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ABSTRACT

In light of the skills shortages as well as the economic
and po l.Ltical realities facing South Africa the:t.:'ehas been
a growing realisation of the Jlt'><;)dto integrate Blacks and
women into the mainstream of organisational life. Enabling
'Blacks and women to achieve their economic aspirations
l.:hroughnon-discriminatory ell.'!ployeedevelopment has been
recognised as crucial to long term economic growth in South
Af.:t:ica.In response to this reality a number of
or9anisat:.ionshave implemented affirmative actJon
prl';)g:r.ammes.However, many" South African organisa'tions
e~tpreRs dissatisfaction with the progress in Black
advancement, despite considerable investment of resources
in training and development initiatives.

Human (1991a) has suggested that one of the primary reasons
for the failure of affirmative action programmes is the
negative expectations of Black capabd.Ld.t.Lea which are
prevalent among White South African managers. These
negative expectations impede perforn!ance, self-confidence
and motivation of Black subordinates. (Human, 1991; Day,
1991).

A pr€::miseof the current research is that if these negative
expectations held by Whites are internalised by Blacks, the
consequences would be extremely adverse. Not only will own
expectations and self-confit~ence be damaged, but there is
also a danger that these negative internalised expectancies
will in turn be transmitted to Black sUbordinates. 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 capab:tllties of Blacks in business,
'the researcher adapted a questionnair~ initially used by
Terborg (Terborg, et all 1977) in e:xplo~\:tngattitudes
towards the capabilities of women as managers. The adapted
ql1estionnaire WaS posted to Black business people (BMF
members). Xn the current research, male and female
responses were also compared to identify gender",.relate.d
influences. Furthermore, a comparison was made of
attitudes towards Black men and women. In addition,
demographic trends were investigated.

Results did not strongly suggest the existence of
internalised inferiority as respondents ~Tore extremely
positive about the capabilities of Blacks in business.
'!'hereis 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. As existing r(~search suggests that
people tend to have negative attitudes with respect to
womenfs business capabilities and also the ability of
Blacks to control ·their emotions 1 it appears likely that
'inferiority' has been interna.lised to some extent.

Suggestions have been made for possible further research.
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,C~PTER ONE

INTRODUCTION

1.1 A CASE FOR Bt.ACK MANAGEMENT DEVELOPMENT

1.1.1 Introduct,i.on

The resolution of South Africa's
sociopolitical problems will largely depend on
the countl~:1"s rate of economd,c growth.

The current economic picture is "profoundly
disturbing" and ~lpecificall:y',our (Sc~~.J1.
Africa.t s) economxo growth i~1 "among the worst
in the world 1I • This is accorc1ir.gto Preece
(Finance Week, 1-7/10/1992, p. 10) who also
observes that the country's average annual
real gross domestic product has inr::reased"by
only 0,7 percent over the past decade.

It is widely recognised that a major
impediment to higher productivity and economi~
growth is the skills level of the workforce.
The problem is further compounded by the fact
that, due to a history of structural
inequality, the majority of existing
administratj.ve and managerial skills are held
by a declining White minority.

A qt'\oteby Harbison (1973, p. 3) sums up the
SO\'.1th A.f:l:icaneconomic dilemma as follows:

•
1
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Itllumanresources - not capital, nor income,
nor material resources ..constitute the
ultimate basis for the wealth of nations •••.
Clearl:v, a country "t>1hichis unable to develop
the skills and knowledge of its people and to
utilize them effectively in the national
economy will be unable to develop anything
else. 11

Thai; ~llack S()l;lthAfricans must be developed,
and that business has a critical role to play
in 1::h;l~s major challenge is an understatement.
A rev;l'..ewof demographic trends, the education
system inadequaoies I managerial sldll::..
shortages, and the racial mi~ of the
wClrkforceI make i.tevident that thF.~reis no
alternative. As Mazwai (Finance We(;*, 25 -
31/1/1990, p. 19) puts it, It •••• business can
and must take a lead role for it naa so much
to lose. Its choice is between the
ddvelopment or destruction of the strongest
economy on the continent".

Demographic trends

According to Nel and Nel (1990) the population
distribution reflects appro~imately six Black
South Africans for everyone White. By the
year 2010 this will have changed to
approximately ten to one. What is even more
significant is that the White population has
an age group spread in which close to 50
percent aze older than 35 years of age whils·t
82 percent of Blacks are younger than 35.
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This indicates ithat in, thE~fo:r:seE~ablE~future;
Whites ",.ill no IOlnger contnrLbutie to popu Lazd.on
growth. By the yea:r: 201!5, the WhitE~
population could vel."Ylik~~ly experience a
reducticm in sizel (~llel and Nel, 19~)0). In.
contJ:'ast;, the Bla.ck popuLa'tLon facl~s th.o
oppos Ltie trend. By the year 2000" 06 percent
of people entering the labour madmt \'1il1 be
Black, Coloured Olr Indian (Yudelcl'tIritz, 1991) ..

~~hedemographic realities which con.front South
1l1,fricamake rad.ical clhange in the ;t49.cialmix
of the workforce a fundamental ine'lr:Lt.ab1.lity.

Ed.'I.1cationsys'\:.elllLnadequaod.aa

~l\.r,\.othe~r?ma;Jorp:x..'ob1em.relat.es to this; Cu.rretlt
educat.Lon :sys'l:em (De Vrie:s, 1984; l?ruett,
19136). That it is unable to meet the
rel':lu.ire,me:ntsof commer-ce and indust.:t'y is all
toe') ev:Ldent.
Lnadaquatie fewili.tieE.i I unmananeab Le teacher""
student rat.il')s" and 'the quality 01: educatioz's ,
do not, bode .~V'~;lllfor the (skills requirlad by an
indu.striali:(;ed economy,

A case in point is the acknowredqement; in 1988
by t.he Deputy Mln.i~:lterof Education tshat; well
above 90 peJJ:cen'to:E h.ir.Jhschool teachers were
either: unqualified or not: qua1ifiEld at all
(Nel and Nell 1990).
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Nel and Nel (1990) po.Lnt;out that. the
education Black students have received has not
only been inadequate but also irrelev~mt to
the needs of business. This is starltly
illustrated by the fact that in 1989 less than
1000 Black students passed matric with
matihematiLoaand science (Nel ann Nel, 1990).

Manageme~:t skills Shortage

Yudelowitz (1991) points out that south Africa
has one of the lowest manager to worker ~atios
in the world, at 1 to 42 compared with an
average 1 to 10 in developed countries. Nel
and Mel (1990), suggest the current ratio is
even more e~ttreme, at 1 to 60 and contend that
the trend will deteriorate to 1 to 110 by the
turn of the century. 'l'hisindicates a :r.at.:i.o
soon to reach unmanageable le\rels unless th~
trend is reversed.

The bleak but undeniable fact. is that South
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 fill even one fifth
of the managerial needs of our eoonomy.
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It is generally accepted that the shortage of
skilled man.power bet against the South African
demographic trends make it imperative that the
skills of groups other than Whites be
developed and utilized as a matter of dire
urgency (Charoux, 1990; Kemp, 1992).

According to Pon Mkhwanazi, former B.M.F.
preSident, less than 2 percent (or about 40)
of the 2550 di.rectors from the top 100
companies listed on the Johannesburg Stock
Exchange are Black. Mkhwanazi argued, in a
paper presented at a recent B.M.F. seminar
that IIBlackrepresent..::rt::.ionOIl boards of
direc'tors reflects the immense economic
imbalance which apartheid has had on Black
economic participation. I: (Business Day
Supplement, 31/08/1992, p.15).

(

The imbalance is also referred to by Mofasi
Ilekot'ain an interview for Business Pay when
he states that II ••• in a country whe:re more
than 70 percent of the population is made up
of indigenous Africans, they rep~esent only 4
percent of management in companies." (Business
Day Supplement, 31/08/1992, p. 20).

Erwee (1988) quotes statistics which support
those of Le~wta. According to E:r:wee,only
11,2 percent of the economically active labour
force is classified as "higher level manpower"
(HLM) - a category that .includes individuals
who have completed more than two years of
tertiary education. In 1985 Blacks
conatd,tuted 3 I e percent of this group. l-Iore
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specifically, White males conatid.tnrced 80
percent of the HLM 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 or
nursing professions.

Conclusion

Mofasi Lakota, a B.M.E'.member, says in an
interview for Business Day, (Business Day
Supplelllent:.,31/08/1992, p. 20).

!lIna country so endowed with a
diversity of natural resources, to find
extremes of absolute wealth co-existing
with absolute poverty, extremes of
modern health and advanced education
co-exis'bing 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
for the strategiC growth of our
economy. No country can sustain
significant aconomi.c growth while
excluding th~ majority of its population
f:romparticipating in wealth ...crea'ting
act.ivities.tt

The challenge of forging an effective economy
cannot be left to the politicians and it is
naive to think that the introduction of
universal franchise and the demise of
apartheid will redress the nation's problems.
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Business needs to adopt a proactive and
leading role to avert further deterioration of
the present crisis.

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 context, the strategy for
developing the potential of Blacks rests upon the
belief that there is a critical need for.capable
managerial resources regardless of race. If economic
growth is to continue, Blacks will have to be
inco~porated into positions of greater responsibility
and autihonLt.yin business (Sadie, 1988; De Vries,
1984).

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

c

However, empirical research (see, for example, Human
and Hofmeyr, 1987; Human and Allie, 1988; Day,
1991; Brook, 1990) suggests that racial and sexual
discrimination appears 'tohe institutionalised 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
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the skills of those who manage these, and the
organisational environment. In respect of managers"
their attit.udes, beliefs and behaviour are strong
determinants of sUbordinate performance.

Both Day (1991) and Human (1991, 1991c) argue that a
fundamental problem with the people development
processes adopted by most organisations is that th~e
is Lnadequatie focus on the a-ttitudes and skills of t.he
(White) managers who are made accountable :for
results. Human (1991, p. 16) contends that we often
see Black managers failing because of "•••a lack of
job clarity; unclear expec·...ations; because of
unDrofessional people management; negative
expectations; etc."

Negative expectations and attitUdes of White managers
towards Blacks affect Black management development it:.
a number' of ways. Day (19 n, p. 54) points out that
as long as Whi·tes believe that Blacks lidonot have
what it takes" there is unlikely to be any meaningful
application of resources to the.i.rdevelopment and
advancement. As Ruman (1991a, p. 224) points out,
White discrimination and n~gative attitudes "".
dictate who is given the challenging assignments and
where the manager will put the blame for
underperformance."

(

A second possible effect of negative management
attitudes is that these stereotypes held by Whites are
internalised by Blacks themselves. Should this occur
the related problems include low self-concept and
self- confidence which result in reduced effort and
performance. This would serve to r.einforce the
already negative attitudes of White managers towards
Black capabilities.
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A third potential effect ot negative 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 expect"ncies
may be harboured unknowingly and communicated
indirectly to subordi.nates. Aa more and lore Blacks
take up managerial positions it is their attitudes
and expectations which will impact on people
development within organisations.

The strong evidence that management attitudes affect
subordinete performance and that self-expectancies
affect individual etfort make it quite clear that
e,tamining the Lnf Luenoe of White attitudes on Black
advancemerrt , whilst importantr is not enough.

Hence, this research see]~s to explore the att.itudes of
Black business people to the capabilities ot 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 at·titudes
on people development in South African organisations.

1.3 RESEARCH LIMITATIONS AND ASSUMPTIONS

c

The first assumption is that the term Black
used in the questionnaire refers to Black
Africans alld does not include Coloureds and
Indians. This was clearly specified in the
survey questionnaire instructions.

(

1.3.1 Key Assumptions
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A second assumption is that the at'c.ttudesof
Black Management Forum (B.M.F.) members are
likely to reflect the attitudes of Black
business people in South Africa. In its
formative years the B.M.F. was criticized by
some in the Black community for being an
lIelitist group" a.ccording t.o Lot Ndlovu
(Business Day Supplement, 31/08/1992, p.S).
That the organisation restricted membership to
existing managers probably contributed largely
to this perception. 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
objectives with Black political organisations
and Trade Unions.

A third assumption of the research is that the
p:d.mary unit of investigation is Black people
and hence, exploring the attitudes of
subo-groups I vis-a-vis Black males and females
is a secondary objective.

Limitations

The first limitation is that the research
focuses on the attitUdes of members of the
B.N.F. and does not attempt to investigate
whether these attitudes are prevalent in South
African organisations per see This limitation
is inherent in the nature of a research
report! given the limited time and other
resources available to the researcher.
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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 researchc:::;:;to do some compax-at.Lve
analysis. It was therefore felt to b(:.,:

unnecessary to include Whites in the survey
population.

A third limitation is that the study explores
attitudes and 'that the results thus depend on
subjective opinion.

A fourth limitation is that the questionnaire
is worded in English which is not the first:
language of the research subj ectis, To ensure
that the language was unmistakeably clear a
pilot-study was done and necessa.ry adjustments
were made to the questionnaire.

THE ORGANISATION OF THE REPORT

Chapter One ser'llesas an introduction to the research
problem. In Chapter TwO theoretical perspectives and
previous empirical research relevant to this study are
presented and discussed. A statement and outline of
the research qnestion follows in Chapter: Thre~. In
Chapter Four the research methodology and statistical
techniques employed are described. In Chapte.t'Five
the results of the research are presented. Chapter
Six considers the research resu.lts in the light of
other relevant research. Finally, some concluding
remarks are made regarding the signifi.cance of the
resul ts for manaqement; development in South African
organisations.
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C:EIA.PTERTWO
BACKGROUND TO CURRENT RESEARCH

2.1 OBSTACLES TO BLACK ADVANCm!ENT

Thus far, the Black advancement track record 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 recent
survey 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
Blacks conatif.trut.eover 70 percent of the total figure.

It is deemed necessary to consider some of the key
reasons for the high degree of failure of Black
management development efforts because it relates to an
underlying assumption of this research, namely that the
capabilities 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 advancament will be discussed
briefly.

2.1.1 Black and White perspectives on the problem

There appears to be a great deal of perceptual
disagreement between Whites and Blacks
regarding the progress of Black advancement and
the major obstacles which exist.
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Regarding the progress of Black advancemen·t,
Blacks ar.e generally less enthusiastic than
Whites. In a recant study by Hofmeyr and
Templer (1991) comparative perceptions of
equality made this quite evident. The
following results are particularly
illustrative:

regarding remuneration benefits:
43 percent of White versus
13 percent of Blacks perceived
equality.

regardiqg training opportunities:
47 percent of White versus
19 percent of Black perceived
equality.

regarding promotional opportunities:
25 percent of Whites verSus
3 percent of Blacks perceived
eqaa1ity.

There is also generally a great deal of
disagreement between Blacks and Whites
regardj,ng the obstacles to Black advancement.

(

This was evident in a recent study by Watts
(1998) which examined the perceptions of Black
managers and their work colleagues (superiors,
peers, subordinates) regarding the problems
Black managers experience and the related
causes. Findings revealed that Black managers
tend to attribute their work-related problems
to external, situational factors. By contrast,
their White work coll~agues often ascribed
·these problems to the Lnt.ezneI disposition of

c
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the Black men- 'lers, particularly to a lack of
assertiv'eness and initiative.

Watts (1S'BB) aU~1gests that the perceptual
disagreement between Black managers and their
work cOlleagues reflects the 'attribution
error' .

Attribution theory attempts to explain the way
we assign cause for success or failure (Peters
a.nd Wate:onan, 1982,). As Peters and Waterman
(9192, p. 3) point out, "The fundamental
attribution error that so intrigues the
psychologists is that we typically treat any
success 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 happens, 'It's
them', ,It's 'the system'."

Reneeu Watts (19BB) concludes, in the
abovementioned study, that Black managers tend
to overestimate situational causes for problems
experienced, sometimes to the complete
exclusion of internal causes. This prevents
them from acknowledging their own
shortcomings. Simultaneously, their White work
colleagues faiLl to recognise that the Blac]:;
managers' work behaviour may reflect an
adaptation to an unsupportive environment.

c The upward mobility of Blacks in organisations
is fraught with numerous problems, some
stemmj_ng from the environment, some from the
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employees themselves. Research (Watts, 1999)
suggests that Blacks blame the organisatioil :for
rae.ism, tokenism and d:i.scriminat:.ionwhilst
being reluctant to accep·t the idea that they
themselves may fall short of established
standards. Organisations, by contrast, often
attribute the failure of Black advancement to
education and skill deficiencies, without.
acknowledging that there may be ~'b.ortcomingsin
their organisational pra(~tices.

Empirical findings on obstacles to B:>licl~
advancement

Numerous reasons have been put forward foX'the
failure of Black advancement within
organisations.

A quote by Human and Hofmeyr (1984, p.20)
highlights many of the obstacles Blacks have to
con+snd with. According to the authors I the
Black manager has to fllnction as It... a White
in a White world during his working day •••
This is in spite of the fact that he may l~ave
had little previous exposure to White info:r;mal
networks, in spite of the fact that he may
confron·t tokenism in the work setting; in spite
of the fact that he may receive inadequate
exposure and consultation; unequal
remuneration; hostility from the shop floor;
a top management policy of non-discrimination
but discrimination at lower-management levels:
unwilling secretaries; poorer prm"otion
opportunities; little forward career planning;
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discrimination on a social level and
encouragement to be individualistic while at
the same time being reminded of his othnic
background. II

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

White resistance;
marg.inality;
social closure;
management attitudes.

The 'cultural' and 'educational qualifications'
arguments a.r:enot view'ed as the most critical
obstacles to Black advancement. Although these
are real problems they should not be
overstated, according to Human (1991).

With regards to educational qualifications!
Human (1991) contends tha·t these are often not
a true reflection of an individual's 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' world
(Human, 1991) •.

\

t
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White resistance has often been noted
as 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
the middle to lower levels of
management, and lower employe~~ grades
although it is present at all levels
within the organisation. He eX~Lains
that increased sense of threat to the
status quo appears to induce fear and
resistance.

2.1.2.1 White resistance

Xn keeping with this, Hofmeyr and
Temple:t:'(1991, p.7) suggest that White
resistance to Black advancement stems
f.romfears tha-t "Whites will suffs!.'"
and that work standards will
deteriorate. This conclusion was
based on their study which gauged
respondents' perceptions of -the
reasons for the failure of Black
advancement.

A decrease in White r.esistance was
found in research by Chalmers (1983,
in Franks 1982). This was based on a
survey of White objections to Black
advancement in 150 companies.
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Chalmers did however caution that as
Blacks begin to compete for
traditionally White jobs, resistance
will probably increase.

This cautionary proposition correspondo
with the recent findings by Day (1991)
and Brook (1990) that negative White
attitudes prevail and appear, in fact,
to be more negative nhan tihoee reported
by Human and Ho:fmeyr (1987). President
F.W. de Klerk's February 1990 speech
marked the start of irreversible change
which has seen a rise in Black
aspirations and White disconcertion to
a greater or lesser extent. The
possibility of increased White
resistance is stro~g as change
threatens thOSe who aChieved their
positions under the old order.

/

White resistance is a major impediment
which affects many organisational
processes including promotion and
developement upportunities. This must,
in turn, affect the motivation and
performance of Blacks in business.

2.1.2.2 Marginality

Research has suggested that the
underperformance of some Black managers
may result from their marginal position
rather than their inability to do the
job (Human, 1991, Human and Hofmeyr,
1987) •
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itAmarginal person is one who lives on
the boundary of two distinct cultures,
ellebeing more powerful than the other,
but who. does not have the ancestry,
belief system, or social skills to be
fully a member of the dominant cultural
group. II (Park, 1928, in Bell 1990,
p.463).

AIl offshoot of the marginal person
theory is the concept of social
marginality which more generally
applies to the Black experience,
according to Bell (1992). The concept
assumes that there are two cultural
g~oups that have had, at one time or
another, a conflictual relationship
and, furthermore, that there is a
permeable barrier between the two
groups.

Antenovsky (1956, in Bellt 1990, p.
463) descr1be:s these barriers as being
"hardened by discrimination on one
sj.de, and by pressure against betrayal
from the other". The individual has
membership of both cultural contexts.
Social marginality has been used to
describe social problems related to'
race relatiO.ns, women entering
male-dominated organisations, and
Blacks enterj.ng management (Bell,
1990).

,

J
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According to Human and Human (1989, p.
18), "Black managers are often not
accepted by whites and are freguentl~'
peroeived as sell-outs by Blacks, their
ambiguous or schizophrenic pO$ition
being exacerbated b~'the separation of
the domestic and social worlds of Black
and Whites. I! 'l'heauthors also state
that "Black managers are faced with
competing loyalties and
responsibili ties; put, simply, they
often do not know which side they
should be on."

Franks (1987, p. 33) makes a similar
observation. He describes the Black
manager as a buffer between White
management and Black employees, It •••

torn between his responsiblity towards
management and his responsiblity
towards his own people in the political
struggle. II

Research by Watts (1988, p. 36) also
revealed evidence of perceived
marginality. rn inter'V'iawlng38 Black
managers and selected peers, bosses and
subordinates she observed a high level
of agreement between the Black manager
and his or her boss that the Black
manager II •••• felt he was a middleman
caught between Whit.e management and the
Black workforce."

,
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Marginality may well affect the level
of commitment felt by Black people to
their jobs as well as their work
performance. According to Ht~an (1991,
p. 223), UMarginality is a serious and
moti:vation-sapping problem which can
lead to uncierperformance and a great
deal of stress."

Another obstacle Blacks confront is
that of social closure, the experience
of being exclllded, whether tacitly Or
obviously from opportunities within
organisations. This is elabotated on
by Human and Human (1989).

2 •1 •2 .3 Socia.l closure

The authors maintain that domination
and exclusion are pervasive
characteristi.cs of South African
society, impacting directly on Black
occupational mobility_ They describe
the phenomenon of domination in South
African organisations and society at
large as one in which the dominant
group (Whites) attempt to protect their
boundaries frorilthose who pose a threat
to it by means of exclusion. This
phenomenon is referred to as social
closure (Parkin, 1979, in Human and
Human 1999).

I

i
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Through social closure certain groups
attempt to optimise their own rewards
".•• by restricting access to resources
and opportunities to a limited circle
of eligibles." (Human and Human, 1989,.
p. 14). The exclusionary criteria may
inolude any sooial characteristic"
l..nteralia I race, sex r language,
religion.

Exclusion or closure is inevitable, and
perhaps a necessity in certain
instances. An example offered by the
above-mentioned authors is the
speciali~ation which occurs in
organisations. However, exclusion
becomes problematic when the majority
of the population do not perceive it as
legitimate, and when it only serves the
purposes of the minority I' as is the
case in South Africa.

The adverse consequences of SOCidl
closure in South African organisations
include systema'tic discrimination
against Blacks Ln terms of access to
organisatj.ons and differential
treatment within them.

A vivid example is the tendency in
SouLh African organisations for those
who make recruitment decisions to
select people of the Same class, colour
and gender to high level positions.

\

j
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Sebesho (1986) contends that Black
applicants are likely to be less
positively evaluated than White
applicants having identical
qualifications.

The same view is held by Erwee (1992)
who contends that women in
organisations are less positively
evaluated by male managers.

A mOre indirect consequence of social
closure and exclusion in the workplace
is described by Schlelnmer (1986, p.
100), who argues that a large
proportion of managerial skills are
elusive and cannot be taught.
A.ccording to him "They are acquired and
absorbed in a subt.Le process of
observation 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 vie~1Point" contends that IIracial
seg:regation often results it)both
groups regarding each other as
one-dimensional beings, with enigmatic
abst:ract life experiences and feelings.
Problems in relating to one another
authentically and empathetically are
therefore bound to arise."
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Over the past two years there have been
significant aocd.o=po.Lftica.l changes
which will certainly change business
life radically. However, as Human and
Human (1989) argue, the removal of
'petty apartheid' will not
fundamentally alter the domination and
exclusion processes unless there is a
significant shift in the basic
paradigms (assumptions and values) of
managers.

I
l
I

The existing paradigms of White
managers, as research indicates
(Day,1991: Human and Hofmeyr, 1987),
place a low priority on management
development and, furthermore, reveal an
c:ntipathy to Black management
development. More speCifically,
research revealrs that the majority of
White South African managers doubt the
inherent capabilities of BlaCks.

This brings us to another major
impediment, closely interwoven with the
social closure phenomenon, that of
management attitudes and expectiatii.ona
regarding Black capabilities in
busin.ess.

\
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2.1.2.4 Management attitudes

Human (1991a) observes that a tendency
exists to blame Blacks for the failure
of Black management development. She
argues that often their work
environment and the way in which they
are managed can seriously impede
performance and motivation.
Furthermore, Human suggests that a lack
of people-management skillsr and
accountability as well as negative
expectations amongst White managers are
primary reasons for the failure of
Black management development. A
central theme in Educatinq and
Developing Managers for a Changing_
South Africa (Human, T.J. (ed.) 1991) is
the neces~ity of reorientating,
'training 1 and developing White
managers, particularly in their racial
atti tudes and people manaqemerrc
skills. This is deemed essential for
Black management development to be
successful.

Human (1991a) states that there is not
enough cognisance of the important role
of the manager in employee develop.'Uent
and in particular, the effect of
negative expectations.

\

\
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Negative expectations amongst WhitG~
towards Bla,cks are derived from
negati.ve attitudes and an underlying
belief that Blacks are inherently less
well-equipped than Whites to perform
effectively in business. Numerous
studies have supported this observation
(for instance, Day 1991; Brook, 1990;
Human and Hofmeyr,; 1987; Kamfer, 19R9;
etc. ).

Such negative expectations impede the
deve Lopment; process by impacting on the
levels of self-confidence as ,rell as
the opportunities afforded certa.in
g'roups. The latter effect occurs when
White managers assume that Black
advancement efforts a~e unrealistio and
impractical i.nview of the percei'V'ed
attributes and capabilities of Blacks
(lcely and Human, 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'lS
performance and also their probabil.ity
of succeeding in business.

In a Similar vein, Sebesho (1986, p.
22} proposes that, for Blacks to
succeed in a White corporate world,
they have had to;

t~.
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learn skills th',::':' are different
from thode learned by Whites;

demonstrate their skills in other
work experiences before being
consi.dered for posi.tions for which
"untested" Whites are considered;

repeatedly demonstrate their
competence under close scrut.iTtv
before achieving acceptance ~"Z a
team leader.

According to Sebesho (1986, p. 23),
these factors result in Blacks
experiencing greater perfo~~ance
pressures and stresses than Whites ar.~
hence, they Ithaveextreme difficulty in
remaining moti,vated and comma t'ted to
organisational goals. It 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.

\

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 to reinforce a
stereotype of the Black person as being
inefficient and shy of accep'cing
responsiblity and accountability. 0\'"... ,

,
f
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if they succeed, that their success
might be scrut:.inis~1dfor loopholes."

Management attitudes and their impact
on subordinate expecta'tions and
pHrfo.r:manceare partioula,rly
signifioant to the ourrent research and
will be explored more thoroughly in the
latter llalf of this chapter.

2.2 OBSTACLES TO 1~ ADVANCEME!r.rOF WOMEN IN BUSINESS

OCGupational profile of women in South Afrioan
organisations

Although w,';)menconstitute over half the world t s
popula·tion, there is an e ·treme negative
imbalanoe in terms of women holding managerial
positions (Erwee, 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
increased from 23 percent in 1960 to 36,3
percent in 1985. Although the increase is
signifioant, the numbers are still far fl~orn
ideal. participation rates vary across racial
groups and are currently 36 peroe:lt for Black
women, 41 percent for Coloured women, 28
peroent for Asian women and 36 percent for
White women (Central Statistical Services,
1988, in Erwee 1992).
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~here is also a great deal of occupational
diffE"'rentiation in respect of gender CUJ7l.'ently
in Sou'th Africa. Specifically. in 1980, 55
percent of all working women could be grouped
into four traditionally female oc~upations:
nursing, te~ching, clerical ~nd sales
occupations. Fortunately, this differentiation
is becoming less significant as the proportion
of women in certain fields has increased.
Between 1980 and 1985 proportionate increases
in women were e'l;ridentin the following fields:
sciences 15,9 percent to 19,4 percent; medical
doctors 8,8 percent to 14,5 percent;
paramedical careers 47 r 2.percent; to 62
percent; lega.l careers 8,29 p~rcent to 11,5
p~rcent; other professiC'lns23 pel~cent to 25
percent (Central statistical Services, 1988, in
Erwee t 1992).

Recent stc..:tisticsindicate that women
constitute 17,4 percent of all managerial,
executive, and administrative posts. The
constitution pex' race group is that White women
constitute 17,4 percent of White managers,
Coloured women 27,7 percent of Coloured
managers, Asian women 10r5 percent of Asian
managers, and Black women 16,5 percent of Black
managers (Central Statistical Services, 1988,
in Erwee 1992). An important point Exwee makes
is that the administrative component takes up a
large portion of this category and creates the
illusion that South Africa has many f4i:;)male
managers.
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In commenting on the upward mobility of Black
women prekel (1989)1 observes that Black women
are upwardly mobile in certain professional and
white-collar occupations, namely lecturing,
psychologYt sociology, personnel; public
relations, market research, medical
auxilliaries, library science and management.

Erwee (1998) points out that women tend to
choose tradit:i.onalfields of study, as
illustrated by the percentage of female
students in specific faculties at a large
university: 66,S 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
adnlinistration and 27,6 percent of commerce
students. However, women's career choices are
gradually changing as non-traditional fields of
study are being chosen and more womem are
opting for higher educational levels.

The shift in career ohoice observed by Erwee
tends to indicate that edudation levels and
vocational choices are only a partial
explanation for the low level of females in
certain oOdupati0ns and the cluste~ing Of
female managers in traditionally female
managerial categol~ies SUch as personnel (Erwee,
1992).

2.2.2 Obstacles to their upward mobility

The obstacles to female upward mobili t.yare
numerous and complex. They are not only
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structural (legal, educational, cultural); they
are also psychological (Brwee, 1992; van
Rooyen, 1989; J?rekel, 1989).

Erwee (1992) considers parti.cular
organisational variables which offset the
advancement of women in South African
organisations. Four main cat.egories discussed
are: organisational struct1....re, organisational
processes, group structure I a.Il ....• also, group
processes. These will be reviewed bri~fly.

Barriers in terms of organisational structures
encompass personnel policies and exi..~tel'ltpowar
hierarchies within organisations.

According to Pillay (1986, p. 5) "the
occupational differences between men and women
may, to some extent, reflect employer decisions
to exclude women from certain entry level
posLtions and their associ.ated promotion
ladders or to promote womcln more slowly than
men. "

l
I

Erwee (1992, p. 10) supports this by stating
that "an employer's belief t'egardil19'the
capability of a female applicant may affect the
type of jobs offered to her and future
promotional opportunities II Surveys conducted
in 1982 and 1984 by Erwee (Erwee, 1992)
indicate that the training and promotional
opportunities for woman are inferior to those
for men in South African organisations.
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A more recent career development survey of 58
organisations found that only 34 percent of
these companies offer supervisory training for
women and only 23 percent have career
management training for them. Furthermore,
although 66 percent of the companies surveyed
offer Black advancement training, the main
beneficiaries are Black men (Erwee, 1992).

In discussing the organisational structures
which hinder female advancement Erwee (1992)
also refers to the reward structure and,
specifically, gender and wage differences which
exist. Pay differentials are, however, not
only a func·tion of organisational policies but
are also influenced by the external
environment.

The second category of impediments to female
advancement relates to organisational
processes, namely, the processes of
recru:i..tment,selection and placement. One
simply has to do an analYSis of job
advertisements to identify discriminatory job
opportunities and salary levels (Erwee, 1992).

A thir.d category of impediments to the
occupational mobility of women relates to the
group structures within organisations that
ex~lude women directly or indirectly.

\.
Thp 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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significant. impediments to female career
mobility. Erwee explains this exclusion as
evidence of the soc:~a,lo/..oaure phenomenon and
't.rl,a )US' r,::,inality expe:c:i..-encedby women.

l?rekel (1980' a"',.,t.:jnut deny that marginality
exists but; in her r.H'lalysi$of the progress of
Black women she argues that they have various
strengths which help them cope with
marginality. Amongst these are the social
support they receive and their ability to be
enterprising and hard-working, features often
developed through having to be bread-winners or
to rearing families as single parents.
According to Prekel (1989, p. 13) r it is
socially acceptable for Black women to work as
long as they are appreciative of support
received and "don't make men feel threatened."

Prekel (1989) does, however, contend that Blaok
women have unique cultural problems within
organisations. Whilst acknowledging that Black
cultures have undergone rapid change with
urbanisation and westernisationl Prekel (1989),
suggests some aspects of traditional Black
culture may pose speoific problems for Black
WOmen. The following aspects are considered to
be particular. problems for them:

Their traditional status as inferior
to men, regardless of age, education
or marita.l status. This 'minor'
status af.fects 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
instructions from Black wom~n.

According to Frekel (1989)r these cultural
factors, reinforced by personal experiences of
prejudice., could undermine Black women's
self ...confidence and self-esteem. Hence, it
appears that beyond the press.ures to conform to
professional standards and the dominant
organisational culture, Black business women
also have to manage expectations and roles in
relation to the Black community.

'!'hefourth category of impediments to female
occupational mobility which Erwee (1992)
outlines concerns group processes, particularl.y
the way people within organisa.tions relate to
women.

A study by Human and Allie (1989) which
explored male managers' perceptions of females
revealed that at least one third of the
respondents attributed the lack of women's
career advancement to their i.nternal
dispositions and did not recognize the
potential impact of situational factors. One or
more of the following beliefs were held by
these respondents: women are less objective,



(

2.2.3

- 35 -

less aniliitious,less capable of contributing,
less self-confidentr and/or less capable of
learning mathematical and mechanical skillsr
than their male counterparts.

According to Erwee (1992), perceptions
influence the way that people relate to each
other. It was evidenced in the observation by
Human and Allie, in the above-mentioned study
that only one third of respond.ents felt that
top management in their companies was co:mmitbed
to developing and advancing women and only
twelve percent of respondents believed in
-effir:mativeaction for women.

The psychological impact of negative
stereotypes and discriminatory practices
towards women is such that self-fulfilling
prophecies can be created. Erwee, (1992)
postula'tes that failures of minority members at
the workplace are often. due to an internalised
low self-concept which lea.ds to
under-performance. This under-performance
confirms the stereotypes held by t.hemajority
group - in thi,scase, males.

Conclusion

Hav.ing considered obstacles to the advancement
of Blacks as well as those which impede the
upward ~j'lobility of women the remainder of this
chapter ~~ll focus only on OnA obstacle,
namely, att.:itudesas this is central to the
research.
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2.3 THEORETICAL PERSPECTIVES
PERFORMANCE

2.3.1

2.3.2

(

IMPACT OF ATTITUDES ON

Introduction

The negative attitudes and expectations held by

White managers towards Blacks in business and
the possible 'inte:cnalisation of j.nferiority'
by Blacks cannot be ignored when one attempts
to understand the low success rate of Black
upward mobility in South African organisations.
Before reviewing the research undertaken with
respect to attitudes the researcher will
provide an overview of three theoretical
concepts which are central to this study. These
are the Self-Efficacy Concept,. Expec·tancy
Theory' and the Pygmalion Effect. All three
attempt to explain performance in terms of
expectancies. in addition, all three are
concerned with the formation of self-belief and
its impact on work perfol.-xnance.

The self-e:f.fica(::yconcept

Self-efficacy, a key element in B'andura's
social learning theory, "refers to one's belief
in one's ability to perform a task"(Gist, 1987,
p. 472).

Gist elC1.bc1rateson the three dimensions of
self-efficacy as follows;

i) magnitude the level of task
difficulty a perSon
believes he Or she Can
attain.
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ii) strength the 3t.rength of the
individual's conviction
regnrding magnitude.

iii) gener.ality - the degree to which tht':!
expectation is generalised
across situations.

2.3.2.1 Impact of self-efficacy on
performance

Self-efficacy affects one's ch01,09 of
activit.ies, effort expenditure,
persistence, expressed interes.'oand
ultimately I s]<111 a.cquisition.

Gj.st (l.987, p. 474) states that,

"Those (people) with moderate to high
self-efficacy tend to engage more
freguently in task-related activities
and persist longer in coping efforts;
this leads to more mastery
experiences, which in turn enhance
self-efficacy. Those with low
self-efficacy tend to engage in fewer
coping efforts; they give up more
easily under adversity and evidence
less mastery, which in turn reinforces
their low self~efficacy. Those who
persist tend to gain the corrective
experiences which enhance
self-efficacy; those who cease
prematurely tend to retain persistent
low self-efficacy".



(

...38 -

Bandu~a & Schunk (1981)l as cited by

Gist (1987, p.475) relate
se1f...efficar t.othe concept; of
intrimdo interest I suggesting that "a
sense of personal efficacy in
mastering challenges is apt to
generate greater interest in the
aotivity than is self-perceived
ineffioacy" .

The same idea is presented by Hot'rard
and Hammond (1985) in reference to
mast.ering tasks. According to them,
people avoid tasks which induce
self-doubt and engage in those tasks
which enhance self-confidence.

2.3.2.2 Development of self-efficacy

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

Self-efficaoy arises from the gradual
acquisi tion of skills tihzouqh
experience. Four information cues,
identified by Bandura which j_nfluence
self-efficacy are:
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i) Enactive mastery;

This refers to repeated
performance accomplisllments which
build. the skil~s, abilities, and
exposure neeaed for task
performance.

Enactive mastery is considered to
be the moat; powerful enhancer c .
self-efj:icacy. However, fear or
Lncapac Lt.y may cause an
ind,ividual to avoid task
engagement. Furthermore, while
positive mastery experiences
enhance self-efficacy, negative
experiences (failures) tend to
decrease self~efficacy.

