'negative self-expectancies and negative |
expectations held of one by others actually impede
task mastexy. To devalop a belief in their own
capabilities people need to actively engage in tasks

which test those capabilities., Through ‘enactive

mastery’ they simultaneousiy develop their skills and

‘their self-confidence, However, if they doubt their
‘abillities they tend to engage in task avoidance and

forego opportunities to develop these skills.

e A AR AP R e g s
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A belief in one’s ability to perfoxrm ta a required
level is fundamental te performance itself (see Lawler
and Porter, 1967), and as doubkt leads to task

- avoldance, it is 1ik31y_that individuals who doubt

their skills in particular areas of business will not
perform in these aveas. The self-fulfilling prophecy
15,'thu3, reslised, =~ This may, in fact ocecur
currently in organisat;ons. ‘More in-depth research
will need to be done in this area.

The lack of.commitment'to-Black advancement, be it
real or perceived, is another area of concern. BAs
will be explained below, upart from being denied
acess to resources, the effects of low management -
commitment impaat indirsctly on the performance of .
Black people Ln organlaatlons.

Expectancy theory asaists In undergtanding some of the
ramifications of low maragement commitment to Black
advancement. Be the perteptions real or merely

- imagined, the rawmifications are extensive.

Expectancy theory contends that an individval's effort
in relation to a task is !argely dependant on two
expectations, the first one being that their efforts
will yesult in desived performance and the second,
that performance will result in the desired outcome.

In terms of the first expactation, 1f Blacks balieve _

that regardless of their effort, their racial
characteristic will preclude them from being

~ -recognised as capable and éffectiva; and if they
- believe they cannot fulfil the role expectations of

their White managers, then their effort will probably
be signifxcantly raduced. In terms of the second
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expactation, if Blacka;believe that career advancement

' is racially determined and that they are discriminated
against, it is also unlikely that they will compete |

adegquately with. Whites.

Even if these perceptions regarding mans jement

commitment are not realistic, they are likely to-
affect the enthusiasm and dedication with which Black
employees apply themselves to their work.

On an even more sombre note, it is quite likely that _
top coumitment to both Black and female adyancement‘ig-
lacking. MNumerous studies have indicated that Whites,
in assessing their ownfccmpaniea' commitment, express

gimilar views on the issue  (Human and Hofmeyr, 1987;

‘Day, 1991; Hofmeyr and Templer, 19917 and Human and
Allie, 1988). Furthermore, lack of commitment is

often rationalised away, largely unconsqiously by
Whihaa, through an assumption that they hold that
Blacks do not have the ability to become managexrs.
This concurs with Day‘s (1991) study. He found that
only thirteen percent of respondents felt that other

~ Whites’ in their oxrganisations believe Blacks have the
-ability to become managers. Human and Allie (1988)

explained similar findings as a tendency people have
to project onto others problems that they themselves
experience.

In summary, it is likely that negative expectations
that Whites have of Blacks may impede thelrx
self—efficacy as well as their. performance. As the
conmunication of doubt about another’s ability is
largely sub-conscious and covert (Howard and Hammond,
1985) it is more difficult to eradicate in the
workplace than is consciouns and overt bshaviour,
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What is important'to realise is that the expectan¢y_a
pexformance procese works both ways. The work of -

Howard and Hamond (1985)'3upports the contention that

credible positive expectanciea can generate
aalf—conf;dence and results in success. organlsatiunu

" need to ‘support and encourage performance that will

dxapel notions of 1nfEriority._

KEY FINDINGS OF THIS RESEARCH

. Bome iﬁportant findings were identified as a _
. conseguenve of this research.  FPirst, there is a B

. strong feeling amongst respondents that business

should accept and value the work of Blanks.

_Respondents tend to believe that Blacks are capable of
competing on egual terms with ﬁhxtas in that they
(Black people) have the inherent business capabilities.
‘required. They do however belleve that'affi;mativa

~ action and equal opportunities are necessary to |

- redreas past'inequaiities...

Saaénd, while Black women are perceived by thé
responderts to possess the capabllities necessary to

'manage effectively, views held towards women are less

positive than those held towards men., Purthermore,
doubt'is expressed régarding certain inherent.
abilities of women, specifically, degree of
objectivity, aggrasaivanasa, and emotional control 1n
business. '

Third, Black males and females tend to have consmstent
views regarding the capabilitles of Blacks. Both

groups tend to view Black males as more capable than .
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females. Furthexrmore, both males and females hold

'negatlve views regarding the emotional control of

Blacks.

3_Fourth, despiﬁe & positive ialief in their (Biack

people’s) lnherent abilities, Blacks tend ta*perceive
a need . for special training and’ developrent .
opportunitias to countaract tne educational and othex

‘disadvantages they have experienced. However, Blacks
‘are clearly not pOsitive about top management

cammitment ‘to their development and advancement. .Théy

also tend to view discriminatory organisational

practices and negat;ve management pttitudes ag major
pedlmEnts to their upward mobillty. : '

NotW1thstand1ng diacriminatory barriera, Blacks tend
to believe that they are uapable of succeeding in
business. They also largely attribute their success
in-organisaﬁions to their own ability and effort.

The extent to which Blacks are positive about the
capabilitieas of Blacks in business does not support
the ’internalisation of inferiority’ argument., _
However, the phenomenon is not entirely discounted and
it may in fact explain the contradictoxry findings with

regards to the perceived emotionalism of Blacks as

well as the ralatively more negative perceptLOns
pertaining to Black women.

