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FOR BLACK CAREER WOMEN -
THE \VISIBLE QUIET CONTRIBUTORS

A job is meaningful because it measures one's ability in
terms that can be judged publicly and equally with
others, its worth money, and money here isn't merely
money, it's a standard of ability which has nothing to
« ) with feminity but only with human capabilities.

Dinah Wessels| {i1982+20)



TABLE OF CONTENTS

ACKNOWLEDGEMEN S

SUMMARY

CHAPTER 1 INTROD CTION

1.1
1.2
1.3

Skills sh tage
Purpose of this study
General utline of the thesis

CHAPTER 2 BLACK CAREER WOMEN

2.1
2.2
2.2.1
2.2.2
2.2.3
2.3
2.3.1
2.3.1.
2.3.1.
2.3.1.
2.3.1.
2.3.1.
2.3.1.
2.3.1.
2.3.1.

e e )

WoNDOhWN

2.3.1.1.
2.3.1.1.

2.4
2.4.1
2.4.2
2.4.2.1
2.4.2.2
2.4.2.3

Introduction

Employ nt trends among black women
Professions

White ¢ larrjobs

Industry

Problems facing all working women
Problems in the environment
Factors within the organisation
Personnel policies

Power t ‘rarchy

Day to day problems

Lack of mentors

Reward structures

Attitudes of males to the advancement of career women

Sexual irassment
Probler ; experienced by re-entry women
Myths and stereotypes

Problems experienced by black career women

Introduction

Proble ; unique to black career women in South Africa

Culturi problems
Self esteem
Pay inc uity

Page
(vi)

(vii)

IS

o oo oA BN

11
11
11
11
12
12
13
13
14
14
16
16
17
17
18
19



24.2.4
2.4.2.5
2.4.2.6
2.4.2.7
2.4.2.8
2.4.2.9
2.4.2.10

CHAPTER 3

3.1
3.2
3.3
3.4
3.5
3.6
3.7
3.8
3.8.1
3.8.2
3.8.3

CHAPTER 4

4.1
4.2
4.3

4.3.1
4.3.2
4.3.3
4.3.4
4.4

4.4.1
4.4.2
4.4.3

Influx cc itrol

Married women have limited rights
Family re 1ited problems

Margina vy

Established employment practices
Lack of mentors

Conclusion

STRENGTHS OF BLACK WOMEN

Some support from culture
Hard working

Entrepreneurship

Own organising abilities

Role models emerging

Support from white women
Education improving

Special attributes
Communication and cooperation
Affiliation and attachment
Emotionality, vulnerability and lack of self confidence

METHC OLOGY

Introduction

Phenor ‘:nology

A comparison between qualitative and quantitative
research

Truth value

Applicability

Consistency

Neutri vy.

Methodology used in this study
The approach

The participants

The interviews

(i)

Page
21
21
22
23
23
24
25

26

26
27
27
28
28
28
29
29
29
30
30

32

32
34

36
40
a1
42
42
43
43
44
45



(iii)

Page

4.4.4 Explica g the protocols 47
4.4.4.1 The att ude of the researcher 47
4.44.2 Stone's phenomenological methods of explication 48
4.4.4.3 Arriving at ageneral description 50
4.4.4.4 Guidelines followed in this study 51
CHAPTER 5 ANALYSIS OF TRANSCRIPTS 52
5.1 Introduction 52
5.2 Discussion of responses to the questions 53
5.2.1 What work related problems have you experienced

or are presently experiencing? 54
5.2.2 Do you think that being a career woman affects your

role as a wife? 54
5.2.3 Do you think that being a career woman affects your

role as a mother and home-maker? 55
5.2.4 How does beingcacareer woman jaffectyour

relationships?’/ tie.cfamity, friends) 57
5.2.5 How do you fit into the community as a working woman? 58
5.2.6 How do you think that being a career woman affects

the way you feel about yourself? 59
5.2.7 How do you cope with the problems you have mentioned

earlier on? 59
5.2.8 What d you think the future holds for black career

women? 60
5.3. Practici solutions to the problems 61
5.3.1 Employer 61
5.3.2 Society 62
5.3.3 Government | 63
5.3.4 Action by women 64
5.4 Suggestions for future research 64
5.4.1 The problems experienced by.black career women 65
5.4.2 Career orientation of black women _ 65
5.4.3 Atti' des of black male managers to the advancement

of black women in business 65

5.5 Limitations of this study 66



5.6 A general description of the experience of the
problems encountered by the black career woman
5.7 Conclusion

LIST OF REFERENCES

(iv)

Page

66
67

70



LIST OF TABLES

TABLE 1

ABLE 2

TABLE 3

TABLE 4

Occupational distributions of black and white women,
1940, 1960 and 1980

Employment trends of black women in professions,
1969, 1981 and 1983, compared with some other
groups in South Africa

Employment trends of black women in managerial,
clerical and sales positions, 1969 to 1983,
compare with some other groups in South Africa

Employment Trends of black,\women industry and
related work, 1969 to 1983, Compared with some
other groups in South Africa

LIST OF APPENDICES

APPENDIX A Example of the letter sent to subjects requesting

participation in the study

B General instructions given to the subjects
p r to the commencement of the interview

C ( lestions ast___| during the interview

D Transcripts of the interviews

(v)

Page

10



(vi)
ACKNOWLEDGEMENTS

| wish to thank the fc ‘owing individuals for their valuable contribution to this
mini-thesis:

- The skill and understanding of a supervisor is essential for the
completion of a project. In this respect Dr Glenn Allen Richardson,
my supervisor, guided the early stages of this paper and saw it
through to its completion.

- Dr H.J. van Daalen for his support and encouragement.

- My husband, Ntoz, for his support, understanding and
encouragement.

- My mother, sisters and brothers for.their prayers and transcribing the
interviews.

- Tiny Lusu for support, interest.and,constructive criticism.

- Noxolo {Nox) Mabandlela for assistance in typing the interviews.

- Mrs L. van d¢ Merwe, Nokulunga Nkolonzi and Pumla Nyawombi for
typing the manuscript.

- Fiona Lees for typingthe final manuseript:

- The subjects, for without their voluntary participation this stﬁdy
wouldn't have been a success.