~4) V·· .~~ 1carJ.OUs exp~rJ.ence
(modellin,g)t

Modelling, that is, observing
'similar others' perform
successfully, is also a
significant source of
self-efficacy infor.mation.

Gist (1987) notes t.hat; the
follow5.ng factors Lnczeaae the
effectiveness of modelling:

the model's personal
similarity to the subject;
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clear conse~uences of
modelled behaviour; and
when, rather than initially
exhibiting performance with
ease, the model succeeds
after overooming
difficulties.

It has also been found that
negative modelling (modelling
ineffecti'Va perforrna.nce)can
reduce self~efficacy (Gist,
19B?) •

iii) Verbal persuasion:

This source of efficacy
information referl5 to verbally
convincing a perSon of his or her
capability of task perfor.mance.

Affirmations and other forms of
social persuasion strengthen
personal efficacy expectations
and encourage people to "mobilize
greater sustained effortU,

according to Conger al~dKanungo
(1~88).

Verbal pezsuaeLcn is considered a
less powerful efficacy source
than enactive mastery or
modelling but it i~ believed to
be effective in some situations.
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iv) Emotional (physiological)
arousal:

This refers to an individual's
peroeptions of his or her
physiological state whils·t
performing a task, which the
individual uses to assess
performanoe capability.

According to Gist (19B7),
emotional arousal sta.tea
resulting from stress, anxiety or
depression I can lot,ter
self-efficacy expectations.

An individual is more likely to
feel competent when avers;i,ve
arousa~ is reduoed, for example,
when the individual feels trusted
and supported (Conger and
Kanungo, 1988). Emotional
arousal is considered to be the
least effective efficacy source.

2.3. :2 • 3 Organisational impact on effj.cacy

According t4 Conger and Kanungo
(1988), self-eff:aacy beli~fs can be
lowered thro\gh various contextual
factors in organisations.
Bureaucratic environments and
authori tarian management st.yles foster
dependancy and the denial of

(
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self-expression. Restricting access
to resources and Lnfiozmatd.onalso
l.owerself-efficacy expecta.tions.

Kanter (1983, p.186) notes that
II (people) ••• whose formal role gives
them the right to command but who lack
informal political influence, access
to resources, outside status,
sponsorship, or mobility prospects,
are rendered powerless in
organisations •.• They Lack control
over their own fate and are dependant
on otihez'sabove them. II

This closely resembles the experience
of Black managers and supervisors in
many South African business
en~liro!'ments•

Thus, stripping people of control and
discretion can reduce self-efficacy.
By the same token providing people
with realistic oppoarbund, ties to
exe~cise autonomy and discretion
allows tP m to test their efficacy and

C experience mastery.

2.3.2.4 Relevance of self-efficacy to this
study

c Self...ef£icacy is measured as it
relates to specific tasks and little
research has been done on how efficacy
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peroeptions could be generalised,
according to Gist (1987).

Bandura (1982, in Gist, 1987) has
suggested that self-efficaoy theory
can be extended to groups, even
nations, but that an assessment
instrument for group efficaoy is
laoking. One approaoh Gist, (1987)
suggests may be to have individuals
rate 'their OWl'). peroeptions of the
group's efficaoy and then to average
the responses. This isl'to a certain
extent, what the researcher has done
in the present study in exploring
attitudes to the capabilities of
Blaoks in bUsiness. The questions are
not, however, task speoific, and
relate to general business skL'Lls as
well as managerial abilities.

Expectancy Theory

2.3.3.1 Main tenets of Expectanoy Theory

This study is concerned with attitudes
to 'own' (Black) capabilities, with
the premise that attitudes impact on
behaviour and ultimately,
performance. It is thus deemed
appropriate to consider Expectancy
'l'heory.
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According to Expectancy Theory (Lawler
and Porter, 1967) motivation and
effort are influenced by two
variables 3 (i) an effort-reward
probability and (ii) .reward valence.

i) Effort-reward probability refers
to the individual's subjective
expectation that a certain amount
of effort will result in a given
reward or valued outcome. TWo
subsidiary expectations of
effort-reward probability are:
that effort will result in
performance, and that performance
will result in the reward
(Lawler, 1969).

ii) Reward valence, the second
variable described by Lawler and
Porter's theory of motivation
(1967) refers to the individual's
peroeption of value of the reward
or ou'l.':come.

c In view of this, for:Doth motivation
and effort to occur, three elements
must be present:

i) Self-confidence
(effort-perfo:r:manceprobabilit.y)
or what Vroom refers te, as
EX~ECTANCY (Lawler, 1969): a
belief that one is able to

{
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perform at a desired level and a
belief that one is in control of
onets life.

ii) Trust (performance-reward
probability), or what Vroom terms
INSTRUMENTALITY (Lawler, 1969)= a
belief that behav~oux: will lead
to speoific rewards/outcomes.

iii) Reward value (valence): a belief
that the rewards/outcomes will
have a positive value for the
indiVidual.

These expectancies are subjective,
based on what the individual perceives
as probable ~nd not based upon
actualities (Lawler and Porterr 1967;
Barling, 1983).

2.3.3.2 Impact of self-expectancies on
performance

c If an individual believes he lacks the
ability to perform a job or that
situational obstacles will prevent
performance he is unlikely to expend
effort in trying to perform. The
implication$ of low self-confidence
are discussed by Howard and Hammond
(1985) in their study of the poor
intellectual perfox~mance of Black
Ameri'"!answho engage in 'avoida.nce

c
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behaviour' rather than 'competing
behaviour' in the intellectual arena.

Another implication arising from the
theoretical model is that if an
individual beli.eves that, regardless
of perfo;r:nlance,he '11i11not achieve
the valued or desir.ed reward, he is
unlikely to exert the J'.'equired
effort. This attitude reflects low
trust in the pe:r:formance-reward link.
Perceived barriers to rewards in the
~orkplace might incltide race, gender,
senior! ty and age. For examp.Ie, a
female perceiving sexual
discrimination may not try as hard as
her male counterpart to strive for a
promotion should she view the
possibility of her being selected for
the position as highly unlikely.

n._:

c

Likewise, if the reward is considered
unattractive, the .individual is
unlikely to expend effort in striving
to achiev-e it. For example, a Black
employee perceiving a potential
promotion to management as a
'window-dressing~ farce in that the
job involves no genuine authority and
responsibility, is unlikely to strive
for it.'C
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IJC!.wler(1969) draws a distinctio,'l
between externally and internally
mediated rewards. ·J..lheformer a.re
usually material and satisfy 'lower
order ne. is' (Maslow, 1943). The
latter are intri.ns:tcto the individual
and satisfy what Maslow (1943) calls
'higher order needs', such as the need
for selfactualisation and self-worth.
Internally mediated rewards stem
directly from performance and thus
form a direct connection with the
performance, hence their powerful
moti~' .mal content.

The value of intrinsic rewardS, that
is feelings of accomplishnlent,
self-worth and self-esteem, can be
observed in a number of ways.
Fir~tlYl belief in one's own ability
is a critical antecedent to a positive
effort-performance probability.
Secondly, the direct connection
between performance and reward :results
in a high performance·- reward
probability_ Thirdly, these so-called
'higher-order needs' have h.igh value
for the individual (LaWler, 1969).

c

2.3.3.3 Other factors affecting per.fon~nce

t}.\~~t;rdingto t,awler and Porter (1967),
effort. alone does not determine
performanc(:l. The writers identify two

Qo
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major variables which combine with
effort to determine performance,
namely, abilities and role
perceptions.

Whereas they maintain that.abil.i.ties
(including personality traits) are
relatively independant of the
environment, they propose that role
perceptions (what the individual
believes he should do to perform his
job successfully) are defined by
sit~ational variables.

The degree of accuracy of an
individual's role perception depends
on the degree to which it corresponds
with the views of those who "\ITillbe
evaluating his work performance
(Lawler and Porter, 1~67). In other
words, an individual with a 'good'
role perception will expend energy on
activities which will result in high
performance.

G Schlemmer (1986.), in attempting to
partially explain the low success rate
Ot Black line-management appo.intments,.
suggests that racial segregation has
socially distanced Black emploYdes and
managers from '~hite managers and this
prooAss has prevented them from
acquiring elusiv0 managerial skills.

c
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Schlemme~ (1966, p. 100) states that
"They (managerial skills) are acquired
and absorbed in a subtle process of
observation and communication in a
work place setting. II Hence t the
development of role pe~ception on the
part of Black employees may be
hindered by restricted interaction
between themselves and White
managers. This could signicantly
cont.rf.buce to the low success
exper ;t;:.'ncedin Black upward mobility.

ExpectamlY Theory is important to this
study as it has, as a central
assumption, the idea that the
ability-performance link is not:direct
and exclusivet and that other
variables, namely attitudes, effort,
and role pe~ception are impo~tant
deter.nlinantsof performance.

2.3.3.4 The link between Self....efficacy and
Expectancy Theory

According to Gist (1987),
self~efficacy is sometimes confused
with outcome expectations as outlined
in expectancy theory. 13andura (1978,
in Gist, 1987, P. 476) makes the
following distincti"'n: "An efficacy
expectation is a judgement of one's
ability to execute a certain behaviour
pattern, whereas an outcome
expectation is a judgement of the
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likely consequences such behaviour
will produce" (cited in~ist, 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 peJ::'formance
or a required outcome. However, as
outlined above, Lawler and Porter
(1967) do consider otheJ::'variables,
besidos effort, to be deter.!.'ninantsof
performance.

Conger and Kanungo (1988) relate the
process of empowering subordinates to
the selt-efficacy concept, as well as
to Expectancy Theory as described by
Lawler (1967).

AS previously anat.ed., Expec·tancy
Theory contends that t'91CJ types of
expectations affect an individ'Cialts
effort for a given task: (i) that
their effo~ts will results in desired
performance and (ii) that perforl\lance
will produce desiJ::'edoutcomes. The
former expectation was referred to by
13andura (J.9861 in Conger and Kanungo,
1988) as the self....efficacy
expectation, and the latteJ::',as the
outcome expeotation.

(J
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Conger and Kanungo (198B) maf.ntie.Lntiha~
empowerment increases self-efficacy
e~pectations (sense of personal mastery
and effentiveness) regardless of
outcome expectations. Even under
conc:t;ttionsof failure, an individual's
self",~efficacybeliefs can be reinforced
by their manager's recognition of their
performance.

The Pygmalion effect

Gist (1987, p" 477) defines the Pygmalion effect
as II ••• enhar ed learning or performance
resulting from the positive expectations of
others." The pygmalion effect is essentially
concerned with the impact ·0£ others'
expectations on one's performance.

~he powerful impact of expectancies has been
frequently observed in org·an.isationsas well as
in classroom environments.

One example is that described by Barbara Shimko
(1990), of a project undertaken in Philadelphia,
U.S.A., wherecy welfare reCipients Were
screened, trained and placed in jobs at
oo=opezratd.nqrestauran'ts.

In a study undertaken, researchers concluded
that managers' expectations had a profound,
effect on job per.formance. According to Shi~{o
(1990), workers whose managers viewed them
positively had a much more positive attitude
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themselves, enjoyed their work, and experienced
high trust r~lationships with their managers.
Workers initially perceived negatively by their
managers had a correspondingly negative
attitude and a low trust relationship with
the.irmanagers. This influenced performance
and the manager-subordinate work .L:elationships.

Whereas 'good \lTorkerS'were open about
deadlines they could not achi.eve and thus
helped the';~rmanage:r pLan realistically, ,bad
workers' agreed to unrealistic demands. They
thus avoided immediate conflict! but when they
subsequently failed to meet the objectives set,
they reinforced their managers' negative
perceptions.

The definition Gist (1987) acco~ds the
Pygiaaliou effect does not take into account the
impact of negative expectancies on subordinate
performance. For ethical reasons, most
pygmalion experimenters have refrained from
deliberately inducing low expectations.
However, the affects of negative Pygll' . on have
been explored.

Rosenthal and Jacobson (196B) 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
classroom envi~onment.
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One notable field experiment powerfully
demonatrratiedthe sffect of manager expectancy
on subordinate performance! that conducted by
Eden and Shani in 1919 (Eden, 1984, p.65). The
study Lnvo.Lved trainees attending a command
course of the Isra(~lDefence Force. The
results revealed conclusively that tra*rtee~
whose instru~tors had been informed that they
had high 'command potential' perfoJcmed
significantly better on the course and reported
greater ratisfaction on the courSe than'those
whose instructors had been told that they had
low 'command potential'.

Howard and Hamt\1ond(1985) look at a societal
e~ample of negative Pygmalion when they
desCJ:ibe the pooz intellectual performance of
Black .A:merio;;tns.They attribute the
performance gap between Black Americans and
other race groups to a psychological phenomenon,
whereby the Lmage of Black intellec'tual
inferiori ty has been ,internalised over the
years. They term this phenomenon
internalisation of inferiority.

For Black ,~ericans 1 ' scientifio evidence' as
well as the public debates over Black
intellectual ability and the I.Q.-race link,
together with poor performanC(:;:sLatistics which
are constantly highlighted, promote
self-doubt. This affects future competitive
bGbaviour and future result~ The
self-fulfilling prophecy t as describe,~ by Eden
(1984), is powerfully illustr:ated in tho
above-cnerrtd.onedstudy.

{I
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»uman (1991, 1991a, 1991c) largely attributes
;;helack of success of Black management
development to the expectations held by White
managers. Human argues that if a manager has
lower expectations of one subordinate than of
others, then the person may be managed in such
a way that the process becomes a
self-fulfilling prophecy_

I
I

i

!
r (J

This was clearly evident in the study conducted
ry Eden and Shanl in 1979 (Eden, 1984). The
researchers interviewed both the 'low
potential' and 'high potential' trainees at the
conclusion of the course to ascertain how they
had perceived their instructors' behaviour.
What was revealed was that those trainees who
had performed better gave more positive reports
of their instructors' leadership behaviour. As
Eden (19B4), noted, these findillgs snpport the
contention that supervisors or manaqexa with
high expectations of their I.mbordinates are
more supportive and task-oriented towards them.
On this basis Eden (1984 p.66) concluded that
".•• leadership is a means by which superiors
unw'ittingly produce better results among
subordinates of whom they expect more. II

()

According to Howard and Hammond (1985, p. 19)
expectancies are conveyed via expectancy
commund.cat.Lons, They describe expectancy
communications as tI ••• expressions of belief -
verb3.1 and non...verbal - from one person to
another about the kd.nd of performance to be
expected". There is a degree of overlap
between this explanation and that of verbal
persuasion as a source of self-efficacy.
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Two prereguisites for 'expectancy co~nunication'
to work, according to Howard and Hammond (1985)
are:

i) that they come fr~m a source considered
reliable;

ii) that ":,)ley pred5.ct an outcome consistent
with p~,vious experience.

\\

The Pygmalion ef£eo'twill be investigated ,to
some extent in the..current study through
considering t.he evaluations of Black people
towards '~;hemselvesin view of existing attitudes
of Whit~ people.

Impact of low self-belief on perfo~ance

The above-mentioned concepts have a cornmon
thread, in 'thatthey refer I directly or
indirectly, to self-belief. In concluding this
section, thn impact of self-belief on
performance will be discussed, as extracted from
the theoretical framework.

Lawler and Porter (1967) pof.nt; out that an
important antecedent to a positive effort -
performance probability is self-oonfidence, that
is, a belief that one is able to pe~for.m a task
or job.
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Howard and Hammond (19B5), in attempting t.o
explain the pervasive performance problems
experienced by Black Americans .intha
intellectual domain, largely attribute the
performance gap to low self-confidence which
results in avoidance behaviour.. The wri.ters
point out that despite the dismantling of legal
segregation, the.emergence of the civil l;'.j.ghts
movements t and the gains in education, politica.l
leverage and economic 6tatus, Black Americans
face dete:r.iorating'conditions ';,n contrast to
other groups.

Chilling realities mentioned include Black
poverty that .i.striple that of Whites, infant
mortality and unemploynlent 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. Furthet~orel the writers provide a
sampling of statistics on Black academic and
pr?fessional perfo~~ance which indicate a marked
difference between the performance of Blacks 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 Blacl\:
intellectual ability, a~guing that to equate
performance with r..bilityis tiantiemount;to
inferring that Blacks are intellectually
inferior.
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According to them, the poor intellectual
performance of Black Americans has resulted from
their avoidance of Lntiel.LeccueL engagement. This
avoidance stems £~om self-doUbt rooted in the
strong negative stereotypes about Black
intellectual capabilities, which are, in
themselves, legacies of lI.mericanracism.

Thomas and Velchause (lS90) observe that low
self-efficacy, that is, a belief in
task-incompetence, leads people to avoid
situations that require the relevant skills.
t1?hisavoidance behaviour, in turn, tends to
prevent an individual from donfronting fea.rs,
building compet.encj.es and improving perceived
competence.

Gist (1907, p. 472) states that "••.
self-dffioacy (one's belief in one's capabi.lity
to perform a task) affects effort, persistence,
expressed interest, and the level of goal
difficulty selected for performance. II.

o

Self-expectancies impact on our behaviour as
well as O1.1r cognitions. ';Chisnotion is common,
to Expectancy Theory, Self-Efficacy, and the
pygmalion effect. 1n 'terms of behaviour,
expect ....ancf.es affect:.an individual's .intensity of
effoI.'t,level of (;oncentration, and willIngness
to 'take reasonable risks. Howard and Hammond
(BH~7) point out, tha't taking reasonable risks
and accepting exposure are central to the,
development 'Of skills and self-confidence.
S~df-doubt leads to task ...avoidance and
ultimately, poor performance.

o
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However t the impact of expect.ancies is not only
seen in relation to behaviour. An iJ.o.di.vidualJ a
cognitions I t.heway he views his behaviour aud
makes sense ,:''}fhis experience r is also af:(~ctEK'·.
by expectancies~ Expectana:i.esaffect the way
people explain their performance outcomes. In
addition, the causes to which performance is
attributed impact on subsequent performance.

According to Howard and Hammond (1985) I "1hem an
individual encounters unexpected failure, that
is, he was confident. of doing well, he tends to
attribute the failure to inadequate effort.
However, when he encounters expected failure,
his self-doubts are merely reinforced and he
tends to attribute the failure to lack of
ability. These causal explanations impact on
future performance significantly.

The individual who attributes failure to lack of
effort will try harder, will perseveret and more
often than not, succeed. 'rhe individuhl who
attributes failure to his own lack of ability,
will not easily invest greater effort.

o Howard and HammowJ (1985, p. 21), stat.e: "This
combined effect on behaviour and cognition is
what makes expectancy so powerful. The negc."l.t.ive
expectancy first tends tc .nerate failtlre
through its impact on bE" ..lour,and then
induces the individual to .blamethe failure on
lack of ability, rather than the actual (and
correctable) problem of inadequate effort. This
misat'i.;.ributionin turn becomes the basis fo:ra
new negative expeotiancy,II

o
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Implications of nega.tive expectancy for :Black
management deV'elopment in South Africa

Nega.tive expectancies of Black people by Whites
in Sou'th African organisations are
well-documented in various studies including Da.y
(1991), Human and Allie (1988), Human and
Hofm,eyer (1987)r and Brook (1990).

l\.ccox~dil1gto HOl/7ardand Hammond (1985)
expectancies directed at an en1:ire category of
people resu.lt in performance consistent with
those expectations for members of that group.

Human (1991 ( p , 6) sums up the) problem of
negative expectancies in South African
orgal1i:s~:ttionas follows:

"'1lheproblem of neqat.Lve attitudes towards the
capabiU ~:.iesof Blacks is profound. If we
believe Hhat an individual has to be 'able',
'willing: and 'allowed' to develop and grow, the
attitudes of White management towards Blacks
will impaot significantlYt not only on
performance, but also on seJ.f-confj,dc\nce. The
feelings of inferiority engendered by racism (in
its moze subtle form, stere,)typing or negative
expectations) can lead to a11 internalised
nega'tive expectancy which I in turn, can lead to
demotivation, a reluctance to try hard, a
withdrawal from competitive situations, a
feeling that r I haven 't g'ot.what it takes", thus
reinforcing the negative expeotiatif.onaof White
management. II
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If 3lack South Africans doubt their abil.ity to
perform effectively in business I they may not
expend energy in the business sphere an0: hence,
will not develop and hone thei:lcbusiness ski 11s.

In Boutih Africa, historic political changes have
taken place over the past two years. There are
those that believe that Black management
development will improve dramatically as a
response to these changes" However, there are
potential lessons that we can draw from the
American expexLence r vis-a-vis I the
psycholog.i.cal ba:r:riersthat must be ldentified
and eradicated. Negativd expectancies must be
oourrcenact.ed , and positive expeot.ancd.ee
nurtured.

2. 4 ATTI~~DES TOWARDS BLACKS IN BUSINESS

o

Allport (1967, p. 9) defines an attitude
a mental and neutral state of readiness,
or.ganised through experience, exerting a
directive or dynamic .influence upon th\~
individual's response to all obj~cts and
situations \'lithwhich it is related."

as "••.

2.4.1 Attitudes and Behaviour

Before eltplor.i.ngattitudes to!rlardsBlack people
it is necessary to define and understand
'attitude' as a concept.

r:\.)
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According to Fishbein (1.967, p , 394), ItAttitudes
can be viewed as functions pf beliefs, which
are, in turn assumptions about, the nature of
objects.u Fishbein (1967) proposes that it is
cognitively inconsistent to believe one way and
behave in a contradictory T'(ay. In other words I

beliefs f attit'l.desand behaviour all tend
towards harmony rather than dissonapce. Thus
attitudes 10 not only influence how one feels
about something, but influence how one aots
towards it.

Bertels (1956) in summarising the literatu:t":~on
attitudes, suggests that attitudes have three
major features. Firstly, an attitude develops
through experience with an object. Secondly,
a.ttitudes predispose one to act; in a predictable
manner with respect to an object. Thirdly,
attitudes consist of positive or negative
evaluations.

Attitudes are acquired and shaped by the
environment and significant people in the
individualts life, and are continuously
reinforced by selective perception and retention
of confirming evidence alo.ng with dismissal of
contrary evidence.

It is useful to consider the relationship of
attitudes to paradigms as it is the latter term
to which Human and Human (1989) refer when they
consider management development problems in
South African organisatiolls.
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Paradigms, according to Human and Human (1989,
p. 16), are best understood as "world views Qr
action frameworks which are cohersnt.....internally
logical and structcred." It is these underlying
values and assumptions constituting our
paradigms, which our atti.tudes are related to
and are based on.

According to Kuhn (1970), ab Human and Human
(1989) recall, paradigms are accepted by their
r.sexs as ve.LLdand their concerrt is rarely
questioned. The assumptions underlying
paradigms are t.aken for granted and afford their
users an explanation of 'the way things are~ and
"the way things should be'" (Human and Human,
1989, p.16). in this "-::Iay,paradi.gms can
insulate a group of people from a problem. All

example cited (Human and Humanv 1989) is the
antipathy by Whit~ South African managers to
developing Blacks which see.mingly stems from a
belief that Blacks are inhe':=t:!ntlyinferior.

Hence, paradigms and attitudes are closely
interwoven and, together, they influence
behaviour. The current study considers and
meaSllres attitudes, but the role of paradigms in
attitude formation should not be forgotten or
ignored.

The attitudes of Whites towards Blacks

White attitudinal resistance has been pinpointed
as posing a serious impediment to the upward
mobility of Black people in South African
organisations by Brook, (1990), Day (1991) and
Human (1991), Hofmeyr (1989) inter alia.

jl.,.,"

I.
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Sebesho's (1986r p. 21) statement sums up the
findings of several studies on the subjeot;

liThe problems of Black Advll;,ncementhave nothing
to do with the innate abil.ities of Blacks but 1

mainly, the attitudes of Whites as :moulded by
the broader socio-political factors in the
broader community. I!

Numerous studiE'~ssupport this viewpoint and
po Irrc to, not cnly a strong resistance to Black
Ad'l1'ancement,but, furthermore, a belief that
Blacks are inherently less capable th'.m Whites.

In 1972 I' Schlenuner and BouJ.al,ger (in Franks,
1987, p. 30) found tl"1.t43 percent of the
companies in their sample reported White
employee resistance as a factor which
discouraged Black advancement. The second
factor, in rank orderr which was found to impede
Black advancement was that Blacks were not
considered to be capable of mobility.

Human and Hofmeyr (1987) found in a study of 306
business people, of which 95 percent were White
males, that more than half of the respondentf
felt that Blacks do not have the objectivity to
evaluate business situations properly. J'ust
less than half of the respondents felt that
Blacks are too emotional in business si.tuations
and that challenging work is less important to
Black people than it is to Whites. Respondents
also doubted wh~thor Blacks are able tio
contribute as much as Whites to the goals of an
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organisation. The study concluded that whilst
respondents felt positive about equal
opportunity and non discrimination, many
expressed th~ belief that Blacks are inherently
inferior to Whites.

In the same year, a study Was done which
investigated resistance-to ...change dynamics!~_and,
more specifically, White resistance to Black
. ~vancement (Franks, 1987). Indepth interviews
were conducted wi-t.h196 employees in 24 retail
stores. The study revealed blatant negative
sterotyping of Blacks by Whites as lazy, slow,
lacking initiative, etcetera.

Brook (1990) extended the work on racial
attitudes in the public administration domain,
using the same questionnaire that i.uman and
Hofmeyr need in 1987. His findings were based
on the attltudes of 119 respondents, all being
Whi te c~.vil servants drawn from four
municlpalities. The study revealed that
attitudes towards both Black and Coloured
advancement were, on the whole, less tolerant
than at:titudes towards Black advancement.
reported by Human and Hofmeyr (1987). Tn
at~empting to explain the increase in negative
attitudes Brook (1990 p. 77) states:

"It is possible that with the dismantling of
apartheid structures, coupled with a mOVe
towards a new constitutional dispensation,
attitUdes will prog.:essively become more
positive as a result of increased exposure to
Blacks in both social and occupational arenas.
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Howeve~ in the short term, White civil
servants' fears :regarding job security are
likely to increase, intensifying White
attitudinal resistence.u

A recent study l:...l .:Jay(1991) investigates the
attitudes of V'Cdte male Masters of Businesl::l:
Administration (MBA) students to the advancement,
of Blacks and :('men. The questionnaire used by
Human and HOLmey~ (1987) as well as Brook (1990)
was ago.in utilized.

The study showed that discriminatory attitudes
!:" ..;vailamongst those who, aCcording to Day,
could be considered representative of White
middle manaqexs in South AfX'ican organisations.
Negative attitudes towards WI:lmentended to be
mere pronounced in relation to t.he
organisation's id;" ~ole in their development
than with respt;.'I .' their pax'ceived abilities.
In contrast; t...-:. '::'jativeat.tj,;tudestowards
Blaoks were concerned primari1.5!'with their
inherent abilities, namely~ objectivi.ty,
self-confidence, competitiveness, ability to
contribute to organis~tional goals, ability to
acquire mathematical skills I and oapec ity to
enjoy challenging work. Furthermore, Blacks
were pe~ceived as less assertive and objective
than women, and less able to contribute to
organisational goals.

Day (1991, p. 51) relates his findings to the
social closure phenomenon, stating that "... it
would appear' that the White male economic elite
are concerned, perhaps unconsciously, with
maintaining their priviledged position. II

_J
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Oemographic variables which impact on
attitudes

Studies by Human and Pringle (1986), and Human
and [cely (1987) attempted to ascertain whether
White attitudes to Black upward mobility are, to
any extent r a :ft:rnctionof demog'"aphd.c variables.

The initial stud1t by Ruman and Pringi (1986)
which Lnvo Ived adm..t~'1i$teringa qU€lsi:.ionnai.re.to
forty White male worke,'csrevealed Ithat
attitudinal di.£fe:r:encesexisted acc;ording to
educational level and, more specifically, the
higher the level of education, the lower the
level of prejud~.ce:.expressed.

The study by Human and Icely (1987) utilized a
similar attitudinal questionnaire. This was
administered to 138 White employees in two
organisations. The researchers found that
attitudes varied in accordance with the
following demographic pattern:

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

They explained these trends in terms of the
social closure phenomenon whereby the dominant
group seeks to protect its interests by deny.:i.ng
access to the elite group.
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For the above-mentioned study Human and Icely
concluded, on the baeis of demographic trends,
that groups most resistent to Black mobility
would be those who feb: most threatened by the
notion of blacks having access to the limited
resouroes available. That is Whites with lower
organisational status or education were more
resistant to competing with Blacks.

o

Simj.J.arfindings with regards to demographic
trends were reported by Human and Hofmeyr
(1987). The researchers analysed the
significance of four demographic varia:>les,
namely, Lanquaqe I management level, age, and
company ownership (U.S.A.-owned or South
African-owned). Age and company ownership did
not explain attitude vani.anoe and no significant
demographic trends we:ee found in relation to the
issue of affirmative action. Demoqz'aphLc trends
did emerge however, wi'th respect to Lanquaqe and
management level. Management level and language
bes·t explained the variance in attitudes towards
the inherent capabilities of Blaclt people.
Specifically, English ....speaking· senior management
respondents were mare posLtive towards Blacks in
organisations than Afrikaners in
middle-management.

(\

A later study aiming to extend the knowledge
base regarding the relationship between
demographic variables and attitudes to Black
advancement, confirmed the findings of previous
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 grades were more
positive. However, there W'as no differe"'ce in
attitude related to age, sex or length of
service.

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
supports the result.s of both Human and Hofmeyr
(1987) as 't<1ell.as Human and Icely (1987).

Day's (1991) more recent study of MBA students
also identified demographic trends,
specifically, that students at English-speaking
univer~ities tended to be more positive than
those at Afrikaans-speaking universH:ies. Age
and organisational level did not indicate
significant attitude differenl."..s in this
particular stuuy.

(7
2 .5 ATIJ.':rTUDESTOW1\lIDSWOMENIN :BUSINESS

o

Of particular interest to this study are the prevailing
expectations regarding Black females' roles in the
workplace and the atti.tudes towards their capabilities.

Differential societal expectations for males and females
have been depicted by several writers. For 9xample, it
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has been suggested that ~omen a~e expected to be
compassionate, unaggressive and dependant on others. On
the other hand, m.en are expected to have an o~ientation
towards power and prestige, and to display initiative
(Rosen and Jerdee, J.973).

What Rosen and Jerdee (1973) found, in their study of
underg~aduate students and banking supervisors WaS that
these sex-role stea::eotypes...pexoept.Lons of what is
appropriat:.ebehaviour for males and females - not only
exf.sbed, but impacted on how the respondents evaluated
the superviso~y effectiveness of male and female
supervisors. For example, a reward style was rated more
effective for male supervisors than for female
supezvf.soxa , Such firnllj'-entrenchpn sex-role
stereotY"ges may impact on women's performance in the
workplace by inhibiting the degree to which women are
fle~ible in their managerial style (U#Lea~y, 19i4;
Rosen and Jerdee, 1973).

Rosen and Jerdee (1973} refer to several studies which
have indicated that supervisor.y role expectations are
applied equally to men and women but that women are
judged as less likely to meet tho~e expectations. For
example, Gilmer (1961, in Rosen and Jerdee, 1973) found
that over 65 percent: of male managers believe that women
would be inferior to men in superviso~y jobs and that
women have higher ;I,bsenteeism, are more neurotic, and
have more workrel.ated pr....blems than men.

o

(I

A recent study by ~inda Brest (1991) points to the
impact of sociali2:tltion and stereotyping on ~lomen'S
self-perceptions. The study investigates the
perceptions of managerial competencies amongst men and
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women managers to establish whether gender disparities
exist regarding perceptions of .illanagerialcompetencies.
The findings indicate that men and women do not differ
in their perceptions of managerial competencies.

Brest (1991, p. 42) concludes that a significant reason
for low utilization of women in management can be
attributed '1:0 sex-role stereotyping and the effects of
socialization. She states that "These (negative)
perceptions are held by working women themselv~s, their
superiors, peers and subordinates .•,n According to her,
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 196B.
Goldberg (1968) found women to,be prejudioed in the
evaluation of the professional competence of o·ther
women.

o

La~bscher \1992), in defi,ing self~concept,
distinguishes between mastery-orientated people who
direct atten~:ion towards the attainment of a solution
antitake responsibility for their position and,
conversely, people w'ith a helplclss propensity who adapt
an atti'tude of helplessness whilst attributing problems
to factors beY0nd their control, The latter tend to
have a low self...-concept.,

Questions were also raised regarding the self-confidence
of females in the studies by Feather in 1969 and Deaux
and Enswiller in 1973. Both studies revealed that
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females tended to attribute. success and failure
extern~llYI often to luck or chance. In contrast, both
males and :females attributed su.coessful male performanoe
to intelligence and skiiLl (O'Leary, 1973).

O'Leary (1974) conduct.s a useful review of literaturl';!
ooncerning the psychological barriers whioh may inhibit
women's work performance. Factors she refers to which
are relev~nt to the ourrent study include attitudes
t"",'l'rJ :cdswomen in management; atti,tudes towards female
competence; and the IImale"managerial model.

(1
O'Leary'S literature review (1973), although not recent,
highlights male attitudes to females in business which
concur with fin.dings of several South Afrioan atiudd.as,
Hence, som~ of these earlier studies will be referred to
briefly.

t ..t,.,~ery (1974) conbends that, to the extent that
,.ionaldecisions are made by men in positions of
,;'I~.tYIan obvious barrie:r:to career advancement; for

",::"£';:;" l.. • /';-)S in the attitudes of tne:tr promoters.

c.

Thel!Gllllies an echo of what South African researchers
have conii.r.:medin recent years (see Day 1991; Brook,
1991; Human, 1991; Human and 1cely, 1987; Human and
Allie I 1988). Day (1991, p. 19) sUntSup the paradox
when he states that "t.hesuccess of managexnent
development of currently excluded grc.)Upsdepends on the
group, who for the most part, still believe that they
are more capable because they are White and maLe , 11

o
A study of male executive attitudes conducted in 1965 by
Bowman, wortney and Greyse:r:(in O'LE;1lary,1974) revec..led
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'mildly unfavourable' to 'unfavourable' atti'tudes toward
f.emaleexecutives. One third of those samplad felt
that women in managerial positions had a 'bad' effect on
employee morale. Fifty one percent saw women as
temperamentally unfit for management and eighty one
percent did not believe men feel comfortable with a
female boss.

O'Leary (1914) contends that women are evaluated
according to a "male" managerial model. This, she
suggests, affects their promotional opportunities. She
quotv-'~lcGregor, who wrote in 1967:

"The model of the successful manager in our culture
(American) is a maacuf.Lne 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 the womanly sense. The very expression of
emotion is widely viewed as a feminine weakness that
wou.ldinterfere with effective business processes." (in
0' LeaJ:Y , 1974 1 p. 811).

I

l
Furthexmore O'Leary (19'74)suggests that for a highly
compeuent,female to gain recognition for her
achievements, these had to be demonstrably exceptional -
eVj.dencingabnormal drive and dedication.

o

Recently a survey was done by Human and Allie (1988)
which looked at the attitudes of Whi.te 'English'Mspeaking
males to the advancement; of women. The subjects were
Master of Business Administration stUdents or managers
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
e~pressed certain reservations regarding the.advancement
of women in business. Although they respected 'the
principles of equal opportunity and felt that "1omenhave
the capability t.oacquire 'managerial oki11s, some
questioned the ability of women to compete on equal
terms with mono 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
acceptability of WQmen assuming leadership roles and
some felt that challenging work is not as important to
women as it Js to men. A large percentage had doubts
about the competitiveness, self-confidence and emotional
control of women.

The current study will investigate whether negative
attitudes towards women in the ''1orkp1acehave been
internalised and whether Black women see themselves as
inferior to Black men.

o The findings detailed above seem to indicate that women
are, in many instances, being automatically stereotyped
as less able. The Blaclt:women's plight is unique - she
has to contend with racism a~ well as sexism.

2.6 SUMMARY
(;I

o

In this chapter some of the major obstacles to the
advancement of both Black people 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 two groups would be nadve and
illfounded.
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Numerous obstacles which Black encoun·ter in the
workplace have been discussed, in creating t.he context
for this research. Particular attention has been given
to four issues which may impact on the motivation and
performance of Blacks, namely, the resistance of White
employees to their (Black people's) upward mobilitYi
their marginal status at the workplace; the-i..exclusion
from organisational opportunities (social c.Losure); and
t.he negtive attitudes an.d expectations which White
managers tend to have regarding their (Blacks) business
capabili ties. In view of ·these obstacles it is clear
that the Black advancement problems in South African
companies do not indicate that Black people have
inferior business capahilities. Instead, they are
manifestations of the psychological and structural
proceases Blacks encounter at: the workplace.

o

With regards to the lack of career mobility of women, it
is clear that historicalt educational and voca~ional
choices are not only to blame for the dispr.oportionate
numbez of female managers in organisations. As with
Blacks, women are the victims of negative ster.eotyping
and discriminatory practi.ces. Black women, as the
literature 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 performance.

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 deteollining i,3alf-confidence and
performance. More specifioally, Expectancy Theory and

._j
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Self-efficacy focus on the impact of an individual's
(own) self-expectatlons on motivation levels and
performance, whereas the Pygmalion effect considers the
impact of others' expectations on an individual's
performancb. All three concepts describe a psychological
process wherein there is a strong link between
performance expectations and performance itself. This
is relevan.t to the current research which seeks to
explore the expectations and attitudes of black business
people to their (Blacks') business capabilities.