RELEVANCE TO BUSINESS

~ The study has attempted to throw light on the nature

of attitudes Black business people have regarding
their (Blacke’) capabilities in business. While
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' attltudes are pnsitive for the most part, there are
indications that negative White-held attitudes
ragarding the emotional sontrol of Blacks have been
internalised to some degree. ‘Furthermore, Black women
appear to have internalisad'baliefs regarding'their
excessive emotionalism, lack of adequate aggreaaion'
and subjactivity at the workplace..

Attitudes of both Blacks and Whites will continue to
play a role in determining how much progress will be
made in the development and advancement of Blacks and
women. In attempting to change attitudes, companies
need to measure and analyse the attitudes of their
~ employees. Following this, appropriate training and
‘development initiatives need to be engaged in. .

To counter the internalisation of inferiority, efforts
- to develop managers should addreaS'self—GQnCept.~

' Black trainees should be provided with insights into
how thelr own attitudes and confidence levels impact
on their development. They should also be exposed o
strategies which enhance these levels. Furthermore,

~ as Shimko {1990) suggests, Black employees should be
trained in'changing theix managers’ negative
perceptions and expectations. The training shonld
teach the employee ti) to recognize how he or she is

- percelved by the manager and (ii) to learn behaviours

that will enhance the manager’'s expectations. '

Managers too, require training to address issues such
as prejudice and nagative expectations. In this way
 they can be provided with insight into how their own
values, attitudes, and expectations impact on the

' development and motivation of thelr subordinates

(Human, 1991b)




6

_IS

- 143 ~

\Regardless of training lnitiatives, withnut the
genuine commitment of top management, the people
-development process will be severely retarded. . This

top commitment implies moxe than.verbal
acknowledgement that the advancement of Blacks and

females is necessary. Top management in organisations
_ muet'be_prepa:ed-to devote time and sffort to '

achieving success in this area,

' SUGGESTIONS FOR FUTURE RESEARCH -

It is believed that this study has drawn attention to
. the attltudes of Black buginess people regarding their

capabxlities, in the broadest gense. Whilst these
attitudes were extremely pogitive, for the most part,
doubts were expressed regarding the emotional - control
of Blacks and the negative attitudes fegarding soma

'bueinésa'capabilities of Black females. ‘Both these
observations as well as the relatively more negative

attitudes towards Black women held by themselves
{Black wemen) may indicate internalisation of

__1nferlor1ty to some extent.

More in.depth studies wauld be able to confirm
whether, in fact, negative stereotypes are being

-adopted by Blacks and to what extent perceptions are
‘realistic or not. In depth interviews would be useful

in this regard.

 More rigorous, tightly focused research involving
- hypothesis testing should be undertaken., Additional

investigations should be based on larger,

_representative samples to identdify demographic trends

with greater certainty and to increase the -
generalizability of findings to the wider population.

e i e g e
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Btudies of attitudes in the dynamic situation whiuh
exists in South Africa are ohvibualy problematlc in

the sense that soclo—politlcal events in the broader.

environment may induce extrems attltudlnal shifts.

- Hence, it may be wnrthwhile to reassess. attitudea
- after some time in an attempt to ascertaln the effects
:offsocioepolitical"and1n:ganisational changes.

.~ fthe research results suggest that, to a great exteqt,
' Blacks have not adopted the negative stereotypocs held -
by Whltes and this is caunse for optimism. There are,

howevexr, some contradxctnry elements in the research
flndings which raquire fnrther lnveatigation. ' '

Horeover; wdrk needs.tc be done on tha perceptual :

'fdisparities.that_axist'betwaén-BlaCRa and Whites and
- how these nan be reduced, For, as Burns (1979,_1n

Watts, 1988, p. 32) points out "Perception is other

than what is out there. Yet what isg peroeived is
' reality for the parcaiver, ‘the only - reality by which
" he can guide his behavmour."

In_addition,'attitﬁdinal_research should begin to
focus on Black people’s attitudes. Demographic trends
make this quite svident. o

‘The problems aséoqiateu with'Black'advuncement ore

complex and numemdus. ‘Unless we understand the

- process by which peaple davelop and the factors
impacting on their development, the work we do in this

area will fail to achieve its optimal impact.

Finally, a relevant comment by Linda Human (1991b, P
327) deserves reflection, She states that "Political
developments have raised expectations, sometimes
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béybnd'the level of realism. There exigts a fine line
- between the low expactations some White have of Blacks

and the hxgh expectations some Blacks have of
themselves. South Africa ecannot exgect: to prosper as

a nation unlasa Blaaka, as well" aa Whites, are
_prepared to face up to indi tvidual strengths and -

weaknesses; - individual training and devalopment

. 'needs. Develupment eruires a level of reaiiam-'a'=-' 
. level of humility; it also requires a great deal of -
'effort ont both Bides“

A Ly e g e g
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GUES T!DNM!HE. ATHTUDES OF BLACK BUS!NESS PEOPLE RE GAR&!NG