- The Human Sciences Research Council Infostop for supplying me with

1formation.

ALICE
| ‘BRUARY 1993



(vii)
SUMMARY

A QUALITATIVE STUDY OF THE PROBLEMS EXPERIENCED BY
BLACK CAREER' OMEN IN THE BORDER REGION

by

NANDIPHA MEGAN SISHUBA

DEGREE: M S>STER OF ADMINISTRATION
SUBJECT: I JUSTRIAL PSYCHOLOGY
SUPERVISOR: DR G.A. RICHARDSON

Black women in Soi n Africa are exposed to double discrimination, because
they are both black and\women: Hawever;very little is known about the
black career woman, particulary ;the problems she experiences, her
strengths which make her to move upwards on the occupational ladder
despite her problems.

This investigation explored these issues within a qualitative research
paradigm, using a phenomenological approach. Ten black career women in
the Border region were interviewed using a semi-structured interview to
elicit responses . )out the problems they experience as black career women.
Existing research on career women has tended to concentrate on white
career women and there is also a lack of qualitative research in this area.

The findings of this ivestigation are best summarized by stating that black
women still face so many problems as are discussed in chapter two of this
mini dissertation. On a positive note, it is worthwhile to note that these
women have made eadway despite their double trouble which indicates
that they have special strengths which wise employers need to take into
account when cons/ 2ring these women as a source of manpower.



University of Fort Hare
Together in Excellence



WA
N

N \
IN | VIDE
]
TUO |LUMEN

University of Fort Hare

Together in Excellence



interview conducted with ten black career women in the Border Region.
Chi iter four considers the methodology used in this study. The final
¢ apter contains an 1alysis of transcripts of the interviews conducted with
the subjects. This mini-dissertation ends with conclusions drawn from the
foregoing interviews.



CHAPTER 2

BLACK CAREER WOMEN

2.1 INTRODUCTION

Black women are steadily increasing their participation in and contributing to
the South African economy. These women have not only increased their
participation and contribution to the South African economy, they have also
moved upward on the occupational ladder. According to regular reports and
breakthroughs and s :cess stories in the media black women have gained
entry into positions f responsibility in a wide range of occupations that
previously were the domain of men, particularly white. Actual numbers are
still small but trends are promising.  This progress has occurred an: still
continues, despite the double handicap'that these women have and still
suffer in the working world as they are exposed to discrimination, and
prejudice because they are both women and black.

Discussions given by Prekel, 1980,,,1982,/1986, 1989; Mojalefa 1982;
Pretorius 1982; Mvubelo 1976; are primary sources referred to in this
chapter. This chapter gives an overview of the position of black working
women in South Af :a focusing on the employment trends from 1940 to
1983. This will be followed by a summary of the problems of working
women world-wide. Thereafter more attention will be paid to problems
peculiar to black women in South Africa.

2.2 EMPLOYMENT TRENDS AMONG BLACK WOMEN

In 1940 black and white women's occupations were almost completely
distinct. Black women were almost exclusively employed in unskilled blue
collar occupations, \ 1ereas their white counterparts were largely employed
in the more skilled white collar occupations. Notably 60% of black women
worked as domestic servants (compared with 8% of white women) and
another 11% were farm labourers (compared with less fhan 1% white
women) Cunningham and vlokar, 1992, 542).



2.2.1 Professions

In 1940 only one in wenty black women was employed in professional and
technical pdsitions, compared with one in four white women who were
spread across a number of professional occupations. Black female
profes: >nals were virtually exclusively teachers (Cunningham and Zolakar,
1992), see Table 1. The number of black women in professions has more
than doubled from 1969 to 1981, as can be seen in Table 2. These women
are still heavily concentrated in the traditional women's jobs of nursing and
teachii j, where there have been increases among black women of 207%
and 220% respectively. There has been a rapid increase in other less
traditional professions for instance medical and dental practitioners,
univers y and college professors. and lecturers, medical auxiliaries,
sociologists and sor il workers. Promising also is the movement of black
women into professions quite new to-them such as pharmacy, law, market
research and computers.

2.2.2 White collarjjobs

Black women were almost unrepresented in 1940 in the clerical and sales
occupations that together employed virtually one-third of white women. By
the end of 1960 black women had begun to make inroads into more skilled
occupations. For instance according to Cunningham and Zolakar (1992,
543) the proportion of black women employed as clerical workers increased
from 1.3% to 8,0% over the 20 year period between 1940 and 1960,
although it remained well below that of white women. The number of black
women holding management and administrative positions increased from 20
in 1969 to 751 in 1983 as can be seen in Table 3.

2.2.3 Industry

As can be seen in Table 1, in contrast to the slight gains in occupational
status made by black women between 1940 and 1960, the improvements
between 1960 and 1980 were dramatic. The proportion of black women
employed as domestic servants decreased from 38% to 6%. Table 4 shows
statistics for skilled and semi-skilled workers and operators in various



industi !s. Black women have again shown the highest growth rate among
industrial workers. 1e figures in Table 4 support statements made by
Sarah Chitja and Lucy Mvubelo concerning the progress of black women in
industry. -

Accorc ng to Chitja (1980, 39) the eight black women working in the
clothing industry in t : Transvaal in 1948, represented only 0,14 per cent of
all women workers in industry, and by 1979, the number had increased to
13857 or 82,11% of all women in the (Transvaal) industry. According to
Lucy Mvubelo (1976) when black women first entered the clothing industry
they were not even accepted by the black males and could not join the then
existing all-male African union. But today black women trade unionists play
a leac 1g role in the industry. According to Prekel (1986), between 1969
and 1983, black wi nen also 'strengthened their position in several other
industries, mining (739%), transportation and communication (1 572%),
furniture and timber (184%, food!."liguor and tobacco (104%) and leather
and shoes (1 680%).

2.3 PROBLEMS FACING ALL ' WORKING WOMEN

According to Prekel (1980, 1982 & 1986) the problems faced by working
women are mainly culture bound. She further divides these problems into
two categories, those in the women's work and social environment, and
those that have been internalised by the women.

2.3.1 Problems in the environment

Women of all races and nationalities face a variety of traditional role
expectations and stereotypes in their environments. These affect both
perceptions about women's personalities and their abilities and the way
women are treated at home in the community and at work.