Finally!! as the theoretical framework clearly supports
the view that others' expectations impact on an
individual's own expectations and performance, i.t was
deemed necessary tn consider the attitudes towards
Blacks and women, identified through previous x·esearch.
The findings described indicated that both Blacks and
women are often automatically stereotyped as less
capable than White males. The current research will
explore whether these negative perceptions have been
internalised by Black men and women in organisations.

o
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CHAPTER TImEE
~B RESEARCH QUESTION

3.1 SIGNIFICANCE OF ATTITUDES

In South Africa, there has been a dearth of
attitudinal research on the attitudes of White males
to the advancement and capabilit:es of Blacks and
women in business, and for good reason. It is White
males who have, traditionally, by virtue of their
high-power positions in the organisational hierarchy,
made decisions pertaining to the development and
advancement of Black people. As more and more Bl::tcks
aspire to, and join the management ranksf particularly
in view of tha dismantling of discriminatory
legislation, it is their attitudes and expectations
whi,.,hneed to be explored, both towards themselves and
towards Black people generally.

()

Furthermore, as, increasingly, Blacks take on
managerial roles, it is their attitudes and
expectations with regard ~.:o'other' Blac]cs that is
importan·t. As managers I 'they will be transmitting
their expectations, both consciously and
subconsciously to thei.r sUbordinates. The
consequences of negative subordinate expectancies have
been examined in Chapter Two.

The views of Black people to their own capabilities in
business, according to EX}:lf;.!ctancyTheory and the self-
efficacy concept, will significantly impact on their
willingness to try hard and, ultimately, effect their
occupational mobility.
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That the attitudes of Black people to-';"Tardstheir
business skills pdrticularly, managerial skills, might
be negative, is not an unrealistic possibility.

3 • 2 WHY BLACK. PEOPLE'S ATTITlJDES MAY BE NEGATIVE

One possible reason why Black people may hold negative
attitudes regarding their (Black people's)
capabilities stems from the years of racism,
discrimination and oppression they have had to endure,
not only at the workplace, but also in the broader
society. The circumstances Blacks have had to face
may not only have hindered their skills development,
but, more significantly, their self-confidence and
esteem.

Schlemmer (1986, p. 100) makes an observation which
supports this notion. He states that:

II ••• 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
enVironment, do not receive the kind of
feedback which provides reassurance. Their
social marginality therefore makes it
difficult for them to d~velop that sense of
self-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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inter alia). Blacks too, have expressed doubts in
this regard. In a study by Human and Hofmeyer (1985)
during which a series of i:.lterviewswere conducted
with a cross-section of White and Black interviewers,
a pertinent observation was made. Both Black and
White interviewees perceived a lack of self-confidence
amongst black managers. One interviewer related the
'Black' experience as follows:

"Blacks are constantly told the:y 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
negative attitudes towards their own capabilities is
closely linked to the notion of 'reduced
self-confidence'. The -term used in the literature
(Human, 1991; Day, 1991; Howard and Hammond, 1985) is
'internalisation of infer.i.ority'.

Human (199l), in attempting to explain why affirmative
action programmes fail suggests that negative White
attitudes to Black people's inherent capabilities may
lead to an 'internalised negative ex.pectancy'. These
negative expectancies have serious ramifications in
terms of the amount of effort exerted, risk level and
exposure the individual chooses, which I in turn,
affects task competence (Lawler! 1967; Howard and
Hammond, 1985).

Howard and Han~ond (1985, p.19) use a similar argument
to explain the poor intellectual performance of Black
Americans. They state that:

..J
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".••the need ~...' avoid intellectual competition
is a psychological reaction to an image of
Black intellectual inferiority tiha: has been
projected by the larger society, and to a leGs
than conscious process of in.ternalization of
that image by black people over the
genera'tions •II

Human (1991c) contends that the internalisation of
inferiority is not a !Black phenomenon' but rather, a
downward paycho.Loqd.ca L process. reinforced or
stimulated by low expectations and subsequent low
performance which erode the individual's
seJ,f-co:nfidellceand personal self-concept.

According to Horowitz (1985), self-esteem is largely a
fUnction of the esteem accorded to the groups of which
one is a member. In discussing Itself-stereotypes" on
the part of backward ethnic groups (Horowitz 1985, p.
171) explains that membezs of groups that view
themselves as less intelligent, less well educated and
less worthwhile II... are also likely to view
thetnselves as the major obstacle towards their own
advancemerrt . II

This contention has m~jor implications for Black
management development ,if it is found that they have
internalised negative $,'I.:ereotypes.For, as Howard and
Hammond (1985, p. 17) uuggest "••• the progress of any
group is affected not only by public policy and by the
racial attitudes of society as a whole, but by that
group's capacity to exploit its own strengths. II Blacks
need to welcome engagement in the business sphere
rather than avoid or spurn it for them to allay self-
doubts and erode negative White-held stereotypes.
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There is a third factor which may erode the attitudes
of Black business people towards themselves, that.
being the shortage of exemplary role models by way of
successful Black businessmen and women. According to
Wiseman Nkuhlu (Business Day Supplement 31/8/92, p.
30), president of the Black Management l!'orum,a
critical impetus to Black management development is
the development of meaningful role models. positive
role models defy ·th~negative stereotypes which are so
damaging to self-confidence.

In light of.the stark realities confronting Blac~
people in business, not least of which are White
prejudice, negative expectanci.es..marginality and the
lack of Black role models , it is possj.ble that their
attitudes towards themselves may reflect insecur.tties
and self-doubt. Furthermore, as explained previously,
the impact of attitudes are far-reaching and, in this
instance, can enhance or severely hinder Black upward
mobility in organisations. For these reasons t t.hd,s

research concerns itself with the attitudes of Black
people in business.

(\

Furthermore, as the psychological barriers expel:ienced
by Blacks are not dissimilar to those expezd.enoed by
women of all races, and as the successful
incorporation of women in organisations iSf at least,
an economic necessity, it is deemed worthwhile to
separately consider attitudes and expectancies
regarding Black women in business. Black women
endure 'double-discrimination' - both racial and
sexual ...and also have other unique obstacles no
contend with in the bUSiness ar.ena. It is possible
that their position in SOCiety may have had some

(J
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effect on their own attitudes and expectancies
regarding Black women's role and capabilities in
business, as well as on the perceptions held bx Black
men.

aenee, the purpose of this research is to identify the
attitudes of Blaelt:businessmen and women to the
capabilities of Blacks in businp.ss.

~he sub-problems to be addressed are:

i) The distinctive attitudes of Black South
L~rican business people towards the
capabilities of Blacks in buSiness.

ii) Whether demographic variables will indicate
distinctive attitudes towards the capabili'ties
of Blacks in business •.

iii) Whether gender characteristics of respondents
will indioate distinctive attitudes towards
Blaclemales and females.

o iv) Whether the attitudes of Black South African
business people will be distinctly different
towards Black males and females.

()

-.1
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CIiAPTER FOUR

RESEARCH METHODOLOGY

4.1 INTRODOCTION

In this chapter tha population for the purposes of
this study is defined. Thereafter, the data gathe~ing
process and techniques used to analyse the data are
described together with the specific: rati.onale for
using them.

4.2 DESCRIPTION OF SURVEY POPULATION

The population for the purposes of this study is Black
melnbers of the Black Management Forum. Xt is likely
that their views can be considered repre~entative of
Black people in South African business organisations.
It was decided not to restrict the ques'cionnaire to
Blacks occupying manag~l.'ialpositions s()that
demoqnaph Lo trends could be investigated. The survey
was however restricted to Blacks, in tha narrowest
sense, that is, did not inolude Coloureds and Indians.

4.3 DATA GATHERING

o 4.3.1 Questionnaire selection

The attitudes of Blaok business people to the
capabilities of Black males and females in
business 't'1ereinvestigated by way of a
questionnaire. This questionnaire was an
adapted version of that used by Terborg
(Terborg, J.Ri Peters, L.li~; lIgen, DoR. and
Smith, F., 1977) in a study of attitudes
towards Women
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in buef.neas, This qUestionnaire waS also used
by Human and Hofmeyr (1987), Human and Allie
(1988), Brook (1990), and nay (1991) in
previous research.

As the quest.ionnaire was initially designed to
gauge attit.udes towards women, all quest.Lons
were modified for the purposeS of this
reaseareh. Thr.eeopen-ended questions were
included to ascertain how respondents
attributed cause for bot.hthe succeen and
failure of Black upward mobility.

The questionnaire was then tested on ten :Slack
businessmen and women known to the
resear.che;t'.Where confusion existed as to the
wordi~g of questions, these we;t'eamended to
;t'emoveambiguity.

[I

The questionnaire consisted of forty ej,ght
questions. The first thirty three were
attitudinal questions. These took the form of
statements to 'it1hichthe respondents could
reply by selecting one option on a five point
Likert scale, ranging from 'strongly agree'
through 'agree', 'uncertain', I'disagree',to
'strongly disagree'. The next three questions
asked respondents to complete open-ended
stat~ments pertaining to the success/lack of
success in Black upward mobilit'1". The
remaining questions sought personal details of
respondents, including age category,
educational level, organisationul status,
gender and home language.

(l

The questionnaire appears as Appendix 1.



4.4 PROCESS OF ANALYSIS

4.3.2

I
~
I

4.4.1

o

....84 -

Questionnaire administration

:Having obtained permission from Mr. Lot
Ndlovu, Executive Director of th~ Black
Management Forum (B.M.F.) to mail
ques'tionnaires to B .M. F. members, the
researcher made telephonic contact with each
regional chairman, most of whom co-operated by
supplying the researcher with a regional
address list of individual members. A total
of 760 que.stionna.ireswere posted to addresses
t.husobtained. The address lists were not
totally accurate or up-to-date, at the own
admission of several of the regional
chairmen. All questionnaires were posted
together with a stamped envelope which had
baen pre-addressed for return to the
researcher. An initial low response rate from
female respondents prompted the researcher to
follow-up telephonically with those for whom
contact telephone numbers were supplied.
Ouring this process it was discovered that
several respondents' records were in fact
out-dated.

S1:atistica.lanalysis

The completed questionnaires, once received,
were coded and captured using DBase IV.
Further analysis was undertaken using Number
Cruncher Statistical System. The three
open-ended questions were analysed
qualitatively.
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The Likert scale used for the thirty three
attitudinal questions was converted from
ordinal to interval daba using corxespondence
analysis (Willemse, 1990). The correspondence
analysis and rescaled equivalents are included
as Appendix 2. By converting the scale to an
interval scale the researcher "las able tio

utilize parametric statistical techniques to
analyse and int.erpret the daba , The initial
Likert Scale data is reproduced as Appendix
3. The rescaled data is reproduced as
Appendix, 4.

Frequency analysiS (Groebner and Shannon,
1989) was undertaken to investigate agreement
w,;t'ththe at'titudinal statements regard.tng the
business capabili,ties of Blacle people.

Factor Analysis (Pirow, 1990) was then
undeztiaken to reduce the data into underlying
factors whioh woufd account for a substantial.
portion of the variance in the original
data. The findings enlanating from the Faotor
Analysis will be disoussed in the next
chapter.

Biographical characteristics of the sample
were measured using descriptive statistios
(Leedy, 1989). A biographical profile was
drawn up on this basis.

(l An analysis of variance (ANOVA) (Groebner and
shannon , 1989) w'asdone on all four fa,otors
resulting from the above :Eactioranalysis. The
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independent variables used for the ANOVA were
age, education, organisational level and
language. ANOVA enables one to assess whether
population means are equal. This statistical
technique can only be used for interval or
ratio data. The two-sfmple T-test would not
be suitable in this instance as more than two
population means are involved and the
likelihood of committing an alpha error wotild
thus be compounded. Once the ANOVA leads to
reje~ting the :nullhypothesis of equal means,
a method is required to deteLJnine which means
are not equal. As the sample sizes for each
population group are not equal, Scheffe's
method of multiple comparison was selected
ins'cead of Tukey's method (GrOebner and
Shannon, 1989).

Next, two-sample T-tests (Groebner and
Shannon, 1989) were conducted on all factors
and variables to identify, any statistically
significant differences between the replies
(i) of males and females and (ii) towards
males and females. T-tests were selected for
the following reasons~

T-te~ts are used to estimate the
difference between two population
means •
As the data was converted from ordinal
to interval data it was possible to
utilize this tecnniqtle.
T-tasts make th1s sttLdycomparable to
pre'lTiousresearch (Day, 1991; Brook,
1990) • Although the T-test is more
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appropriate for large samples (over
30), " .•• for large sample sizes, the
t distribution approaches the standard
normal distribution. II (Groebner and
Shannon, 1989, p. 440).

::n add.l, tion i Jl' tests (Groebner and Shannon,
J~989) ,(rere done to ascertain whet~her ',r-tests
j:or equal or unequal variances should be used.

All variables and biographical data were
cross-tabulated to highlight l:;esponse rates.

The J.n:eerential tests were condurrt.ed at a
sign;~fi(~ance level of .05.

Contemt analysj.8

The three .open-ended questions were
categoril:led by reading thr.ough respdnses and
makin;J a list of recurring theIlles Which were
then i:tssigned a label (word .or short phrase) 0

'These themes were captured, the! frequency of
each was determined, and they were
qualitativl:lly analysed.

Conclusion

The research results are discussed in the next
chapt.ez ,

The analySiS has provided summaries of:

i) A bi()graphical profile of respondents.
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ii) Indications of general attitudes (as
represented by mean scores) and the
degree of consensus in those attitudes
(as either means being statistically
significant or not) held by Blacks
towards Black males and females in
business.

iii) Indications of differences'1.n attitudes
between Black male and female
respondents to the four factors as well
as to the variables.

iv) Indications of differences in attitudes
between respondents of different age
groups, education levels and
organisational levels.

v) Indications of differenoes in attitudes
in respect of the four factors which
emerged.
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CHAPTER FIVE
RESEARCH RESULTS

5.1 INTRODUCTION

In this chapter the findings of the analysis are
described. Firstr the characteristics of the
respOlldents are set out. Then the general attitud~s
towards Black business people are established, as well
as attitudes -.owazds Black males and Black females.
Thereafter, the findings of the factor analysis are
discussed. Fourth, the analysis of variance results
are reported. The qualitative results are then
discussed. Finally a summary of the most important
findings is given.

o

For ease of presentation, the statements in the
questionnaire have been coded with a single word; for
example, .AMBITIOUS represents t.he statement "Black
(males/females) are ambitious enough to be successful
.in the business worldll • .As the questionnaire includes
statements that,

firstly, reter only to Black males,
secondly, refer only to Black females,
thirdly, to Blacks in relat.ion -toWhites I

fourthly, refer to Black females in relation to
Black males, and
finally, refer to Blacks in general,

the code word \'1illbe followed by an explanatory
symbol. The symbol 'M' indicates that the statement
refers to ma Ler.j an I F I r indicates that the statement
refers to females exclusively or in comparison to
males; and a 'B', indicates that 1:.hestatement refers

o
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to Blacks exclusively or in comparison to Whites. For
example "Black males are ambitious enough to be
successful in the business world" is coded as follows:
AMBITIOUS (M). For a lis,t of statements and their
codes see Appendix 5. The code words are consistent
with those used in previous empirical research
referred to in this report.

5.2.1 Sample size

5.2 C!~CTERIST1CS OF THE RESPONDENTS

Of tbe 760 questionnaires posted, 175 we:re
returned, representing a response rate of 23%.
This is an acceptable response rate for mailed
questionnaires (Moser and Kalton, 1977).

5.2.2 Home language

Of the sample, 42% recorded Zulu as their home
language, 28,2% by Sotho, 13,2% by Tswana, 5,2% by
Xhosa. The remaining 11,4% of respondents
recorded ei'ther Shangaan, Pedi, Venda, Nguni or
Tsonga as their home language except for 5
respondents (2,9%) who described themselves as
multilingual.

5.2.3 Gender

·0 Three quarters of the sample (14,9%) consisted of
Black males while the remaining 25,1% of ths
sample consisted of Black females.



5.2.4

5.2.5

5.2.6

- 91 -

Age group

Eighty seven respondents (almost 50%) were
between 30 and 41 years of age. Forty nine
respondents (28%) were 41 years and older.
"t'hirtyeight respondents (21,"/%)were between
20 and 31 yea:rs of ag~'. Only one reE~pondent
fell Lnt.o the age g'roup "20 years or Leas II •

Hence, almost 80% of rebpondents were ovex 30
years of.age.

Educational qualifications

Eight respondents (4,6%) did not have matric.
Twenty seven respondents (15,4%) indicated
matric as their highest educational
qualification. Sixty five respondents (37,1%)
had achieved a diploma. Thir't.yfive (20%) had
a first degree. Nineteen respondents (10,9%)
had a postg:r:aduatediploma. Twent,y one
respondents (12%) had a postgraduate degree.
Hence, 95% of respondents had a minimum of
matric and 80% of them had done some form of
tertiary education.

Organisational status

Seven respondents (4%) described themselves as
1I,t.Op management It 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 "supervisory" positions
within their organisations.
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Twenty respondents (11,4%) were in positions
described as "below supervisory". Eighteen
(10,3%) of respondents fulfilled "other"
pos Ltions., for example, consuU:ing or
secreta~ial. Hence, approximately 70% of
respondents were in either managerial or
supervisory posi·tions.

As can be seen from the sample description,
there is a great deal of diversity with rega~d
to age, organisational status, educational
qualifications! and home language. The range
of caree-rs.or job positions was extremely
wide, including human resources, finance,
admin7$tration, public relations, production
and marketing. For a summary of the
biograph.Lcal profile of.respondents, see
Appendix 6.

5 • 3 ?1!TITllDES TOWARDSBLACKS IN BUSINESS

o

The attitudes of respondents towards Elack business
people will be dealt with in the following manner.
First, the researcher will discuss attitudes towards
Black mrles, drawing comparison where deemed
important, between male and female respondents.
Second, the researcher will disc1lsS attitudes towards
Black females. Finally, the researcher will discuss
the all-encompassing category of attitudes towards
Blacks as a whole, with special focus on items not
discussed in the abovementioned two sections.(1
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Attit~des towards Black males in business

Respondents expressed positive attitudes
towards the abilities of Black males in
business. Table 1 indicates the percentage of
l::'espondents,in total and by ge)tderI iwho agree
with the statements pertaining to various
b"sinass capabili't.iesof :alackmales.

~LEJ.: A:rTITUDES TOWARDS BLACK MALES
ITEM PERCEN~ AGREE *MALE FEMALE TOTAL----- .

**1- Objectivity (M) 75,6 81,8 77,1
3. Managerial skills(M) 96,2 100,0 97,1
5. Ambitious (M) 90,8 90,9 90,9
7. Asertive (M) 91,6 90,9 91,4

10. Self Confidence (M) 85,5 97,7 88t6
12. Competitive (M) 79,4 86,4 811113. Aggress~va (M) 'n,7 61,3 69,1
15. Top commitment (M) 22,1 40,9 34,3
17. Persevere (M) 8. ,7 77,3 85,2
20. Effort (M) 91,6 90,9 91,4

* Percentages indicate the sum of thosestrongly agreeing and agreeing with each
statement when phrased in a normatively
posLt.Lve sense.

** Item numbers correspond to statementnumbezs reflected in the questionna.tre.

Th~ majority of respondents believed that
Black males have the ambition (90,9%),
assertiveness (91,4%), self-confidence
(88,6%) and degree of competitivene~s
(81,Hs) and perseverance (85,2%) to be
successful in business. Seventy seven percent
felt that Black males were adequately
objectiver and sixty nine percent felt they
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were aggressive enough in business
situations. Ninety one percent believed Black
males were prepared to put in the effort
required to succeed in business. Ninety seven
percent of the respondents perceived Black
males to have the capabilities '1:;,0 acquire
man.agerial skills.

Despite the respondents being positive in
their attitudes towards the abilities oi Black
males, more than sixty five percent of them
did not believe that top manaqemerrc in their
companies are fully comml,tted to dev..;:::'vping
and advancing Blaok males to managerial
pOSitions (top commitment).

Black female respondents were lUorepositive
than their male counter.pnrts on six of the
nine items pertaining to males' abilities
although the differ.ential is not significant.
While females were more positive than males
regarding the object.ivity, 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 :i.nstances. ~he same is true regarding
perceived top cooonitment to the advancement of
Black males in bUsiness. Two items that are
noteworthy are., self-confidence, to which
ninety eight percent of females and eighty six
percent of males responded poeitivelYi and
managerial skills, to which all forty four
female respondents indicated a belief that

(I
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Black males have the ability to acqui:r;e
managerial skills.

Attitudes 4-,pwa:cdsBlack females in business

:Respondents' attitudes towards the abilities
of Black fl:males in business were positive on
most items I as can be seen :fJ~omTable 2.

TABLE 2 ATTITUDES TOWARDSBIv.'\.cKFEMALES

ITEM PERCENT AGREE *MALE FEMALE ALL-**2 ..Objectivity (l!') 49,7 68,2 54,3
4. Manager.ial skil.ls(F) 91,6 86,3 90,3
6. Ambitious (F) 84;8 79,5 83,5B. Assertive (F) 75,6 79,S 76,6
9. Self-confidence (F) 62,6 86,4 68,5

11. Competi·tive (F) 68,7 81,8 72,0
14. Aggressive (F) 5314 50,0 52,6
16. Top commitment (F) 19,1 22,8 20,0
18. Pe:CF.lGvere(F) 67,9 72,8 69,1
19. Effo::t:'t(F) 78,6 90,9 81,7
22. Challenge (F) 83,9 81,8 83,4
24. Leadership roles (F) 81,0 84,0 81,7
26. Emotions (F) 29,8 27,3 29,1
30. compete ( E' ) 188,5 77,2 85,7

* percentages indicate the sum of thosestrongly agreeing and those ag:r;eeingwith
each statement when phrased in a
normatively positj.ve sense.
Item numbers correspond to statementnumbers reflected in the q'l,.1ei$tionnaire.**

Af:Jwith Black nlales, females were perceived to
have the capability to acquire the skills to
be stlccessful managers by OVer ninety percent
of the respondents (managerial skillu).
Furthermore, over eighty percent of
respondents believed Black females to be just
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as capable as Black males of assuming
leadership roles in organisations,
ambitious enough to succeed in the business
worldt to find challenging work (challenge)
as important as their male counterparts, and
prepared to put in the effort necessary to
succeed.

Almost seventy percent of the r.espondents
believed that Black females have tre
self-confidence to succeed in business and
the ability to persevere with tasks despite
obstacles. Over three quarters of the
respondents believad Black females could ho
assertive enough in business. The majority
of respondents (86%) felt it was accepta'bla
for Black females to compete with Blaok
males in business and just over seventy
percent vie\'1edfemales as competitive
enough.

Whilst Black females were favourably viewed on
most items there wer.e three items on which
women were not viewed as positively as males.
Just OVer seventy percent of respondents felt
that Black females are too emotional i11 the
work place (emotiolls). In addition, almost
half the respondents did not believe that
Black females can evaluate business sl~tuations
objectively (objectiv.i.ty),nor that they are
aggressive enough in business.

A
t~'~

-Z
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Respondents expressed strong reservations
about top co:m:mitmentto the development and
advancement of Black females with only twenty
percent of respondents believing that this
commitment exists at top management level.

Comparison ofiattitudes towards Black males
and females

A direct comparison of respondents attitudes
to Black males and females is seen in '.fable
3. The table reveals the percentage of total
respondents who agree that Black males and
females have particular bUSiness capabilities.

TABLE 3 COMPARISON OF ATTITUDES TOWARDS
BLACK MALES AND FEMALES

llID! PERCENT AGREE *BLACK BrACK
MALES FEMALES

Objectivity 77,1 54,3
Managerial skills 97,1 90,3Ambitious 90,9 83,5A.ssertive 91,4 76,6Self...confidence 88,6 68,5Competitive 81,1 72,0Aggressive 69,1 52,6Top commitment 34,3 20,0
Persevere 85,2 69,1Effo.:-:t 91,4 81,7
-* Percentages indicate the sum of those

s'c.ronglyagreeing and those agreeing witheach statement when phrased in a~or.matively positive sence.

From the comparison it is evident that Black
males are perceived more positively than are
Black females. Both male and female
respondents viewE.\dmales more favourably than

- I!
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they di.d females in business. Males are
;?~rceived.to be l\10reobject.ive1 ambitious,
aasr t;'''''€I, ?.n~aggressive tr..anfemales. They
are a.!.s.::perceived to :r"~f It;nr~ self-conf.ident
and cc.nre:;itivet' " ~.~,j.J,;' .female
counterparts. ..trtllermo:re,there is a
stronger conviction th!l.tmales have the
ability to acquire mana~e;ial skills,
persevere with tasks despite obstacles, and
put in the effort necessary to succeed in
busine~s.

It is also worth noting that both male and
female respondents felt more negatively about
the management commitment in their
organisations to the development and
advancement of Black females than to tha't of
Black males.

Although female respondents viewed the
abilities of males mOre positively than they
did females', they did perceiVe femal.es as
capable more frequently than did male
respondents. This is e~emplified in the
comparison of male and female perceptions of
females' objectivity, with only fifty
percent of males viewing femaleA favourably on
this dimension versus seventy percent of
female responden'l;.s.Also I eighty six percent
of females believed that Black women have the
required self-confidence versus sixty three
percent of males (See ~able 2.)
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The two-sample T-test was used to ascertain
whether the mean responses of males and
females were signi:ficantly different as well
as the mean responses towards males and
females. The results are discussed under
Section 5.5.

Additional findings regarding attitudes
towards Blacks

Some of the attitudinal questions did not
focus on the capabilities of Bla€k males or
females e~clusively, but on Blacks in
general. Whilst the &tti.tudes towards males
and females form part of atti.tudes towards
Black people as a whole, these have already
been noted and discussed. Hence, this section
will. focus onllTon remaining items as detailed
in the Table below. This table indicates the
percentage of tiotia.Lrespondents as well as the
percentage of male and female respondents who
believe that Blacks, regardless of gender,
have particular business capabilities.
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TABLE 4 ATTITUDES TOWARDS BLACKS,
REGARDLESS OF GENDER

90,3
93,1
50t391,4
921583,5
98,8
76,0
78,3

!TEM PERCENT AGREE *
MALE FEMALE ALL

86,4
91,7
47,7
90,9
93,1
84,1

100,0
84,0
68,2

**21. Challenge (B)
23. Leadership Roles (B)
25. Emotions (B)
27. Contribute (B)28. Maths (B)
29. Affirm (B)
31. Egual (B)
32. status earned (B)
33. Special support (B)

91,6
91,6
51,2
91,692,4
B3,2
98,4
73,7
al,7

* Percentages indicate the Sunl of those
strongly agreeing and those agreeing with
each statement when phrased in a
normatively positive sense.

** Item numbers correspond to statementnumbers reflected in ·thequestionnaire.

Attitudes towards Blacks were generally
pos:i.tiv·e,with over ninety percent of
r~spondents believing that, in comparison to
White, Blacks are just as capable of
contributing to organisations' goals
(contribu·te), assuming leadership roles in
organisations, and learning mathematical and
mechanical skills (maths). In addition,
ovex ninety percent felt that challenging work
(Qhallenge) was as important to Blacks as to
Whites. Seventy six percent of respondents
fel,_that Blacks had earned their stc.tusby
virtue of theil:skills (status earned).
This cor:cesponds to the qualitative findings
which will r~ discussed later in this chapter.

,

f o
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One dimension which was not consistent with
the generally positive attitude to Black
capabilities was emotionality_ Almost fifty
percent of respondents felt that Blacks
allowed emotions to influence their
behaviour more often than did Whites.

The respondents expressed positive attitudes
towards affirmative action, with ei.ghty four
percent of respondents believing that "Blacks
should receive special training and
development opportunities (affj.;rm);close
to seventy percent believing they should
receive special support and assistance; and
almost. one hundred percent being in favour of
equal management training opportunities for
Blacks and Whites.

The desire for some degree of affinuative
action against the background of favourable
attitudes towards the capabilities of Blacks
indicates that respondents do not see Blacks
as inherently incapable but identify a need to
address Black skill deficiencies which
a.re/were si.tuationally caused.

The above mentioned findings are further
supported by the findil'tgsof the content
analysis which will be discussed in Section
5.6.

The
the
7.

means and standard deviation results for
thirty three variables appear as Appendix
Appendix 8 graphically depicts the
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attitudinal spread for each variable and
allows for easy comparison of attitudes
towards each variable.

5.4 FACTOR ANALYSIS

Factor analysis was used to establish underlying
dimensions which are reflected by the
inter-relationships between the more significant
variables Ln the analysis. The thirty three variables
which were analysed arose from the thirty three
attitudinal question.s which rela'ted to different
aspects of Black male and female business
capabilities, as seen in the survey questionnaire
(Appendix: 1).

Twelve factors were initially J_dentified as having
Eigen values greater than 1. (See Appendix: 9 for Eigen
value summary and Appendix: 10 fOr a scree plot of the
Eigen values). After factor loa,dings had been
assigned, four factors were interpretable, accounting
for 37,3% of the total variance. The rotated f.actor
results appear in Appendix: 9.

o In the identifica'l:ion of underlying dimensions and
naming of factors, only those factor loadings greater
than 0,4 were used.

Factor 1 would appear to reflect the capabilities of
Black business people in comparison to White business
people, specifically, their ability to assume
leadership roles, learn mathematical and mechanical
skills, contribute to the organisation's goals and
find challenging \'lorkimportant. This factor has been
named EQUAL CAPAB!LITIES - BLACK AND WHITE.

o
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Factor 2 appears to relatE- to the capabilities of
Black males and Black females in ~~~.'\"'iness,that is t to
acquire managerial skills and to evidence adequate
objectivity, ambition and assertiveness in business
situations. This factor is labelled BLACK
CAPABILITIES. Factor 1 and factor 2 comprise similar
items -tothose comprising Day's (1991) first factor:
'inlle"'e~tcapabilities - Blacks'.

Factor 3 reflects 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
ar~: self-confidence, assertiveness, competitiveness,
perseverance, ability to take on leadership roles, put
in th$ necessary effort to succeed in business and to
value challenging work. This factor also takes into
account the acceptability of Black females to compete
with Black males. Hence a the faotor is named BLACK
FEMALE CAPABILITIES. This factor closely resembles
Day'S (1991) factor: 'inherent capabilities ~ White
women' •

(1

Factor 4 appears to reflect broad principles in
te~~s of ideal treatment of Black people in
organisations, specifically, equal management training
opportunities, speCial assistance, and special
training and development opportunities. This factor
has been named AFFIRMATIVE ACTION. This factor
bears a reseml'l1.anceto Day's (1991) factor; 'equitable
climate' •

o
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'l'h\ereliability of the factors was tested using
Conbrach's ''llpha(Churchill, 1979). This was found. to
exceed 0,50 for all four factors and was therefore
considered to be acceptable.

The abovementioned factors, together with their
loading and names appear in Appendix 12.

5.4.1 Difference:s in attitudes ,pf population in
respect of each of the fa~'tors

Using 'the two-salaple T...test., 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 as 3 and 4, for the total set of
respondents.

A significant dif.ference in means was not
found for Factor 2 and 4, namely BLACK
CAPABILITl~S and AFFIRMATIVE ACTION.
Respondents tended to feel tha~ Blacks have
the ability to acquire managerial skills and
are ambitious and objective enough in business
situations. Th~ degree of agreement with
:regards to Factor 4: (AFFIRMATIVE ACTION)
was slightly lower but net significantly sO
althouga the standard deviation fOr this
factor indicates a lower degree of consensus
on this factor.

The mean response to Factor 1 was
significantly more positive than to the
remaining three factors. The particular

( >~:i:
[',~?~
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variaLles that Factor 1 (EQUA~ C~PABILITIES -
BLACK AND WHITE) tal(;;;).Jinto account are
ability to assume leadership roles, learn
mathematical and mechanical skills1 contribute
to an organisation's goals, and find
challenging work important.

Respondents indicated strong agr.eoment with
the notion that Blacks and Whites have equal
capabilities in business. This indicat.es a
strong sentiment that race does not
predetermine business capab.iliti(~s•

The mean response for Factor 4 (BLACK FEMALE
CAPABILITIES) is the lowest and is also
significantly different from the other three
factors. This corresponds to the fJ.ndings
discussed in Section 4.3.3. Females are not
viewed as positively as males are in business,
notwi thstanding the three ,rariables on which
they were perceived negatively, that is,
objectiv'ity, emotional control and aggression
...which do not forre part of this factor.

G

The means and standard deviations for each of
tihe four faci:ors appear in Table 5 bel("w.

TABLE_2= DIFFERENCES IN RESPECT OF THE
FACTORS

o
FACTOR MEAN STD. DEV.

1. Equ.,al0apabilities 1,27 0,42... El9.ck & White
2. Black capabilities 1,49 0,38
3. Black female 1,58 0,40

capabilities

14.
-----.~

Affirmati've action 1,40 0,53 -
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5 I-':.0 BiOGRAPHICAL TRENDS

Differences between the responses from the var.ious
demographic groups were tested for significance using
a 'l'-testwhen only two group means were being studied,
and One-way Analysis of Variance (ANOVA) and Scheff~'s
test when multiple group means were being analysed.

5.5.1 Difference in attitudes between age groups,
language groups, organisational levels and
educational levels

Analysis of variance (ANOVA) was used to
determine whether group means for each of the
four factors were egual. Groups were divided
according to age, organisational status, 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. Henc~, strong demographic
trends did not emerge overall. It must be
notied, hO,{'1ever,that the initial data does not
reflect a good spread and this may account for
trends not being easily discernable.

On FactOr 4, Scheffe~ procedure enabled the
determination of means which were different.
This revealed t.bat a significant difference
exists in the mean responses of respondents
with a first degree and those with a diploma
as their higuest level of education.
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The mean respouEis for respondents with a.
diploma as their highest educational
achievement was 1,3 whereas that for degreed
respondents was 1,7. Thus di.ploma bearer~
were significantly more positive in their
ovexall attitudes to alack capabilities.

Attitude differ~nces between gender groups

The two-sample T·-test was used to ascertain
whether significant respondent gender
differences existed in response to:
i) the.-thirty three v'ariables relating to

Black capabilities in business}
ii) the four factors identified during

Factor Analysis;
iii) male capabilities exclusively;
iv) female capabilities exclusivelY.

F tests '111ereconducted to determine whether
group var.iances were equal or not, and the
appropriate T~test was then used.

For the above~mentioned T-test :r.esultsrrefer
to Appendix 13.

5.5.2.1 Gender differences in attitudes to
all variables

A significant difference between male
and female attitudes was found for
the iollowing variables: objectivity
(F) r self-confidence (F), and
effort (F). Thus, with a .05
significance level, we cannot accept
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that the mean responses of males and
felnules are equal for thesee
variables.

From Table 6 below it can be Seen
-that female respondents are more
positive in their attitudes towards
females with respect to them havlng
the required objectivity,
self-cc1nfidence and willingness to
put in the effort required t()suoceed
in business, than are the male
respondents. There is also a
relati.vely greater degree of
consensus in their att.itudes as
indicated by the lower standard
deviati.ons.

~~E 6 SIGNIFICANT GENDER DIFFERENCES IN RESPECT
OF VARIABLES- -VARIABLE JlEM2UJE MALE

RF.:SPONDEN'l'S .RESPONDENTS
MEAN STD. DEV'.MEAN STD. DEV.

~ -Objeotivity (F) 1,72 0,65 1,97 0,72
Self-Confidence (F) 1,41 0,49 1,80 0,71
Effort (F) 1,34 0,38 1(52 0153~-

5.5.2.2 Gender differences in attitudes in
respect of the factors

Using the two~sample T~test, no
significant difference waR found in
the attitudes of male and £ewa.le
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respond~nts to arryof the four
factors. The means for hoth groups
were relat.ively similar I as reflected
in Table 7 below.

TABLE 1: GENDER DIFFERENCES IN RESPECT OF FACTORS
FACTOR FEMALE MALE

RESPONDENTS RESPONDENTSME,?\N STD. DEV. MEAN STD. DEV.
1. Equal capabilities 1,27 0,37 1,27 0,44

Black & White~-,
2. Black capabilities 1,44 0,31 1¥50 0,40
3. Black female 1,50 0,36 .. 1,61 0,41

capabili t.ies
4. Affirmative Action Or51 1,46 1,,38 0,54

,

5.5.2.3 Gender differences in attitudes
towards males and towards females

To ascertain the gender diffetences
in respect of a'ttl.tudes to male(';;and
females respectively, all variables
relating to male carabilities were
combined to form one construct; MALE
CAPABILITIES.

The same was done for variables
relating to females 1 forming t:.he
construct.: FEMALE CAPABILITIES. An
exception was made Ln the formation
of the construct. F}<;MALE CAPABILITIES
in that only those ten vari.ables
which exactly mirror rhose applicable
to males "Tere Lnoczpoxaned ,
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Hence, those variables which apply to
females but for which no 'male'
equivalent exists, whilst being
included in the derivation of Factor
3 - BLACK FEMALE CAPABIbITIES were
excluded in the testing of gender
differences in attit.ude to the
capabilities of Black males and
females.

TO elaborate, variables confuined to
form the construct MALE
CAPABILITIES were:

objectivity (M); managerial skills
(M) ; ambitious (M); fl.ssertive(M);

self-confidence (M)i competitive
(M); aggressive (M); top::« mmitment
(M); persevere (M); effort (M,;

and those combined to form the
construct: FEMALE CAPABILITI:ES were:

o

objectivity (F); manage~;j.alskills
(In; ambitious (F); aflsel;7tive (Ii');

self-confidence (li'); compei..~itive
(F); aggressive (F); top con~itment
(F); persevere (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 males and Black females
respectively.
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T-test results appear in Appendix 13f

Section 3. Means and st.andard
deviations are listed in Table 8
below.