- CA PABJ’H TIES. OF BLA CK s IN EUSINESS

INSTRUCTIONS
i Al questions should be answered by placiag a v in the appropriate block. If you do
. not find the exact answear that best describes your view, usa the one that is ¢lozest
to it.
i) Flease answer ail the quastions
i} In responding to the ftems plaase note that the term "Black™ does not lnciude
Coloureds and Asians. S
ivi Do not attempt to avaluate vnurself but rather give your views on Black pacple in
general, '
- 1. In ganaral Black males have the ob]ectivlw raqun’ed to avaluats businass situatl = scaparly,
STRONGLY |  AGREE UNGERTAIN | DisA GREE STRONGLY '
AGREE ' DISAGREE
‘2, In genaral Black females have the objactivity required to gvaluate business situations
' properly. — _ ' _
| sraonary | acmee | uncemtam | pisacree | sTRowaLy
AGREE | . - _ : DISAGREE |
3 Black males have the capabifity to scquire the necessary skills to be successful managers.
' | sTRonGLY | AGREE UNCERTAIN | DISAGREE | STRONGLY
AGREE : . LHSAGREE
g, Black females have the capability to acquire the necassary skills 10 be successtul manage'rs.
sTRONGLY |  AqheE UNCERTAIN | DisaAGree | stronGLy |
AGREE : ' ' DISAGREE
Ry Black males are ambltious enough to be successful in the business world,
STRONGLY |  AGREE UNCERTAIN | DISAGREE | STRONGLY
AGREE . DISAGREE
6 - Black females are ambitious enough to be successful in the business world.
STRONGLY | AGREE | UNGERTAIN | DISAGREE | STRONGLY
 AGREE : | DISAGREE
7. - Black malas can be assertive in business situations that demand it.
 srronsLy | aamre | UNCERTAIN | DISAGREE | STRONGLY
_ AGREET : DISAGREE | .
8. Black females can be assertive in busingss situations that demand it..
‘stRoNGLY | acres | uncertam | oisAcree | stRoneLy
AGREE DISAGREE
4,. Black fernales possess the self-confidence required to be successful in business.

STRONGLY |

AGAREE

AGREE

UNGERTAIN

DISAGREE

STRONGLY

DISAGREE
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10.  Black males .poséess_ the self-confidence urequirl_ad to be succesaful in business,

STRONGLY | - -AGREE | UNCERTA'W | DISAGREE | STRONGLY
AGREE : | opisagres

11. Black femalas ar: compdtitive enotgh to ba successful in the business warld, -

STRONGLY | AGREE | UNCERTAIN | DISAGREE | STRONGLY |
. AGREE - ' _ | -bisagrzE

12, Black malas zre competitive engugh 10 be successiul in the businesz world.

STRONGLY | AGREE | UNCERTAIN | DISAGREE | STRONGLY
ABREE - _ o o DISAGREE

13,  Black mafes can be apgressive in business situations that demand'it.

| stronvcty | AcrEE | uNcerTAIN | Disacree | sTRONGLY
AGREE _ . | pisacres

14.  Black females can be aggressive in business situations that demand it.

sraonaLy |  Acree | uwcsrTAIn | Disacres | sTRonGLY
AGREE N - DISAGREE

186, Top managamunt in my company is fullv ccmmitted to daveloplnq and advancing Black
malgg to management posiﬂons. _

STRONGLY | - AGREE | UNGERTAIN B(SAGREE STRONGLY
AGREE | o | oisacree

18. Top management in rnv comparw is fully committad to daveloping and advancinq Black
' fernales to management posit!cms.

STRONGLY | AGREE UNCERTAIN o:snaﬁss smowcéw
AGREE _ o DISAGREE

17.  Generallv, Black males tend to persevare with a task despite obstacies.

STRONGLY | AGREE | UNCERTAIN | otsAGree | strowsLy
AGREE - DISAGREE

18.  Generally, Black females tend 10 hersévere_with a task despite obstacles.

STRONGLY | AGREE | UNCERTAIN | DISAGREE | STRONGLY
AGREE _ - DISAGHEE

19,  Black females are prepared to put in the affort required to succeed in business,

| STRONGLY | AGREE | UNCERTAIN | DISAGREE | STRONGLY
AGREE b | pisacaee

20.  Black males ate prepared to put in the effort required to succead in business.

STRONGLY |  AGREE | UNCERTAIN | DISAGREE | STRONGLY
AGREE - ~t | DrsacreE

21, Chailengimj work is as important to Blacks as it is to Whites.

STRONGLY | AGREE | UNCERTAW | DisAcres | staowGLy
AGREE R | DISAGREE

22,  Challenging work is as lmpartant t¢ Black females as it is to Black males.

STRONGLY | AGREE | UNCERTAIN | DISAGREE | STRONGLY
AGREE I DISAGREE
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23

24,

- 28.

26.

27.

23. ’

29,

aa.

.

32,

3s.

2@

.-3-.

- Blacks are just as capable as Whites of assuming leadarship roles in organisations.

STRONGLY
ABREE

AGREE

LUNCERTAIN

STRONGLY

DISABREE
| BYSAGREE

Black famales are capable of assu

ming leadership rolas just

as often as Black males.

A GREE

STRONGLY |

AGREE

UNCERTAIN

STRONGLY

DISAGREE
.  DISAGREE

Blacks du niot allow thear amotions to infiusnce thelr manageriai bef\aviou

do Whites.

¥ more oftan than

STRONGLY |

AGREE '

AGHEE

_ uﬂcsemm

- STRONGLY
DISAGREE

DISAGRIE

Black fermales do not alipw their ernotions to influence their managenal behaviour more

often than dn Black maias.