TABLE |

Occupational Distrib
1980.

ions of Black and White Women,

1940, 1960 and

1940

1940

1960

1960

1980 | 1980

OCCUPATION

BLACK

WHITE

BLACK

WHITE

BLACK| WHITE

Professional and
Technical Workers
Doctors, Lawyers, &
Engineers
Teachers

Nurses

Librariai ; & Social
Workers

Other

Managers
Manufacturing
Wholesale
Financial, Insur.,
& Real Estate
Retail, Personal
Service &
Entertainment
Other

Clerical Workers
Secretaries, Typists
& Stenographers
Other

Sales Workers
Financial, Insur.,
& Real Estate
Other

Craft Workers
Factory Operators
Textile
Manufacturing
Other
Transportation
Workers
Labourers
Service Workers
Cleaning and Food
Protection

Other

Private Household
Workers

Farmers

Farm Labourers

© 00000 Oowo »
oo PO ©

—

s+ QO
NOP WON

-

(&)
SNNONONO=ORA=NM®E OO 000

NOOPANOCOINRaA0IWO O=

-—d

nEo
-0~ ©

O -OohAL-
® " wooh

N
= Q)=

O==NOONWOOPOO® NO NPO HKOW

R p—Y
NOOWUIANNOLAO=UGIN WO ==

~HO N
N

© ©O0==0
OCO=_2WUl Gp=

.
-—

SO 20N RO
ONw DN

-—d

YN

W =
~OONNOOW=Om WA

COONOLCIONSWNAN W=

© QCO0RwW= WNO O
SWWEOO o—,w ®

B

W
P AN
RN

N—l

WOOWUONNOON®ON ®O ®WN=
S2CIOINPRa®UOINNO=Y O NAN

-—d
N
wNO O

O BUBBRN oMWV

NOO
=N

O ocoNUI= N
=NCINO OWPH
comN-

IS
—

N
N= W
PWW SN

N
MO N=N 00O

-t

. .
COOOMONGIAI2OW=

a—
LDRPOBPBPRUNBDNOOANN NN WO Cwo

O aNAUNTIONOOWNY AD 00U O®O

=N
~OO=NONUIOO=RANN U=

Source: 1940, 1!

0 and 1980 Decennial Censuses of Population.



TABLE 2

EMPLOYMENT TRENDS OF BLACK WOMEN IN PROFESSIONS, 1969, 1981 and 1983, COMPARED WITH SOME OTHER GROUPS IN S.A

Profession Balck Women Coloured and White Women Black Men White Men
Asian Women
1969 1981 1983 1969 1981 1983 1969 1981 1983 1969 1981 1983 1969 1981 1983

Medical, dental .
technicians - 17 50 26 54 103 467 501 1062 21 79 142 675 613 870
Chemical technician 9 16 6 6 28 94 365 419 363 105 170 162 2 319 1 605 1033
Technical Assistants 29 170 230 4y 504 747 1987 5230 5886 813 1097 2391 3 684 7 851 8573
Medical, dental
practitioners 6 17 39 17 153 85 373¢ 71500 1512 63 144 225 8 741 15227 16096
Nurses and midwives 7132 19720 21888 1351 6607 7699 11516 119373 21518 1218 583 1108 1 092 524 857
Pharmacist - 17 17 - 31 33 272.|F1486 1216 3 24 36 2 287 3842 3643
Home economist/
dietician - 13 10 - 3 18 148 307 336 - - - 1 3 16
Therapists and Medical
auxiliaries 123 217 540 60 251 356 1754 3623 3493 90 86 188 206 240 289
University & College .
professors & lecturers 23 89 329 19 162 771 1187 3002 3371 143 351 554 5026 8684 8794
School teacher 18532 41303 59279 9432 22818 22622 24582CCL32462 44390 18377 23964 30237 18284 24253 20302
Legal profession 0 13 40 7 26 20 79 624 592 41 88 214 5987 6362 6055
Market researcher 1 7 173 — - 3 64 178 133 1 31 50 262 531 414
Librarian/archivist 15 34 28 14 103 173 639 1694 1769 12 78 123 229 266 235
Psychologist 2 12 13 - 6 13 109 421 330 7 39 29 225 832 655
Sociologist 198 249 458 93 421 532 854 1207 1639 165 170 175 241 213 236
Public relations officer - 149 19 3 5 24 108 742 795 47 336 136 460 1153 989
Programmer/systems

analyst - 37 14 5 35 42 305 2021 2207 - 225 98 1312 6209 5585
Total professional” 33613 75503 95251 13059 34918 37743 54799 107513 112958 24037 34506 44906 113399 20 .21 201798
Percentage increase in

total professionals

1969-83 (1981-83) 183,4  (26,2) 189 (8,1) 106,1  (5,1) 86,8 (30) . 78 (0,1)

These statistics understate the increase in the number of professionals, particularly in the case of Black women and Black men, because owing to political

developments bet! >
“Sve iﬁ e zrzzz? 1969 and 1983, statisticsfor Namibia, Transkei,Bophuthatswana, Ciskei and Venda were excluded from recent surveys. Many professionals

“"The totals of professionals in the various race and sex grou i i
: ps are larger than those listed in the table, since o i i i
Black women showed interesting trends were cluded in the table. ’ RLY those occuparional catagories in which

Source: Manpower Surveys, 8, 14 and 15, Pretoria, Derpartment of Manpower.