TABLE 8: GENDER PIFFERENCES IN ATTITUDES TOWARDS
.MALES AND FEMALES

CQNSlJ:'RUCT FEMALE MALERESPO~lOElNTS RESPONDENTS
MEAN STD. DEV. MEAN STD. DEV.

.Male capabilities 1,55 0,33 1,60 Of32
Female capabilities 1,73 0,37 1,86 0,39-
5.5.3 Attitude differences towards Black males and

fema.les

A two-sample T-test was conducted to ascertaj.n
whether Black males and females were perceived
differently and the findings indicate that
both males and females viewed females more
negatively than they did males. The mean
response of all ~espondents towards the
capabili ti.es of males is 1,6, whereas the mean
rE:lsponseto the capabilities of :females is
1,8. The degree of COnsensus between
respondents .isquite high, as indicated by the
relatively 10...-1 standard deviations. The
T-test results which reveal a significant
difference in attitude towards males and
females are reflected in Appendix 13, Section
4. The mean responses and degree of consensus
can also be gauged from Table 9.
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TABLE 9: ATTITUDE DIFFER.ENCES TOW1UUJS MALES NhO
FEMALES

CONSTRUCT FEMALE MALE ALL
RESPONDENTS RESPCJDENTS RESPONDENTS
MEAN STD • ME1U~ STD. MEAN STD •

. DEV. DEV. DEV.

Mal(~ 1,.55 ,33 1,60 0,32 1,58 0,33oapu.pilities
Female lv73 0,37 1,86 0,39 1,83 0,39
capabilities

5.6 PERCEPTIONS OF CAUSALITY IN TERMS OF BLACK MOBILTY

5.6.1 Method of Interpretation

Subjeot~ ;e asked three open.-ended questions
relating to Blaok upward mobility in
organlsations. specifically, they were asked
for their views on e

why there is a shortage of Blacks in
senior management;
why Blacks achieve senior management
positions;
why some BlaoJ~s remain in trainee
positions longer than Whites.

Respondents were not restricted to a single
answer and some gave several answers,
pal~tj.cularlyto the first question, that is I

reasons for the shortage of Blacks in senior
p't,.";s.i'tiotls.
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All answers were categorised according Ito
recurring themes. A degree of subjeotivit.y in
analysing and categorising responses was
unavoidable as the questions wer~ open-ended.
HeHce, the xer:;ultsare indicative rather than
definitive.

For easier interpretation themes have been
clustered together under one of three broad
headings:

i) IND:CVIDUAL
the cause or reason is attributed to the
individuals themselves.

ii) ORGAN I SAlJ.'I ON
the caUse or reason is attributed to the
organisation or oompany within which the
individual functions.

iii) ENVIRONMENT
the cause or reason is attributed 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 Slack upward mobility.
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TABLE! 10: REASONS FOR SllORTI1GEOF.BLACK MANAGERS-INDIVIDUAL ORGAN!SATION ENVIRONMENT
REASON FREQ. REASON FREQ. REASON FREQ.
Incom- 3 Lack of 52 Restrictive 44petence company legislation

commd.tment;

Negative 49 Poor I 45
management unequal
attitudes education
White 6 Cultural 3resistance barriers
Discrimin- 15
ation

1---

TOTAL 3 I TOTAL 121 TOTAL 92
x

Respondents perceived organisational and
environmental harriers to be the main cause
:eorthe shortage of Blacks in managerial
posit:.:i.ons• T.heorganisational impediments
which respondents perceived related mainly to
a lack of company commitment to the
~eveJ.opment of Blacks and to the negative
at.titudes of White managers.

With l:'egardsto company commi,tment, one
respot~dent 't'1rote:"Companies are not rea~~y to
stir the hornet's nest by appointing them
(Blacks) into positions where they will manage
White subordinates. II .Another respondent
wrote: "Companies are not ready or willing to
have real Black manager9 although none will
admit it." Many respondents feel that South
African organisations are not prepared to
develop and advance Black employees.

(J
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In describing the att:L\;tudesof White managers,
respondents made mentitln of Wh.ite fears,
prejudice and hostil.ity. Th~ following
statements extracted from th~ questionnaires
are indicativ,e of sentimt'mts expressed by
respondents regarding management att5.tudes:

"White managers finJiit difficult to
place their t,rust in Blacks II

"Whites feel threatened and scared.
They are not prepared to be managed II

"Most compan;i.estmanagers belong to the
old school ('):1: thought and cannot accept
Blacks referred to as managers"

Respondents identified broader environmental
factors which have also impeded Black upward
mobili ty I pax"t.i.cularlyapartheid legislation
and the inadequate education Blacks have
experienced. Several respondents felt that
the educat:ton system was deliberately designed
to stunt the progress of Blacks. One
respondent attributed the shortage of Black
managerS to 1I ••• the appalling education system
'''hichwas designed to produce hewers of hay
(sic) and not enlightened managers".
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Table 11 depicts the major categories, themes,
and frequencies identified for the second
question. This relates to success experienced
by Blacks in terms of advancement within
organisations.

TABLE 11: REASONS BLACKS ACHIEVE SENIOR MANAGEMENT POSITIONS
INDIVIDUAL ORGANISATION ENVIRONMENT OTHER

REASON }i'REQ. REASON FREQ. REASON FREQ. REASON FREQ.

TOTAL
--------~-----+---------~-----_4--------~~--_r--------+_----~

2B

Luck/
chance

4

145 29TOTAL TOTAL

Merit 62 Company 19 External 25 Tokenism 14
commitment pressure

Ability 4.9 positive 10 Yes-men 10
management
attl.tudesi·

I
I

Abnormal 34
Effoa:;t
Proof

o

o

25 TOTAL

ReSpondents generally a~tribute successful
advancement; to manaqement; positions by Black
people to their own ability, skills and hard
work. Pes.criptive words such as 'initiative',
'energy', ,persevarance , and 'intelligence'
were grouped together under ABILITY.

Several respondents felt that alack people
nead to exert an inordinate amount of effort
and work twioe as hard as their White
counterparts t.o achieve recognition (ABNO~
EFFORT Il?ROOF) •
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Some respondents felt that international and
political p:cessu~e had 'forced' organisations
to promote Blacks (EXTERNAL PRESSURE).

The bl:oad category 'OTHER' was i:ncluded £01:
this question as there wer(_:responses that
suggested reasons for Bla~k mobility which did
not fall into any of the other categories.
~hese were considered too important to group
together under one label. The theme TOKENISM
refers to responses which indicate that
so....called senior pos.ttions achieved by Black
people do not, involve real responsibility and
accountability and merely served
window-dressing purposes.

The theme YES-MEN was coined ·to describe
responses which suggested that the only way
alacks can advance is to be
non ....confronta·t.ional, conform to the 'system' t

in other words, be a 'White in a White
world'. The following responses taken
directly from completed q1.1.estionnaires
illnst:r:ate the notion vividly:

"they know how to play the corporate
game, domf.natied by Whi t.e males"

"·they lick senior management's boots II

"they Yes ...Baas'd their way to the top"
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Table 12 depicts the lnajor categories, themes
and frequencies for the question posed
regarding ......hy aome Blacks remain as traine6ls
l.onger than thE:lir.white counterpc;.rts.Not all
respondents answe~~d this question and three
voiced disagree1,tlentwith the assumption t.hat;
Some Blacks rel.\1.aintrainees longer than
Whites

TABLE 1~ REASONS BLACKS ARE TRAINEES LONGER

INDIVIDUAL ORGANISATiON ENVlRONM~NT
REASON FREQ. REASON FREQ. REASON ··ll'REQ.

158

72

1-._---1---+ ...y.-----J..----4---~---_I_.~-_I
5Inconl-' 10petence

Negative 63
manaaementatti ...des
Lack of
company
commitment

Cultural
barriers

25

White ,~3
resistance 6

Organisational factors were cited most
frequently as the reason why Blacks remain
trainees longer than Whites. In particular
negative management attitudes and lack of
company cOmInitment emerged as reasons given.
Respondents expressed views which indi~ated
perceived apathy and ind:i.fj·renee on the r :.rt
of top management. They also mentioned vague
career paths I and inadequate tra.......,~ng and
development. one respondent wrote:
"Companies prefer the status gut'and are not,
coromitted to genuine change. 11 Ah I ~.her
wrote: "Blacks remain trainees b(:\)ca.use
that's where companies want them to be, as a

10TOTAL TOTAL

o

Legislation 14

Education



5.6.3

,)

- 119 -

buffer to stop unions .from attacking
management."

In te~ns of MANAGEMENT ATTITUDE respondents
perceived managers as unwilling to take risks
in promoting Blacks, as unsure of Black
capabilities, as prejudicial and
unsupportive. One respondent felt that
Blacks rema:l.ntrainees longer II... because
they are seen to be slow developers, lazy and
generally unequal t.otheir White
counterparts".

Content analysis sununary

overall, the analysis does .indicate strong
trends in the responses. See Appendix 14 for
a graphic illustration of the trends.

When asked about reasons for Blacks 11Qt

a.chieving upw'ard mobilit:y in compar'Lson to
Whites, there is a tendency to blame
organisational and environmental factors.
Discriminatory policies and values,
manaqemenn prejudice, White employee fear and
backlash, inferior education, apartheid
legislat~ion - these are come of the more
prominent reasons given for 'the
unsatisfactory status of Black manaqement;
development.

That the Black employee may not have the
right attitude, that he may not apply himself
effectivelYt or that he may require
additional training due to a skill
deficiency, in other words, that he may not
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deserve the position, is only mel.1b ioned in
one percent vf responses as to w11.yBlacks
have not aChieved senior organisat.ional
status, and in seven percent of responses as
to why Blacks relliainas trainees longer than
Whites.

On the other hand, when questioned 9n
reasons \·1tichattribute to Blaoks a(~hi.eving
senior positions illorganisations, a
complete shift in perceived causality takes
place, It is the individual, rather than the
organisation or external environment,
according to sixty four percent of responses
that ensures success in this area.
Respondents attribute success, in this area,
to hard work, tenacity, adaptability,
abnormal evidence of capability, personal
at·titude and skill.

The organisation's current impact on nhe
upward mobility of Blacks is viewed ver~'
pessi"E1;~.-i6tically.Only fourteen percent lof
responses give credit to the role of
companies in the development and advancement
of Black managers. In addition, ninety-one
percent of respondents blame organisa.tional.
factors for Bla~ks being trainees longer than
Whites. Furthermore, sixty percent of
respondents blame organisational fact.ors for
the shortage of Black managers.

o
The qualitative analysis of reasons provided
for the success or failUre of Black upward
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mobility suggests that, to a degree,
attribution error may be occuring. Black
people ma~' be overestimating the negative
impact of environmental influena~s. However,
't'1hatthe attitudes do highlight is the"
perceived importance of organisational
climate as well as the values, attitudes, and
behaviours of the Black individual'~
immediate superior to the development and
advancement, of that individual.

Based on the content analysis conducted it is
evident that manaqement; attitudes and other
organisational factors are not perceived by
Blacks to be conducive to Black advancement.

5.7 SUMMARY OF RESULTS

An attempt to summarise the resee...:.:chresults with
particular reference to the research problems
outlined i.nChapter Three will now be undertaken.

5.7.1 At.titudes towards the capa.bi].!ties of
Blacks

The first sub-problem was that of the
distinctive attitudes of Black South African
business people towards their (Black
people's) capabilities. In responding to
this sub-problem it is useful to consider how
subjects responded to the attitudinal
q\.lestionsWhich attempt 'cogauge perceived
capability of Blacks. It is also useful to
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consider, by way of tihecontent analysis
resul~s, what respondents attributed success
in Black advancement to. Furthermore, the
mean responses for the factors EQUAL
CAPABIL:t:'!':rES- BLACK AND WHITE and BLACK
CAPABILITIES also help to clarify how Blacks
feel with respect to their business
capabilities.

Blacks are extremely positive about their
business capabilities. This is particularly
evident in th(;belief by over ninety percent
of respondents that Blacks are just as
capable as Whites of acgci.JZingmanagerial,
mathematical, and mechanical skills, as are
Whites.

Questions which required the respondents to
compare the perceived skills of Blacks to
Whites in business drew the most positive
reactions. As discussed previously, (see
5.5.2) respondents appear signif.i.cantlymore
positive to the factor EQUAL CAPABILITIES -
BLACK AND WHITE than to the other three
factors. Over ninety percent of respondents
believe Blacks are just as capable as Whites
of assuming leadership roles and contributing
to orga.nisational goals as their White
counterparts (Table 4).

o
There was one dimension where a contrary
finding emerged. Almost half of the
respondents felt that Blacks do not control
their emotions in husiness to the same extent
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that Whil;.esdo. This finding will be
discussea further in light of other research
in Chapte:-: Six •

.Although re,!spondents are very positive aboJ't
the busines~ capabilities of Blacks th0re i~
clearly a feeling that a 'hostile'
envirorunel1.t.impedes their (:alack people's)
career optimis ..'.tion. The corrt.ant;c:malysis
clearly illustrates the degree "'If blame
B:J.acksaccord organisations for ~he shortage
of Black managers. In addition, mpst
respondents do not believ(.~that their
companies' aX'e commd,ted to developi:r.~gand
advancing Blacks.

Respondents express positive. attit.udes·
towaX'ds affirmative action (84 percent) 9.nd
even moX'e positive attitudes towards equal
opportunities (99 peX'cent). (Table 4) TheX'e
is thus a. st.rang indication tha.t although
Blacks feel t.hat t~hey are inhe;r.·\':mtlyas
capable as Whites, they feel. that additional
training assistance, and exposure are
zequi.red to redress historical educational
and other disadvantages.

Demugraphic influences

The second sub-probl;- 'f the current
research was to inv~ .gate whether
demographic variabl~ Nould play a
determining role in the attitudes held by
respondents regarding Black business
capabili tie.<3•

"'I
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Statistical analysis was undertaWen to
explore i:.heexistence of demographic trends
with respect to howthe four factors
pnevd.ousLy identified were percei'lj'ed.
Research indicated that attitudes ,.,ere
relatively stable across language, age, and
organisational levels. Only one si~lnificant
difference was found which related to
educational level. It WC;l$ found thai.:
respondents with degrees ~\rGresl.gnif:i.cantly
less positive than those w.ith diplomas. The
low degree of difference £¢)undin this
investigation is probably a reflect:i.on of the
Sample spread limitationsn This sample has
notl'.:tng like 'the spread acrd:\3slevels as that
of Humanand Ho£meyr's (19B7) study.

The influence of gender was co'nsidered as a
separa ....cl problem and the relev~lnt findings
will nowbe discussed.

Gender influences on attitudes

'rhe third sub-problem involved the
investigation of whether Black :maleand
female respondents had different. attitudes
towards menend womenrespecti valy .

The findings indicate that male and female
re'spondenta tend to have similar views
reqarding the capabilities of Blacks in
bus1iness. Both groups tend to have similar
vieW'sof Black males as well as of females.
Furthermore, both groups view males more
positively than females.
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There was a divergence in opinion regarding
three business capabilit1es as they relate to
Black women. Female ;respondents viewed
themselves (Black f~'males) more positively
than :l:nalesdid with .tespect to the following
three business capabiJ ~ties: objectivity,
self-confidence, and \~illingness to exert
effort.

!t is interesting to note that both groups
felt less enthusiastic about their
organisations r commi.tmeat; to developing and
advancing Black women tlan they did with
regard to Black men. If this pessimistic
view is even close to renlity a bleak picture
is painted for the advancement of Black women
in busd.neas ,

Attj.tude differences towal:ds males and
females

The fourth sub-p:r:'oblemaddressed was to
ascertain whether there 'lo<l~~redistinctly
different views regarding the capabilities of
Black males and femalt:~s.

Findings show that both males and females
view Black women as less capable than Black
men in business. This is particularly
supported by a comparison of the average
response to each of the four predetermined
factors. The mean response for factor 3 -
BLACK FEMALE CAPABILITIES - is significantly
different from and more negative than the
remaining factors (see T~ble 5).

J
L:

.

.,
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Also, the T-test conducted to a.scertain
distinct attitudes to the constructs MALE
CAPABILITIES and FEMALE CAPABI!IITIES revealed
a significantly more positive overall
response to perceptions regarding the
capabilities of males (eee 'rable 8).

Simila~lYI the Frequency Analysis (Table 3)
reveals that respondents view males as more
capable than females on every business
capab lity dimen~ion. Furthermore, contrary
to the other findings, Black women are
actually perceived negatively regarding three
dimensions: they are c~nsidered too
emo'tional by almost three quarters of
respondents; and to .lack adequate
objectivity and aggression by almost half of
the respondents.

The findings will be discussed in more detail
in the chapter which follows.
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CHAPTER SIX
DISCUSSION AND CONCLUSIONS

6.1 INTROOUC~ION

This chapter includes a discussion of the research
results with reference to other relevant research and
the undo~lying theoretical framework. In addition,
the main findings are critically discuss0.d. Finally,
areas for future research are recommended.

6.2 COMPARISON WI~n PREVIOUS RESEPJRCH

J.]."aredoes not appear to be a great deal of research
which considers the attitudes of Blacks to their
business skills a.nd capabilities and none using a
research design similar to that of the current
research. There has, however, been previous research
on the attitudes of whites to the busf.neas
capabilities of Blacks and women. Recently Human and
Hofmeyr (19B7) undeztiook a survey on the. attitudes of
South African managers to the advancement of Blacks.
While the study considered ma:n.agement attitudes,
regardless of race, ninety five percent of the
respondents were 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 general.
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Bo't7hthe above-mentioned studies utilized Terborg's
questionnaire (Terborg et al., 1977). The same survey
instrument, although slightly modified, was used for
the curr.ent research. Hence, it is possible to
compaze the current research resul"...sto )Jay's (1991).
Table 13 presents some comparative ~esults which will
be referred to in the discussion below.

1ABLE 13 : COMPARISON WITH PREVIOUS RESEARCH
CURRENT RESEARCH DAY'S RESEARCH

(1992) (1991)
BLACK ATTITUDES WHI'fE ATTITUDES

ITEM 'lIOWARDS TOWARDS
BLACKS BLACK IBLACK BLACK BLACK

~..LEP.;~EMALES MALES FEI-1ALES
Objectivity - 77,1 54,3 39,0 86,4 *Managerial Sk:i.lls - 97t1 90,3 69,2 97,6
Ambitious - 90/9 83t5 69,8 82,8
Assertive - 91,4 76,6 64,5 75,7
Self-confidence - 88,6 68,5 50,3 81,6
Competitive - 81,1 72,0 57,4 79,3
Aggressive - 69,1 52,6 68.6 74,5
Top commitment - 34,3 20,0 34,3 40,8
Challenge 90,3 - 83,4 47,9 67,4
tseadership roles 93,1 .. 81,7 68,0 68,6
Emotions 50,3 - 29,1 27,8 26,6
Contri.bute 91,4 - - 43,8 72,8
Maths 92,5 - - 45,0 74,0
Affirm 83,S - - 57,4 -Equal 98,8 - - 89,9 ...

* Percentages indicate the sunt of those strongly
agreeing and those agreeing with each statement when
phrased in a notmatively positiv'e sense.

In comparing the research findings (see Table 13) i'e
is evident that Black business people tend to be
significa.ntly more positive than Whi't.emale ma.nagers
about the business capabilities of Blacks. Whereas
Whites (Day 1991) tend to doubt the ~~pabilities of
Blacks in business situations, Blacks express pos.itive
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views regarding their objectivity, ambition,
assertiveness, self~confidence, and competitiveness.
Blacks are also significantly more confident about
their (Black people's) ability to acquire managerial
skills than are Whites.

The attitudes of Blacks regarding their ability to
participate in business to the Sal11Qextant as Whites
is significantly higher than those attitudes held by
Day's (1991) respondents. The following items in
TaL_e 13 depict this clearly: Challenge, Leadership
roles, Cont:r:ibute.Maths. Black businessmen and women
are far mot'e positive than White managers regarding
the abili t.y of Black people to assume lea.dership roles
in organisations, contribute to organisational goals
and acquire mathematical and machand.caL skills. They
(Blacks) also believe more strongly than Whites do
that challenging work is as important. to Blacks as it
is to Whites • .A comparison of the mean responses to
underlying factors also suppoz-ts this contention. In
the curre17.trE'sl..archthe average response for factor 1
- EQUAL Cfi~A~!L!TIES - BLACK AND WHITE was
significantly more positive than for the remaining
factors. DayVs (19~1) findings, for the factor
'inherent capabilities - Blacks', which was similarly
constituted, were quite opposite; White males f""
more negative about -the abilities of Blacks in
comparison to Whites than they did about those of
White women and also about the notion of creating an
equitable work climate (Day 1991).

Furthermore I while the current scudy reveals that
Blacks (close to fifty percent of respondents) have
reservations wi-th respect to the emotional control of
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Blacks i....the workplace, views are still significantly
more positive than those held by Whites, as Table 13
indicates.

S\milur perceptions were held by both Blacks and
Whites regarding ~nree items.
the aggressiven~ :"s (appropriate
business sd.cuat.Lons, which both
positively_

The first relates to
level) of Blacks in
groups judged

The second similarity relates to top management
commi tment . A comparison of the two studies re'\reals
that both Blacks and Whites express a low belief in
top =ianaqemerrc commitment to the de'ieJ.,')pmentand
advancement of Blacks. Xn Day's (1~91)study the
commd,tment of companies to the advancement, of Blacks
was viewed even more negatively than the commitment to
the advancement; of White women, which We,;:; itself r

poorly viewed.

The third simil; r t, ...~lates to how 'vihitea view the
emotional control of Blanks in t,h,e workplace and how
Blacks ViE.lWthe emotional. control. of Black won..en in
particular. Day's (1991) findings reflect that White
males severely doubt; the abil.ity of both White women
and Blacks to exercise emotional control in the
workplace~ Blacks tend to hold views consistent with
those of White males regarding the emotional control
of Black women. They are also not as positive about
the emotional control of Black men as they are about
other business capabilities referred to in the study.

It is noteworthy that, in the current study, female
respondents judge Black women more harshly than their
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Itlalecounterparts do I with respect to emotional
eontiro l, In view of the 'internalisation of
inferiority' argt'l.ment,a possibility exists that Black
women have adopted White and Black-held stereo't.ypes
regarding tLis lapparent' behaviour characteristic.

i

I

I

f
I

Although findings reveal that Blacks perceive
themselves more p(;)sitivelythan Whites do, it does
appear that White males are, in certai},!respects, more
posi tive about Whi tie ;female capab:i.litj.eQ than Blacks
tend to be about Black t~male capabiL11ties. T.fiiisis
particularly evident fo~ items which relate to women
having the abili'ty to evaluate bus i.neus situations
objectively, possessing the self-confidence required
of a good leader, and displaying adequate aggreSSion
in business situations (Refer to Table 13).

Contradictory evidence reveals that Blacks perceive
Black women more positively than Whites perceive White
women in terms of their ability to take up leadership
roles in organisations and th~ degree to which they
value challenging work.

c

It is also useful to compare research findings
regarding perceived organisational impediments to
Black advancement. In the current stUdy it was quite
evident that respondents tend to perceive
discriminatory barriers as prevalent in the
workplaC'l:~" This WaS particularly revealed by the
content analysis findings in respect of perceiyed
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

o
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a.ttitudes as 1Ilaj.orobstacles in the workplace. Most
respondents doubt top management commitment ,tothe
development and advancement of Blacks in their OW!l

organisations,

The above-mentioned sentiments are not unique.
Previous work by Human and.Hofmeyr, 1987; Brook, ],990;
Day 1991; and Hofmeyr and Templer, 1991; inter alia
In.dicate the p:rClvalenceof dis....'l:"irninatorypractices
and rlegative White attitudes in South African
organisations.

In Day's study (1991) he o~served a major decline in
perceived commitment to Black adVancement when
compar.ing his results tc.~ those of Human and Hofmeyr
(1987). Whereas Human and Hofmeyr's (1987) study
indicated 'that sixty eight percent of respondents felt
that top management in their companies was fully
comnu.t.tiedtiodeveloping Blacks I his study, three years
later, r(,:lvealeclthat only thirty four percent of
respondertts perceived the existence of this
commitment. The vlews of Whites regarding the
acceptability of affirmative action programmes also
evidenced a greater degree of resistance, nay (1991)
observed.

(I

In view of the social closure argument it is likely
that as Blacks achieve political dispensation and,
furthermore, as they increasingly oompete with Whites
for limited opportunii-:iesand resources, that White
resistance will increase. TO rationalise their
opposition or antipathy to Black advancement it is
li]<:elythat their (White people's) beliefs regarding
the inherent inabilities of blacks will become more
negative and more entrenched.
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In comparing research findings the attitudinal
disparities between Blacks and Whites is clearly
significant. Possible reasons why the perceptions of
Blacks diverge so significantly from those held by
Whites might include:

Due to the social closure phenomenon and
discriminatory processes which occerr in
organisations, Blacks do not always have
access to the same information and reference
points from which to perceive organisational
events and people (Tannenbaum, 1966, in Watts,
1988). Th.:i.snotion is supported by watts
(1988, p. 32) who states that perceptual
discrepanCies between Blacks and Whites often
reflect ll ••• their clashing interests,
different world Views, conflicting role
expectations, and definitions of situations,"

i) Black respondents may have been unrealistic in
their judg~~ents

o

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 Dlack subordinates performanoe
lowe~ than the Black subordinates themselves
did. In the above-merrt.Lonedstudy, a Black
subject remarked: UWhites 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
chance to do." (Watts, 1988 i' p. 38).
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ii) White-held views of Blacks are stereotypical

Given the extent to which whites hold negat.i.ve
views regarding Blacks, it is evident that
negative stereotypes prevail.

The apartheid system has limited interaction
between racial groups. This has presumably,
fostered a lack of.trust, an(!resulted in
prejudices from both sides.

According to Day (1991) it appears that T/hites
are concerned with main'taining their
privileged poaf.t.Lon, Altl'ough Whites profess
to support equal opportunity in organisations,
they are doubtful about the capabilities of
Blacks. This enables them to justify a lack
of commd.tment;of organisatitlUal resources to
'Black advancement.

Howard and Hammond (19B~)and numerous South
African researchers (Day, 1991; Human and
Human t 19a7; etc.) have made the pod.nt; that
the removal of discriminatory barriers is not
enough.

o

To reduce stereotypes organisations should
implement racial awareness programmes. These
programmes should help Black ~nd White
employees to compare their work-related
perceptions, attitudes and experiences.
Attributional errors and biases may also be
reduced by some form of attributional
train,ing, as suggested by Watts (1988).
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6.3 FIl~INGS IN R~TION TO THE 'THEORETICAL FRAMEWORK

It is evidont from the findings that the capabilities
of Black men are perceived significantly more
positively than those of Black women. It is also
clear that this perception is consistent for both male
and female respondents,

The above is supported. by the following observations:
whereas one hundred percent of female respondent!3
believe that Black men are able to acquire ·t.he
managerial skills necessary for business success, only
eighty six percent believe the same of women. The
trend is similar for all business capabilities,
without e>cception - women view men as more likely to
display the business capabilities needed to succeed.

It is also evident in the current study that Black
women are neg-at.ively perceived with respect to three
pa'rticular dimensions, namely, objectivitYr
aggressiveneos, and eXl'otionalisra.In the current
study approximately half the male respondents perceive
Black women as uoo subjective and not aggressive
enough in bUSiness, while almost three quarters
perceive Black women as too amotional. Interestingly,
the above-mentioned qualities are somewhat nebulous
and not as easily identified as, say for instance!
mathematical bkills. It appears that subjectiVe
opinion has it th~t Black women are inferior in these
areas, and furthermore, it appears that Black women
shaxe these views.

I

l
I
I
I

o

()

One particular area of concern pertains to the
perceived emotionalism of Black women in business. In
the current study over seventy percent of respondents

.......j
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view Black womenas too emot.ional. Mox'especifically t

seventy three percent of female respondents and
seventy percent pf male respondents hold this view.
What is interesting is t.hat previous studies have also
Lndd.catiedthat Blacks are viewed as excessively
emotional by Whites. Recent examples include Human
and Hrfmeyr's (1987) study \'lherein sixty five percent
.):1.: (mostly) White South African manaqara felt thB_t
Blacks are excessively emotional in bus;i.ness and,
also, Day's (1991) study wherein seventy two percent
.of. '{~hesample of White male managers held similar

:Pws. XnDay's study severtty three percent of the
;'''1p'ondentsalso felt this way about Wh;-';.tewomen•
..J,arly, Humanand Allie (19R8) found in their study

,):Z ~lh';"temale managerst a1~titudes that sixty five
we;tCSrHt of them had problems with the emotion.al
cont.~ol of women.

o

Consj.dering the positive attitudes that male
respondE"l').tstend to have of Black males and Blacks
generallY, it appears that they have not adopted ox
accepted the doubts and uncertainties which their
White colleagues and managers tend to exhib:i:t. Again
there is one exceptional finding which raises 't:Q~

qlles1:ion of negative attitudinal effects on
self-perception. The dimension 1I7hichindicated

Hence, it appears quite likely that Black womenhave
internalised a general perception that they are too
emotional in the workplace. They may also have
adopted pzeconcefved ideas that: they are not as
objective or aggressive as males in the workplace,
and, generalJ.y, that they are not quite as capable as
their male counterparts.

o
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clearly negative perceptions held by Blacks is that of
emotionalisll". Close to fifty percent of Black
respondents do not feel that Blacks are as capable as
Whites of controlling their emotions in the
workplace. This echoes the sentiments of whites, as
previous studies have indicated. Examples of
comparative research include Day, 1991; Human and
Hofmeyr, 19B7; Brook, 1990.

If T'~"men(and Black people in general do, in fact,
pb. arm at an inferior level to their counterparts in
particular business areas, and if in fact, the
respondents' views in the current study are quite
realistic, then it is possibl.e that others'
expectations have impacted on self-expectancies and
pl::'rformance.

r

I

The impact of negative expectancies, both self-held
anr1 held by others, may be significant. In South
African organisat.:i.onst prejudicial attitudes are
likely to raise doubts in the minds of Black people
themselves regarding their abilities. :ct 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.

'.rhenot.Lon of self-efficacy provides some eltplanntion
of how negative self-expectancies and negative
expectations held of one by others actually impede

o

task mastery. To develop a belief in their own
capabilities people need to actively engage in tasks
which test those capabilities. Through 'enactive
mastery' they simultaneously develop their skills and
their self-confidence. However, if they doubt their
abillt:ies they tend to engage in task avoidance and
forego opportunities to develop these skills.
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A belief in one's ability to perform to a 17equired
level is fundamental tQ performance itself (see Lawler
and Porter, 1967), an8 as doubt leads to task
avoidance, it is likely that individuals who doubt
their skills in partioular areas of bUsiness will not
perfonn in these areas. The self-fulfilling prophecy
is, thus, realised. This may, in fact oocur
currently in organisations. More in-depth research
will need to be done in this area.

Expectancy theor17 assists in understanding some of tne
ramifications of low marauement oommitment to Black
advancement. Be the perceptions r.eal or merely
imagined, the ramifications are extensive.

()

The lack of commitment to Black advancement, be it
real or perceived, is another area of concern. As
will be explained below, upart from being denied
a~cess to resources, the effeots of low management
commitment impact indirectly on the performance of
Black people in organisations.

o

Expectancy tiheozy contiends that an individual's effort
in relation to a task is ,l.argelydependant on two
expectations, the first one being that their efforts
will resul.t in desired performance and the second I

that performance will result in the desired outcome.
In terms of the first expectation, if Blacks believe
that regardless of their effort, their racial
characteristic will p~clude them from being
recognised as capable and effective, and if they
believe they cannot fulfil the role expectations of
their White managers, then their effort will probably
be significantly reduced. In terms of the seoond

(J

I
1\ ,\
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expectation, if Blacks believe that career advancement
is racially determined and that they are discriminated
against, it is also unlikely that they will compete
adequately with Whites.

Even if these perceptions regarding mana..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 lit is quite likely that
top ccmmitment to both Black and female advancement is
lacking. Numerous studies have indicated that Whites,
in assessing their own companies' commitment, express
similar views on the issue (Human and Hofmeyrt 1987;
Pay, 1991; Hofmeyr and Templer, 1991; and Human and
Allie, 1988). Furthermore, Lack of commitment is
often ratiollalised away, largely unconsciously by
Whites, through an assumption that they hold that
Blacks do not have the ability to become managers.
This concurs with Day's (1991) study. He found that
only thirteen percent of respondents felt t.hat;other
Whites' in their organisations believe Blacks have the
ability to become managers. Human and Allie (1988)
explai.ned similar findings as a tendency people have
to project onto others problems tihat;they themselves
experience.

In summary, it is likely tha.t negative expectations
that Whites have of Blacks may impede their
self-efficacy as well as their performance. As the
communication 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 conscious and overt behaViour.

,
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What is important to realise is that the expectancy -
performance process works both ways. The work of
Howard and Hamond (1985) supports the contention that
credible positive expecbancd.es can generate
self-confidence and results in success. Organisations
need to support and encourage performance that will
dispel notions of inferiority.

6.4 KEY FINDINGS OF THIS RESEARCH

Some important findings were identified as a
consequence of this research. First, there is a
strong feeling amongst respondents that business
should accept and value the work of Blacks.
Respondents tend to believe that Blacks are capable of
competing on equal terms with Whites in that they
(Black people) have the inherent business capabilities
required. They do however believe that affirmative
~ction and equal opportunities are necessary to
redress pasr. inequalities.

o

Second, while Black women are perceived by the
respondeI'a~sto possess the capabilities necessary to
manage effectively, views held towards women are less
positive than those held towards men. Furthermore,
doubt is expressed regarding certain inherent
abilit.tes of women, specifically, degree of
objectivity, aggressiveness, and emotional control in
business.

Third, Black males and females tend to have consistent
views regarding the capabilities of Blacks. Both
gl:'OUpStend to view Black males as more capable than
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females. Furthermore, both males and females hold
negative views regarding the emotional control of
Blacks.

Fourth, despite a positive 1,,)liefin their (Black
people's) inherent abilities I Blacks tend to''perceive
a need for special training and development
opportuni ties to counteract tile educational and other
disadvantages they have experienced. Howeverr Blacks
are clearly not positive about top management
commitment to their development and advancement. They
also tend to view discriminatory organisational
practices and negative management a,ttitudes as major
impediments to their upward mobility.

Notwithstanding discriminatory barriers, Blacks tend
t.o believe that they are capab.l.eelf succeeding in
business. IJ:Iheyalso largely attribute their success
in organisations to their own ability and effort.

The extent to which Blacks are positive about the
capabilities 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 contradictory findi.ngs with
regards to the perceived emotionalism of Blackq as
well as the relatively more negative perceptions
pertaining to Black women.

6 • 5 REI.EVANCE TO nUSINESS
(J

The study has attempted to throw light on the nature
of attitudes Black business people have regarding
their (Blacks') capabilities in business. While

,

I
I
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attitudes are positive for the most part, there are
indications that negative White-held attitudes
regarding the emotional cont.zo L of Blacks have been
internalised to some degree. Furthermore, Black women
appear to have internalised beliefs regarding their
e::ltcessiveemotional.ism, lack of adequate aggression
and subjectivity at the workplace.

Attitudes of both Blacks and Whites will continue ·to
play a role in determining how much progress will be
made i.nthe 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.

t.

To counter the internalisation of inferiority, efforts
to develop managers should address self-concept.
Black trainees should be provided with insights into
how their own attitudes and confidence levels impact
on their development. They should also be exposed to
strategies which enhance ·these levels. Furthermore,
as Shimko (1990) suggests, Black employees should be
trained in changing their managers' negative
perceptions and expectations. The training shouLd
teach the employee (i) to recognize how he or she is
perceived by the manager and (ii) to learn behaviours
that will enhance the manager's expectations.

o

Managers too, requir~ training to address issues such
as prejudice and negative 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 their subordinates
(Human, 1991b).
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Regardless of training initiatives, without the
gerluine commi,tment of top management I the people
development process will be severely retarded. This
t.op coromitment implies more than verbal
aoknowf.edqement; that the advancement; of Blacks and
females is necessary. Top management in organisations
must be prepared to devote time and effort to
achieving success in this area.

6 • 6 SUGGESTIONS FOR FUTURE: RESEARCH

It is believed that this study has drawn attention to
·th-9attitudes of BlElck business people regarding their
capabilities, in the broadest ~ense. Whilst these
attitudes were extremely positive, for the most part,
doubts were expressed regarding the emotional control
of Blacks and the negative attitudes regarding some
bUsiness capabilities of Black females. Both these
observations as well as the relatively more negative
attitudes towards Black women held by themselves
(Black women) may indicate internalisation of
inferior! ty to some extient;,

More in depth studies would be able to corrfLzm
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 involvi.ng
hypothesis testing should be undertaken. Additional
investigations should be based on larger,
representative samples to identify demographic trends
with greater certainty and to increase the
generalizability of findings to the wider population.
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studies of attitudes in the dynamic situation which
exi.sts in South Africa are obv.IousLy lx:coblematic in
the sense that socio-political events in the broader
environment may induce extreme attitudinal shifts.
Hence, it may be worthwhile to reassess attitudes
after some time in an attempt to ascertain the effects
of socio ...politidal and organisational changes.

The research results suggest that, to a grea.Fexte:n.t,
Blacks have not adopted the negative stereotypes held
by Whites and this is cause for optimism. There are,
however, some contradictory elements in the research
findings which require further investigation.

Moreover, work needs to be done on the perceptual
disparities that exist between Blacks and Whites and
how these oan be reduced. For, as Burns (1979, in
Watts, 1913B, p. 32) points out uPercept.i.onis other
than what is out th~·:r.e.Yet what is perdeivl!:!dis
reality for the perceiver, the only reality by which
he can guide his behaviour."