STRONGLY
AGREE

AGREE

UNGERTAIN

DISAGREE | STRONGLY

On average, Black ma

nagers are just as capable

DISAGREE

of dcntribuiing_ to an organisation’s overall

goals as are White managers,

STRONGLY
A GREE

AGREE

UNCERTAIN

STRONGLY
PISAGREE

DISAGREE

BlacPs arg Iust as capabla of Iaarning mathematical and mecﬁantcal skltls as are Whites,

STRONGLY
AGREE

A GREE

UNCERTAIN

DISAGREE | STRONGLY

| Disacree

HBecause of edusation

al and othar

disadvantages, Blacks should be provided with spectal
- training and davelopment opportunitias over and sbove those pravided for Whites.

STRONGLY
AGREE

AGREEF

UNCERTAIN |

STRONGLY
DISAGREE

DISAGREE

it is acceptable Tor Black females to eompate wi

th Black males for top exacutive positions,

STRONGLY
ABREE

AGREE

UNGERTAIN

DISAGREE | STRONGLY

DISAGREE

Slacks should ba given equal opportunity for participation in management training |

by virtue of their

programmes. _ N
srronvaLy | AGree | umservaiv | pisacree | stromaty
AGREE | pisAGRes
Most Blacks in senior positions in organisations have earned their staius
skills. _ _ o o
STRONGLY | AGREE | UNCERTAIN | DISAGREE | STRONGLY
AGREE | DISAGREE

make meanmgful progress in business.

 Blacks should recaive special support and assistanca. such as mentoring, to help them

STRONGLY
AGREE

AGREE

UNCEHTAJN

pisacrse | srroneLy

DISAGREE |
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PLEASE COMPLETE THE FOLLOWING :swfmm IN YOUR GWN WORDS:

‘34,  The main reason for the rat'atlvﬁ shortage of B_!aéké in senior management in South African

COMPANIAs is ....n

35, Blacks who achigve senior positions in organisations do so because .

36. '.SDIT.I_B._ .Eiécks ramin in_ii‘alnae-_ manager positions longer than Whitas 'bacauSe_ rreses

PERSONAL DETAILS:

s

37.  Nationality

-

38, Home Language

33, In ;rvhat 4ge ﬁrm_ya'do you fall?
20 'yaars“‘or less
21-30 vaaré
3 veafs to 40 vears .- .

41-50 vears

ooooa

. 51.-30.vears




40. Male o © Femals - O

4. Hfghest Edﬁéaﬁﬁﬂai Oualificéti.o.ns |
Below Matvic .
| Matric '.
Diploma
First [‘Jagria'e.. _ |

Post Graduate Diploma

Do ooA o

Po'st Graduate D_egr_ee.

A2.  Sies of organisation rapprox. no. of people)

43, Currant Level in Orﬂanisatlon

Top Managamant
. Sanior Management
_.Middle -Managa.man’t. _.
| Juniar Mahagémam '
Supe'r\'risbry .
Below Supervisory

Qther .

ocoaooaoaog

44,  Occupation / Job Tie

45,  Length of tme in curent
position {in months) T

46,  Number of Suhordinatqs fwhao directly report to yeu)

Black subordinates _ Other subprdinates

47.  Previous Position [

48,  Length of time in pravious

: posiﬁon

.

_ P!ea-se return the compfeted quesrionna:re
\inthe addressed envelopea to me at P () -
Bax 901 15;. BERT-S‘HAM, 2013 nefore
.15 Saptembor 1992.

| am very gratefu’_l for your assistance in cnntributing to this razearch project.
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APPENDIX 2: LIKERT SCALE CONVERSION

DATA  MATRIX. ¥OR CONVERSION OF LIKERT SCALES TO.
ITNTERVAL DATA S o '
QUESTION LIKL ~ LIK2  LIXK3  LIK4  LIKS

175
175
‘175
175
175 4
175
175
175
RYLE
175
175
175 .
175
175
175
175
175
175
175
“17% -
175
. 178
175
175
175
175
175
1758
175
175
175
175
175

42 93 21 - 17
24 71 58 - 21
111 58 2. 2

67 91 12 2
-85 74 11 4
57 89 22 - 6
62 98 .3

&

4

4

38 ‘9§ . 36
41 719 - 40 1
57 98 . 16 -
39 87 . 3 17
63 79" 23 10
52 69 38 12
26 66 56 . 21
20 a0 38 45
11 24 31 57
BT 92 AT g
38 . 83 39 12
.60 83 - 28 4
79 Bl . 11 4
118 .40 5 1
81 65 15 - 13
118 45 9 3
66 77 17 14
3. 57 - 59 23
16 38 82 34
119 41 10 4
118 44 5 . 5
108 - 43 11 - 15
80 70 19 3
; 153 20 0 1
R o 32 74 59 21 16
o 33 68 69 12 21
i) . : _
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2174 2217 806 431 147 5775
. 37.6% 38-4% 14-0% 7.5% B 2.5%

TRANSFORMATION OF  LICKERY SCALES INTO INTERVAL
DATA AFTER CORRESPONDENCE  ANALYSIS = .