TABLE

EMPLOYMENT TRENDS OF BLACK WOMEN IN MANAGERIAL, CLERICAL AND

3

-..LES POSITINS, 1969 to 1983, COMPARED WITH SOME GROUPS IN S.A

OCCUPATION BLACK WOMEN#* COLOURED AND WHITE WOMEN BLACK MEN* WHITE MEN
ASIAN WOMEN )
1969 1981 1983 1969 1981 1983 1969 1981 1983 1969 1981 1983 1969 1981 1983

Managerial,
executive and Admin 20 743 751 79 693 1308 5277 20434 22646 567 1533 2109 72891 135437 147845
Accountant(not
registered), book-
keeper 18 63 110 169 852 1011 10432\ 16609 16923 62 705 245 12194 14328 14038
Chashier,teller
paymaster 60 1151 4629 265 3881 4337 10185"/1/15536 17893 842 2144 1576 3869 3088 2753
Clerk: accounting

audit 52 234 469 110 1675 1904 9086 16026 15360 102 743 875 6908 5548 4737
Storeman, stock

clerk 145 1264 1953 560 3041 2079 251877549 3186 7825 13569 15495 16714 11524 12716
Typist,stenographer 298 1153 1528 1014 3946 3726 52770 58220 51894 279 269 584 185 874 860
Office machine

operator” 60 607 470 509 614 436 14093 2924 1332 1017 2224 2346 424 214 194
Operator: computer
and data capturing*: - 504 1099 - 3365 4376 - 12706 15946 - 1025 1168 - 1915 2627
Total clerical
employees 1680 18141 31100 7935 46135 57286 192587 315679 322679 35330 95202 85775 130737 114007 114859
Sales and re
workers 3728 26565 34300 5125 18417 21460 54711 76332 67526 21274 34904 49910 53217 70512 66311
Service:public, '
personal domestic 42855 112024 120546 18020 35279 34066 18005 27351 27489 152352 214021 232694 47312 78683 70701
Percentage increases in main categories, 1969 to 1983, (and 1981 to 1983) by population group
Managerial,
Admin & Exec., 3655 (1) 1556 (88,7) 329 (10,8) 272 (35,8) 103 (9,2)
Total clerical 1751 (71,4) 622 (24,2) 68 (2,2) 143 (-9,9) =12 (0,7)
employees :
Sales and related
workers 820 (29) 319 (16,5) 23 (-11,5) 137 (43,0) 25 (-6,0)
Services employees 181 (7,6) 89  (-3,4) 53 (0,5) 53 (8,7) 49 (-10,1)

. The 1969 survey did not show "Operator: computer and data capturing" as a separate category, but computer operators were included among "Office

machnine operators".

Source : Manpower surveys, 8, 14 and 15, Pretoria, Departments of Manpower.
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TABLE 4

Employment Trends of Black Women in [adustry and Related \Work, 1865 to 1883, Compered with Some Other Groups in South Africa
Skilled and semi-skilied workers* by industry, excluding artisans and apprentices; and artisans, apprentices and supervisors

Incustry Rirck Women Coloured and White Women Black Men White Ifien
Asisn Women
1088 1221 “CE3 1969 1881 1283 1969 1981 19¢€3 1988 1981 1ege 1569 ices
Actwel mining and
quarrying activities 198 285 1 6E2 - - 51 i3 242 347 435887 553186 2351¢36 Z6EE2 34 1¢2
Transporation, delivery,
and communication 3890 € C21 5 €55 287 1836 1688 €988 10551 13017 128 187 15855681 214735 62671 47458
Mets! and motor
industry 2382 S4i15 11085 4074 13023 8534, [Ll5T2 2419 1682 778984 153808 15582 28037 25220
Building and
constructicn - 504 232 3 121 323 6 177 23 28122 117824 115455 15314 12041
Furniture 2ng iirnber 1731 4825 4911 €06 2335 3245 103 g5 61 17008 15 €57 2 337 1548 1380
Clothing, textile, end
cleaning 21379 62624 B58E3 €2080 74 153 7240% 4085 1 £27 2233 42421 34597 31273 2003 7295
Food, liguor, &nd
tebecco 5880 10451 $135¢2 67%4 2 143 5949 g8 1103 1067 21835 46 223 38578 3305 2122
Les‘.her, enitficial
lesther, zn¢ shoes 218 2580 3881 5853 13288 £001 1025 263 236 3588 & 057 5170 571 3¢s
Gless, fibre giass, ties,
lime, bricks, cement 1 855 3689 3838 188 2811 2170 121 41 75 20 3E&8 21050 32383 2241 1754
Chemical, rubber, oiis,
fats, sosp, plastics, ex- X
plosives, feniiizers 1284 5835 850 1028 3237 1781 781, 772 511 1€ €70 34163 .29-128” 5084 718
Printing and pacer 4252 157 €40 2048 23582 2%40 2418 116 1038 5771 7422 €-7g 2222 1222
Tcial workers znd oper-
ators in above inCus- .
ries 45210 105188 110424 B3 189 122838 080SS 21866 18424 20292 228 1182008 1007 €28 3% 234 138472
Aniszns 2nd coprentices - 78 21 88 1037 1638 5710 7 2¢2 6 c24 - \7 277 21808 18E 232 20382
Supenvisors, oihgr
skilied wo'iws 2728 G108 14¢€73 6301 11423 15:1z2H 5683 &§8¢%2 4 2%€ 479E3 335800 174787 ELQ935 £768C
Fercentsge increase 1oia!
dLSI'IPI worners,
1828-E5 (1681-3) Veq (5} 21 (=109 -7.2 (10,1} 25 (=15.7) -%.2
Percentage inclezse
UD”V SOrs,
1988-E3 (188 1-3; Lay jag) 149 i) =40 (-15.5) s 2eq “

I

~J
Y

(8]

A
[O N sl

- (0o
e R &)}

MM
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(]

*Labourers exciuded
Source: Manpower Surveys. 8, 14 ang 15, Pretoriz, Deperiment of Manpower,
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23. 1 Factors within the organisation

Although labour le¢ lations passed in the 1980's have made discrimination
' against women ai other minority groups illegal, residual, traditional
stereotypes prevailing within organisations prevent women from undergoing
further training or being considered for promotional opportunities.

23.1.1.1 Personnel policies

Surveys in 1982 and 1984 regarding employment conditions in companies
employing professio 1| women, show that companies provide inadequate
career planning, discrepancies [in fringe benefits between men and women
occur, women expel nce a lack of access to training programmes as well as
fewer promotional opportunities (Erwee, 1984).

2.3.1.1.2 Power | ‘rarchy

Van Rooyen (1989) suggests that, one of the reasons why so few women
are in executive positions in organisations, is attributable to women's lack of
insight into power and their ability to effectively play organisational politics.
Research is cited which indicates that many women in middle management
positions may have reward power but they may lack expert power because
of the nature of the work they do. Van Rooyen (1989) explains that women
experts find that their expertise is often not substantiated further by
authority inclusion in jower coalitions and their power base is therefore of
limited value in terms of future career development. One of these training
policies is the lack of penetration of women into seats of power in
compe ies.