In addition, attitu1inal research should begin to
focus on Blaok people's attit;udes. Demographic trends
make this quite 3:,(1ident.

o The problems assoclateu with Black advnncement ere
complex and numeaxms , Unless we understand the
process by which people develop and the factors
impacting on their deYelopment, the work we do in this
area will fail to ach.ieve its optdmaL impact.()

1.

'G Finally, a relevant conwent by Linda Human (199lb, p.
327) deserves reflection. She states that "Political
develupments have raised expectations, sometimes
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beyond the level of realism. There exists a fitt€;)line
between the J.owexpectations some White have of Blacks
and the high expectations some Blacks have of
themselves. South Africa cannot e~~eot to prosper as
a nation unless Blacks, as well as Whites, are
prepared to face up to ind'tvidual strengths and
weaknesses; individual training and development
needs. Development requires a J..evelof realism~ a
level of humility; it also requires a great d~al of
effort on both sidesll•
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i) All questions should be answered by placing a ./ in the appropriate block. If you do
not find the exact answer that best describes your view, use the One that is closest
to it.

QUESTIONNAIRE:.· A IT/TUDES OF BLACK BUSINESS PEOPLEREGARI)ING
CAPABILITIES OF BLACKS IN BUSINESS

INSTRUCTIONS

ii) Please answer all the questions.

iii) In responding to the items please note that the term "Black" does not include
Coloureds and Asians.

iv) Do not attempt to evaluate yourself, but rather give your views on Black pecpie in
general.

1. In general Black males have the objectivity required to evaluate business situati, i~ .. .operlv,

UNCERTAIN

2. In general Black females have the objectivity required to evaluate business situations
properly. .-------r-.------.--------r----~_r------~

UNCERTAIN

3. Black males have the capabiliw to acquire the necessary skills to be successful managers.

UNCERTAIN

4. Black females have the capability to acquire the necessary skills to be successful managers.

UNCERTAIN

I:i. Black males are ambitious enough to be successful in the business world.

UNCERTAIN

6 Black females are ambitious enough to be successful in the business world.

UNCERTAIN

7. Black males can be assertive in business situations that demand it.

UNCERTAIN

8. Black females can be assertive in business situation:; that demand it.

UNCERTAINo

9. Black females possess the self-confidence required to be successful in business.

UNCERTAIN

..,~."'"~{~'~~~""..""'.."'"- "',,..----Q& IIIjQ--If'I;;a -$_-..---- ..:::.."'K'·~·'""---"·~,_,..,.
n 11
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10. Black males possess the self-confidence required to be successful in business.

UNCERTAIN

11. Black females an. competitive enough to be successful in the business world.

UNCERTAIN

12. Black males are competitive enough to be successful in the busines~ world.

UNCt5RTAIN

13. Black mares can be aggressive in business situations that demand'it.

UNCERTAIN

14. Black females can be aggre!lsive in business situations that clemand it.

UNCERTAIN

15. Top management in my company is fully committed to developing and advancing Black
males to management posidons.

UNCERTAIN

16. Top msnaaernent in my company is fully committed to developing and advancing Black
females to management positions.

UNCERTAIN

18. Generally, Black females tend to persevere with a task despite obstacles.

UNCERTAIN

19. Black females are prepared to put in the effort required to succeed in business.

UNCERTAIN

20.

21. Challenging work is as important to Blacks as it is to Whites.

UNCERTAIN

22. Challenging work is as important to Black females as it is to Black males.

UNCERTAIN

.au
o 14 a
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23. Blacks are just as capable as Whites of assuming lead3rship roles in organisations.

UNCESTAIN

24. Black females are capable of assuming leada.ship roles just as often as Black males.

UNCERTAIN

25. Blacks do not allow their emotions to influence tI,"lir managerial behaviour more often than
do Whites.~------'---'----.-------~--~-----r-.

UNCERTAIN

.. n

26. Black females do not allow their emotions to influence their managerial behaviour more
often than do Slack males.

UNCERTAIN

27. On average, Black managers are just as capable of contributing to an organisation's overall
goals as are White managers.

I STRONGL Y r---'A-G-R-E-E-..-U-N-C-ER-r.-:4-'N-. ..,------~---- ....

AGREE

28. Blacks are j~st as capable of learning mathematiGal and me(~hanical skills as are Whites.

UNCERTAIN

29. Because of educational and other disadvantages, Blacks should be provided with special
training and development opportunities ov~r and above those provided for Whites.

UNCERTAIN

30. It is acceptable for Black females to compete with Black males for top executive positions.

UNCERTAIN

31 . Blacks should be given equal opportunity for participation in management training
programmle_s_•. ~T_-- __ ----.~ __ ..... r_ __--~~--------- ....

UNCF.RTAIN

32. Most Blacks in senior positions in organisations have earned their status by virtue of their
skills.

UNCERrAIN

33. Blacks should receive special support and assistance, such as mentoring, to help them
make meaningful progress in business.

UNCERTAIN
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PLEASE COMPLETE THE FOLLOWING STATEMENTS IN YOUR OWN WORDS:

34. The main reason for the relative shortage of Slacks in senior management in South African
companies is ......

------,------------~-------------------- .....----------------------

35. Blacks who achieve senior positions in organisations do so because ......

36. Some Blacks remain in trainee manager positions longer than Whites because .•••.•

PERSONAL DETAILS:

Nationality37. ---------------------------------. __-------
o 38. Horns Language

39. In what ~ge (JrollP do you fall?

20 years or less o
o 21-30 years o

o
o
o

31 vears to 40 years

41·50 years

51-60 years

(. ,~..'0 "'~;':-::X.~'iili....llllb"'.I!'l.IIIF'.-.. i.......... ..,=-,....,...~i.,..,_ .... -- •• 1........,.·-"-?BlIP•••"-.0.4---••.•••~.I!II,••..N·.'~"""'''''",~"~~''''"'''''.".&•..''''#''''~''''''''''',.'*'~.''.~'~'''
~ .~ " n



42. Size of organisation (approx. no. of people)

APPENDIX 1continued

·5-

40. Male o Female o

41 . Highest Educational Qualifications

Below Matria o

Diploma

o
o

Matric

First De!)P'!6 o
Post Gri3duate Diploma o

oPost Graduate Degree

43. Current Level in Organisation

Top Management

Senior Management

o
o

Middle Management o
Junior Management

Supervisory

o
o
o

.. ,1 111

Below Supervisory

Other o

44, Occupation I Job Title

45. Length of time in current
position (In months)

46. Number of Subordinates (who directly report to you)

o Black subordinates Other sub ordinates

47. Previous Position

j\
if
;i

(jJ

48. Length of time In previous
position

Pless« return the completed questionnaire ..
In the addressed envelope to me atP 0
Box 90115, BERTSHAM, 2013 before
15 September 1992.

I am very grateful for your assistance in contributing to this reeearch project.

COBlvcr/l·7
"",,,,,,,..n ., ..



APPE~P'IX.2: LIKERT SCALE CONVERSION

DATA MATRIx FOR CONVERSION OF LIKER.T SC1\.LESTO
INTERVAL DATA

QUESTION LIKl LIK2 LIK3 LIl<4 LIK5
NO

1 42 93 21 17 2 175
2 24 71 58 21 1 175
3 111 59 2 2 1 175
4 67 91 12 2 3 115
5 85 74 11 4 1 175
6 57 89 22 6 1 175
7 62 98 11 3 1 175
8 38 96 36 4 1 175
9 41 79 40 14 1 175

10 57 98 16 4 0 175
11 39 87 31 17 1 175
12 63 79 23 10 0 175 t,

13 52 69 38 12 4 175
14 26 66 56 21 6 175
15 20 40 38 45 32 175
16 11 24 31 57 52 175
17 57 92 17 9 0 175
18 38 83 39 12 3 175
19 60 83 28 4 0 175
20 '79 81 11 4 0 115
21 118 40 5 11 1 175
22 31 65 15 13 1 175
23 118 45 9 3 0 175
24 66 77 17 14 1 175
25 31 57 59 23 5 175
26 16 35 82 34 8 175
27 119 41 10 4 1 175
28 118 44 5 5 3 175
29 103 43 11 15 3 115
30 80 '70 19 3 3 175
31 153 20 a 1 1 175
32 74 59 21 16 5 175
33 68 69 12 21 5 175_~~~_~ __ ~~~ __ M_~ __ ~ ________________ ~~_~~ __

2174 2217 806 431 147 5775
0

37.6% 38.4% 14,0% 7.5% 2.5%
TRANSFORMATION OF LICKER'.,C SCALES IN'l'OIN'l'ERVAJ..
DATA rur'rER CORRESPONDENCE ..ANALYSIS

()

COORDINATE CONVER'l'ED------~-----~----~-------+----~----~------.--Gl G2 EUCLIDIAN USE GIIUSE G2
0.429 0.281 1.000 1.000
0.072 0.243 0.359 1.625 1.103

~O,541 0.421 0.538 2.700 0.621~O.B91 ~0.211 0.722 3.313 2.332
-1.854 -1.196 1.378 5.000 5.000

3.097

LICKER'l'
1
2
3
4
5

EUCLIDIAN
1.000
1.464
2.288
3.221
5.000
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CAPTURED DATA
----------~m~$~$~w~~~m~~~m~~~~_m.~_~_~_~@ma~~ Q35 Q?O (141 Q42 (143 Q44 Q45 BLACK (ffiiER

110 LAHGUAGE SIJSORDS SUBORDS
--__---_._-_ ..._---_ .._ ......_---------_ ...... ----- ..-------- .._- ...--------------------------------------------------------------------------- .........-------------_ ......._------

1 2 1 1 1 1 Z Z z ! .2 1 1 1 1 4 5 2 Z 1 Z 1 1 1 1 3 3 1 1 1 1 1 Z 1 II.SOTHO Z II 4 3 4 ASST Br. 6 1 0
2. 2. z 1 1 1 1 1 1 Z 2. 2 2. 1 1 4 5 1 1 J 1 1 1 1 1 .2 2 1 1 3 1 1 1 4S.S0TH0 2 0 4 1000 7 COHSUlTAIIT 16 0 0
.3 1 ? 1 1 1 1 2 2. 1 1 1 1 2 2 3 5 1 3 t J 1 .2 1 2 " 4 1 1 1 .3 1 1 1 H.SOTHO 3 0 .2 ;) 5 SIIIPP ING nEruc 0 0 0
4 3 2. 1 1 2 2 .2 .2 .3 2 .2 3 3 2 .2 .2 .2 1 1 .2 1 .2 2 2 .3 3 2 1 1 1 1 3 2 lSI/AHA 3 0 4 5000 3 PUSllC f.fF MER 2. 0 1
5 1 2. 1 1 2. 2 1 2 1 1 2. 2 2 2 2 .3 2 2 .3 .3 1 2 1 2 1 I 1 1 2 1 1 1 .3 VENDA 5 0 .3 30a .3 SR PERS OFF 12 0 0
6 .3 .3 4 5 1 1 2 2 1 1 3 2 .3 .3 5 5 2. 2 1 1 1 1 2 2 2. 2 1 1 1 3 1 1 1 S.SOTHO .3 n 5 1500 3 A!!fA HGR 60 35 0
7 Z 2 1 1 1 1 2. 2. 2. Z 2 2. 1 2. 4 4 1 1 2. 1 1 1 1 1 .3 3 1 1 Z 1 1 .3 .2 S.SOTHO 5 1 5 500 .3 lIIJRSE 180 4 1
8 2. 4 2 2. .2 .2 2. 2 ~ Z 2 Z 2 2 4 5 1 2 2 2 1 2 2 ;: 1 2. 1 2 Z 5 1 5 .2 ZULU .3 0 5 2000 4 P9!S OFF 42 0 0
9 1 .3 1 2 1 .2 1 2 2 1 2- 1 2. 2 4 5 1 1 1 1 1 1 1 2- 1 2. 1 1 2 2 1 1 5 ZULU .3 0 1 1800 7 PlUfIT R£lC6 OPERAiO!! 174- 0 0

10 2. .3 1 2 2. 1 1 2. 3 2 2. 1 3 .3 2. 4 .2 2 1 4 4 3 2. 1 4 .3 5 2 4 2 1 .3 2 TSWANA 4 o 2 0 3 DISTRIct HG1< 35 5 0
J11 2 2. 1 , 1 1 1 1 1 1 2 2 1 1 5 5 2 3 2 1 1 1 1 2 3 4 1 1 2 1 1 .2 ? ZllLU 2 :l 5 0 .3 PERS M6P. 28 0 .3 }i

"12 4 4 1 1 2 2 Z 1 2. 2 2 2 2 4 4 1 1 1 1 ! 1 1 1 1 2 1 1 1 2 1 4 1 ZllLU .3 0 0 6 IDlRmOR 3 5 0

13 4 4 1 2. 2 2. 2 2 2 1 .3 2 1 4 4 5 1 .3 2 2 1 2 1 2 4 4 1 1 1 2 1 2. 1 TSWAHA J o .3 140 4 TRG Off 50 1 0

14 2. .3 1 2 1 2 2 :3 2 2 2 2 3 3 3 .3 2. 2 2 2 1 1 1 2 3 .3 1 1 2 1 1 :3 4liDE8El..E 3 0 3 3000 4 Ilil) EHGlHEER 84 3 0 1015 a 3 1 Z 2. 2. 2. 2 2 2 2 2 3 3 3 5 2 3 2 2 1 1 1 Z 1 3 1 1 1 1 1 1 1 SOTilO 3 {) 4 5000 4 HAI!KET ADVISOR 60 0 0 -c

16 3 3 1 1 1 1 2 2 3 2 2 1 1 1 3 4 2 2 2 2. 1 1 1 2 2 2. 1 1 1 I 1 .3 1 ZUlU 4 {) 4 1800 2 lIElIlIAAKET DEY 1IGR 18 0 I
17 1 3 1 1 2 3 3 3 4 3 4 ;JC 4 5 5 5 2 2 3 3 2 3 1 2 5 5 .2 1 3 1 1 1 2 H.SOTHO .3 0 3 4000 .3 OISTRIB MGR 10 (I 0
18 4 2 2. 2 ~ 2 Z * 2 2. , Z 2 2. 2 2 3 2 2 2 2 .2 2 2 3 3 2 2. 2. ? .2 1 2 ZULU 4 1 5 9C>G 2 lR MGR 6 2 1,.
is 1 2 1 2 1 2 1 3 Z 1 .. 1 1 3 5 s 1 .3 2 1 1 2 1 2 2 .3 1 1 1 Z 1 1 1 Zllf.U .3 0 2 . 50 7 DESPATOI ClEJlK 50 4 0
20 3 3 Z 2. 2 2 2 2 2 ~ , " 2. 5 4 s 1 I 1 1 1 1 1 i 2 2 1 1 1 1 1 4 1 MU .3 o 2 40000 4 0.0. OFFICER 4 0 0
21 ~ 5 3 4 1 2 2 3 1 ! - 2 3 2 1 :" 4 5 1 2 4 3 1 4 1 5 3 5 2 .3 1 !i ! SRAlIGMM 3 e 3 2600 4 TRAINER 6() 0 2
22 2. 2 1 1 i. 1 2 2 2 ! ~ 1 , 2 2 Z 3 2 2 1 2 1 Z 1. 3 2. 3 2 3 1 1 2 ZLIJ.U 4 0 5 0 4SALES$!t 7Z s 0
23 2. 2 Z 2 1 1 1 1· 1 , 1 2 3 4 4 .4 Z 1 1 1 1 1 .2 2 1 1 2 2 1 1 1 ZULU 3 0 4 95 3 SAlES .IIS! 30 6 0
24 2 4 1 1 1 4 .3 3 2 " ! Z 5 5 1 1 2~ 1 1 1 1 1 .3 3 1 1 1 ! 1 3 IPED! .3 r, 3 20000 4 lR OFF 120 4 0
25 3 3 1 1 2 2. 2 2. 2. 2 1 :; .4 4 2. 2 .3 2 2 3 1 2 ::I .4 .2 1 2. 2 1 .2 1 Sl!A.~£W.Ji 4 0 3 46000 .4 lR Off 65 0 0
26 2 2. 1 1 1 2 2 2 2. 2 .4 4 5 5 4 4 2. 2 Z 2. 1 1 .3 3 2 2 2 2 2 2. 2 X.~OSA .3 0 3 1000 .4 PROOOCT!OK PlJJlHER 300 .4 0
2.7 3 4 I 1 1 .2 2 2 3 ~ > 3 3 2. 2 2 .3 2. 1 1 Z 1 .3 4 5 1 1 1 1 1 1 1 TSWAHA .3 e 5 2000 .4 PERS Off 48 1 3 II C::
28 .2 1 Z Z 2 Z Z 2 3 2 2. 2. 4 Z 2 2 2. Z 2 2. 2 2 2. 2 1 1 1 Z 1 3 2 MU 5 (I 4 3OC-e 2. EMPLcrEE SERVICES MGR 69 5 0
29 2 3 :I 2 1 3 2 ~ 5 3 4 .. 4 3 5 5 2. 4 2. 2 4 5 .4 4 2. 3 1 1 1 5 1 1 2lU1OSA 4 0 s 1200 2 sa lR Off f<J 7 ).

.30 .2 2. 1 2. 3 3 Z 2 :s 2. 2. . " 3 .4 4 2. .3 3 2. 1 2 1 3 4 .4 1 1 1 2. 1 .3 .4IiGUHI 4 0 .3 1000 3 PROJECTS M6R 18 0 0

31 2. 3 '1 2. 1 2 2. 3 2 1 Z " .3 3 3 2 1 Z 1 1 2 1 2. 1 3 1 1 1 1 1 2 .2 ZULU 3 0 3 19 .4 llESP';TOI STORElWl .36 10 0
3Z 2 Z 1 1 2. Z Z 2 2 2 3 2 2. 3 3 3 2 3 .3 2 1 1 1 2. 2 3 ! 1 4 1 1 1 1 ZULU 3 0 4 500 .4 Sil IR MGR 53 0 0

33 2 2 2 2 2 2 2 2 Z .2 .2 Z Z 2. 3 4 .3 2. .2 :2 2. 2. 2. 2. .3 3 2 1 1 ? 1 1 2 H.$OillO 5 11 .3 l500 4 I'm OfF 120 .4 0

:l4 1 1 1 1 1 1 1 1 3 3 3 3 1 1 1 1 .3 3 2. 2. 1 1 1 1 5 5 1 1 1 ! 1 2 .3 ZllLU 2. 0 6 0 .3 RE..<EAROI It PROJEctS MGR 1 0 0

35 I 2 1 1 2 4 4 4 2 , 1 " 4 4 1 5 2 5 1 4 1 2. 1 1 4 5 1 1 2. 4 1 .2 .4 TS'tlftJIA 4 1 4 153 .3 soc RESP A!liIMISTRATOR 0 0 0

36 3 .3 2 2 .3 3 3 3 1 .4 :'l 3 2 .3 .4 4 2 2 3 .3 4 .4 3 3 .4 .3 2 4 1 4 1 2. 2.lUIOSA 5 0 2 1200 4 ASST TRG OFF 12 4 0

37 2. 2. 1 1 2 1 2 2. ~ 2 1 .4 1 2. 3 2 2 1 2 1 1 2. 1 .3 3 1 2 1 1 1 2 i zau 5 0 .3 300 3 IR HGR 11 0 0

38 3 3 2 2 2 2 2 s .l 2. 3 Z 2. .2 .3 s 2 2. .2 2 1 2 1 1 .3 4 2 1 1 1 1 2 1 II.SOTHO 4 0 4 72000 3 PEPS HGR 0.0 COHSUlT 8 0 0

~

39 2. Z 2 2. 1 1 2. 2 ~ 1 1 1 1 4 4 1 1 1 .l 1 1 1 1 1 1 1 1 1 1 1 2 1 TSwAHA 4 0 3 1000 4 FEllS Di'f 40 0 0
40 5 4 2. 2. 2 .2 5 4 , .3 ~ 2 3 3 4 4 1 2. .3 ~~. 2 2 2. 3 3 .3 1 2 1 s 1 4 1 ZllLl! 5 0 .3 Be 2 CREATIVE DIRECTOR If 0 .3 1

~l .2 2. 1 2 1 2 1 2. 1 , .i. 3 2 .3 1 a 2 2 3 2 1 2. 1 1 .3 .3 1 1 1 3 1 .. 2SOTllO 5 0 5 .3000 .3 PtrcllC 1Ft' ArffiJIlSlRATDR 4S 0 0
42 2 2 1 L 1 1 2 2 2. 1 2 2 2 .3 5 2 2. .2 2. 1 1 1 1 2 2 0 1 1 1 1 1 2 ZllLU 3 " 6 1500 3 lIAAEIlOUSE MGR 2 0 3

!
43 2. 2 1 1 2 2 2 2 1 3 2 2 2. 2. 2 1 3 2 1 1 1 1 1 1 1 1 1 1 2. 1 2 1 H.SOTHO 3 0 .3 ZOO 3 HR. HGR 24 " 2.
44 2 3 2 2 1 2 2 2. 1 1 1 1 2 2 1 1 1 1 1 1 1 2 1 4 2 3 1 ! 2. 1 1 2 4 MU .3 0 3 4000 4 SAlES A!liIl! MGR 5 3 1
45 .3 .4 2 2 3 2. ... Z 2 2 2 3 3 .3 4 4 1 2 1 1 1 :1 3 :3 .3 3 1 1 .3 1 1 .3 :; XHOSA 2 0 4 0 4 PROPERTYAIlMIH 6 0 1
46 1 2 1 2 1 2. I 3 2. 1 2. 2 1 .3 2. 2 1 .3 .2 2. 1 1 1 ? 1 1 1 3 1 2. 1 3 2 H.SOTHO 5 0 .3 35000 4 PUBlIC REl 192 :; .3

~

47 2 :3 1 , 1 .3 1 2 2 1 a 1 2. 4 2 4 1 2 .3 2. 1 2 1 1 2 3 1 2 1 2. 1 2 2 H.SOThO .3 0 s: 800 :3 .e.c.::c:.'liTAIIT .39 1 4
48 2 2. 2 2. 4 4 2 2. 2 2 4 4 2. 2 5 5 .3 Z 2. 2. 4 4 4 4 3 .3 4 2 1 2. 1 4 2S.S0TH0 3 0 4 1300 1 TCIWKS<:CR.."TAAY 48 9? 12
49 2 2 1 1 1 1 1 1 1 1 1 1 1 1 3 3 1 1 1 1 1 1 1 1 :3 .3 1 1 1 1 1 1 1 ZllLU 4 1 3 iooo 2 Sll BR(!(ER 72 0 0 I50 4 4 2 2. :3 2. 1 1 2. 2 2. 2. 1 2. .3 4 2 .3 2. 2 1 1 2 3 4 4 1 2. 3 2 Z 3 4 ZULU :3 0 4 69:)0 3 DIY Ix ADVISOR 50 0 0

"I 51 2 2 2 2 .3 3 2 2 2 2 :3 2 4 4 4 4 3 3 Z 2 Z 2 3 3 .3 .3 1 1 1 2. 1 1 2 ZULU 4 il 3 lSOO 2 IR HGR 48 2 0

M 52 1 2 1 2 S 2 1 2 2 I 1 1 2 1 4 5 1 1 t 1 1 2. 2. 2. Z 1 1 1 1 3 1 1 2. zuu 2 0 5 0 <I HARKET ASS HGR 29 7 0 1'!
I

53 2 3 2. 3 Z Z 2 3 3 2 3 2 2 4 1 3 2 3 .3 2 4 2 4 3 5 4 4 3 1 3 2. Z 1 lSllAHA .3 0 3 1200 3 !R OFF 36 1 1 i;

A 54 1 1 1 " 1 1 1 Z 1 1 .0 1 1 1 4 5 1 1 1 1 1 1 1 1 3 .3 1 1 4 1 4 1 4 S.SOTHO 3 I) s 8000 3 c:tffiE~CIAl HGa 1 0 {) {t

55 2 2 Z 1 2 1 2 1 1 2 2 .2 3 2 2 3 3 2 2 4 2. 4 2 1 4 3 2 2. 1 1 2 2 3S.SOTHO 3 1 1 0 6 ASST AllIIN o.ERK 48 0 0 l~
- I

~
56 4 4 2 2 1 1 2 2. 1 1 0 3 .2 1 5 5 2 1 1 1 1 1 ! 1 ~ 1 1 2 1 2 1 Z 1 II.SOTHO 5 0 3 20Doo 4 IR TRG Di'F 134 2 1

51 2 2. 1 1 2 2 "2 2 3 2 4 4 2 2 1 1 2 3 1 2 1 1 1 1 4 4 1 1 2. 1 1 2 IIULTILINGUAl 3 0 5 o 2 D1V MRKETIHG I!GR 5 ZO 11
58 2 3 1 1 2 2 1 1 3 3 2 1 3 .3 5 5 2 1 2 2 1 1 1 2 .3 Z 1 1 1 2 1 <- I ZllLU 3 o 3 1SG 3 SOClftl RES? MGR 53 2 0

;a: 59 1 2 1 2 2 3 2 1 3 2 2 1 2 3 5 5 2 3 Z 2 1 1. 1 1 3 .3 ! 1 1 1 1 1 2 ZllLU 2. 0 s 0 7 0 0 a
00 2 1 1 2 2 1 2. 2- 1 2 1 1 Z 1 4 .4 2 2 1 1 1 1 1 1 3 3 1 1 1 1 1 1 2 SliAHIU 2 1 3 80 1 MEli SECRETARY 28 0 0

0
.-.,

:::,_>~
to 0 )
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CAPTURED 1!ATA--_ .._-------~m.~~~~w~.~mNm~~~~m~~~.~~~~~~.~~~~~ Q39 ~O ~l ~2 ~3 Q44 Q4:;i B!.AOC Ol'HER
No tA~GIJAGE SUBORDS SUBOROS--------------------------------------_ ..._----------------.-:- ..._--------------- ..---------------------------------------_ .._-------------------------------- ..._------------
61 " 2 2 2 1 1 1 1 3 3 3 3 1 2 1 1 1 1 2 1 1 2 2 4 2 4 1 1 1 Z 1 " 1 ZULU 3 0 4 100 2 PUBUC REL 60 3 5
62 2 2 1 1 1 2 1 2 1 1 2 1 1 2 s 4 1 2 1 1 1 1 1 1 2 3 1 1 1 1 1 1 4 TSWANA 3 0 5 220 3 PER; HGR 24 0 0
63 2 3 1 1 2 .; 2 2 2 ! 2 2 3 3 2 4 ! 3 .; 1 1 1 1 Z 2 2 1 1 4 1 1 5 4 S.SOTHO 4 0 4 700 1 }IGI( C!Hi SERY M 0 0
64 5 1 1 1 4 1 2 1 1 2 1 2 2 1 5 5 2 1 1 2- 2 i 1 1 2 2 1 1 2 Z 1 2 1 X1!OSA 3 0 1 400 s SUP 35 4 0
65 1 2 1 i 1 2 1 2 :2 1 2 1 2 4 .2 2 1 2 2 1 1 2 1 1 :2 2 1 1 1 2 1 1 1 TSWAlIA 4 0 3 0 1l1.iNER 158 10 5
65 1 2 1 2 1 2 2 3 3 1 2 1 1 3 5 5 1 2 2 2 1 1 1 2 1 2 1 1 2 2 2 1 5 H.SOTHO 2 0 4 5000 6 SALES REP 36 0 4
67 2 2 1 1 2 2 1 2 3 2 3 2 3 3 3 3 2 2 2 2 1 1 1 1 2 .; 1 1 1 1 1 1 2 ENG 3 0 5 700 s I1GR PRODUCT DEY 12 0 2
68 2 4 2 2 1 2 2 3 2 2 2 2 2 2 2 4 1 2 2 2 2 2 1 2 2 s 1 2 1 2 1 2 1 H.SOTHQ 3 0 5 0 7 HARKEr RESEAROIER 6 0 0
69 4 4 2 2 2 2 2 2 2 2 Z Z 1 2 4 4 2 2 2 2 1 1 1 2 1 4 1 1 1 1 1 1 4 TSWANA 3 0 3 .5!iO 5 COflTR:ll ClERK 24- 7 0
70 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 4 4 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 3 ZUlU Z 0 I; 0 4 GRADaI!j£ TR5 12 0 0 ·f }
71 2 s 1 .2 2 2 2 3 4 3 4- 3 2 3 4 4 1 3 3 2 1 2 1 2 2 4 1 1 1 Z 1 1 1 ZULUfIA s 0 4 680 4 PROJECT ACCOONTAIIT 12 0 3
7Z 1 1 1 1 1 1 3 2 :; 3 3 4 2 2 4 4 1 1 3 3 1 2 1 1 2 2 1 1 1 1 1 4 2 EIIG :; 0 6 4 1 CEO 51) 3 0
73 2 s 1 1 1 1 1 1 2 2 1 1 2 :; 4 4 1 1 2 2 Z 2 1 1 ;I s 1 1 1 2 1 4 2 MU 3 0 3 250 4 PROD FORElWI 48 25 4 1074 2 s 2 2 2 1 Z 2 1 2 1 2 3 2 4 5 1 1 Z 2 1 2 2 2 2 3 3 2 1 2 1 4 2 ZULU .5 0 3 1450 4 ASST PERS OFF 42 2 0
7.5 2 2 1 2 1 1 1 2 2 2 Z 1 2 2 3 4 Z 3 1 2 2 2 1 2 3 2 2 1 1 I 1 Z 2 ZULli 3 0 4 105 4 PRO ~ 1 1
76 4 4 1 1 2 2 4 4 3 3 4 4 4 4 2 .5 2 2 1 1 1 1 1 1 3 3 1 1 1 2 1 4 2 S.SOTHO 4 0 2 10C' 4 SR PERS aFF 48 0 0
77 1 2 1 1 2 3 2 2 1 1 1 3 4 4 3 .5 2 2 1 1 4 4 2 1 s 3 1 1 1 1 1 4 2 ENG 4 1 3 3000 7 REP 48 C 0
ra 1 1 1 1 1 1 1 1 2 1 1 1 1 1 4 4 2 2 1 1 1 1 1 4 4 4 2 1 1 1 1 1 1 S.SOTHO 3 0 5 .5000 3 PRODUCT l!GR 12 0 0
79 3 3 1 1 2 1 2 2 Z 1 2 2 1 2 3 1- z 2 1 1 1 1 1 2 3 3 1 1 4 1 1 1 4 TSWANA 2 1 L 500 6 CREOITORS CLERK 48 0 a
80 3 3 1 1 2 2 1 1 2 2 s 3 .5 5 5 5 1 1 1 1 1 1 1 1 2 Z 1 1 1 1 1 s 1TS'~.ANA 2 0 3 700 6 P}.£KER 41 0 0
61 1 2 1 2 1 2 1 1 1 1 3 1 1 3 2 4 1 2 1 1 1 1 1 1 2 3 1 ! 1 3 1 1 1 MU 4 1 1 30 6 DATA PROCESSOR 60 0 C
52 1 3 Z 1 1 Z 2. 3 2 2 3 2 3 2 2. 1 2. 2 2 3 1 2 1 2 2 Z 1 1 1 1 1 1 1 Z'JLU 3 1 1 2500 6 MffiHISTRATOR .48 Z 0
83 1 2 2 3 2 3 1 2 2 2 4 3 2 4 4 4 3 4 3 1 1 2 2 3 4 4 1 2. 2 1 1 2 4 ZULU .2 1 4- 300 4 TRt.IHEE .KAIIA5ER 6 0 Ii
54 2 3 1 2 2 2 2. 2 s 2 2 3 3 3 s 3 2 Z 1 1 1 T 1 2 2. Z 1 1 1 2 1 1 1 Zl>1.U 4- 0 3 100 3 I.R lifFICER 144 2 2
85 1 1 1 1 1 1 1 1 1 2. 1 1 2 2 1 1 2. 1 2 1 1 2 1 2 3 3 1 2. 1 1 1 1 2. 1S'..rANA 2. 1 3 4200 5 OFfICE AIllIlllSiRATOR 3 8 0
85 4 4 a 1. 3 3 Z 2. 1 2 2 2. 1 1 5 s 2 3 2 1 Z 2 2 2. 4 4 '- 1 1 2. 2 2 3 ZULU ~ 1 s 15000 4 IIARKETlHG IW!ASl 60 2. 1
87 1 3 1 2. 2 3 1 3 2. 1 3 Z 3 4 2 5 2 3 L 2 1 3 1 2 2 3 2 r 1 ;: 1 1 2. TSWA.~ 3 0 3 4lI 6 OAAFTQWI 120 0 0
88 2 Z 1 1 1 , 1 1 Z 2 Z 1 3 3 1 2 Z 2. 1 1 3 3 1 1 3 3 1 1 1 1 1 3 Z ZULU 3 1 6 6 1 DI!lECTOR 60 0 0.
89 3 .3 2 2 2 2 2. 2 2. 2 2 2 3 3 5 5 2 3 2. 2. Z 2 1 1 3 4 1 1 2 2. 1 3 2 S.SOTHO 3 1 2 .36 5 HEAl.1H A!mISCR 120 10 0
90 2. 2 1 1 1 1 2 3 3 1 2. 1 2 3 5 5 1 2 1 1 1 1 1 1 2 4 1 2 1 1 1 1 1 ZUlU Z 1 s 0 7 STU1JEHT 11 0 0
91 4 4 1 3 1 2. 2 3 3 2. 4 4 2 3 5 5 1 3 4 1 3 4 1 -4 4 4 1 1 1 5 1 5 I SOTHO 2 0 3 0 7 tJJlOORER 0 0 0
92 2. 2 1 1 2 2. 2 2 3 2 Z 2 2 2 3 3 2 2 2 2 2 2. 2 2. 3 3 2 2. 1 2 1 4 2 I!.SOl'HO 4 0 3 2.C~ 3 1.R \llflSULT.A1IT 48 0 a

r
1

93 2. 2 1 1 1 2 2 3 3 2 2. 2 2. :< 4 4 1 2 2 2 1 1 1 2 3 3 2 2 4 1 2 2. 2. SOTHO 3 0 3 2056 5 TRAINER 12 0 0
194 2 2. 2 Z 2 2 2 2. 2. 2 2. 2 3 3 4 4 2. Z 2 2. 4 4 1 Z 4 3 2 2. 2 2 1 Z 2 S.SOl'HO " 0 311000 5 l.R O"-flCER 158 0 0.;

95 4 ¢ 5 5 5 5 3 3 4 4- 4 2. 4 4 2 2. 2 2 2 2. 2. 1 2 4 4 4 2. 2 Z 2 1 1 2 SOTHO 3 0 3 700 2 REGlOliAL 1'.AIIA6ER 5 50 2. jS6 2 3 1 2. 1 2 2 2. 2 1 2 1 2 3 3 3 2. 2. 2 1 1 2 1 2 2. Z 2 1 1 3 1 1 1 3 1 3 300 Z 51!? CIVIL EIiGlHEER TEO! 36 3 2
97 1 2 1 3 2 3 1 1 3 2 2 2 1 2 ~ 5 2 1 1 1 1 1 1 2 2 3 1 1 3 1 1 1 3 XHOSA 3 (l 4 530 .. FIIWICIA!. ANALYST 24 0 0

J I98 2 3 2 2 2 3 2 3 3 2 4 Z 2 4 3 4 2 3 3 2 2 4 Z 4 3 4 3 4 4 Z 2 3 4 II.St'iI!O 3 0 4 BO 4 KAHAGE.'t 25 0 0
9:1 Z 2 1 2 1 1 2 3 2 1 3 2 3 3 4 .. 2 Z 2 2 1 2 2 Z 2 2 1 1 1 1 1 1 1 SOl'HO 2 0 3 25000 5 ACCOUNTS ANALYST 6 0 0
100 1 3 1 1 1 1 1 1 1 1 4 .. 5 5 2 2. 1 2 1 1 1 1 3 3 2 2 1 .5 5 1 1 1 2 ZUl.U 2 0 Z 0 7 STlI!IElIT 0 0 0
101 2 3 2 Z 3 s Z 2 Z 2 2 2 2 2 .. it 1 2 2 2 2 3 1 1 1 1 1 2 1 1 1 1 2 ZULU s 0 4. 0 3 SAlE 1WIAGEi! 18 4 0
102 2 3 1 2 1 3 1 3 a 1 3 1 2 3 5 5 2 .. 4 1 1 2 1 4 1 3 1 1 1 :; 1 2 1 ZUlU 3 0 4 1500 5 CHIEF SUsn;ESS ADVISOR 29 3 0

1 103 2 2 1 2 1 2 1 2. 2 2 2 1 2 s 3 3 2 2. 2 1 1 1 1 2 2 3 1 1 2 2 1 2 1 SQTllO 4 0 2 400 i; PERSoIIHELOFfICER 48 0 0
104 2 3 1 1 2 2 1 2 2 2 2 3 3 2 2 2 2 Z 3 2 1 1 1 1 3 3 1 2 2 2 1 1 1 lSI/AHA 4 0 3 2000 2 ?UBUC AFFAIRS MANAGER 18 0 2
IDS 1 4 1 2 2 2 2 2 4 2 1 1 2 2 3 4 1 1 1 1 5 4 2 2 1 5 2 1 .. 1 1 1 5 TSWANA s 0 2 590 55 8 5 0

I'106 2 s 1 2 1 4 1 3 4 2 4 2 1 4 4 3 1 4 2 2 1 1 1 .. 1 1 2 1 4 2 ! 1 2. SOTHO 2 0 3 350 7.t.mSAN 24 0 0
107 4 3 2 2 2 2 2. Z 2 2 2 2 Z 2 1 1 2 2 2 2 e 4 1 .. 3 3 1 1 1 1 1 5 1 J 0 3 5000 3 flRAHCIIAriU.~ lWlAsER 12 7 3

.~ 108 3 a 2 2 1 2 1 3 4 2 1 1 Z 2 2 Z 1 2 1 1 1 1 1 1 4 4 1 1 1 1 1 1 2 ZUlU 4 0 4 255 2 SftR. ACCOUNTANT 24 16 1 I109 3 3 1 2 1 1 1 2 2 1 2 1 2 3 4 4 1 3 2 2 1 1 1 2 3 3 1 2 4 3 1 3 1 SOTHO 2 0 5 5500 3 DIY. l.R ADVISOR 38 Q 0
110 3 3 2 2 Z 1 2 2. 2 2 2 3 3 3 3 3 3 2 2 2 2 3 1 1 3 3 1 1 1 1 1 Z 2 SJIllC! 4 0 3 e 2 SliR lR JWI.AGE!! 46 22 12

t'I') 111 Z Z 2 2. 2 2 3 2 2 3 1 2 2 2 2 Z 1 , 1 1 1 1 1 1 3 3 2 2 Z 1 2 2 2 ZUlli 2 0 3 13000 7 STUDENT 0 0 o·112 1 2 1 Z 1 1 1 1 2. 1 1 1 2 1 4 5 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 SOl;,\) 4 0 5 Z500 5 ASST FIIW1CIAL CLERK 12 1 !t !'
X 113 3 2 1 2 2 2 2 2 4 .:; 2 3 1 2 3 4 4 3 3 3 2 2 2. Z 3 3 2 Z 5 2 5 Z 4 SOTHO 4 0 4 2HZ 4 REP 45 0 0 Ifi 114 1 2 1 1 1 1 1 1 3 3 1 1 2 1 2 4 1 · 1 2 1 1 1 1 1 1 2 1 1 1 1 3 1 XHOSA 4- 0 ¢ 10000 3 ACCOUNTS EXEC - SALES 120 20 10·115 3 2 2 1 1 1 1 1 2 2 Z .2 2. 2 3 4 2 2 1 1 1 1 1 2. 3 3 1 1 1 1 1 1 1 ZULU 3 0 1 350 5 PERSONNEL ASS! 87 1 0 J

115 1 2 1 1 1 1 1 1 2 2 1 2 1 2 2 Z 2 2 2 2 1 1 2 2 1 2 1 1 2 1 1 1 1 T5lIA.~ 3 0 5 43000 2 IlAAKETlHG I'.AHAEER 4 1 4 !