COORDINATE CONVERTED

LICKERT] Gl G2 |EUCLIDIAN|USE G1|USE G2|EUCLIDIAN
: 0.429| 0.281] 1.000 (1,000 [ 1.000
0.072; 0.243] 0.35% J1.625 [1.103 |} 1.464
~0.541} 0.42L|  0.638 (2,700 |0.621 2288
- 1=0.891|-0,2117  0.722 §3.313 {2.332 | 3.221
"11354 "‘1.196 i 310(3);8 5.000 5h000 50000
097 : :

Ul L DS
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 APPENDIX 5: - STATEMENT CODES

. STATEMENT

In general Black males have
- the objectivity regquired  to -
situation'

evaluate busineas

In general Black females have
the object wity reguired - to
evaluate -

- properly. o

5.

'5-'

9.

- capability to
| necessary
-_successful manageﬁa.

necessary 8
- sucressful managers.

Black males = have  the
acquire  the

VBlack femalea _ u&ve | 'the'-

Capability ~ to auguire  the

Black - males aré-

‘Black famales are ambitibua'"
- enough to be sguccessful in the-
-_buslness wnrld :

Black males can 'bafaaaertivea'-

in , business aitnations that
demand 1lt. .

Black females can be assertive

in - business situations that;

_demand it.

Black femalea

self~confidence xequired to be
sucqessful in business.

business situations
gkills to  be

skills = t6  be

ambitious -
enough to be succesaful in the
-busxnass wurld _ '

possess the

CODE

|objectivity (M)

- objec£ivity'¢r;

ﬁanagerial'

skills (M)

ﬁﬁnéqeiial

Cskills (F)

Ambitious (M)

smhitious (Fj'

'Assertiva (M)

Assertive (F)

‘Balf-

aonfidenca (F)




 APPENDIX 5 Continued

10.
.

12.
 ;3.

14,

15,

16.

17.

18.

in  business
'demand it.

in business

STATEMENT

Black males  possess thé self-
confidence required to be suo-

cagsfal in busineaa.

Black females are compatitive

anough to be auceesaful in the

business world._

'Blauk males are competitxve
enocugh to . be successful in the
business wnrld.

Black .males ‘ean ba aggressiva

Black females can be aggressive
situations that
demand Lt.

Top managament in my compuny ig
fully committed to developing

and advancing Black males to

management:. positlons..'

Top managemanr in my company is
fully committed to devaloping

and  advancing Black females to

management positions.:

Generally, Black males tend to

persevere with a ‘task despite

obstacles.

Generally, Black females tend
to persevere with a task des-

 pite. obstacles.

: 190
20,

21.

Black females are prepared to
put in the effort requirved to
succeed in business.

Black males are_prapafad to put
in the effoxt required to suc-
ceed in business.

Challenging work is as impoxrt- .

ant tc Blacks ag it is to
whites.

nituations thau..

'Top' - '
commitment (F)

CODE

Self-~ -
_ confidence (M)

|com.atitive (¥)

Competitive (M)

|aggressive (M)
Aggresaive (F)

[Top o
commitment (M)

3 Pe;seveﬁ M) -
'éeraevera.(#)
Effort (F)
..Effort (M)

Challenge (B)

L
3
f]
Ca
o
i
3
1
o
i
A

L

AT S S
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. APPERDIX 8 Continued

- 22,

- 23,

| STATEMENT
Challenging work is as imfﬁrt—

ant to Black females as it 1s

to Black malea.

'Blacks are just as oapable as

- Whites of ‘assuming leadership

24,

25,

rolns in organisations.-

Black females ar capable of
- assuming leadqrship -roles just
~as often as Blawk males.

Blacks ‘do  not allow their emno=-
tions to influence their mana-

gerial - behaviour © meve often -

- than da Whites.

26,

~“their managermal bahavlour more

27,

Black - females do not 1dw -

thelr  émotionsg - to influance

often than do Black males._

On average, ' Black managers are
just as capable of contributing
~to . an . organisation’s overall

~ goals as are White naAnAgers .

28,

29,

-Blacks are jnst as capable of
leaxning mathematical and mech-

anical skills as are Whites.,

Bacause of educational and
other = disadvantages, - Blacks
should be provided with special
training and developnent oppox-
tunities -over and above those
provided for Whitas,

e

f_ch&lléhge.(F]

Leadershtg _
roles (B} -

Leaderahipf

- | roles (F)

. ﬁmotiané.(ﬁ)

Emotions (F)
Contribute (B)

Mathe (B)

Affirm (B)
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APPENDIX § Contimued - .

3o0.

a1,

STEQEHENT :
v is accaptable ‘for Black

‘females  ‘to compete  with Black
. males for top exeuutiva' posiw
_tlona.

Blacks 3hould he given aqual
opportunity . for participation in

. management training programmes.

Most  Blacks Ain senior positiens
in . organisations have earned

. theixr statug Dby virtue of theiﬁ
- skille.

33.

Blacks should recaive Bpecial-'
sup

ort and assistance, snch as

N mengoring, - 10 - help them nake

o meaningful progress in'huainags.-. 3

L

. CODE

Compete (F)
Equai (ﬁ)-."“

atatus '

aarnad (B)

Special

aupport (31 “.