2.3.1. .3 Day to day problems

There are also a host of day to day problems largely related to inadequate
facilities appropriate ' meet the needs of working women. These include
lack of day-care and reche facilities, opportunities for flexi-time and paid
maternity leave to me ion but a few.
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2.3.1.1.4 Lack of mentors

The lack of women 1 top manage! 32nt positions in most companies means
t 1t women lack re : models and mentors within the workplace. Schmikl
(1984) has expressed reservations about the applicability of the male model
of mentorship to females. Male managers are also hesitant to act as
mentors for women because such a role is unfamiliar to them.

2.3.1.1.5 Reward structures

Brehm (1989) maintains that the economic needs of women have changed
and w h this, the demands which they place upon any pay structure.
Women are no longer working to provide themselves with "pin money"
3Jrehm, 1989, 20) and an interest outside of the home. The growth of
single parent family has compelled 'therny to be sole supporters of their
families. The decline in the South African economy has made the dual
income family a necessity for many women. According to the data gathered
by the PE Salary Surveys it;ean: be noted that the -pay gap between white
males and females of alljrace/, groups in-supervisory and departmental
manager positions has narrowed considerably between 1984 and 1990.
Brehm (1989) observes that women have moved into job categories
reviously held by men (e.g. supervisory levels) where they receive salaries
closer to those of their male counterparts in the same jobs rather than
female salaries.

Another major problem in the environment crippling career oriented women
in South Africa is the joint taxation system which is a strong disincentive for
married women to enter into, or progress in their careers. Especially the
high income bracket women whose services the economy needs most are
discouraged into enforced idleness in this way.

Fortunately, after many years of representation, taxation is now receiving
government attention. The 1987 report of the Commission of Inquiry into
the Tax Structure of the Republic of South Africa chaired by Justice Cecil
Nargo recommended that (amongst others) the system whereby married
women are taxed should be changed to one where men and women are
1 2ated equally and where they should be taxed separately. This is a
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promising move by the government to improve the situation for working
women.

2.3.1.1.6 Attitudes of males to the advancement of career women

Human and Allie (1989) undertook a research on the attitudes of white
English speaking m: @ managers in South Africa. Their findings provide an
indication of the kinds of attitudes which could be expected to be held by a
"liberal" group. This group expressed reservations about the advancement
of women in business. Doubts were expressed by this group about the
objectivity and aggressiveness of women, the ability of women to contribute
to organisational goals; the ambition of women and the acceptability of
responsibility of women assuming leadership positions, the competitiveness,
self-confidence and emotional control of women. |

2.3.1.1.7 Sexual harassment

One of the most underrated, problems of the weorking woman and also the
woman manager is the issue of sexuality.

This can range from the sensitive issue of etiquette in the business
relationship between men and women, through whether to accept dinner
invitations from male business associates to direct sexual harassment on the
job.

Sexual harassment of the working woman occurs far more frequently than
most people realize or admit. Most women suffer the harassment in silence,
regarding it as their personal dilemma and assuming that nothing can be
done. Whatever form such harassment takes, the woman is usually in a
negative position, ¢ e the-male employers, co-workers or.clients making
demands may be in a position to endanger her career progress or even her
economic livelihood. Although bosses and supervisors who have direct
econol ic power over the women concerned are evidently most frequently
the culprits, problems are also experienced with co-workers and even
subordinates (Prekel 1979 and Savery & Gledhill 1988).
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The problem is aggravated because there are no official channels for
complaints, and the superiors of male molesters frequently tacitly or openly
support their behaviour, but most frequently because women fear reprisal.

2.3.1.1.8 Problems experienced by re-entry women

Van Uytrecht (1988) looks at the re-entry women in South African labour
market. Re-entry women refers to "that group of women who re-enter the
labour market after having dropped out entirely for a period of time"
(Richardson, 1991, 85). Van Uytrecht (1988) identifies several specific
problems unique to this group of women and these include:

- Discrimination based on |their age, ‘since most of these women are
older than 30 years, accompanied by a disregard for previous
experience gained as a home 'manager or voluntary worker.

- Little or no support from family members.

- Reduced job satisfaction because these women re-enter the workforce
in less prestigious, jobs,with, lower remuneration than those held
before career interruption.

- Lack of confidence at work due to outdated skills.

- Lack of specialized counselling services to prepare women for re-entry
into the labour market.

- Lack of time-management skills, resulting in feelings of being
overwhelmed.

2.3.1.1.9 Myths and stereotypes

Closely related to culture and tradition are the many myths and stereotypical
beliefs regarding the capabilities, career attitudes, ability to assume authority
and responsibility and the potential of women as managers, that are
accepted and perpetuated by most men and even by many women. Most of
these have been scientifically disproved at least as far as career oriented
women are concerne  These stereotypical assumptions are, however still
applied to all women regardless of their individual abilifies and career
orientation.
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(socic importance, :aning in what they do). This too makes them more
likely than men to leave the corporation in search of other values.

From the above disc ;sion it is fair to deduce that managers who hold these
stereotypes or trac ional attitude about women in the workplace see
employment of wor n to be costly. Turnover rate is higher among women

than men.
2.4 PROBL| /1S EXPERIENCED BY BLACK CAREER WOMEN
2.4.1 Introduction

One common premi ' by authors on black career women is the fact that
racial ani sexual discrimination '‘Have  handicapped these women in the
labour market. Prc el (1989, 12) has this to say:

In a country heére discrimination is' fegal,| where it is officially
"OK" to be prejudiced against, someone, who is different, in
whatever way, most black women are doubly disadvantaged in
the labour market.