~I 117 2 .- 2 2 1 2 Z 2 3 1 1 3 3 4 3 4 2 3 2 2 2 3 2 2 4 3 2 2 2 2 2 3 Z ZULU 5 0 3 500 4 ASST PERSONNEL OFFICER 9 o 0
118 1 1 1 1 1 1 1 1 1 1 1 2 a 2 2 2 2 1 1 1 1 1 2 2 3 3 2 1 2 1 1 Z Z ZULU 3 0 6 1500 1 HL'lIfJl RESQlJRCE MANAGER 4 :2 5
119 4 4 2 Z 4 4 2 2 2 2 2 2 2 2 4 4 4 4 2 2 2 2 2 4 2 4 2 2 2 2 2 2 Z ZULU :; 0 3 1200 4 SALES lW!AGER 9 Z 3
12v 2 s 1 2 1 3 2 Z 3 3 2 3 1 1 3 4 2 1 3 2. 1 1 3 2 2 3 1 3 1 3 1 2 1 Xl''oSA 5 0 3 500 4 iAAIliIHG OfFICER 72 0 0

o c )
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CAPTURED DATA--...._---~~.~M~~W~~~~m~~~~w~~.~.~~~_wa __ ~m~~ Q39 Q40 l)41 Q42 Q43 QH Q45 BLAD< OTHER
Ho lAIiEUAGE SUBOROS SUBOROS
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121 3 3 1 3 1 2 2 2 3 3 3 2 2 3: ~ 4 Z 2 2 Z 1 1 2 2 1 3 Z 2 3: Z 1 2 2 Sill!IO 3: 0 3 330 3 1lI11W! fiESCIlRCE MAHAGER 36 0 1
III 2 2 2 2 1 Z 1 2 2 2 2 Z 2 2 5 5 2 2 2 2 2 2 2 2 4 4 1 1 Z 2 1 1 2 ZlllU 3: 0 6 360 !i WPEllVlSOR 72 0 2
123 2 2 2 2 2 2 2 Z 2 2 2 2 2 2 5 2 2 2 2 2. 2 2 2 2 2 2 2 2 2 2 2 2 2 ZlJI.U 5 0 6 400 4 PE!iSONHEf. OFfICER 4B 0 0
124 1 2 1 2 1 2 1 2 3 1 2 1 1 4 2 4 1 1 4 1 1 4 1 3 3 4 1 1 1 2 1 1 1 ZlJl'J 3 0 5 0 3 SHll. MAHK.."TIHG COIISULTMT 31 8 4
125 :2 2 1 1 I 1 1 1 2 1 3 2 1 1 5 5 1 2 2 1 1 2 1 ! 3 3 1 1 1 1 1 2 1 ZULU 2 0 <; !lOil 4 Al.IOITllR 9 0 0
126 2 3 1 1 1 1 1 2 L 2 2 1 1 2 2 3 2 1 1 2 2 1 1 1 2 3 1 2 2 1 1 Z 2. ZULU 3 0 3 67 3 DISTRItlilTIOiI OFFICER tr 18 3
127 2 2. 1 2 1 1 1 2 1 t i 1 1 1 5 s: 1 1 1 1 1 1 i- Z 4 4 1 1 2 1 1 2 4- ZULU 3 0 3 10 7 REP 24 0 0
128 2. 3 2 2 2 3 2. 3 4 2 4 2 3 5 5 5 4- 5 3 3 4- 4 3 3 s s 3 4- 2 2. 2. 4 3 SOJOO 2. 0 6 200 2 £!lIEF ACOlUHTA1IT 60 15 is
129 1 1 1 1 2. 2. 1 3 4 2 2 1 2 2. 1 1 1 2. 2. 1 1 2 1 2. 2 4 1 1 1 Z 1 4 1 TSiWIA :f! 0 3 18000 3 SM..ESMfAbER 43 7 2
130 4- 2 1 2 1 2. 2. 1 2 2 2 2. 2 2 4 3 2 2 2. 2 2. 2 2 2 4 4- 2 2 2. 2. 2 4 4- 2U!.(.I ~ 1 2 23 Ii O:WIJTt:!! CLEPK M 0 I)

131 2 2 1 ! 1 1 2. 2 2. 2 2 2. 3 2. 4- 5 4 Z 2 3 1 1 1 1 3: 2 1 1 4 1 1 2 4 2U!.ll 11 1 4 800 e PEP.sOil1iEL OFFICER M 0 0
132 1 1 1 1 2 2. 1 1 3 2 2

.,
1 2. 4- 5 2 2. 2 2 1 1 2 Z 1 3 1 1 3 2 1 1 5 sann 2. 1 4- 5000 5 TRAIHEE .IWIAGER 3& 0 0

133 1 3 1 2 1 2 1 3 4- 1 It 1 1 3 4 3 1 4- 3 1 1 3 1 1 1 2 1 1 1 1 1 1 1 TSlIA.'iA 4- 1 Ii 60 2 ~ST DIRECTOR 35 10 0 1"0134 I . 1 1 1 1 2. 3 4 2 2 2. 1 2 1 s 2. 3 3 3 1 l 1 1 1 Z 1 1 1 1 1 1 1 somJ 3 0 5 34 2. !.R lWWiER 8 0 1.
135 4 4- 2 2. 2 2 2 2 2. 1 4 2. 2. 4 2 2 2. 2 2 1 1 1 2 3 2. 3: 2. 2 2 2 1 1 1 ZUlU 3: 1 s 0 4LIBR.WAiI 32 0 C
136 2 1 2- 1 2. 1 Z 1 3 2. 3 3 3 3 2. 3 3 3 1 I 4 3 1 2 1 .5 4 1 1 1 1 4 1 TSlIAHA 2 il 2. 30 6 ctEFX 60 0 0
137 2. 4 2 3 4 3 3 3 1 1 1 3 5 5 S 5 3 3 1 2 1 1 1 2 s 3 3 5 1 1 1 1 1 TSOH6A 3 1 2 0 7 CLEP.K CO 0 0
138 " 3 2 2. 2. 1 2 2. 3 2 2 2 4 4 4- 4 3 4- 2. 1 I 2. 2. 2. 2 4 2 2 1\ 3 1 3: 3 TSlIAIIA 2 1 2 34 6 ClEKK 4S 0 0
139 2 1 1 Z 1 1 1 Z 2 2 2 1 1 1 3 4 3 3 2 1 ~ 1 1 1 1 2. 1 1 ic 3 2 2. 4- XHOSA 3: 1 3 40 6 SECRETARY 180 0 0
140 2. 2 2 2 1 1 3 2. 2. 2 2. 2 3 3 2. 3 2. 2 2 1 2. <: 2 2 2 3 2. 2. 1 2. 1 2 3: S!JTIIO 3 1 1 0 7 ClERK 140 0 0
141 2 2. 1 1 2. I 2. 2. 1 1 1 1 1 2 2 3 1 1 1 1 1 1 1 1 Z 2 1 1 1 1 1 1 LZlItU 3 1 2. 1500 6 RECEl'TlOHIST 4S 0 0
142 2 2 2. 3 2. 1 2. 1 1 1 2 2 3 3 II 0 2. 1 2. 2 3 3: 1 I 2 4 3 2. 2. 3: 1 1 1 ZUlU 1 1 2 0 7 STllOEHT 8 0 0
143 2 2 1 1 2 1 1 1 2. 2 2 1 3 4 3 4 2. 2 2 2. 1 1 1 I 2. 2. 1 1 4 1 1 1 1 TSlIAIIA 4 1 2. 400 7 SECRETAA'( 15 0 0
144 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 3: 2 2. 1 1 1 2 1 1 2 1 1 1 1 1 1 1 2 SOlW 2. 1 3: 0 6 CLERK 21 60 0
145 2 3 1 2 1 2. 1 1 2. 2 2. 2. 3 3 2. 2 3 2 2. 2 2. 3: 2 2 3: 3 :3 3: 2. 2. 1 2 2PEDI s Il 6 0 3 !WIAGEMEl!T 6 5 c
146 4- 4 2 :3 1 2 1 3 3: 1 1 1 3 3 4- 4 1 1 1 1 1 1 1 1 3: 3 3 1 1 1 1 4 1 S01HO 2 0 4 12500 s JliR ACCOOHTA!!T 36 0 0
141 2 1 4 5 2. 2. 4 5. 1 1 1 1 2. 2 5 5 2 2 1 1 2. 4 1 2. 1 4 1 Z 4 2 1 2 2 ZUlU 3 0 :3 500 5 FOREMAI! 64 15 II
148 2 2. 1 2 1 2 2. 2 2 1 2 1 I 2 1 2. 2. 2 2. 1 2 2 2. 2. :3 3 4 1 1 2. 1 1 2. TSlIAIIA 3 0 2 600 5 .suPERVISOR 36 15 0
149 2 3 2 3 1 2. 1 2 3 2 3 1 1 2 4 5 2 3 3 1 1 :2 2 2 2. 2. 1 1 1 2. 1 2 4 ZUlU 4 0 3 35 3: .AREA I'.AIfAGER 51 9 0
150 2 3 1 2 2 2. 3 3 1 1 4 3 4- 2. 1 2 1 2. 1 2. 4 2. 1 ! 5 4 1 ~ 2 Z I 1 1 2U!.U .2 1 3 Ie! 3 GEHERAL !W!A6m 12 7 0
15! 2 3: 1 2 2. 2 2 2. 2 1 2 1 1 3 Z 2. 3 :3 2. 2 1 2. .1 2 3 3 1 1 3: 1 1 1 I ZlJI.Ir 4 0 3 zseo S BRA.'1CH I'AHAGER 24- 12 5
152 3 3 2 2 2 2 3 3 4 3 3 4 3 3 4 5 3 3: 3 2 2 2 2 Z 4- 4 2 2. 1 2 1 3 .22ULU 3 0 6 13:i!l 2 OlIITRACTS M'iAGER 3~ 2 5
153 4 3 2 2 2. 2 .2 .2 a 3 4 4 2 3 S 4 2 2 1 1 2 2 3: 2. 3 3 1 1 3 1 1 1 1 ZUlU 4 D 3: ~ 6 U.s TECHHICIAII 144 i) (J

154- 2 1 1 2 3 2 2 1 1 2 1 2 1 2 3 4- 4 2. 1 2 1 1 1 1 I 1 1 1 1 1 1 1 4 ZUlU 3: 1 4 350 2. mtIUIiITY DEY o.-'1'Ic:R 36 0 0
155 4 4 2. 2 2 2 2 2 1 .2 1 2 2 1 5 5 -3 3 2 Z 1 1 1 .1 3 3 1 1 2. 2. 2 2 .2 ZUlU 2 1 3 0 4LIaMRIA~ £4 t 0 [3156 2. 3 2 2 2 2 2 2 1 2 1 1 1 3 4 5 2 3 3 3 2 2. 1 2 3 3 2 2 3: 2 2 2 2 SHAliGA.4_~ .2 0 4- 70 3 SftLES lW!ASER 12 9 7 -z. ':""j

151 1 1 1 2. 1 1 1 1 1 1 1 1 1 1 !. 5 2 2 1 1 1 1 1 1 3 3: 1 , 5 3 1 1 2 sene 2. 1 2 72 5 a.ERK 13 0 0 } !158 2. 3 2 2 2. 3 2 ..2 2 1 2 1 1 a 3 3 2 4 ~ 2 1 2 1 2 2 3 2 1 1 2 1 2 2 sann 3 1 2. 1500 3 PmoHHR MSI5TNl! 9 50 10
l~ 2 2 2 .2 2 2 2 2 2. 2 2 2 3 3 4 4 3 2 2 2 3 3 2 3 3 3 2 2 .1 2 2. 3 2 ZUlU 4- 1 2 1000 5 REC'"d'TlOHIST 18 0 0

[ I
160 1 2 1 2. 3 2 2 3 1 4 3 1 2 3: Z 4- 2 3 1 2 I 1 1 s 2 3 1 1 1 1 1 2. t XHOSA 3 1 2. 1500 6 TYPIST 0 G 0
161 2 .3 2 3 2. 3 2 3 Z 2 2 2 1 2 3 3 2 2 2. 1 1 2 Z 2 4 2 1 1 1 3: 1 2. 1 SOTll) 3 1 5 800 4 IillRS!HIi SISTER 48 0 0
162 . 2 1 2 1 1 I .2 3 2 2 Z 1 3 2 1 1 Z 1 2. 2 2 3 3 1 1 4 4 1 2 1 2. 1 ZUlU 3 1 1 ft s CURK 132 0 0..
163 1 2 1 Z 1 2. 1 2 2 1 2. 1 1 2 1 1 2 2 1 1 I 2 1 1 0 0 :3 2 1 1 1 1 1 Ts;lAAA 3 1 3: SOil 2 PERS!" a OI'HCER 8 13 0

1
164 1 1 2 2 2 3 2 1 1 1 2 1 5 4 5 5 2. 2 1 1 3 3 ~.~ 3 2 3 Z 2 2. 4 1 2 3 SOTHO 2. 1 ~ 0 7 STUQb,{ 0 0 0
165 2 2 1 1 2 ~ 2 ~ 2 2 2 Z 2 2 Z 2 2 2 2 2 2. 2 1 1 1 1 1 1 1 1 1 1 1 SOTHO 2 0 .4 100 '4 SOCIAl RESPOllS IWiAGER 9 0 0 1166 2. 2 1 1 2 2 2 3 2. 2 2. 2 1 2 3 4 2 2 2. 1 1 1 2 2. 3 3 2. 1 1 2. 1 2 1 SlIAHSAA.1{ 4 0 2 43000 4 !R OFFICER 65 0 0
167 2. 1 1 1 2. 2. 2 2 3 2 3 2 :3 3 5 5 1 1 3 2. 1 1 3 4 4 3 1 1 2 1 1 2. 2 ZULU 3 I) 2 1000 4 Sl!R pLAIlfllH6 Il'FICER ;;s 1 0
168 2. 2. 2. 2 1 1 ~ 2. 1 2 2 2 2. 2. 2 2 2. 2 1 1 I 1 1 2 2 2 1 2 3 2 1 1 3 El!6l..ISH 3 0 6 20 2 COllSUlTAIIT 2. 0 1
169 2 3 1 3 1 4- 2 3 s 2 3 3 1 4 2. 2. 1 4 3 1 1 4 1 5 3 4 1 1 2. 3 1 1 2 ZULU Z 1 2. 0 7 0 0 0
170 1 1 1 1 2 2. 1 1 1 1 1 1 4 3 1 1 2 2 1 1 1 1 1 1 1 1 2 1 1 1 1 1 2 ZUlU 2. 1 3 0 7 STUllElIT 24 1 1
171 2 3 2. 2. 1 2 2 2 2 2 2. 2 3 3 5 5 2 2 Z 1 Z 2 2 2. 2. 3 1 1 1 Z I 2 2 .!.0Tll0 2 0 3 0 4 MET'dOO ROOM OFFICER 22 0 0 l~('I'll 172 2 3: 1 1 1 1 2 Z 2. 2 2 1 1 1 3 4 1 1 1 1 1 1 1 1 2 3 I 1 1 1 1 1 2 ZULU 3 0 2. 440 4 SIIR PERS OFFICER 127 I) 0

xl 173 3 3 3 3 3 2 3 2. 2 2 5 2. 2 2. 3 3 2. 4 3 3 2. 2 2 2 :; 4 2 2. 1 2 2 2. 2. ZUlU 3 0 6 11 3: .AGR01IaiIST 36 3 5 l~
174 1 1 1 1 1 1 1 1 ! 2. 2 2. 2 3 2 4 1 3 2. 1 1 1 1 2. 2. 2. 1 1 2 2 1 2 5 ZUlU 2. 0 4 500 5 MAHAGEMEJiTTAAIMEE 23 0 a ....~ 175 2. 2. 2 4 l 2. 2 2. 2 2 2 2. 3 3 4 4 2 2 .2 2. 1 1 1 1 .2 3 1 1 1 2 I 1 4 ZUlU 3 1 3 1500 3 IR /I.AliAGER 11 6 0 r~
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U' - l!aDageIent attitWes
ldoolt capabilities)

U7 - Jo ~ ooaii:Bents

128 - Io ~I __ b!enta

leB - LegialatiOll

101 - EdncatiOl1

102 - IfanageJlent attit:OOes
ldoobt capabilities)

lO3 - LegislatiOil
- Hanayaent attitIxles
- Io~_blent

- Jo ~J COlIIIitet.

- ~t attitudes

- !lanageBt attitoiles

m ~
111- ~l;lt.illll

- Y.dDcatiOll
II

113 ).i.. Kducation
- ManageEl1t attibldes

(doobt capabilities)

13D - LegiiiatiOl

131 - ~ discriaiDatiOil

132 - !anagaent attib!des
{doobt capabilities}

1M

105

1061m
§. 103
t"'l

~II09

~I no
~

ill - 10 ~I COIiIil:lents
- Ilxlirid:zal (inferiority

COIPlexl

no - Jo .~ OBIibent

133 - U!4jislatiOll

131 - Managetent attitooes
(prejudice!

- 10 cospa!ly _i:Jent
lrel:ain status quol

- Kdacation ill - Jo CQII~~d...11 ~bJent 135 - Rdm:atioo

122 - ~t attitudes
(feel threal:aed)

136 - YAncati~- lfailageEl'lt attitndes

- 10 COJItlallI _l;Ifl!t
- ~I di8cr:WDallon

131 - Fdncation
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t
!
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I
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Resp 10.

138
139

140

141

142

143

1"
us

140

141

143
149

150

151
152

Jo aJl!lEted

- liegislatiOl.

- EmcanCl

- ~t attitmes
(dooilt capabilities)

- liegislatiOl

- ~ attitD&!s
(~ capiihilltiezl

- Jo 00I!?ill1J ccEi:Ient

- MaP.a~ attib:tdes
ldoobt. capabilities)

- ~tatti~
- Poor e®cation

====

o

- T:egilllatiOlt

- legative ~t attitnd I J

- Poor education

- lfa:nageJEnt attitudes

- ~ discrWnatiOli

- legislation
- KdDcatiOll
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156

151

15S

159

160
161

162
163

1 164.,..

l 165
C'fl

l>< 166
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1)ieSti0ll 34: &ela for sOOt+g of BId ~.

Resp !Q.

153 - KG careany _tEnt

154 - ~tiOlt

155 - ..~ attim1es
(feel t.hrateooal

- I.tb:atiOil

I!ellF 10..

167 - I£gislatiOll
- Edncati!lll

161 - LegislatiOil

- k9UlatiOl

169 - 10 ~. _bent
111 - IegislatiO!l

- fJb:atia.
o

- Diacrimatioo :ill
~es

- III~ c:ai.blent

111 - Legislati<m

172 - }J() .~ 0BIIi\"JQt
- ~! diooiaiJiltioo.

- "RdnatiOil 113 - kgiJllation

- Jo ~ a:ail:JeD.t m - FmcatiOA
(8i:i.]ls shortage) ('

~.
- lo ~ caaitBl;

175 - Ecb2ti0il
- ~emtiOl J

-~ s
(~
'\;

10 ~ eaEzt

- f:dar:ili0l
- lie ~ t'aibleDt

- ~ attiblilel
(feel tfu:e31:e1edJ t i
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~OD 35 !KemM BIacl:s a&hiae seMlJt' o~cm.il sbbm
Resp 10.

c

Resp 10. R.esp 10.

16 - ~!_b:at

11 - !lltemtl preme -
int.mat.icml. political

l!esp. !G.

~ - A~~
{perseruanr:e,
asSertiveness} 35 - Ahnoml proof

3i - CaIpally ccaiblent
{StqXJrtJ

- Attr...J;cles
(~

34 - l!erit
1 RxUrnalp~

2 l'!erit

18 - fuck
- tmt

26 - ~ a.itEnt
- AttriWtes

(~-erm:e)

21 - !ttrilxrl:es
(~l

2a - !ttribzl:es
{~}

- 'fllieDUI
3! - ~t attitudes

(1lU'f!XIIt, JeD.toring)

.,~ ~ !edt
- ~I_t.Ent

- PenKmal al:trilxrt:es
(peraeverance)

- PemJDal a.ttrilxltes
20 - At±ril:uI:e8

(self d<t~0I1 •
1md 110m

-l 19 . - .!tt.i.rW.es
{aabitioAl

17 - Attrihrl:es
{detetmatioo}

5

6 - .8erit - qoalificatioDS

1 - ~6fort. 39 - Amo:::a1 1'11)(,£29 - !ttriJmeq
(pmeveraJX:e)

3U - !ttribItes
(~,
qualificatior.sl

31 ~ Aboorml effort
- Attrilnt: •

{assemvenesa}

21 - .Attr:ilmtes
[ill.tilli.gence,
JSS&'"tlielleSS) 41 - 'l'okenia& - Yes, Jell

9 - ~t. attibldes

10 - ro~
- Yes,s

41 - Merit
- les, B21 - Ati:.ribItea

- Jllerit
- Yes, B

(blue eyed blyi

- aboonal proof
(long serrice J

- Kt-..emai pressure

~2 • Abnorsl effort

11

U

- Serit. 41 - Yes, B
23

32 - ~y CIlIIil:Jent M - ~ __ tlent
{tIaiDing}

- .lttrilirl:ea
{dedicatiOllI

- !bD:lml effort

13 Attrillli:ea {effodl fCOrdIie
33 - AttribItes

(qoalilicatioo)
- ~t attitudes

45 - Tokenisl
- Attril:u!:es

(intelligence;

24 - YeII.1IeI'!
- .'!'okenimI- I)~I _tetu

15 - CoIIJanJ COIIIiblert

" 0 '''~)



~00 35 : i.e3slM BbciI ~e'fe senor o~ooal sbtml

Rellp 10.
Resp 10.

iesp 10.
Xesp.~.

Mi - !mit 53 ... les, Jeri
6S - EItemal~ 3i - !erit

... ~ attib.l:ies

-41 ... ~J_tznI;
(~} 69 ... 1.baotsl effort 11 ... !!mERl wod:

... !l:l:rihIl:es - !mit

4a ... Merit
(~)

12 - !t.trilBtes,. ... A!1loaal efiod (aelf~,

49 - Att;rirotes 53 - ~t
_tifJl)

{~I
11 - J§erlt

n ... !t.trllm:ea - !obsisR 6 - Al;mIRl peoof Ie
50 - lferi.t

(det:.miDatiOll)

- ~_aent - ~effort 12 - t!!rit U - Itt:rihtes

(~"1ining)
nong~} - tieUsa

{det.miJitical

(risible BId

51 AttrihItes 61 Almmal iliod ~l 15 - .rmt
.c

- -
(_tical
~erm:e) 62 - danageet. attibia 13 ... Ies,JIell Ii - "'00 ptoOC

(~rt)

52 - A:±rilutes - Xxtmal pIeSllm 14 ... Yes. Jell
11 ... Ai:mtEl proof

(ilioontivel (ecoaicJ - Attrihri:eI Uort;J aeniJ:eJ

... ~>it
fqailificatiCIII,

61 ... !!P.ri.t amrt..i1'eBel!ll BI ... Merit

51 ... !'Bit
... 'foWilla

- Irten!al pressare

(qnalificatiOl!!l
15 - lI'"..ernal pressare

- ColIplnT ~l:Jent ~ ... ~-rit " - l!eri.t

] - Attrihltes 76 ... AbrorEl proof

54. - 1JlIIoI!lil effort (;;ssert.ivenesal " ... ¥&it

e
77 - AbIoIRl wort.

55 - !t:trillttes 65 - l!erit U!1t9 senicel 91 ... ~

(dlhitiQll)
- ToWill

:'I'l 66 CoI£anJ _tEli 7. Abloual proof- ...

><

I 5F - CoI{IaJlJ rowitBt - l!eri.t ... 1rtma1~ n - hI:e.mal Ftemrre

- Tokenisa
{ecoai.c i plliticaH r

67 ... ~t 19 - btmal pressure
}
~

57 - l!eri.t
... Att.rilnte$ teca!dic , plliticaH - AtmIRl effod

!hmlwri) {adaptability}
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!Iesp In.

ID - ~ pressure

iesp 10. o

@ti0it 35 : ~ Bhcb ~ Bier ~0II.ill! sbtIUI

121 - !ierit

131

131

m

- Xrternal pressare.

- !eri.t

m - Ife.Vit
{hard'ilOd i
~}

- Rllmal pressm:eJ

121 - hfmal p1'eS8ll!l!
(~e)

- AluIail proof
Ooog servicc)

- iIt.mal~

134 - lbDoml melt
- Tokeliia

o

135 - &ri.t
121 - Af±l:ilIItes

139 ,.. !erit
124 - !I:l:riimes

~'IIOd:&self
deteDlmtiOll}

137 - Jaf:. llIIIle..~

138 - lOt allSiieIed
115 - Ml!rit

- Rrtma1 presmue

116 - ~ attil:zdo.s
{8liJ¥lrtJ

139 - lmt

140 - AfmoIlill effort

In - A~
121 - !!cit {po..!'l1EfelaliCe,

- Toienima se1f-coofideneel

1:3 - Krteml pressaIe

129 - ~
{smlies}

142 - 1ferit

13G - KItmal pressare

143 - AttrihItes
{perseveraIlC!J

U4. - ~ OlIBibient it
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~011. 35 : leadS Blaci:a: i!cirl.ete senor orqanisatioaal status
~Io.~Jo.

156 .. Kerit

Resp 10.

145 .. mt
.. Yes, Jell

146 - KIterIlal pressure
(eeonanc)

147 - Jot~

148 - Attrild..es
[ba...-d 1iOJi)

U, - lferlt

150 - Attrilxd:e!
(coofideoc-e i
self"1leteminatiOlll

t:

151 - AttriMI:es
{aibitiow!. i
peneve.rancel

152 - Abnooal effort
<, RIteOOpressuIe

l 153 - ~omtRat
11IIl!Plrl:. , training I

§ 154 - !t1:rib1tes

f'!')f (~;M.8aId
'I't

X
iOr%1

~ 155 - ~ __ 1:R!t

~I {stqlOrU

169 - AttribItei
{determatiOlJ

151 - ~ attibd!s
- ~. caaitJat

158 - ~t

111 - !ttri.brl:es
(~l

- AtIm&l effort
(l0ll9 sem.ce)

171 - Imt
159 - ~proof

- !erit

161 - IEit

161 - ;,tacI&l effort
{ptOOf}

112 - Huit

173 - Heri.t
.. !rtmal p:ressure)

174 - AbIorm effort
HOl'iJsenicel

175 - !lmomtl eff:;rt
- ~t attitOOes

l62 .. JlJeri.t

163 - JlJeri.t

164 - Abxlntal effort
{long serri.cel

- Ilerit

165 .. !eat

166 - !ttrib:d:es
(peISeleIaOOe ,
as.sertivel!eSS)

167 - AbnoIEl proof
.. Ud

168 .. !tlri1:ote:s
{~erareel
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~Oll 3i : ~ De Blacb relIIilllt trainees lllllget

Reap 10.

1 MUtereaistaoce

1 - tite reaUi:m:e
Jo CQI[IiiIIJ _tIeDt

3

4

- .Legisl.tioa.

JaCk of 'CCJItliIlII
CIlIIIrltat
fwinilolr dreamg}

5

6

- ~t attib:iies

- tite~

1 - ~t~~

8 -!fmgeBt attib:rles
(prefer ~tm quo)

9 - ~ attibldes

10 - ~ attitudes

- 'Ldof~
Claibat
(trainilig)

- Cultural barriers

n

- Laci of ctlIIJ!aIlJ
~biet

- Jegative~
atti~

1Iesp 10.

II 10 toIJ1aI!
CIlIIIiw.t
('b:aiiUng)

14 - Legislanoll

15 - lhite resisbnce
- Imagelent attitndes

- 1!allageIent. atti!:Ddes
(tbJbt capabilities)

)tite resistance
lresist ciwIge}

16

11

- ~t al±if:ndes
IIblbt capabilities)

19 - Io.~
coEblent
(t:raillingl
!!ana.gee.t attii:ndes
{fCCll8 OIl. ~}

18

2B - Io~
caaiblent

21 - Ifllte resistance
(tear)

- Jegctive ~t
attitude

(: f;_~

Resp Jo.

n !!aIIageIelit attibx1e
(doubt cap;.bilities}

23 !fa!!age2nt attiCi:lea
(no tnmtl

24 - Ie caIpillI1 ccaibent

- Jo ~ _bent
Lackof~
IDIitient

25

25

27 - ~t attitudes
~camtlent
(training [ de'Iel~)

23 - Lack of CIlIIllilDI co.if:!ent

n - Lack of CCII{limt ClaitJent

30 - lot allmIel'ed

31 - )D~~~t
{tmtnre of organmtiOll

32 - Ja ~t oanflent
{prejOOicel

31 - l<!g4tiVf ~t attitude
- Ibiteresist:aJ¥:e

-""-"-'---'--"':'

.~~

u:
.{"\,

Besp Ie.

34 lflll:l!~
- r..act of ~ ccEUent

:.mtm mtus !pi}

15 - Lack of ~ aaiblent
{traimgj

)
3i c

11

- Jega.ti'lt ~ attim
-~

(lad m!:iati1eJ

- Jegative ~ attitt
{f0tllS O!llist:ai:e:l

38 - ~..ence
(3SlJertiJelleSS }

- Jo ~ ,,_;bent

39 - IfIite ruistaace
- 10 car{liIlJ o:aibent

{coosemtivel

u - La:ck of ~ _Olen
41 - !1DageBent attibldes

- 10 ~J ClBii:Ent

~~2 -~
{lack of extra. drivel

•

43 - .!IanageJent attitll!!"!
(~ C3pi1bilitiesJ l'

e

r~_._ ~ rr-rr-r-r-« 0 -)
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~,011 30 : ielDII. IIt9: BIm 00RiI. traiDeellGllJEjer

Resp 110. leap 10.

« - !ad: of CiJa!ml! 55 - I.atiaf~l
ImIitllent C'iiIIibent

45 - ~tence 51 - ~tence
Haem assertiveness) lasaemY!!W!llS 1

- 10 ~ c:witJent - ~~es

46 - lidte resistart:e 51 - .ute~

n - lillie resista1lce 51 - ~tattiWIea
{retail power, si:atwI - ~.~"

qm}

5' - ltite~
48 - ~t attibJ3ea (jealrAISJ !

~9 - Imte~" " - lEte"~
(fear)

50 - Wof~
~bIel;,t it - 10 ~ ca.eif:l!elt

51 - !tite resistance 62 - Jo~_tet
CO) (prejadice)- Mallagaeat atti... 63 - iI~ __ bleAt

I
(~rt)

64 - 10 ~:r ea.ibleat
51 - tack()f~I [training}

Wlllil:lel1t
§ tiS - Ja ~J __ !:lent

~I.53 - ~
(cannot adapt to 66 - CaI{lanJ OHIitat
corporate 'IIOrldl (mdcv dreruringl

II 54 - &nageBelltattitniies 67 - I!anageJent attituiles
lno trust) {b:tmtl

·~Io.

68 - ~ at.titOOes
(001Wt ~ties)

69 - ~ tmlibeDt

78 - ~ attifn:le!

71 - ~ attitudes
Ifmmitisl!

12 - ~te~~to
Blaci:~

73 - ~ tallitBt
(~ C{{IOrbmities)

74 - 1II!ite ~
(fear)

7S - 10 ~ __ i:IeIt
Itmmg 'Wlrtmities)

75 - &mgeIent atti~
(iDdifferellCe)

71 - Caltmal harriers
CM!: mIentood hr
lihites)

73 - ·~_tret
lIU job tRJOrtm:itiesl

7~ - Disagrees

Besp 10.

80 - Apartheid
- ~latiOlt

u - flanagelent attibJies
(sbWt capabilities)

82 - Legislatilll
1'-

53 - -.ute :resistance

M - ~t attitOOes
(dedit capabilities)

US - .latioe- ~~tle:t
{prated:. Wit:eliJ

~
U - ltite~ :t

{fear}- icixatiOll

~1 - ~t ar..ibi.es
(~q,fearl

J!i
as ~tattitMe

i;- l(doo.bI; capabilities}

89 - Jo ~! IDIIibtelt k,~
SG - fe¢slatioo r(Ltd job tRIO~tiesl

91 - Disagreea I .
10
I{ ~.
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91

98

99

~ 100
='!"'I1 101

MI 102
l:<
H

~l 103I

~I

(J

~oo 36 : I5scDI De 111m ll'SIiI tJ.ciiJfts 10!lC]:r

l!eSp 110.

92 10 ~J csitlent
(tJ:aining k derel~)

!mageBent attitmes
(fivooritisll

93

94 - JIalla:gelent attim1es

95 - Jo ~ CDIIitEnt
(jOb! reamed for
1IhittB)

96 - Ina1Ipetence
(1UIphce:ict r lad: of
effort)

- ~t attibxle
(prejudice)

- &'magafnt attitnd'!s
(fear)

- Jo ~ ImIitst

- !o~ cmnbent
(Ltd IqI!lIbmim'S)

- 14I!atioo.

- 1o~_bIent

- l!alagelient attii.l:x1ef
{fear, ,didt
capahilimsJ

=

Resp 10.

1M - ~ attitD1es
{prejudice I

105 - lIri.te tesist2nce
(thxeatenedJ

1Gb - Malagellent attit.ndes
(fear, threa~)

Resp 10.

115 - Jb ~ ewaitBt

116 - ~t itli~

117 - ~t attib:rles
(Iblbt capabilii:ies~

107 ~ Colltnral bmim
(gIll\) TS individDal
identiq)

188 - LegialatiO!l
(jcb~ties)

116 - lfimagelent attibldes
(prejudice)

119 - ~ camzt
Imt.e :resi.stance

no - !aBageIellt attib.tdea
(cbibt capahilities)

121 - J!anagett!nt attiOUs
(threatened, lW) 'tnIrt1

1119 - ,1IaDa~ 3.ttitades
(feel threaf:elledl

lit - ~ attibldes
(doubt capabilities!

122 - 10 CIII{laD.t _beat

ill - 10 ~ _b!nt
123 - ~tiOlt

[aparl:heid legaq)

ill - ic '~ C1Miblent
- EhlatiO!l

{siilla shP-;!:ageJ

ill - ~ atfitm
(doobt capabilities)

114 - Jo OJ¥III coEaent
(ploy to frostrateJ

124 - ~t attit:Ilde!
(lack of SIlJ!lOrt)

US - ~t attituOes

126 - 10 ~ casitznt
IviDdow dressing}

i.21 - ~t attitudes

Resp 10.

128 - Jo caJIlliiIlf cmrltEnl:
{wtain status !f:' .

ill - f.lb:atioa
(!eJIdre mtioaal
training)

l31 - 10 ~ CCBibelt
(Ltd job tRX'rbmitiesJ

131 - Jo I!l'.II{laIif IXBibleltt

132 - ~atti~
(tblbt .ilities}

13l - ~ attib:rles
(W; opabilitiesi

l34 - ~
Bd of as2&'"&.lJe!le!lSJ

- Jo CDi{liilIJ o.lIibaent

135 - ~ camtJl!llt
(job!J for iiite)

130 - 10~ aaitet

137 -.I'J ~ etBifJl.'!nt

13! - lot aJlll'IIereI!