 APPENDIX 6%

GENDER

Mals

Pemale

AGE |
20 or less:

21 - 30

4,

5,

41 -~ 50
CBL -

31 - 40

- 60

_EBUCAEIOHB& LEVEL
-Below maib r;u

Matria

Diploma

First degree

Post graduate diploma

Pogt gnaduate degraees

-onsanxsamxounh,nﬁvnn."j

Top management
Senlour management
Middle management
Junios management
Supervisory :
Below. auperviaory

- Othex

HOYR LANGUAGE
- Sotho -
- Tswana

Venda
Zunlu
Nadshele.
Shangaan
Pedi

Xhasa

Hguni - -
Multllingual
Swahili

. English
.. 'Tsonga

NUMBER

NUMBER
27 -

BIOGRAPHICAL PROFILE

NUMBER

131

4

-38

87

34
i

65
35 .
19
21

O U180 00 O 1 )

74,5

- 046
21,7
49,7
19,4
8le

4,5
37,1
20,0
- 10,9

12, 0

4,0
12 &
24,
26,

9,
ll 4
11,4

-dtﬂi'.‘?

28,2
0,6
4

Ny Gy Ry Ay My Wy Ay W

CHO:zhﬂtbcﬂﬂbscud
-mwmmmwpwmc

PERCENTAGE

fpnncnumnsn'

 PERCENTAGE

 PERuENTAGE

. PERCENTAGE



-3Ppnﬁnxx'vs MEANS AND STANDARD DEVIATIONS FOR

VARIABLES
VARIABLE . MBEAW - B'TANDARD
: R . DEVIATION -
. @ 1 Objectivity (M) 1,663 - 0,735
Q 2 Objectivity (F) ' 1,905 0.711L
Q 3 Managerial skills (M) 1.219 0.439
0 4 Managerial skills {F) 1.424 0.616
Q5 Ambitious (M 1.351 - 0.527
- Q 6 ambitious (F) _ 1.497 0.578
Q0 7 Assertive (M) 1.402 - 0,491
Q 8 Assertive (F) - 1.5393 0,560
09 Belf-confidence (F) 1,704 0.685
QL0 Belf-confidence (M) - Y.428 0 0 0.450
Q11  Compstitive (F) - 1,728 - 0.780
Ql2 Competitive (M) _ 1.506 0.586
Q13 Aggressive (M) - L7006 0.8B09
Q14 Aggressive (F) _ 1.991 0.881
QL5 Top commitment (M) 2,704 0 1.338
QL6 Top commitment (¥F) 3,219 1,361
QL7 Persevere (M) = . 1.483 0.544
Q18 Persevere fFJ - - 1.728 0 0.747
Ql9 Effoxt (¥) . . 1.477 0,504
Q20 Effort (M) O 1.346 - 0.445
Q21 Challenge (B) 1,305 0.638
Q22 Challenge (¥) L 1.471 0.679
o Q23 Leadershlp xoles (B) 1.224 0.420
_ 024 Leadership roles (F) 1.530 0.681
o Q25 Emotions (B) 2.007 - 0.898
L Q26 Emotions (F) - _ 2.326 0.916
o Q27 Contxibute (B) _ 1.271 0.600
j {28 Maths (B) - 1.285 0.662
- Q29 Affirm (B) 1.454 0.807
_ Q30 Compete (F) 1.432 0.664
o Q31 Equal (B) : 1.089 0.370
N Q32 Status earned (B) 1.628 0,889
P Q33 @Special support (B) 1.652 0.%10
_ - 1.000 =  Strongly aAgrae
1 1,464 = Agres
_ . - 2.288 »  Uncertain
2O ' 3,221 = Diaagree
ﬁxﬁj. 5.000 = Strongly Diaagxae
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12

Low - 1.4
- | Consensus |

13-

2. Managerial skills

3. Ambiicys

4, Acsertive - -
5. Sel{-canfidance
6. Competitive
7. Agoressive
. 8. Top commitment
8. Persevere

. 10.Effot.
. 11. Challange

-12. Leadorship roles '_
13. Emolicns '

- 14, Coniribute

15, Mzathe
16. Affirm

17. Compate

18 Equal

© 0,5 -

Tk

o6l

©p4

19, Status eamed
20; Special support

Note:

@ Attinde towards

Blacks

4 Aftitudas towards Biack
females -

s Aﬂi:udetmrdsm

males

&

260 2.09
ean score

3,80 | 560
. Nesuve §
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' APPENDIX 9: EIGEN VATUE SOMMARY

N,

E1genva1ue -

6.0565 -

- 2.3613
- 2.0006
- .1.8899
. 1.8443
- 1.7786

1.5503

©o k4708
1.3365
* 1.3084
- 1.1734
©1.03%0
g Ou 9555
0.7738
0.7498 .
0.6981 -
0.6438
0.6023
- 0.5879

0.5301

0.5038

0.4229
0.4064

0.3635
0.3307

0.2931

10,2775
0.2484

00,1925

0.1829
0.1459

0.1168

Percent
- 18.35
- ? 15
- 6.06
- 5,59 -
- .5.24
4,73
4,05
- .3.96
3,56

3.15

2050

2.34

1.95

- 1.83
1.61

1.53

1.28

1.23
1.10

- 1.00
0.89

0.84

0.75

0.68
0.58

- 0,44
0. 35

2.27 .
2.12 -

.

: Cumu1at1ve Percent

18.35

25,51

- 31.567
37.30
42.89

4812 .