This is beautifully st nmarised in the following by Stone (1975, 25):

The racial division of labour (however) does not deny the
existence of a sexual division of labour; it only serves to
complicate it. Women in the dominant racial group may find
themselves i a position superior to that of males of the
dominated group. It is the women in the racially subordinated
group who fii | themselves in the most inferior position. On the
one hand, thc are subjected to racial and on the other hand to
sexual domination. The sexual and racial divisions of labour
generally coi :ide to relegate them to the most subordinate
positions. In instances where the sexual barrier is overcome,
the racial bar »r remains and vice-versa; sexism and racism
combine to fi m a double barrier to true mobility.
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e problems mentioned in the previous sub-section are common to all
v rking women in the various countries. However Prekel (1989) observes
tl 1t these women are up against most of the many problems (both internal
and in the environment) that beset other "minorities” or disadvantaged
¢ cups. The probler . they have in common with other groups include:

Black men: restricted geographic mobility, remnants of
discriminatory laws, overt and covert racial prejudice, lack of
job related skills and education, lack of role models and
mentors, possible language barriers and communication
problems, and resistance and resentment from conservative
whites because of fear of numbers.

"Minorities" in general:  stereotypes, lack of acceptance,
feeling unsure about how to fit in, exclusion from the political
| twork, vulnerability or hyper-sensitivity to criticism, tokenism,
the need to prove oneself, "marginality” between different
cultures, and protective paternalism or deliberate discrimination.

The combination of all these barriers mustsurely:be overwhelming.

2.4.2 Problems unique to black career women in South Africa
2.4.2.1 Cultural roblems
i wur v Black c¢i ures have acculturated due to urbanisation and

Westernisation, some aspects of traditional Black culture still hinder the
advancement of blar . career women.

Traditionally a black man is the head of the home. In Black culture a woman
is a subordinate irrespective of her age, education or marital status. For
instance when a married woman wishes to join a women's union in church
she is asked by the executive committee members whether she has obtained
her husband's permission to join the union. If the answer is no, then she is
told to go back to he husband and seek his permission, if he does not grant
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her permission she 1 ist beg him and she will only come to the union when
the permission has been given by her husband.

This “minor' status ffects the womens' self esteem, their ability to take
independent decisions or to own or run a business.

Edwards (1980) believes that the main reason is the upbringing of girls, and
their habit of obedii ice, which is conditioned into them, they are always
told to be pretty, to be clean, to do what they are told. Men believe that
girls are directed by their mothers rather than by their fathers regarding their
future life and all this is against them, once they get into industry and they
have to stand on thc own and do a demanding job.

Regarding education, again there are many odds facing them. Particularly in
South Africa, educa »n at girl's schools is not directed towards the natural
sciences or towards mathematics! it| is,;again directed towards BA Soc
Science or something similar, but wili certainly not follow a course in what
might be called a "useful" faculty."“A“eombination of these influences is
believed to lead to a [natural-shyness and: a,tack of ;self confidence, some
kind of unassertiveness displayed, by most women-when they are operating
in a practical field in a company (Edwards, 1980).

When a black woman marries she becomes a member of that family and the
in-laws may veto so e of her career related decisions (Prekel, 1989).

The belief held by t 1ck men noted by Mvubelo (1976) that if a woman is
paid the same salary as they are, they (the men) are being discriminated
against is still true today. For instance black male workers become very
embarrassed when ey find out that they are paid the same wages as
women.

24.2.2 Self esteem

The above cultural factors reinforced by the political system and personal
experiences of prej ice and being disadvantaged, could undermine many
black women's self confidence and their ability to assert themselves.
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Naturally this may i ‘ect their ability to achieve and handle responsibility or
authority (Prekel, 1! 9). To this effect Mojalefa, has this to say:

One of the : -ains that | feel the black career woman faces
when she enters a job that has traditionally been reserved for
people of other races or sex, is that she has to prove herself.
From the start she feels that she is put under the test of
proving that . e can do it, not only as a woman but also as a
black woman. Under normal circumstances one would accept
that one has  prove his or her worth in any job. The case of
the black car r woman is, however, different in that it is not a
normal situation. We have here a case of a fourth class citizen
and a woman at that, who is likely to be the last person to be
thought of as suitable for a particular position. How does she
cope with the expectations once she is given the chance?
Does she feel spontaneously; motivated to achieve for the sake
of achieveme or is she struggling to "prove a point', in order
to dispel the possible prejudices-held against others of her kind?
- she copes withhherdjob,) is/she accepted by ther colleagues,
males and females ‘o6fcher colourand/ef the other groups, as
well as by t  clientele of her organisation or is she merely
constantly reminded that she is an exception to the rule? Just
how does it affect one's motivation to achieve in such a job?
What is the possibility that the black woman suffers from what
is known as fear of success in women? (Mojalefa, 1980, 89).

24.2.3 Pay inequity

While women the w ‘Id over battle against pay discrimination, Black women
are usually at the bottom end of pay scales in South Africa.

Mojalefa (1980) me :ions as a major problem the practice of many South
Africa employers of unequal remuneration. According to Prekel (1986)
although officially age discrimination is no longer permitted in most
indust es as a rest of labour legislation following the Wiehahn Report, it
will take a long time for practice to catch up with the ideal because of past
discrimination in terms of both race and sex.
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In a CCV TV New: ne programme on the 25th November 1992, black
women in the survey video mentioned pay inequality as the primary problem
in their work situations. Therefore what was true when Chitja (1980);
Mojalefa (1980) delivered their papers in a seminar titled "Women: a vital
human resource” is still true today.

Mojalefa further mer ons problems encountered by black women as a result
of low pay:

" we accept the principle of wage incentive then we must
admit that the black woman does not receive much in terms of
this. It is not uncommon for them to find themselves in a
position where they are expected to perform the same kind of
functions and to make the same kind of sacrifices as their white
counterparts who hold the same professional qualifications, yet
they find that they earnia lot less, than their white colleagues.
One should thus ask how this knowledge affects the black
women's performance. Espeeially knowing that she has to do
her job very well,/because; she s mare-often,than not in great
need of money. [//have, often wondered> how many black
women give just enough to retain their jobs. How many of
them would not give all of their capabilities or as much as their
white counterparts, whom they regard as justified to do so in
terms of their earnings. How does this affect their loyalty and
honesty to thi - employers and their work stability? How often
are they tempted to change their present jobs for one that is
offering slighi more? (Mojalefa, 1980, pp 88-89).