139 - .1ation
Uld job CB_XlrbmitieaJ
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143

144
145

146

141

113

] U9

~ 150

MI 151~.
~I 152
§

(/

~OI\ 36 : ~.~ ~1~nsD ~ loo.ger

l!esp 10.

14& - tegislatiOl\

III - ~ emmtEIt
(status guo)

1U - FilDcatioo
(require additiODal
training)

- I'mage!at attitm
{doobI:. capabilities}

- Disagrees

iesp Ja.

153 - Il:tnI[lef:el!Ce
{perfomance amfldence}

154 - ~ attibdes
{8ll{iXlrtl

155 - ~t maitrent
(dooht capabilities)

- l£giBlatiOl\

lSi - Jo~! _taat
(~ dressiDgl

llesp J.t.:.

1~ - Ja ~111 ClllliWt
(job ail trainillg)

- 10 ~ __ beat

- 10 iX1if.lin1 _tJeDt
(~l

151 - Ba!lageIent attifmeg
lcapabiliiiest

165 - Jo ~1 ~tet
- Caltmi i!lllII!!8

lsertem 1minelll CIIlturel

160 - ~ caaitEnt
(job t'{l!:lOrbmities)

167 - l!anagelent attitn3es

161 - Jo .cq;!1tf o:aibellt
- ~ if:tiblies

t~ties)

169 - Illite resisI:a.nce153 - 10 .ca;any. caMibleat
(jobs .for !hlb!s)

171 - Iot~
- 10 ~ caaibat

{job CWJrbmitiesl

- LegislatiOil

159 - IoIXllpillj ambient.

191 - 10 COJPm! _bent
(~&essingl

151 - ~
{no leaUerahip
aB8erliVflle83 )

112 - ~ attitudes
100ait e3pabilities}

173 - ~ attiblde
blo oait:.ent)

111 - fegialatiCl
{jOO resemti~)

- 10 ~ carsih:m
(t:ra.ining)

- lfdte~

- Edni:ation
162 - Caltn..ral immeJ
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{doubt capabilitiesl

175 - &lllageIel!t attibJdeB
(tbJ!t capabilitiesJ

- Jo catpallJ c.iblent
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161 - tegiBlaticm
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CONVERTEDUKERT SCAlES (INTERVAl. DATA)

JiESPONDENT QIC eac Q3C Q4C QSC Q6C Q7C Qne esc QIOC one !jItC Q13C Q14C eisc Q16C Q17C ,QlSC Q19C Q~OC QZIC QZlC QZ3C Q241: QZSC Q26C Q27C Q26C Q29C Q30C Q31C 03,C Q33C
No

1 1.464 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.464 1.454 1.000 1.000 1.000 1.000 J.Zt! 5.000 1.464 10464 1.000 1.464 1.000 1.000 1.000 1.000 Z.2Sa 2.288 1.000 l.ono 1 ~'O 1.000 1.000 1.464 1.000
21.464 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.464"1.000 1.000 3.221 5.000 1.000 1.000 1.000 I.COO1.000 1.000 1.000 1.000 1.464 1.464 1.000 1.000 r JlS 1.000 1.000 1.000 3.221
31.000 1.464 t.OOCi 1.000 1.000 1.000 1.464 1.464 1.000 1.000 1.000 1.000 1.!S+ 1.464 2.288 5.000 1.000 2.288 1.464 1.000 1.000 1.464 1.000 1.464 2.2883.221 1.000 1.000 1.000 2.28S 1.000 1.000 1.000
4 2.288 1.464 1.000 1.000 ••464 1.464 1.4&1 1.464 2.28111.464 1.464 2.288 2.288 1.464 1.464 1.464 1.464 1.000 1.000 1.464 1.000 1.464 1.464 1.464 2.288 2.288 1.464 1.000 1.000 1.000 1.000 2.288 1.464
51.000 1.464 1.000 1.000 1.464 1.464 1.000 1.464 1.000 1.000 1.464 1.464 1.464 1.464 1.464 z.aas 1.464 1•.jg 2.288 ,.2881.000 1.464 1.000 1.464 1.000 1.000 1.000 1.000 1.464 1.000 1.00(1l,COO2.288
62.288 2.288 3.m 5.000 1.000 1.000 1.464 1.464 1.000 1.000 2.288 1.464 2.2S8 2.288 5.000 5.000 1.464 1.464 1.:)1)01.000 1.000 1.000 1.454 1.464 1.464 1.464 1.000 1.000 1.000 2.2sa 1.00tll.000 1.000
7 1.464 1.46<\1.000 1.000 1.00!) 1.000 1.-164 10464 1.464 1.464 1.464 1.464 1.000 1.464 3.221 3.221 1.000 1.000 1.464 1.000 1.COG1.00:; 1.000 1.000 2.288 z.zea 1.000 1.000 1.464 1.COO1.000 2.288 1.464
a'lA64 3.221 1.464 1.464 1.464 1.464 1.464 1.464 3.221 1.4&11.464 1.464 1.464 1.464 3.221 5.(1001.000 1.464 1.464 1.464 1.000 1.464 1.464 1.464 1.000 1.464 1.000 1.464 1.464 5.1m 1.000 5.000 1.464
9 1.000 2.28e 1.000 1.464 1.000 1.464 1.000 1.464 1.464 1.000 1.464 1.000 1.464 1.464 3.221 5.000 1.000 1.000 1.000 1.000 1.000 1.000 1.COO1.464 1.000 1.464 1.000 1.000 1 464 1.464 1.000 1.000 5.000
10 1.464 2.288 1.000 1.464 1.464 1.000 1.000 1.464 2.288 1.464 1.464 1.000 2.288 2.288 1.464 3.221 1.464 1.464 1.000 3.221 3.221 2.28111.464 1.000 3.221 2.288 5.000 1.464 3.2211.464 1.000 2.288 1.464
11 1.464 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.464 1.464 1.000 1.000 5.000 5.000 1.464 2.288 1.464 1.000 1.000 1.000 1.000 1.464 2.28S 3.221 1.000 1.000 1.464 1.000 1.000 1.464 1.464
12 3.221 3.221 1.000 1.COO1.464 1.464 1.464 1.464 1.00111.464 1.464 1.464 1.464 1.464 3.221 3.221 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.464 1.000 1.000 1.000 1.454 1.000 3.221 1.000
133.221 3.221 1.000 1.464 1.464 1.464 1.464 1.464 1.464 1.000 2.288 1.464 I.Wi} 3.221 3.221 5.000 1.000 2.288 1.4M 1.464 1.000 1.464 1.000 1.464 3.221 3.221 1.000 1.000 1.000 1.464 1.000 lA64 1.000
14 1.464 2.288 1.000 1.464 1.000 1.464 1.464 2.288 1.464 1.464 1.464 1.464 2.288 2.288 2.288 2.288 1.464 1.464 1.464 1.464 1.000 1.000 1.000 1.464 2.288 2.288 1.000 1.000 1.464 1.000 1.000 2.288 3.221
151.464 2.288 1.000 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 2.288 2.288 2.288 5.000 1.464 2.2BIi1.464 1.464 1.000 1.0~ 1.000 1.464 1.000 2.288 1.000 1.000 1.000 1.000 1.000 1.000 1.000
16 2.288 2.Z8a 1.000 1.000 1.cno !.OOO1.464 1.464 2.288 1.464 1.46ti 1.000 1.000 1.000 2.288 3.221 1.464 1.464 1.464 1.464 1.000 1.000 1.000 1.464 1.464 1.464 1.000 1.000 1.000 1.000 1.000 2.288 1.000
17 1.000 2.288 1.000 1.000 1.464 2.286 2.28S 2.288 3.221 2.288 3.221 2.288 3.221 5.000 5.000 5.000 1.464 1.464 2.288 2.288 1.464 2.288 1.000 1.464 3.000 5.0n0 1.464 1.000 2.288 1.000 1.000 1.000 1.464
IS 3.221 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 2.28a 1.464 1.464 1.464 1.4£4 1.464 1.464 1.464 2.233 2.288 1.464 1.464 1.464 1.464 1.464 1.000 1.464
19 1.000 1.464 1.000 1.464 1.000 1.464 1.000 2.288 1.464 1.000 1.464 1.000 1.000 2.2885.000 2.288 1.000 2.258 1.464 1.000 1.000 1.464 1.000 1.464 1.464 2.d& 1.000 1.000 1.000 1.464 1.000 1.000 1.000
20 2.28&2.288 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 5.000 3.221 5.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.464 1.464 1.000 1.000 1.000 1.000 1.000 3.221 1.000
a 1.464 5.000 2.288 3.231 1.000 1.464 1.464 2.288 1.000 1.000 1.464 1.464 2.288 1.464 1.000 2.2ll8 3.221 5.000 1.000 1.464 3.221 2.288 1.000 3.m 1.0(1(15.000 2.2.885.000 1.464 2.288 1.000 5.000 1.000
22 1.464 1.464 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.000 1.000 1.000 1.464 1.464 1.464 2.288 1.464 2.288 1.464 1.464 1.000 1.41;4 1.000 1.464 1.464 2.288 1.464 2.288 1.464 2.28111.000 1.000 1.464
23 1.464 1.464 1.464 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.464 1.000 1.000 1.464 2.288 3.221 3.221 3.221 1.464 1.000 1.000 1.000 1.000 1.000 1.464 1.464 1.000 1.000 1.464 1.464 :.000 1.000 1.QOO
24 1.464 3.221 1.000 1.000 1.000 3.221 2..2.882.288 1.464 1.464 1.000 1.000 1.464 2.288 5.000 5.000 1.000 1.000 1.464 1.000 1.000 1.000 1.000 1.000 2.288 2.288 1.0eo 1.000 1.000 1.000 l.m 2.288 1.000
25 2.288 2.288 1.000 1.000 1.464 1.464 1.464 1.464 1.464 1.404 1.000 1.000 1.000 2.288 3.221 3.221 1.464 1.464 2.2M 1.464 1.464 2.288 1.000 1.464 2.288 3.221 1.464 1.000 1.464 1.464 1.000 1.464 1.000
26 1.464 1.464 1.000 1.000 1.000 1.464 1.464 1.464 1.464 1.464 2.288 2.283 3.221 3.221 5.000 5.000 3.221 3.221 1.464 1.464 1.464 1.404 1.000 1.000 2.288 2.288 1.464 1.464 1.464 1.464 1.464 !.464 1.464
27 2.288 3.221 1.000 1.000 1.000 1.464 1.464 1.46<',2.288 1.464 2.288 1.464 2.288 2.288 1.464 1.464 1.464 2.2138l.464 1.000 1.000 1.464 1.000 2.288 3.m 5.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000
28 1.464 1.000 1.464 1.464 1.464 1.464 1.4~ 1.464 2.288 1.464 1.464 1.464 1.464 1.464 3.221 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.404 1.000 1.000 1.000 1.464 1.000 2.288 1.464
29 1.464 2.288 1.464 1.464 1.000 2.288 1.464 3.221 5.000 2.2a8 3.221 3.221 3.221 2.288 5.000 5.000 1.464 3.2211.464 1.464 3.221 5.000 3.221 3.221 1.464 2.288 !.OOO1.000 1.000 5.000 1.00~ 1.000 1.464
30 1.464 1.464 1.000 1.464 2.2SS 2.288 1.464 1.464 2.288 1.464 1.464 1.464 2.288 2.288 3.221 3.221 1.464 2.288 2.288 1.464 1.000 1.464 1.000 2.288 3.221 3.221 1.000 1.000 1.G'OO1.464 1,000 2.28&3.221
31 1.464 2.288 1.000 1.464 1.000 1.464 1.464 2.288 1.464 1.000 1.464 1.000 1.464 2.288 2.28112.28111.464 1.000 1.464 1.000 1.000 1.464 1.000 1.464 1.000 2.2.88 1.000 1.000 1.000 I.COO1.000 1.464 1.464
32 1.464 1.464 1.000 1.000 1.464 1.464 1.464 1.464 1.464 1.464 2.28S 1.464 1.464 2.288 2.288 2.288 1.464 2.21382.288 1.464 1.000 1.000 1.000 1.464 1.464 2.288 1.000 1.000 3.221 1.000 1.000 1.000 1.000
33 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 2.2883.221 2.288 1.464 1.464 1.464 1.464 1.464 1.464 1.464 2.2.882.258 1.464 1.000 1.000 1.464 1.000 1.000 1.464
34 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 2.288 2.281i 2.Z88 2.288 1.000 1.000 1.000 1.000 2.2M 2.288 1.464 1.464 1.000 1.000 1.000 1.000 5.000 5.000 1.000 1.000 1.000 1.000 l.OOO1.464 2.28B
35 1.000 1.464 1.000 1.000 1.464 3.221 3.221 3.221 1.464 1.464 1.000 3.221 3.221 3.221 1.000 .5.000 1.464 5.000 1.000 3.221 1.000 1.%4 1.000 1.000 3.221 5.000 1.000 1.000 1.4~ 3.221 1.000 1.464 3.221
36 2.288 "28S 1.464 1.464 2.288 2.288 2.~88 2.288 Z'288 3.221 2.281!2.288 1.464 2.288 s.za 3.221 1.464 1.464 2.288 2.288 3.221 3.221 2.Z88 2.288 3.221 2.288 1.464 3.221 1.000 3.221 1.000 1.464 1.464
37 1.464 1.464 1.000 1.000 1.464 1.000 1.464 1.464 2.288 3.221 1.464 1.000 3.221 1.000 1.464 2.288 1.464 1.464 1.000 1.464 1.000 1.000 1.464 1.COO2.288 2.Z8a 1.000 1.464 1.000 1.000 1.000 1.464 1.000
38 2.28S 2.288 1.464 1.464 1.464 1.464 1.464 2.288 2.Z88 1.464 2.2S8 1.464 1.464 1.464 2.288 2.288 1.464 1.464 1.464 1.464 1.000 1.464 1.000 1.000 2.288 3.221 1.464 1.000 1.000 1.000 1.000 1.464 1.000
39 1.464 1.464 1.464 1.464 1.000 1.000 1.464 1.464 1.464 1.464 1.000 1.000 1.000 1.000 3.221 3.221 1.ll00 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.0C>(I1.000 1.000 1.000 1.000 I. MD1.464 1.000
40 5.000 3.221 1.464 1.464 1.464 1.464 5.000 3.221 3.221 2.288 1.464 1.464 2.28S 2.288 3.221 3.221 1.000 1.464 2.21183.221 1.464 1.464 1.464 2.288 2.288 2.288 1.000 1.464 1.000 2.288 1.000 3.221 1.000
41 1.464 1.464 1.000 1.464 1.000 1.464 1.000 1.464 1.000 1.000 1,000 2.288 1.464 2.288 1.0002.288 1.464 1.464 2.288 1.464 1.000 1.464 1.000 1.000 2.Z8a 2.288 1.000 1.000 1.000 2.281!1.000 3.221 1.464
42 1.464 1.464 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.464 1.000 1.464 1.464 1.464 2.288 5.000 1.464 1.464 1.464 1.464 1.000 1.001 1.000 1.000 1.46' .464 :.000 1.000 1.000 1.000 1·0Ci)1.000 1.464
43 1.464 1.464 1.000 1.000 1.464 1.464 1.464 1.464 1.000 1.000 2.288 1.464 1.464 1.464 1.464 1.464 VYvC2.288 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.00(11.000 1.COO1.464 1.000 1.464 1.000
44 1.464 z.zsa 1.464 1.464 1.000 1.464 1.464 1.464 1.000 1.000 1.000 1.000 1.464 1.464 1.000 1.000 !.OOO1.000 1.000 1.000 1.000 1.464 1.000 3.221 1.464 2.288 1.000 1.000 1.464 1.000 1.001}1.464 3.221
45 2.288 3.22l ~.464 1.464 2.288 1.464 1.464 1.464 1.464 1.464 1.464 2.288 2.28S 2.288 3.221 3.221 i.OOO1.464 1.000 1.000 1.000 1.000 2.288 2.2S8 2.28S z.zea 1.000 1.1m 2.288 1.000 1.000 2.2882.286
46 1.00C 1.464 1.000 1.454 1.000 1.464 1.000 7.288 1.464 1.000 1.464 1.464 1.000 2.288 1.464 1.464 1.000 2.288 1.464 1.454 1.000 1.000 i.oeo 1.464 1.000 1.000 1.000 Z.288 1.000 1.454 1.000 2.228 1.464
41 1.4~ 2.288 1.000 1.454 1.000 2.288 I.COO1.464 1.464 1.000 z.zas 1.000 1.464 3.221 1.464 3.221 1.000 1.464 2.288 1.464 1.000 1.464 1.000 1.000 1.464 2.288 1.000 1.464 1.000 1.464 1.000 1.464 1.464
48 1•.464 1.454 1.464 1.464 3.221 3.221 1.464 1.464 1.464 1.464 3.221. 3.221 1.464 1.464 5.000 5.000 2.288 1.464 1.464 1.464 3.221 3.221 3.221 3.221 2.288 2.288 3.Ul 1.464 1.000 1.464 1.000 3.221 1.464
49 1.464 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 2.2B&2.288 1.000 1.000 1.000 1.000 1.000 1.•000 1.000 r.cee 2.285 2.2S8 I.VOO1.000 1.000 1.000 1.OllO1.000 1.COO
50 3.221 3.221 1.464 1.464 2.288 1.464 1.000 1.000 1.464 1.464 1.464 1.464 1.000 1.464 2.288 3.221 1.464 2.258 1.464 1.464 1.000 1.000 1.454 2.288 3.221 3.221 1.000 1.464 2.288 1.464 1.464 2..2883.221
51 1.464 1.464 1.464 1.464 2.2862.288 1.464 1.464 1.464 1.464 2.288 1.464 3.221 3.221 3.221 3.221 2.288 2.288 1.464 1.464 1.4€4 1.464 2.2882.2882.2882.288 1.000 1.000 1.000 1.464 1.000 1.1)CO1.464
52 1.000 1.464 1.000 1.464 2.288 1.464 1.000 1.464 1.464 1.000 1.000 1.000 1.464 1.000 3.221 5.000 1.000 1.000 1.464 1.000 1.000 1.464 U.64 1.464 1.454 i.eoa 1.000 1.000 1.000 2.285 1.000 1.000 1.464
53 1.464 2.288 1.464 2.288 1.464 1.464 1.464 2.288 2.28S 1.464 2.288 1.464 1.464 3.221 1.000 2.,88 1.464 <:.2582.:2a8 1.464 3.221 1.464 3.221 ;8115.000 3.221 3.221 2.za8 1.000 2.288 1.464 1.464 1.000
54 1.000 1.000 1.000 1.464 1.000 1.000 1.000 1.464 1.000 1.000 5.000 1.000 1.000 1.000 3.221 5.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 2.288 2.288 1.000 1.000 3.221 1.000 3.221 1.0003.221
55 1.464 1.464 1.464 1.000 1.464 1.000 1.464 LOOO1.000 1.464 1.494 1.464 2.288 1.464 1.464 2.288 2.28S 1.464 1.464 3.221 1.464 3.221 1.464 1.000 3.221 2.288 1.464 1.454 1.000 1.000 1.464 1.464 2.288
56 3.221 3.221 1.464 1.464 1.000 1.000 1.464 1.464 1.000 1.000 5.000 2.288 1.464 1.000 5.001)5.000 1.464 1.000 1.000 1.000 1.000 1.0Ov 1.000 1.~00 1.464 1.000 1.001}1.464 1.000 1.464 1.000 1.464 1.000
57 1.464 1.464 1.000 1.000 1.464 1.464 1.464 1.464 2'28a 1.464 3.221 3.221 1.464 1.464 1.00Q 1.000 1.464 2.288 1.000 1.464 1.000 1.000 1.000 1.000 3.221 3.221 1.000 I.COO1.464 1.000 1.000 1.464 1.464
581.464 2.288 1.000 1.000 1.464 1.464 1.000 1.000 2.285 2.2881.464 1.000 2.288 2.288 5.000 5.000 1.464 1.000 1.464 1.464 1.000 1.000 1.000 1.464 2.28!11.464 1.000 1.000 1.000 1.464 1.000 1.464 1.000
59 1.000 1.464 1.000 1.464 1.464 2.288 1.464 1.000 '.2M 1.464 1.464 1.000 1.464 2.Z88 5.000 5.000 1.464 2.285 1.464 1.464 1.000 l.oe'!! 1.000 1.000 2.288 2.288 1.000 1.000 1.COO1.000 1.000 1.000 1.464
60 1.464 1.000 1.000 1.464 1.464 l.CDO1.464 1.464 1.000 1.464 1.000 1.000 1.464 LOCO3.221 3.221 1.464 1.464 1.000 1.000 1.000 1.000 1.000 1.0002.288 2.288 1.000 1.000 i.ceo 1.001)1.000 1.COO1.464
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CONVERTEDLIKERT SCALES (INTERVAl DATA)

RESPONDENT QIC Q2e Q3C Q4C Q5C Qee Q7C Q8C esc QIOC one qizc QI3C Q14C QISC oisc Q17C Ql8C Q19C QlOC Q21C Q22C Q23C Q24C Q25C Q2SCQ27C Qlae Q29C Q30C Q31C Q32C Q33C
No____________________ ... ... .. ... w co ..

51 1.464 1.464 1.464 1.454 1.000 1.000 1.000 1.00v 2.2l!8 2.288 2.288 2.2.88 1.000 1.464 I.COO1.000 1.000 1.000 1.464 1.000 1.000 1.454 1.464 3.221 1.464 3.221 1.000 1.000 LOOt)1.464 1.COOl.~ 1.000
62 1.464 1.464 1.000 1.0COI.COO1.464 1.000 1.464 1.000 1.000 1.464 1.000 1.000 1.464 2.288 3.221 1.000 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.464 2.288 1.000 1.000 1.000 1.000 1.000 1.000 3.221
63 1.464 2.288 1.000 1.000 1.464 2.288 1.464 1.464 1.464 1.464 1.464 1.464 2.288 2.28&1.464 3.221 1.000 2.288 2.288 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.000 1.000 3.221 1.000 1.000 5.000 3.221
64 5.000 1.000 1.ono I.COO3.221 1.000 1.464 1.000 1.001}1.464 1.000 1.464 1.464 1.0005.000 5.000 1.464 1.000 i.OOO1.454 1.464 1.000 1.COO1.000 1.464 1.464 1.000 1.000 1.464 1.464 1.000 1.464 1.000
65 1.000 1.464 1.000 1.000 1.000 1.464 1.000 1.454 1.464 1.000 1.464 1.000 1.464 3.221 1.464 1.464 I.COO1.464 1.464 1.000 1.000 1.464 1.000 1.MO 1.464 1.464 1.000 1.000 1.000 1.464 1.000 1.000 1.000
66 1.000 1.464 1.000 1.464 1.000 1.464 1.464 2.21)82.2Be LOCO1.464 1.000 1.000 2.288 5.000 5.000 1.000 1.464 1.464 1.464 1.000 1.000 1.000 1.464 1.000 1.464 1.000 1.000 1.464 1.464 1.464 1.000 5.000
fiT 1.464 1.~64 1.000 1.000 1.464 1.464 1.000 1.464 2.288 1.464 2.288 1.454 2.288 2.288 2.288 2.288 1.464 1.464 1.464 1.464 1.000 1.(!OO1.000 1.000 1.464 2.21)81.000 1.000 1.000 1.0-:;0I.COO1.000 1.464
68 1.464 3.::'21 1.464 1.464 1.UOO1.464 1.464 2.288 1.464 1.464 V,64 1.464 1.464 1.464 1.464 3.221 1.000 1.464 1.464 1.464 1.464 1.464 1.000 1.464 1.464 2.288 1.000 1.464 1.000 1.464 1.000 1.464 1.000
69 3.221 3.221 1.464 1.464 !.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.000 1.464 3.221 3.221 1.464 lA64 1.464 1.464 1.000 1.000 1.000 1.464 1.000 3.221 1.000 1.000 1.000 1.000 1.000 1.000 3.221
70 1.000 1.000 1.000 1.QOO1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.001)1.000 1.000 1.000 3.221 3.L21 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 2.288
71 1.464 2.288 1.000 1.464 1.464 1.464 1.464 2.288 3.221 2.288 3.221 2.288 1.464 2.288 3.221 3.221 1.000 2.288 2.288 1.464 1.000 1.464 1.000 1.464 1.454 3.221 1.000 1.000 1.000 1.464 1.000 1.000 1.000
721.000 1.000 1.000 1.000 1.000 1.00!)2.2881.464 2.288 2.208 2.288 3.221 1.464 1.464 3.2213.221 1.000 1.000 2.288 2.288 1.000 1.464 1.000 1.000 1.464 1.464 1.0U31.000 1.000 1.000 1.000 3.221 1.~
731.464 2.288 1.0001.000 1.000 1.000 1.000 1.000 1.464 1.464 1.000 1.000 1.464 z.zae 3.221 3.2211.000 '.000 1.464 1.464 1.464 1.464 1.000 1.000 2.288 2.2e8 1.000 1.000 1.000 1.464 1.000 3.221 104M
74 1.464 2.288 1.464 1.464 1.454 1.000 1.464 1.464 r.seo 1.464 1.000 1.464 .2.288 1.464 3.221 5.000 1.000 4.000 1.464 1.464 1.000 1.464 1.464 1.464 1.464 2.288 2.288 1.464 1.000 1.464 1.000 3.221 l.~
75 1.464 1.464 1.00a 1.464 1.000 1.000 1.000 1.464 1.464 1.464 1.464 1.000 1.464 1.464 2.288 3.221 1.464 2.288 1.000 1.464 1.464 1.464 1.000 1.464 2.288 1.464 1.464 1.000 1.000 1.000 1.000 1.~ 1.464
76 3.221 3.221 1.000 1.000 1.454 1.464 3.<:213.221 2.288 2.288 3.221 3.221 3.221 3.2211.464 5.000 1.464 1.464 1.000 1.000 1.000 1.000 1.000 1.000 2.28a 2.21)81.000 1.000 1.000 1.464 1.000 3.221 1.464
77 1.000 1.464 1.000 1.000 1.464 2.288 1.464 1.454 1.000 1.000 1.000 2.288 3.221 3.221 2.288 5.000 1.464 1.464 1.000 1.000 3.221 3.2Z1 1.464 1.000 z..288 2.288 1.000 1.000 1.000 1.000 1.000 3.221 1.464
75 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.W· 1.000 1.000 1.0~0 1.000 1.000 3.221 3.221 1.464 1.464 1.000 1.000 1.000 1.000 1.000 3.221 3.221 3.2211.~ 1.000 1.000 1.000 1.000 1.000 1.000
79 2.288 Z.28!! 1.000 1.000 1.464 1.000 1.464 1.464 1.464 1.000 1.464 1.464 1.000 1.464 2.288 3.221 1.464 1.464 1.000 1.0ca 1.000 1.000 1.000 1.464 2.288 2.283 1.000 1.000 :3.2211.000 1.000 1.000 3.221
80 2.288 2.288 1.000 1.000 1.464 1.454 1.000 1.000 1.464 1.464 2.288 2.288 5.000 5.000 5.000 5.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1~0001.464 1.464 1.000 1.000 1.000 1.000 1.000 2.288 1.000
81 1.000 1.464 1.000 1.464 1.000 1.464 1.000 1.000 1.000 1.000 2.28e 1.000 1.000 2.288 1.4&13.221 1.000 1.454 1.000 1.000 1.000 1.000 1.000 1.000 1.464 2.283 1.000 1.000 i.ooo 2.288 1.000 1.000 1.000
82 1.000 2.288 1.464 1.000 1.000 1.464 1.464 2.28&1.464 1.464 2.288 1.464 2.288 1.464 1.464 1.000 1.464 1.464 1.464 2.288 1.000 1.464 1.000 1.464 1.464 1.464 1.000 1.000 1.COO1.000 1.000 1.000 1.000
83 1.000 1.464 1.464 2.288 1.464 2.288 1.000 1.464 1.464 1.464 3.221 2.288 1.464 3.221 3.221 3.221 2.21)83.2U 2.288 I.COO1.000 1.464 1.464 2.288 3.221 3.221 1.000 1.464 1.464 1.000 1.000 1.~ 3.221
84 1.464 ?288 1.000 1.464 1.464 1.454 1.464 1.464 2.288 1.464 1.464 2.288 2.288 2.2~ 2.288 2.288 1.464 1.4f» 1.000 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.000 1.000 1.000 1.464 1.000 1.000 1.000
as 1.000 1.0001.000 1.000 I.COO1.000 1.000 1.000 1.000 1.464 1.000 1.000 1.464 1..:: E.• 000 1.000 1.464 1.000 1.464 1.000 1.000 1.464 1.000 1.464 2.288 2.288 1.000 1.464 1.000 1.000 1.000 1.000 1.464
86 3.221 3.221 1.464 1.000 2.288 2.288 1.464 1.464 1.000 1.464 1.464 1.464 1.000 l.j~r; ".000 5.UOO1.464 2.288 1.464 1.000 1.464 1.464 1.464 1.464 3.221 3.221 1.464 1.000 1.000 1.464 1.464 1.464 2.285
81 1.000 2.28& 1.000 1.464 1.464 2.288 1.000 2.288 1.464 1.000 2.288 1.464 2.288 3.Ld 1.464 5.000 1.464 2.288 3.221 1.464 1.000 2.2B8 1.000 1.464 1.464 2.288 1.4M I.COO1.000 1.464 1.000 1.000 1.~
88 1.464 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.000 2.288 2.288 1.000 1.4&1 1.464 1.464 1.000 1.000 2.288 2.28&1.000 1.0002.288 2.288 1.000 1.000 1.000 1.000 1.000 2.288 1.464
89 2.283 2.Z88 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.454 1.464 2.288 2.288 5.000 5.000 1.464 2.288 1.464 1.464 1.464 1.464 1.000 1.000 2.288 3.221 1.000 1.000 1.464 1.464 1.000 2.2M 1.464
90 1.464 1.464 1.000 1.000 1.000 1.000 1.464 2.2B8 2.288 1.000 1.464 1.000 1.-l64 Z.2l!S5.000 5.000 1.000 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.464 3.221 1.000 1.464 1.000 1.000 1.000 1.000 1.000
91 3.221 3.221 1.000 2.288 1.000 1.464 1.464 2.2882.288 1.464 3.221 3.221 1.464 2.288 5.000 5.000 1.000 2.288 3.221 1.000 2.288 3.221 1.000 3.221 3.221 3.221 1.000 1.000 1.000 5.000 1.000 5.COO1.000
92.1.464 1.464 1.000 1.000 1.464 1.464 1.464 1.464 2.288 1.454 1.464 1.464 1.464 1.464 2.282 2.288 1.464 1.464 1.4&11.464 1.464 1.464 1.464 1.464 2.288 2.288 1.464 1.464 1.000 1.464 1.000 3.221 1.464
93 1.464 1.464 i.COO1.000 1.000 1.464 1.464 2.288 2.28a 1.464 1.454 1.464 1.464 1.464 3.221 3.221 1.000 1.464 1.464 1.464 1.000 1.000 1.000 L~ 2.288 2.288 1.464 1.464 3.221 1.000 1.464 1.464 1.~
S4 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.454 1.464 1.464 1.464 2.~88 2.288 3.221 3.221 1.464 1.464 1.464 1.464 3.221 3.221 LOCOl •.w. 3.221 2.21)81.464 1.464 1.464 1.464 1.000 1.~ 1.464
95 3.221 3.221 5.000 5.UOO5.000 5.000 2.288 2.288 3.221 3.221 3.221 1.464 3.221 3.221 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 3.221 3.221 ~.221 1.464 1.464 1.?1i41.464 1.000 1.000 1.464
96 1.464 2.288 1.000 1.464 1.000 1.464 1.464 1.464 1.464 1.0~O1.464 1.000 1.464 2.288 2.288 2.288 1.464 1.454 1.464 1.000 1.000 1.464 1.000 1.464 1.464 1.464 1.464 1.000 1.000 2.21)8 1.000 1.000 1.000
97 1.000 1.464 1.000 2.288 1.464 2.288 1.000 !.OOO2.288 1.464 1.464 1.464 1.000 1.464 5.000 5.000 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.464 1.464 2.288 1.000 1.000 2.288 l.00J 1.000 1.000 t.W!
98 1.464 2.288 1.464 1.464 1.464 2.2SIl 1.464 2.288 2.288 1.464 3.221 1.464 1.464 3.221 2.288 3.221 1.464 2.288 2.285 l.464 1.464 3.221 1.464 3.221 2.£88 3.221 2.288 3.221 3.221 1.464 1.464 2.288 3.221
99 1.464 1.464 1.000 1.464 1.;)00 1.000 1.464 2.28a 1.464 1.000 2.288 1.464 2.288 2.288 3.221 3.221 1.464 1.464 1.464 1.464 1.000 1.464 1.464 1.464 1.464 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.00,~
100 1.000 2.288 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.0003.221 3.221 5.000 5.000 1.464 1.464 1.000 1.454 1.000 1.000 1.000 1.000 2.288 2.288 1.464 1.464 1.000 5.000 5.000 1.000 1.000 1.000 1.~
101 1.464 2.288 1.464 1.464 2.288 2.28a 1.464 1.464 1.464-1.464 1.464 1.464 1.464 1.464 3.221 3.221 1.000 1.464 1.464 1.464 1.464 2.288 1.000 1.000 1.0CO1.000 1.000 1.464 1.COO1.000 1.000 1.000 1.464
102 1.464 2.288 1.000 1.464 1.000 2.288 1.000 2.288 2.288 1.000 2.288 1.000 1.454 2.288 5.iJOQ5.000 1.464 3.221 3.221 1.000 1.000 1.464 1.000 3.221 1.000 2.288 1.000 1.000 1.000 2.288 1.000 1.~ 1.000
103 1.464 1.464 1.000 ~.464 1.000 1.464 1.000 1.464 1.464 1.464 1.464 1.000 1.464 2.288 2.288 2.288 1.464 1.464 1.464 I.COO1.000 1.000 1.000 1.464 1.464 2.288 1.000 1.000 1.464 1.464 1.000 1.464 1.000
104 1.464 2.288 1.000 1.~00 1.464 1.464 1.000 1.464 1.454 1.464 1.464 2.288 2.288 1.464 1.464 1.464 1.464 1.464 2.208 1.464 1.000 1.000 1.COO1.000 2.288 2.2a8 1.000 1.464 1.464 1.464 1.000 1.000 1.000
105 1.000 $.221 1.000 1.464 1.464 1.464 1.464 1.464 s.zzi 1.464 1.000 1.000 1.464 1.464 2.288 3.221 1.000 1.000 1.000 I.COO5.000 3.221 1.454 1.464 1.000 5.00G 1.464 1.000 3.221 I.COO1.COO1.000 5.000
106 1.464 2.288 1.000 1.464 1.COO3.221 1.000 2.288 3.221 1.464 3.a21 1.464 1.000 3.221 3.221 2.288 1.000 3.221 1.464 1.464 1.000 1.000 1.000 3.221 1.000 1.000 1.454 1.000 3.221 1.464 1.000 1.000 1.~
107 3.221 2.288 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.000 1.000 1.464 1.464 1.464 1.464 1.464 3.221 1.000 3.221 2.2882.288 1.000 1.000 1.000 1.000 1.000 5.•000 1.000
lOS 2.288 2.288 1.464 1.464 I.COO1.464 1.000 2.288 3.221 1.464 1.000 1.000 1.464 1.464 1.464 1.464 1.000 1.464 1.000 1.000 1.000 1.000 1.000 1.000 3.221 3.221 1.ilOO1.000 1.000 1.000 1.000 1.000 1.~
109 2.288 2.288 1.000 1.464 1.000 1.000 1.000 1.464 1.464 1.000 1.464 1.000 1.464 2.28S 3.221 3.221 1.000 2.288 1.464 1.464 1.000 1.000 1.000 1.464 <:.2882.238 1.000 1.464 3.221 2.288 1.000 2.m 1.000
110 2.288 2.288 1.454 1.464 1.464 1.000 1.454 1.464 1.464 1.464 1.464 a.zaa 2.288 2.288 2.288 2.288 2.288 1.464 1.464 1.464 1.464 2.288 1.001)1.COO2.2882.288 1.IAAl1.000 1.000 1.000 1.000 1.~ lAS
111 1.464 1.464 1.464 1.464 1.464 1.454 2.288 1.464 1.454 2.288 1.000 1.464 1.464 1.4M 1.464 1.464 1.000 1.000 1.000 I-COO1.00:> 1.000 1.00!) 1.0CO2.288 2.Z88 1.464 1.464 1.464 1.000 1.464 1.454 l.~
112 1.000 1.464 1.COO1.464 1.000 1.000 1.000 1.000 1.464 1.000 1.000 1.000 1.464 1.COO3.221 5.000 1.000 1.000 1.000 1.000 1.000 i.oen 1.000 1.000 1.000 1.000 1.000 1.000 1.00G 1.000 1.000 1.000 1.000
113 2.288 1.464 1.000 1.464 1.464 1.464 1.464 1.464 3.221 2.288 1.464 2.28&1.000 1.464 2.288 3.221 3.221 2.288 2.288 Z.288 1.464 1.464 1.464 1.464 2.288 2.288 1.464 1.464 5.000 1.464 5.000 1.4~ 3.221
114 1.000 1.464 1.000 1.000 1.000 1000 1.000 1.000 2.288 2.Z88 1.000 1.000 1.464 1.000 1.464 3.221 1.000 1.000 1.000 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.464 LOCO1.000 1.000 1.000 2.288 1.000
115 2.288 1.464 1.464 1.000 1.000 1.000 1.000 1.000 1.464 1.464 1.4M 1.464 1.464 1.464 2.28S 3.221 1.464 1.464 :'000 1.000 l.OOOi.OOO1.000 1.464 2.288 2.288 1.000 1.000 1.000 1.000 1.000 1.000 1.000
116 1.000 1.464 1.000 1.000 1.000 1.000 l.OOO1.000 1.464 1.454 1.000 1.464 1.0C.o1.464 1.464 1.464 1.404 1.~ 1.464 1.464 1.000 1.000 1.464 1."-64 1.000 1.464 1.000 i.eac 1.464 1.000 1.000 1.000 1.000
d7 1.464 2.288 1.464 1.464 1.000 1.464 1.464 1.464 2.288 1.000 1.000 2.288 2.288 3.221 2.288 3.221 1.464 2.288 1.464 1.464 1.464 2.288 1.464 1.464 3.221 2.2a8 1.464 1.464 1.464 1.464 1.464 2.28111.4~
118 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.464 1.464 1.464 1.000 1.000 I.OGO1.000 1.000 1.464 1.464 2.28e 2.288 1.464 1.000 1.464 1.000 1.000 1.~ 1.464
119 3.221 3.221 1.464 1.454 3.221 3.221 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 3.221 3.221 3.Zl1 3.221 1.464 1.464 1.464 1.464 1.464 3.221 1.464 3.221 1.464 1.464 1.464 1.464 1.464 1.~ 1.~
120 1.464 2.288 1.000 1.464 1.000 z.zaa 1.464 1.464 2.288 2.288 1.464 2.Z88 1.000 1.000 2.288 3.221 1.464 1.000 2.288 1.464 1.000 1.000 2.288 1.464 1.464 2.288 1.000 2.288 1.00l) 2.288 1.000 1.~ 1.000
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CONVERTED LIKERT ScaLES (INTE!!VAL DATA)