52.85

- 57.33

61,38

" . 66,35
68.90

72.05

77,300
79.57

83,63

. BBUE
© 87,15

© 90,28
" 91,56

92.80.
- 93.90

94,90

95.7%
96.63 -

97.38
98.07

98,65

99.20

99,65
110000
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T

B .:*Z‘J' M_J'_‘I_M_ctor 1 Factm' 2 Factor 3 Fat:tur 4 Coma'hty |
©.QIL . ~156 -.5703  0,1003  -.0219 . 0.3492
oQ2C 0.4 <4852 0.2773 - 0.1938  0.3728
Q3% 0.2322  -.7834  -.0307  0.0580  0.6721
©0d 00,1583 -~.6880  0.0132 - 0.0770 . 0.5018
COQSC T 0.2126 . -.6566 - 0.0074  ~.1618  0.5026
QL 0 0.1338  -.4647  0.4315°  -.0084 . 0.4201
S Q7C - 0.0115  -.5282 © 0,3378° - -.0108 - 0.3044 .
Q8C -.0169  «.3561° 0.5269  0.1566- 0.4202 ' .
QaC . -.0118  0.0206 - 0.6945 ~.0306  0.483B
QI0C © 0.0031  -,2405  0.3684  «.1401 - 0.2117
“QIIC  0.0805 - -.1689 0.4689  -.0803  0.2617
Q12C . 0.2163  -.1486  0.4882 = -.0743 - 0.3128
QI3 - 0.3914 -.3115 - 0.1066  0.0313  0.2623
.QueC 0.2922  -.1952  0.3603  0.0595  0.2569
. QIC 0 ~.2944  -.3771  0.2010  ~.2354  0.3248
Q16 . -.3260 -.2647  0.2043 . -.3397  0.3328
S QI7C - 00,4092 -.1001 -,0609. -,A4958  0.4270
Q18C - 0.2757  -.0488 .. 0.4495 = -.2021  0.3212
oioc ~.0013 - 0.1053  0.6697  ~.0642  0.4721
Q20C . 0.2046  ~-.0375  0.3472 . -.3544 . 0.2804
. Q21C 0.6594  -.0492  0.,2641 . -.0595  0.5105
. Q22C 0.477¢  -.0121  0.5149  0,0875 0,503
Q23 . 0.4508  -.1287  0,3261 -.0870  0.3337
o Q24C  0.3073 . -,1955  0.4563  0.1250  0.3565
e . Q25C 0.3415  -.0133  0.2001  -.1824 0.2342
-  Q2:6C  -0.3772  -,0652  0.3505  -.1052 0.2875
G27¢ -~ ©,5318  0.0157  -.0080  -.0672  0.4039
Q28C . 0.6563 - -.1655  0,0398  -.0043  0.4596
Q29¢  0.1017  0.0253 -,0364  -.5798  0.3485
Q30C 0,0700°  -.1260  0.5166 ~ 0.1232 . 0.3029
Q31C - 0.0364  0.0195  0.0669  -.7003"  0.4965
Q32¢  0.1651  -,0998 - 0.2903  0.1617  0.1476
033¢  -.0710  0.0877  ~.0430 - -.5631  0,3273
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- APPEND ;x 12:

| PACTORS AND FACTOR LOADINGS -

;Eﬁcmonlnauﬂ |

 TTEMS

FROTOR

Z.LOBDIHG

COHBRACH' - 

ﬁ_Factor 1

Bgqual - :
Capabilities
- Black &

. White

:-Chullenge B).

Maths skills (B)
Contribute (B)

:'Leadershlp roles {B)

0,6594
 0,6563

u;67;__,_

D,6318 =
0, 4508--“

Factor 2
Black

5 Capabilifiés

_Managerial akills (H)

Managerial skills A®)

Ambiticus {M)

Objectivity (M)
Assertiveness (M)

- .. Objectivity (F)

-Ambitious'(Fa"

.0L7834 .

0,6860

0,6566
10,5703
0,5292
0,4952

0,4547

0,76

_ _Fa6£or'3

Black

' Female

capabllities

' gelf Confldenca (F) i
‘Effort (F) |

Assertiveness (E)

‘Compete (F)

Challenge (F) .
Competitive (F)

. Leadership Roles (F)

0 6945 .
 0 6697
- 0,5269

0y5156-

0,5148 -

. 0,4689
' 0,4563
. 0,4495

0,69

Affirmative
Action

Persevere (F)

* Equal (B)
- Affirm (B)
Specxal support (B)

0,7003

06,5798
- 0,5631

- 0,53




RESULTS OF TWO-SAMPLE P-TESTS

' APPENDIX 13:

RESULTS OF TWO-SKMPEE

“~;_v13iABLE'

{ rarIO

TQTESTS 3

F_TEST FOR VARIaHCE'
[ACCEPT | REJECT

F | PROB |
F<F HO
1. CRIT

R Gender dlfferences ;n attltudes towards each variable

HO

. T

smr

T

CRIT

ACCEPT
HO

T TE%T FOR EQHAL MEANS
PROB -

|REJECT
HO

Objectivity (M)
Objectivity (F)
Capability (M)
Capability (F)-

" |ambitious (M)

Ambitions (F)

 jAssertive (M)
‘lAssartive (F)

Self- confldenCe (F)

 f Self- confidence (M)
 Competitive (F)

Competitive (M) . -
Agyressive (M,

. |Aggressive (¥}
C1Top commitment (M)