Prekel (1989) says, besides being demotivating and further undermining self
esteem, low pay also affects black women in various ways such as they
battle to make ends meet, cannot afford day care, domestic help or
applia :es which would help them to manage their heavy work-and home
load. They can al rd neither the time for, nor the expense of further
educa’ n that would help them to improve their occupational prospects.
These financial incapabilities place them under constant stress which may be
reflected in the quality of their work.
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Thus pay discrepancies limit both a woman's ability, and her incentive to
perform and to i ‘ove her position. In addition, the low value that
employers place on 1e contribution of the black woman in particular could
further reduce her self-esteem and thus handicap her personal growth.

2.4.2.4 Influx « ntrol

Although influx col rol regulations have been abolished since 1986, they
were applied more strictly to black women than to black men for many
years. Women d great difficulty in obtaining work permits and
accommodation in ‘ban areas, both necessary to legalise an individual's
employment. This meant that the best career opportunities in the highly
developed areas were often out of reach for many qualified black women.

Those lucky women who managed 10" obtdin work permits in the " prescribed
areas' experienced accommodation problems once they were in the
particular areas. The lack of housing eonveniently close to the workplace
and easy to mainti | will remainia;time |[consumingyand costly problem for
many women for years to come.-For jinstance /most of these women rent
backyard rooms which are unimaginably small. This room serves as
bedroom, kitchen, bathroom, lounge and dining room. These are
uncomfortable living conditions and humiliating for someone who can
deﬁnitely afford be er accommodation. The hotels are not a consideration
for them because they are far less attractive than these rooms. When one
considers that these rooms are normally expensive and are also rented at a
risk because the la llady or landlord can ask the tenant to vacate the room
at short notice, then one can imagine the type of accommodation that these
women are shunni J in the hostels or squatter camps. This means that
women usually have to take whatever housing they can get and often lack
of electricity at hor adds to the burden of their domestic responsibilities.

2.4.2.5 Married women have limited rights .
In most companies it is assumed that in all groups men are breadwinners.
Tl 5 cheats many ' »men of equal benefits such as accommodation, housing
loans, medical aid and pensions and also makes them more vulnerable to
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The majority of blac women take up a job because of pressing financial

needs of the fam . Normally an average black family cannot live
comfortably on the earnings of the man because he is in most cases earning
very little himself. is very rare to come across a black woman who has

happily given up her job to bring up her kids because she and her husband
have saved enough to take care of this, or the husband's income is
sufficient to allow em to live comfortably on it. This is according to
Moijalefa (1980) a | «ury that a black woman cannot afford. Keeping in
mind the economic position of the Blacks, one can appreciate that when the
black woman goes to confinement she needs the money more than ever
before because she has an extra person to feed and clothe. One can thus
understand why so many black women leave their tiny babies with strangers
so that they can go ‘'ack to work, the reason being fear of losing their jobs
and pressing financi: need.

2.4.2.7 Margin: vy

Human (1981) has usedthesternm "marginality" to-describe another problem
commonly encounte d by black:s proféssionals/and managers (both male and
female). Accordin to Human marginality is the sense of being torn
between the new Western white culture in which they work and their own
black culture in which they grew up and still live. This conflict and
confusion is worsened by the political system in South Africa, and could
negatively influence the career growth of high-level black workers. It may be
even worse for the oman who has outstripped her husband by her career
success.

2.4.2.¢ Establis 2d employment practices

Considering establis. 'd employment practices and job reservation legislation
until recently in effect, Prekel (1986) states that many employers have
probably never even considered appointing a black woman to a position of
responsibility and authority, although they may not have any formal policies
restricting this. Even those who consider it may hesitate for fear of
resentment or poss¢ le backlash from men of all races, should a black
woman (however w  qualified) be appointed to such a position.
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Unbiased thinking and changes in attitude will be required if black women
are to be given full pport ity to contribute to the South African economy.

2.4.2.9 Lack ¢ mentors

There is a lack of | ack female mentors in predominantly white and or male
occupations as it is only recently that black women are entering these
positions. The role model display skills and technique which the actor lacks
or thinks she/he lacks, and learns through observation and comparison with
her own performance. Thus role models serve as reference groups and are
required for achievement to occur.

The absence of role models may also restrict black women's career choices.
People choose careers which are consistent with their self images according
to Mojalefa (1980). Therefore as'a, result of sex and race stereotyping of
jobs, black women are less likely to acquire training and job behaviours
associated with predominantly male and or white jobs.

The importance of role models,in- the  accultyration of women into non-
traditional occupational roles has -according to Jones (1984), been
demonstrated by many studies (Brenner 1972; Buchanan, 1969; Greenfield,
1972; Loring and 'ells, 1972). In addition James (1984, 45) quoting
O'Leary states that:

to defy societal role expectations requires a strong personality,
particularly si e few females have the opportunity to observe
models of women who are intelligent, attractive and respected
in their careers.

The role of people outside the family is significant. Mednick (as quoted in
James, 1984) stuc :d Black American college women and found that
innovators (women in traditionally "masculine” fields) tended to report being
influenced less by their parents than by various other people. In view of the
small number of blac  women in superior positions, presumably there are as
yet relatively few such people to serve as role models for black women in
South Africa.
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It is not surprising in urban areas to find a black woman working whilst her

usband stays at home doing nothing. The woman cannot afford to see her
fa ily in poverty ‘hilst she is healthy to go and work. The black
community will blar  her husband for this poverty but they will further say
"Why doesn't she stand up and find a job? Look, see, how her family is
suffering”. The perception of the woman as a provider of the family in black
cL ure is still there. In many cases a black woman call still call on other
members of the extended family to assist with child care, a support system
to which few white women have access. Most black grandparents take it
for granted that they will look after the children while the mothers work.

3.2 HARD ORKING

From e foregoing discussion it is obvigus that black women have always
worked hard. Despite their low status,,the women have usually played a
significant role in the tribal economy.

n the present times, ymanyrwomen, who)jare-single parents or whose
wusbands- are working away, fromm-heme,as/a wesult of the migrant labour
system have come to take the major responsibilities for their families. This
discipline of hard work and responsibility stand black women in good stead
in the work situation.