RESPONDENT Q1e Q2C Q3C Q4C Q5C Q6C Q7C Qac Q9C QIOC QUC Q12C Q13C Q14C Q15C Q16C Ql7C QI8C QI9C Q20C Q21C Q22C QZ3CQZ4CQZ5CQ26C Q27C Q28C Q29C 030C Q31C Q32C Q33C
No

_________ ...... ... .;. ..._ .. v o __ ---------------------------_ ..._------------------------------------_------

121 2.Z88 2.288 1.000 2.288 1.000 1.464 1.464 1.4:;4 z.zaa 2.188 2.28a 1.454 1.464 2.288 2.28S 3.221 1.464 1.464 1.%4 1.464 1.00il 1.000 1.464 1.464 1.COO2.28B 1.464 1.464 2.288 1.464 1.000 1.464 1.464
122 1.464 1.464 1.464 1.464 1.000 1.464 1.000 1.464 1.464 1.464 1.464 1.464 1.464 1.464 5.000 5.000 1.464 1.464 1.464 1.464 1.464 10464 1.464 1.464 3.221 3.221 1.000 1.000 1.464 1.464 1.000 1.COO1.464
123 1.464 1.464 1.464 1.464 1.454 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 5.000 1.464 1.464 1.454 1.~ 1.464 1.464 1.464 1.464 1.4641.464 1.454 1.464 1.464 1.464 1.464 1.464 1.464 1.464
124 1.000 1.464 1.000 1.464 1 000 1.464 1.000 1.464 2.283 1.000 1.464 1.0GO1.000 3.221 1.454 3.221 1.000 1.000 3.221 1.000 1.000 3.221 1.000 2.288 Z.Z88 3.221 1.000 1.000 1.000 1.464 1.000 1.000 1.000
125 1.464 1.464 1.000 1.000 1,.000 1.000 1.000 1.000 1.464 1.000 2.28!! 1.464 1.000 1.C<>O5.000 5.000 1.000 1.464 1.464 1.000 1.000 1.464 1.000 1.000 2.288 z.zaa .1.000 1.000 1.000 1.000 1.000 1.464 1.000
126 1.464 2.288 1.000 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.464 1.000 1.000 1.464 1.464 2.288 t.464 1.000 1.000 1.464 1.464 1.000 1.000 1.000 1.464 2.2a8 1.000 1.454 1.464 1.000 1.00')1.454 1.%4
127 1.464 1.464 1.COO1.454 1.000 1.000 I.OGO1.464 t.eos 1 000 1.000 1.000 1.000 1.000 5.000 3.2211.000 1.000 1.000 1.000 1.000 1.000 1.000 1.464 3.221 3.221 1.000 1.000 1.464 1.000 1.000 1.464 3.221
1~8 1.464 2.288 1.464 1.464 1.464 1..288 1.464 2.2Bll 3.221 1.464 3.221 1.454 2.288 5.000 5.000 5.000 3.221 5.000 2.za8 2.2a!! 3.221 3.2212.288 2.288 5.000 5.00n 2.288 3.221 1.464 1.454 1.464 3.2Z1 2.288
129 1.000 1,000 1.000 1.000 1.464 1.464 1.000 1..288 3.221 1.464 1.464 1.000 1.464 1.464 1.000 1.000 1.000. 1.464 104541.00il 1.000 1.464 1.000 1.464 1.464 3.221 1.000 1.000 l.OGO1.464 1.000 3.221 1.000
130 3.221 1.454 1.000 1.464 1.000 1.464 1.464 1.000 1.464 1.464 1.454. 1.464 1.464 1.464 3.221 2.288 1.454 1.454 1.464 1.464 1.464 1.464 1.464 1.464 3.221 3.221 1.464 1.464 1.454 1.454 1.464 3.221 3.221
131 1.464 1.464 1.000 1.000 1.00~ 1.000 1.464 l.454 1.454 1.464 1.464 1.464 2.265 1.464 3.221 5.000 3.221 1.464 1.464 a.aaa 1.000 1.000 1.000 1.000 2.288 1.464 1.000 1.000 3.221 1.000 1.000 1.464 3.221
132 1.000 1.000 1.000 :i.000 1.464 1.464 1.000 1.000 2.288 1.454 1.464 1.000 1.000 1.454 3.221 5.000 1.464 1.454 1.464 1.464 1.000 1.000 1.464 1.464 1.000 2.288 1.000 1.000 2.288 1.4M 1.000 1.000 5.000
133 1.000 2.288 1,000 1.464 1.000 1.464 1.1)00a.zss 3.221 1.000 3.Z21 1.000 1.000 2.2a8 3.221 2.288 1.000 3.221 2.288 1.000 1.000 2.288 1.000 1.000 1.000 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.000
134 1.000 1.000 1.000 1.000 1.000 1.000 1.464 2.288 3.221 1.464 1.464 1.454 1.000 1.454 1.000 5.000 1.464 2.2M 2.288 2.288 1.000 1.000 1.000 1.000 1.000 1.464 1.000 1.000 1.000 1.000 1.01n 1.000 1.000
135 3.221 3.221 1.454 1.464 1.464 l.4li! 1.464 1.464 1.454 1.000 3.221 1.464 1.4~ 3.221 1.464 1.464 1.454 l.W. 1.464 1.000 1.000 1.000 1.464 2.2a8 1.454 2.281>1.464 1.464 1.4M 1.464 1.000 1.000 1.000
136 1.464 1.000 1.464 1.000 1.464 1.000 1.164 1.000 2.28B 1.464 2.288 2.288 2.288 2.288 1.464 2.288 2.288 2.288 1.000 1.000 3.221 2.288 1.000 1.454 1.000 5.000 3.221 1.000 1.000 1.000 1.000 3.221 1.000
131 1.464 3.221 1.464 Z.288 3.221 2.288 2.288 2.288 1.000 1.000 1.000 2.2M 5.000 5.000 5.000 5.000 2.2M 2.288 1.000 1.454 1.000 1.000 1.000 1.454 2.288 2.288 2.288 5.000 1.000 1.000 1.000 1.000 1.000
138 2.288 2.288 1.464 1.464 1.464 1.000 1.464 1.464 2.288 1.454 1.464 1.464 3.221 3.221 3.221 3.221 2.288 3.221 1.464 1.000 I.COO1.454 1.464 1.464 1.464 3.2211.454 1.454 ~.UJ. 2.288 1.000 2.288 2.288
139 1.454 1.000 1.000 1.464 1.000 1.000 1.000 1.464 1.464 1.464 1.454- 1.000 1.COO1.000 2.288 3.221 2.288 2.288 1.464 1.000 1.464 1.000 1.000 1.000 1.000 1.454 1.000 1.000 3.221 2.288 1.~ 1.464 3.221
140 1.464 1.454 1.464 1.464 1.000 1.000 2.288 1.464 1.464 1.464 1.464 1.454 2.288 2.288 1.464 2.288 1.464 1.454 l.~ 1.000 1.464 1.464 1.464 1.4f4 1.464 2.288 1.454 1.464 1.000 1.464 1.000 1.464 2.2ag
141 1.464 1.454 1.000 1.000 1.464 1.000 1.454 1.454 1.000 1.000 1.000 1.000 1.000 1.464 1.464 2.288 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.454 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.000
142 1.464 1.464 1.454 2.2aa 1.464 1.000 1.454 1.000 1.000 !.OOO1.464 1.464 2.288 2.288 5.000 5.000 1.464 1.000 1.464 1.404 2.288 2.288 1.000 1.000 1.464 3.221 2.288 1.464 1.464 2.268 1.000 1.000 1.000
143 1.454 1.464 1.000 1.000 1.464 1.000 1.000 1.000 104M 1.464 1.464 1.000 2.28!! 3.221 2.283 3.221 1.464 1.464 1.464 1.464 1.000 1.000 1.000 1.000 1.464 1.454 1.000 1.000 3.221 1.000 1.000 1.000 1.000
144 1.000 1.000 1.000 1.000 1.000 i.oeo 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 2.:288 1.464 1.464 1.000 1.000 1.000 1.464 1.000 1.000 1.46' 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.464
145 1.464 2.7.8S1.000 1.464 1.000 1.454 1.000 1.000 1.41* 1.464 1.464 1.464 2.288 2.288 1.464 1.464 2.288 1.464 1.464 l.4M 1.464 2.288 1.464 1.464 2.288 a.zas 2.288 2.288 1.464 1.464 !.GOO1.464 1.464
146 3.221 3.221 1.464 2.28S 1.000 1.464 1.COO2.288 2.288 1.000 1.000 1.000 2.288 2.288 3.221 3.221 1.000 1.000 1.000 1.•000 1.000 1.000 1.000 1.000 2.288 2.28S 2.Z88 1.000 1.000 1.000 1.000 3.221 1.000
147 1.464 1.000 3.221 5.000 1.464 1.464 3.221 5.000 1.000 1.000 I.GOO1.000 1.464 1.464 5.000 5.000 1.454 1.•464 1.000 1.000 1.464 3.221 1.000 1.464 1.000 3.221 1.000 1.464 3.221 1.464 1.000 1.464 1.464
148 1.454 1.464 1.000 1.464 1.000 1.464 1.454 1.464 1.454 1.000 1.464 i.ecc 1.000 1.464 1.000 1.464 1.454 1.464 1.454 1.000 1.464 1.464 1.464 1.464 2.288 2.288 1.000 1.000 1.000 1.464 1.000 1.000 1.464
149 1.464 2.288 1.464 2.:288 1.000 1.464 1.000 1.464 2.238 1.464 2.288 1.000 1.000 1.454 3.221 5.00() 1.464 2.288 2.288 1.000 l'COO1.454 1.464 1.464 1.464 1.454 1.000.1.000 I.COO1.464 1.000 1.464 3.221
150 1.464 2.288 1.000 1.454 1.464 1.454 2.268 2.288 1.000 1.000 3.221 2.288 3.221 1.464 1.000 1.464 1.000 1.464 1.000 1.464 3.221 1.454 1.000 1.000 5.000 3.221 1.000 3.221 1.464 1.454 1.000 1<0001.000
151 1.464 2.288 1.000 1.46~ 1.464 t.464 1.464 1.454 1.464 1.000 1.454 1.000 1.000 2.288 1.454 1.464 2.288 2.28S 1.464 1.464 1.000 1.464 1.01)01.464 2.288 2.288 1.000 1.000 2.2S8 1.000 1.000 I.Of;()1.000
152 2.288 2.288 1.464 1.464 1.464 1.464 2.288 2.288 3'.221 2.288 2.2.883.221 2.288 2.2.88 3.221 5.000 2.288 2.2SS 2.288 1.454 1.464 1.464 1.464 1.45? 3.221 3.221 1.464 1.464 1.000 1.454 1.000 2.288 1.454
153 3.221 2.288 1.464 104M 1.464 1.464 1.4Il? 1.454 1.464 2.2Bll 3.221 3.221 1.464 2.288 5.000 3.221 1.464 1.464 1.000 1.000 1.464 1.454 2.288 1.454 2.288 2.288 1.000 1.000 2.288 1.000 1.000 1.000 1.000
154 1.464 1.000 1.000 1.464 a.zea 1.464 1.464 1.000 1.000 1.464 1.000 1.454 1.000 1.~64 2.288 3.221 3.221 1.464 1.000 1.464 1.000 1.000 1.000 1.000 i.cce 1.000 1.000 1.000 1.000 1.000 1.000 1.000 3.m
155 3.221 3.221 1.464 1.464 1.464 1.464 1.464 1.464 1.000 1.464 1.000 1.454 1.464 1.000 .5.COO5.000 2.288 2.288 1.464 104M 1.000 1.000 1.000 1.000 2.288 2.288 1.000 1.000 1.464 1.464 1.464 1.464 1.464
156 1.464 2.28a 1.464 1.464 1.464 1.464 1.464 1.464 l'POO 1.464 1.000 1.000 1.000 2.283 3.221 5.000 1.464 2.288 2.288 2.288 1.464 1.454 1.000 1.464 2.288 2.288 1.464 1.464 2.Z88 1.464 1.464 1.454 1.454
157 1.000 1.000 1.000 1.464 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 5.000 1.464 1.464 1.000 1.000 1.000 1.000 1.000 1.000 2.288 2.288 1.000 i.ceo 5.000 2.288 1.000 1.000 1.454
158 1.464 2.288 1.454 1.464 1.456-2.288 1.464 1.464 1.464 1.000 1.4f.4 1.000 1.000 1.464 2.288 2.288 1.464 3.221 2.288 1.464 1.000 1.464 1.000 1.464 1.464 2.1m 1.464 1.000 1.000 1.464 1.000 1.464 1.454
159 1.454 1.464 1.464 1.464 1.464 1.454 1.464 1.464 1.454 1.464 1.454 1.464 2.288 2.288 3.221 3.221 2.288 1.464 1.464 1.464 2.2&8 2.288 1.464 2.288 2.288 2.238 1.464 1.464 1.000 1.464 1.464 2.28S 1.454
160 1.000 1.464 1.000 1.464 2.288 1.454 1.464 2.288 1.000 3.221 2.288 1.000 1.464 2.288 1.464 3.221 1.464 2.288 1.000 1.464 1.000 1.000 1.000 2.288 1.464 2.28a 1.003 1.000 1.000 1.COOI.QOO1."64 1.464
151 1.464 2.288 1.464 2.2Bll 1.464 ,.288 1.464 2.288 1.454 1.464 1.464 1.454 1.000 1.464 2.208 2.288 1.454 1.454-1.464 1.000 1.000 1.464 1.464 1.464 3.221 1.464 1.000 1.000 1.000 2.288 1.000 1.~€4 1.000
162 1.000 1.464 1.000 1.464 1.000 1.000 1.Om. 1.464 2.288 1.4&11.464 1.464 1.000 2.288 1.464 1.000 1.000 1.464-1.000 1.464.1.464 1.464 2.288 2.288 1.000 i.oec 3.221 3.221 1.000 1.464 1.000 1.464 1.000
163 1.000 1.464 1.000 1.464 1.000 1.464 1.000 1.464 1.454 1.000 1.464 1.000 1.000 1.464 1.000 1.000 1.464 1.464 1.000 1.QCO 1.000 1.464 1.000 1.!J.005.000 5.0002.288 1.464 1.000 1.000 1.000 1.000 1.000
154 1.000 1.000 1.464 1.454 1.464 2.288 1.464 1.000 1.000 1.000 1.464 LOOO5.000 3.-1215.~00 5.000 1.464 1.464 1.000 1.000 2.295 2.288 1.464 2.288 1.464 2.288 1.464 1.464 1.464 3.121 1.000 1.464 2.2S8
165 1.454 1.464 1.000 1.000 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1454 1.464 1.464 1.464 1.464 1.464 1.464 1.4€~ 1.4C4 1.464 1.000 1.000 I.OCO1.000 1.0DO1.000 1.000 1.000 1.000 1.000 i.Oila
166 1.464 1.464 1.000 1.000 1.464 1.464 1.464 2.288 1.464 1.464 1.464 1.464 1.000 1.454 2.288 3.221 1.464 1.464 1.464 1.000 1.0CO1.000 1.454 1.454 2.288 2.288 1.464 1.001l1.000 1.464 1.000 1.464 1.000
167 1.464 1.000 1.000 1.000 1.464 1.464 1.4t'4 1.464 2.288 1.464 2.288 1.464 2.288 2.288 5.000 5.001l 1.000 1.000 2.288 1.464 1.000 1.000 2.288 3.221 3.221 2.288 1.00Q1.000 1.464 1.600 1.000 1.464 1.464
168 1.464 1.464 1.464 1.454 1.000 1.000 1.464 1.464 1.000 1.464 1.454 1.464 1.464 1.464 1.464 1.464 1.464 1.464 1.000 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.000 1.454 2.288 1.464 1.GOO1.000 2.288
169 1.464 2.288 1.000 2.288 1.000 3.221 1.464 2.288 2.1.8111.464 2.288 2.288 1.000 3.221 1.464 1.454 1.000 3.221 2.288 1.000 1.000 3.ZZ1 1.000 5.000 1..288 3.221 1.000 1.000 1.464 2.288 1.000 1.000 1.464
170 1.000 1.000 1.000 1.000 1.464 1.464 1.000 1.000 1.000 1.000 1.000 1.000 3.221 2.288 1.000 1.000 1.464 1.464 1.000 1.0!lO1.000 1.000 1.COO1.000 1.000 1.000 1.464 1.000 1.000 1.0CO1.000 1.000 1.454
171 1.464 2.288 1.464 1.464 1.000 1.464 1.464 1.454 1.464 1.464 1.464 1.454 2.28S 2.28S 5.000 5.000 1.464 i.464 1.464 1.000 1.464 1.464 1.464 1.454 1.464 2.2ea 1.000 1.454 1.000 1.464 1.000 1.464 1.464
172 1.464 2.288 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.464 1.464 1.000 1.000 1.000 2.288 3.221 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.454 z.zaa 1.000 1.000 1.000 1.000 1.000 1.000 1.464
173 2.Z88 2.288 2.288 2.2882.288 1.454 2.283 1.464 1.464 1.464 5.000 1.454 1.454 1.454 2.288 2.288 1.464 3.221 ,.<88 2.288 1.464 1.464 1.464 1.464 2.288 3.22.1 1.464 1.464 I.COO1.464 1.464 1.464 1.464
174 1.0CO1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.464 1.464 1.464 1.464 2.288 1.464 3.221 1.000 2.2M 1.464 1.000 1.000 1.000 1.000 1.454 1.464 1.464 1.000 1.000 1.464 1.464 1.000 1.4f4 5.000
175 1.464 1.464 1.464 3.221 1.454 1.454 1.464 1.464 1.464 1.464 1.464 1.464 2.288 2.288 s.zzi 3.221 1.464 1.464 1.464 1.464 1.000 1.000 1.000 1.000 1.464 2.288 1.000 1.00() 1.000 1.464 1.000 1.COO3.221
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APPENDIX 5: STATEMENT COPElS

STATEMENT
1. In general Black males have

the objectivity required to
evaluate business situation
prvperly.

2. Ilt general ....Black females have
the object.:k;vityrequired to
evaluate bt:teiness situationsproperly. .

3. Black males have
capability to acquire
necessary skills to
successful manage~s.

the
the
be

4. Black females have
capability to aLquire
necessary skills to
Successful managers.

the
the
be

5. Black males are ambitious
enough to be successful in the
business world.

6. Black females are ambitious
enough to be successful in ·the
business world.

7. Black males can be assertive
in. business situations that
demand it.

8. Black females can be assertive
in business situntions that
demand i't.

9. Black females possess the
self....confidence r~1uired to be
successful in business.

CODE
Objectivity (M)

Objectivity (F)

Managerial
skills (M)

Managerial.
skills (F)

Ambitious (M)

Ambitious (F)

Assertive (M)

Assertive (F)

Self··
confidence (F)

y
It
I

I'

I
l

I

.'
I

o _ co 0, 215><, 1]'1
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APPR!IDIX 5 Continued

10. Blaok males possess th~ self-
oonfidenoe required to be suo-
oessful in bUsiness.

11. Black females are competitive
enough to be successful in the
business world.

12. Black males are competitive
enough to be successful in the
business world.

13. Blaok males
in business
demand it.

can be aggressiye
situations tha-c

14. Black remales can be aggressive
in business situations that
demand it.

15. Top management in my
fully committed toand advancing Black
management positions.

16. Top management in my company is
fully committed to developing
and advancing Black females to
management positions.

company is
developing
males to

17. Generally,
persevere
obstacles.

males tend to
task despite

Black
with a

18. Generally, Black females tend
to persevere with a task des-
pite obstacles.

19. Ble.ok females are prepared to
put in the 9ffort required to
suaceed in business.

20. Black males are prepared to put
in the effort required to suc-
ceed in business.

21. Challenging work
BItt to Blacks
Wh~.tes.

is as import-
as it ia to

CODE
Self-
confidence (M)

Competitive (M)

Aggressive (M)

Aggress:i....,"e(F)

Top
commitment (M)

Top
commitment (F)

PerseV9." 'M)

Persevere (F)

Effort (F)

Effort (M)

Challenge (B)



APPENDIX 5 Continued

STATEMENT

22. Challenging work is as ira[.::::rrt-
ant to Black females as it is
to Black males.

23. Blacks are just as capable a.s
Whites of assuming leadership
reIns in organisations.

24. Black females ar'\ capable of
assuming lead~rshi~ roles just
as often as Bla~k males.

do not allow their emo-
to influence their rnana-

behaviour m0"~e often
Whites.

25. Blacks
tions
gerial
'chan do

26. females do not :low
emotions 'to influende

managerial behaviour mOre
than do Black males.

Black
their
their
often

27. On average, Black managers are
just as capable of contributing
to an organisat~~n's overall
goals as are White managers.

28. :Blacks are j11.st as capable of
learning mathematical and mech~
anical skills as are Whites.

29. Because of educational and
other disadvantages, :Blscks
should be provided with special
training and development opper ...
tunities over and above those
provided for Whites.o

o

s

}
I

) 0".1

CODE
Challenge (F)

Leadel:'sh:ttJ
roles (B)

Leadership
roles (F) i

i!
III
l:
o /1:

"ll.· .o __
0,

j

\.
I
Ii
t

Eh'notions(B)

Emotions (F)

Contribute (B)

Maths (B)

Affirm (B)
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l'iliPENDIX5 Continued

STATEMENT
30. It is acceptable for

females to compete with
males for top executive
tions.

Black
Black
posi-

31. Slacks should be given equal
opportunity for participation in
manaqementi training programmes.

32. Most Blacks ~!l sen.ior positions
in organi~ations have earned
their status by vir'cue of their
skills.

33. Blaoks should receive special
sup)?ort and assistance, suoh as
mento:r:ing, to help them make
meaningful progress in busine~s.

CODE
Compete (F)

Equal (B)

StatusI earned (B)

I
Special
s\,l.'P);)()I:t(B)



jU?PENDIX 6:: BIOGRAPHICAL PROFILE

1. GENDERl1ala
Female

2. AGE
20 or less
21 - 30
31 - 40
41 - 50
51 ...60

I>

3 • EDUCATIONAL LEVEL
13elo1.:1matrio
Mat:dcDiplomaFirst degree
Post graduate diploma
Post g.raduate de.gree

Ii
4. ORGANISATIONAL LEVEL

TOp manaqement,
Senior managemBntMiddle management
Junior. managementSupervisoryBelow supel.'Vj.sory
Other

0,

5 • H01'iE J..ANGUAGE
Sot.hoTswana
Venda
ZuluNdebele
ShangaanPedi
Xhosa
NguniNul tiJ,ingual
Swahili
English
Tsonga

NUMBER
131
44

PERCENTAGE
74,9
25,1

NUMBER
1

3a
87
34
15

PERCENTAGE
0,6

21,7
49,7
19,4
8,6

NUMBERa
27
5.S
35
19
21

PERCENTAGE4,6
15,4.
37,1
20,0
10,9
12,0

NUMBER
7

22
4247
17
·20
20

PERCENTAGE
4,0

12,6
24,0
26,9
9,7

11,4
11,4

NUMBER
49
23
1

73
1
4
2
9
1
5
1
4
1

PERCENTAGE
28,2
13,2
0,6

42,0
0,6
2,3
1,1
5,2
0,6
2,9
0,6
2,3
0,6



APPENDIX 7: MEANS AND STANDARlJ DEVIATIONS FOR
V.lUUABLES

VARIABLE MEAN STANDARDDEVlATION
Q 1 Objectivity (M) 1.663 0.135
Q 2 Objectivity (F) 1.905 0.711
Q 3 Man.agerial skills (M) 1.219 0.439
Q 4 Managerial skills (F) 1.424 0.616
Q 5 Ambitious (M) 1.351 0.527
Q 6 Ambitious (F) 1.497 0.578
Q 7 Assertive (M) 1.402 0.491
Q 8 Assertive (F) 1.593 0.560
Q 9 Self-confidence (li') 1.704 0.685
QI0 Self-confidence (M) 1.428 0.450
011 Competitive (F) 1.728 0.790
Q12 Compe'titive (M) 1.506 0.586
Q13 Aggressive (M) 1.706 0.809
014 Aggressive (F) ),,991 0.881
Q15 TOP oonunitment (M) 2.704 1.339
Q16 Top commitment (li') 3.219 1.351
017 Persevere P~) 1.483 0.544
QlB Persevere (F) 1.'728 0.747
Q19 Effor.t (11' ) 1.477 0.504
Q20 Effort (M) 1.346 0.4:45
Q21 Challenge (B) 1.305 0.638
022 Challenge (F) 1.471 0.679
Q23 Lea1ership roles (B) 1.224 0.420
Q24 Leadership roles (If) 1.530 0.691
Q25 Emotions (B) 2.007 0.898
Q26 Emotions (If) 2.326 0.916
027 Contribute (B) 1.271 0.600
Q28 Maths (13 ) 1.285 0.662
Q29 Affirm (B) 1.454 0.B07
Q30 Compete (F) 1.432 0.664

~
Q31 Equal (B) 1.089 0.370
032 Status earned (B) 1.628 0.889
Q33 Special support (B) 1.652 0.910

0
1.000 = Strongly Agree
1,.464 :r:; Agree
2.288 = Uncertain

o 3.221 = Disagree
5.000 :;:I Strongly Disagree
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APPmDIX 9: EIG!N VM1JE S£MoWlY

No. Eigenvalue
1 6.0565
2 2.3613
3 2.0006
4 1.8899
5 1.8443
6 1.7286
7 1"5~-"8 1.4794
9 1.3365

10 1.3084
11 1.1734
12 1.0390
13 0.9566
14 0.773815 0.7498
16 0.698117 0.6438
18 0.6023
19 0.557920 0.5301
21 0.5038
22 0.4229
23 0.4064
24 0.3635
25 0.3307
26 0.2931
27 0.2775
28 0.2484
29 0.2260
30 0.1925
31 0.1829
32 0.1459
33 0.1168

Percent
18.35
7.16
6.06
5.73
5.59
5.24
4.73
4.48
4.05
3.96
3.56
3.15
2.90
2.34
2.27
2.•12
1.95
1.83
1.69
1.61
1.53
1.28
1.23
1.10
1.00
0.89
0.84
0.75
0.68
0.58
0.55
0.44
0.35

Cumulative rercent
18.:t5
25.51
31.57
37.30
42.89
48.12
52.85
57.33
61.38
65.35
68.90
72.05
74.95
77 .30
79.57
81.68
83.63
85.46&7.15
88.76
90.28
91.56
92.80
93.90
94.90
95.79
96.63
97.38
98.07
98.65
99.20
99.65

100.00
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APPENDIX10: SCREEPIOf OF EIGEN VALIJES
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Variable'Factor 1 Factor 2 Factor 3 Factor 4 Communalit~
QlC -.1156 -.5703 0.1003 -.0219 0.3492
Q2C 0.1124 -.4952 0.2773 0.1938 0.3723
Q
,.,..
.) -

o

Q4C
Q5C
Q6C
Q7C
QBC
Q9C
QlOC
QllC
Q12C
Q13C
Q14C
QI5C
QI6e
Ql7e
Ql8e
Q19C
Q20C
Q21C
Q22C
Q23C
Q24C
Q25C
Q26C
Q27C
Q28C
Q29C
Q30C
Q31C
Q32C
Q33C

0.2322
0.1583
0.2126
0.1.339
0.0115
~.(\169
-.0118
0.0031
0.0805
0.2163
0.3914
0.2922
..,.2944
-.3250
0.4092
0.2757
-.0913
0.2046
0.6594
0.4779
0.4508
0.3073
0.3415
0.3772
0 •.'.)318
0.6563
0.1017
0.0710
0.0364
0.1651
....0710

-.7834
-.tiaGO
-.6566
.. ,4647
....5292
-.3561
0.0206
~.2405
-.1699
-.1486
-.3115
-.1952
-.3771
-.2647
w.1001
~.0488
0.1053
-.0375
-.0492
~.0121
...1287
-.1955
~.0133
-.0652
0.0157
-.1655
0.0253
...1260
0.0195
-.0998
0.0577

-.0307
0.0132
0.0074
0.4315
0.3378
0.5269
0.6945
0.3664
0.4689
0.4882
0.1056
0.3603
0.2010
0.2043
-.0609
0.4495
0.6697
0.3472
0.2641
0.5149
0.3261
0.4563
0.2901
0.3605
-.0080
0.0398
-.0364
0.5166
0.0669
0.2903
....0430

0.0590
0.0770
w.1618
-.0084
-.0108
0.1566
-.0306
...1401
-.0803
-.0743
0.0313
0.0595
-.2354
-.3397
-.4958
-.2021
-.0642
-.3544
-.0595
0.0875
-.0870
0.1250
-.1824
-.1052
....0672
-.0043
-.579B
0.1232
... 7003 .
0.161.7
-.5631

0.6721
0.5018
0.5026
0.4201
0.3944
0.4292
0.4838
0.2117
0.2617
0.3128
0.2623
0.2569
0.3248
0.3328
0.4270
0.3212
0.4721
0.2894
0.5105
0.5013
0.3337
0.3565
0.2342
0.2875
0.4039
0.4596
0.3485
0.3029
0.4965
0.1476
0.3273



APPENDIX 12: FACTORS AND FACTOR LOADINGS

FACTOR NAME ITEMS FACTOR CONBRACH'S
LOADING I

I'

Factor 1
Equal
capabilities
.•Black &
Whit~

Factor 2
Black
Capabilities

challenge (B)
1vlathsskills (B)
Contribute (B)
Leadership roles (E)

0,67
016594
0,6563
0,6318
0,4508

Uanagerial skills (M)
Managerial skills (F)
JAmbitious !M)
Objectivity (1-1)
Assertiveness (M)
Objeot.brity (F)
AIDhitiou,J (F)

0,76
0,7834
0,6860
0,656&
0,5703
0,5292
0,4952
0,4647

Factor 3
Black
Female
Capabili'ties

Self Confidence (F)
Effort (F)
Assertiveness (F)
compete (F)
Challenge (F)
Competitive (F)
Leadership Roles (F)
Persevere (F)

Facto:.:4
Affirmative
Action

Equal (B)
Affirm (B)
special support (B)

0,69
0,6945
0,6697
0,5269
0(5166
0,5149
0,4689
0,4563
0,4495

0,53
0,7003
0,5798
0,5631
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RESULTS OF TWO-SAMPLE ~-TESTS

I
1

I
!
1
k
l'
t

f

ft

1. Gender differences in attitude~ towards each variable

~VARIP..BLE
~ F TEST FOR VARIANCE T TEST FOR EQUAL MEfu'TS

F PROB IACCEPT REJECT T I PROB ACCEPT REJECT

It

I RATIO F<F HO HO STAT I T<T HO HO
CRIT i CRIT

I
I

Objectivity (M) 1,191 0,485 V 1,054 0,293 V
Objectivity (F) I 1,222 0[422 V 2,050 0,040 V
Capability (M) 4,583 0/000 V 0,976 0,331 V
Capability (F) 1(840 0,016 V 0,076 01940 V
Ambitious (M) 1,526 0,092 ' V -0,283 I 0,778 V
Ambi tious (F) 1,033 0,896 V 01156 0,876 V I
Assertive (M) 1,397 0,182 V -0,167 0,861 V
Assertive (F) 1,232 0,405 V 1,193 0,235 V

1 se1f- confidence (F) 2,143 0,003 V 4/112 0,000 V
Se1f- confidence eM) 1,579 0,069 V 1,%2 0,051 V
Competitive (F) 1,685 0,039 V 1".7':4 0/083 V
Competitive (M) 1,552 0/081 V 1,423 0,157 if
Aggressive (M) 1,999 0,007 'I -1,011 0,316 if
Aggressive .(F) 1,010 0,970 V -01370 0,712 V
Top commitment (M) 1101~9 0;940 V 1,110 0,269 V
TOp commiL~ent (F) 1,01,8 0,707 V 0,998 0,320 V
Pe~severe eM) 1,014 . 0,956 V -1,635 0,104 V
Persevere (F) 1,233 0,402 V -0,776 0,439 V
Effort (F) 2/002 Or007 ,r 2,514 0,013 V
Fffort {M} 1,617 0/056 V 0,496 0/621 V
IChal1enge (B) 1,320 0,268 if 0/035 0;972 V
~Challenge (F) 1,205 0,364 V -0,073 0,942 V
Leadership rol~s (B) 2, ~:80 0/000 v 1,329 0,186 if
!tLeadership role:" (F) 1,1.21 0,647 V 1,425 0,156 if

in

i~ ~' 0 --,
'I( 0 ...=:.
\~ "-,,,.~~----~,,-~--;:,,--..,~" .
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1. Gender .differences in attituaes towards each variable.

MEANS Ir;CT ..
F TEST FOR VARIANCE T TEST FOR EQUAL

VARIABLE F I PROB ACCEPT REJECT m PROB ACCEPT IREJ..

RATIO F<F HO HO STAT T<T !IO B
CRIT GUT

Emotions (B) 1,133 0,61.7 if -0,638 0,524 if
Elllotions(E) 1,067 0,796 V -0,075 0,941) if
Contribute (B) 1,870 0,013 if 0,098 0,922 if
Maths skillS(B) 1,386 0,.193 if -0,503 0,616 if
Affirm (B) 1,293 0,305 V -0,428 0,669 if
Compete (T) 1,241 I Q,388 V -0,462 0,644 if IEqual (B) 5,895 O,~OO if 0,441 0,660 if
Status earned (B) 2,732 O,OO~ if 2,690 0,008 ISpec~al snpport (B) l_i,132 0,619 V --1,243 0,216 if
-~----~------~~ ~-- - -~-~_- ~~'-- -~--~-.--- ----------- --------

if

t','

2. Gender differences in attituue~ towards each factor
I F TEST FOR VARIANCE T TEST FOR EQUAL MEA..~S
FACTOR F PROB ACCEPT IREJECT T PROB ACCEPT IREJECTRATIO F<F Zo. HO STAT T<T HO I HO jI CRIT CRIT

\

I Equal capabilities 1,387 0,192 V {),078 0,938 V i I

II - Black & White IiBlack capabilities 1,675 0,041 V 1,012 0,314 V
I Black female 1/323 0,260 V 1r646 0,100 V
II capabilities

-0,880 I 01380tA~firmative action_ I _1,104 0,691 I V v- I1

17""" ···3····WOO
~. """'-~"-~--.,. ..,-~-.", .. /'
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3. Gender differences in attitudes towards male and female capabilities
I F TEST FOR VARIANCE T TEST FOR EQUAL KLEANS I
CONSTRUCTS F PROB ACCEPT REJECT T PROB ACCEPT REJECT

RATIO F<F HO HO STAT T<T HO HO
. CRIT CRIT

IMale capabilities 11057 0,324 if 0,740 O,46~ V 1
F:rnalec~pab~lities _I !,092 O/72_~_,-_~~ L__" !186~ :f~!:__1__v _~• I

4. Differences in attitudes towards male and female capabilities

~,

F TEST FOR VARIANCE T TEST FOR EQUAL MEANS I
RESPONSE GROUP F FROB IACCEPT REJECT T PROB ACCEPT REJECT I

RATIO F<F HO HO STAT T<T HO HO
CRIT CRIT

:All respondents 1,433 0,018 V -6,406 0.1000 V

'IJ
,Male respondents 1,460' 0,036 V -6,020 0,000 I :,v

:Fem"le ;z:espondents _1 ,265 0,445_~ V -2,424 0,017 __ __j v J
~,
:,1

Note: For the F-Test
Ho : Variances of males and females are e~al
Ha : Variances of males and females are not equal
For the T-Test
Ho : Means of males and f,emales are equal
H_ : Means of males and females are not equal

CI.

(? 0 0 *)
.~.-~." ,,d
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SHORTAGE OF

BLACK MANAGERS

- -11% 1
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Envi"'onment
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WHY SOME
BLACKS REMAIN
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WHY BLACKS
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