{Top -commitment (F)
Persevere (M)
Persevere (E)

" |Effort (F)

FEfort (M)

Jchallenge {3‘ _'

Ichallenge (F)

|Leadership roles (B)

1 11222"
1,840
1,033 |
2,143

1,685

0,485 |
0,422
0,000
0,016
0,092 |
0,896 |
0,405 |
-0,003
6,069
{7 0;039
0,007 |-
0,870 |
1 0,940 |
- 0,707 |
- 0,956 1

0,402
0,00“

0,05¢€

0,268
1} 3!364 
o 0,000
0,647

1,191

-%ﬁ%’-

4,583 |
1,526

1,387 1}
1,232

R R S R T

< '_

| 1,054
4,976
0,076

-0,283

0,156
-0G,167.
} 1,183

4,112

1,862
1,724

:;-1,423J
“l ’01}. ]
~0,370

. 1,110
g0;998

1 -1,635
- -0,776

2,514
03,496
0,035

20,073
1,329

1,425

0,293 |
0,040 |

0,331

0,940
10,778

0,876
0, 86?

0,235

0,000
0,051
0,083

0,157

0,316
6,712
0,269

0,320
0,104 |
0,439 |
0,013 |-
0,621

G.972

0,942

0,186

. 0,156 ;

R TRt

Leadership roles (F)
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|  1;1' Gender dlffexencas 1n attltuaes towa:ds each'vazlable."

—

/' ADPENDTX 13: Continumed

N it

e

. |VARIBABLE.

1 ? TEST FOR VBRIBECF i
: Accxrm REJECT

RATIO | P<F | HO HO

¥ ; PROB
CREEf

‘T _TEST FOR_
:ACCEFT

T .
SIEE_

PROB
T
CRIT

HEHHS o
REJECE} -

:g

{Emotions (F)

Contribute (B)

- |Maths skills( B)

Affirm (B)

JCompete (¥)

{Bqual (B) o

- {Status earned (B)

: Special snppart (B)

1,133

{1,870 |
1,386
1,293

1 2,732
{ 1,132

6,617
0,796
: r013
0,193 |
0,305 |
q,388"
0,900
0,619

1,067

%A< ﬂﬁjw

1,241
5,895

S

-0,638
07098 |

~0,503

1 -g,428

9,441:.-
-1, 243

'0,524_?
ﬂ'.rg‘f"n :
6,822 |

0,616

0,669

0, 644

S Gggtg gy |

2. Gender dlffe*ences 1n.att1tuueé towards each factar

T _TEST FOR EQQAL MEANS

'_FACTOR ' REJECT|

RATIO | F<F . | .-

0. F___TES TEST FOR VARIANCE :
KCCEPT'REJECT
; HO -

"F | PROB
o CRIT

[
STAT

PROB
T<T

' CRIT

ACCEPT
HO

JHO

lEqual capabilities

| - Black & White
Black capabilities.
iBlack female
capabilities.

11,387

1,575
1,323

Affirmative.action_ 1,104

0,192 | v

o,041 |

70{691 v

1 ﬁgﬁ?B'

1,012

1,646

-0,880

0,938
0,314

0,380

LS R

—
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3. Gender d:.fferences in att:.tudas ‘l:owards male ami female capab:.l:.t;r;es

. T TES’I‘ FOR _ EQUAL MEANS

_ |ACCEPT|REJECT] T PROB |ACCEPT REJECT

HC | HO : STAT P<T - f HO .} HQ
{ o -~ - { CR¥'T | o

| D S F _mRaT IE'OR VARIANCE
B CONSTRUCTS'.- -} TF | PrOB
. | CGRIT . |

"} oo,780 | 0,460 v

'1}869_

} 1,057 | 0,824 | v

[Male capabilities
1,092 |

. [Female capabiiitiés 0;?24' -ff ol

0,063 | v

?5 4;_ | leferences in attltudes towards male and female capablllt;es -

' F TEST FOR VﬁRIANCF"

.._‘..‘..,,_._.... o

'-:stpomss-qaovp .

._RAEIO

PROB

CFLF _
§ CRIT

(HO.

ACCEPT REJECT_'

HO

T 'TEST FOR EQURL

STAT

PROB

I<T

CRIT

ACCEPT
HO

REJECT
HO

ALl respdﬁdénts

_fL;433_

‘0,018 |

. f:'

[ ;6r406'

.010001
0,000 |

| v

'KPPERDIX 13: Contimued

- IMale respondents | 1,460 0,035 | v | -6,020 o

1,265 0,007 | | V¥

{Female respondents 0,485 | v ~2,422

o o ’ o ) ,_ _ . . ﬂ'_ - . . o :.' o o . If
. .Note: - or the F—Test : : ' o T
e Variances of males and females ‘are eg al ' : = o - - !

:_F
THy _ _
H. :-variances of males and females are‘nct?eQQal'

B

Por the T-Test = “
. 'H, : Means of males and females are equal
'_jH cE Means of males and females are not equal |

S =

:WQ
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© SHORTAGEOF - .~ BLACKSREMAIN . ACHIEVE SENIOR STATUS | . |7
- BLACKMANAGERS ~~ TRAINEESLONGER = INORGANISATIONS | = ®

7 e ) P _3%--_ =i

{156%)| f"__‘-i 84%||

| ;Organisat_ibn- -

| Envi~onment
- Individual
Other
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