3.3 ENTREPRENEURSHIP

Often prompted by economic necessity, many black women have become
active in small own or family businesses, many of which have developed
into successful general dealers, restaurants, hotels, garages, butcheries,
beauty salons, liqut stores, dry cleaning firms and taxi services. Mkalipe
(1984) estimated t 1t about 70% of small businesses owned by blacks,
were | n by women. In many cases, the business may be registered in the
husband's name, but the wife is responsible for the entire operation. The
success of these women in creating their own jobs, together with
government sponsored support to stimulate black enterprise, could
encol age more black women to take such initiative.
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3.4 OW | ( I{GANISING ABILITIES

When black women first entered the market they were not allowed to join
black men's trade u ons. This prompted them to organise themselves.

Today black women are respected and powerful in organised labour. Even
black male trade unionists acknowledge the importance of involving black
~wome' in trade union politics.

They see how pow: ful and influential black women are in their communities
and how this strength can be channelled with fruitful results into union
activii :s. The leadership and organising skills developed here can be
valuat :in professional and career development.

3.5 ROLE MODELS EMERGING

Whereas in the past black women had few role models to motivate and
guide them in their career; development, blackwemen-now moving upward
can serve as role models for other women./korcinstance in 1982, the late
Mrs N irina Maponya won the Barclays Executive Women's Club Business
Wome of the Year Award. Dr Maphele Ramphele is the vice-chancellor of
the University of Cape Town and a member of the board of directors of
Anglo American Corporation. We have seen women participating at Codesa
1 and 2 working groups though in small numbers. The visible success of
these women and nany other black women must be a new source of
encouragement to others still on their way up.

3.6 SUPPORT FROM WHITE WOMEN

White women have become increasingly aware of the plight of black
women, and sponti eously a variety of groups have been formed in which
women of all races work together to promote cross-cultural understanding
and to help to identify and solve problems faced by women. These groups
inclu ? organisations like the National Council of Women, Women for peace,
Women's Legal Status Committee and many church groups.



29

3.7 EDUCATION IMPROVING

On va )us occupatii al levels, education and training play a crucial part in
the career progress © black women. Although low educational level has
been a serious handicap in the past black women are increasingly availing
themselves of the new opportunities opening up. Gone are the days when
educating a black woman was seen as a waste because she is going to
marry and that investment will be lost. In the past a black woman was sent
to school up to the standard where she can read and write after which her
education will be terminated and her parents look for a prospective
bridegroom for their daughter.

The number of black women studying at black v Iversities in South Africa
has increased. Black women who obtained senior certificates and who
successfully complete high school of whom a significant number obtain
matricL ition exemption is increasing'{Prekel 1982).

3.8 SPECIAL ATTRIBUTES

3.8.1 Communication and cooperation

Because women have had a lot of practice from an early age at
communicating with and caring for others, they are often good at it. They
can often find a means of conciliation with others instead of getting involved
in a confrontation. | r instance when a black woman needs to settle an
issue with her husba 1 she knows that she cannot confront him with the
problem. She must first work out an approach so that they can discuss and
solve the problem in a most amicable way. When a group of men is talking,
part of the process is gaining the floor. Women on the other hand tend to
take turns in group di ‘ussions.

This more cooperative behaviour is important in terms of consultation and
democre c decision 1 iking process that should lead to higher morale and
‘eater commitment fr n the people in an organisation.
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3.8.2 Affiliation and attachment

Black women value affiliation highly than self enhancement. This is part of
the black extended family culture wherein an individual is "dependent” on
others too much. The significance of affiliation and attachment is displayed
when, for instance, a woman is married she is given a new name by her in-
laws, names such as "NOMTHUNZI" (meaning a shade under which the
whole family has to come under and rest); "NOMZI" (homemaker). This
strong sense of belo ing to and concern for others can be a real resource
in organisations that often create feelings of acceptance and being a family.
The importance of attachments and connectedness for women has often
been seen as a ha cap. This also can be an asset in organisations.
Workers especially at >wer levels feel good when they see that you care for
them. They become happy, are more open with their problems be they
work-related or not.

3.8.3 Emotionality, vulnerability'and lack of self confidence

Women seem to have far greater/,ease,in expressing their vulnerability, their
lack of self confidence and their emotions. Grant (1988) has reframed these
so-called weaknesses in women as solid strenghts. By having to defend
themselves less and deny less, black women are in a strong position to work
productively with the¢ feelings of weakness and to eventually build new
strengths on a sturdier psychic base than denial allows. In black culture a
woman cannot talk whilst a man is always talking. She has to keep quiet.

This . so allows for a more accurate assessment of self and of one's
strengths and weak :sses, an assessment that would ultimately be more
beneficial to organisational behaviour. Instead of viewing these qualities as
strenc hs, however, there is rather an exhortation for women to change to
become more self confident and less emotional. Whereas women may in
fact benefit from acl owledging and building on their strengths, to follow
the models presented in management seminars and literature is again to
exhort women to in rove themselves, to change so that they may fit the
system and therefore be successful in it. That women's ability to express
emotionality, vulneri ility and helplessness may actually 1d a humanizing
dimension to organisations is not a notion that is much in evidence in the
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manage ent literature. This humanizing dimension could have a very
positive effect on the quality of life in organisations (Grant, 1988).

hese women's "skills" are critical in helping to stop the tide of alienation,
apathy, cynicism and low morale in organisations. The arguments are
ultimately relevant from the organisational perspective as well. If
organisations are to become more humane, less alienating and more
responsive to the individuals who work for them, they probably will need to
learn to value process and product.

Women have an extensive involvement in the processes of our society, an
involvement that derives from their greater participation in the reproduction
process and their e: erience of family life, both of these activities, so
different from the activities of men, lead to the dévelopment of different
sychic structures. hus women may indeed be the most radical force
available in bringing i out organisational change, however, they cannot do
this as jolated tokens. Further, women must learn to value their own
experiences, believe in their own values, and listen to their own inner voices
and the voices of ot ir womencdif/indeed they are tocspeak in a different
voice in the organisations farowhich ithey/ work.c/if:wwvomen can find ways of
bringing their whole selves into the organisation, not as saintly mothers or
dutiful da' jhters but as mature women, the result will be both liberating for
women and humanizing for organisations.
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CHAPTER 4

METHODOLOGY

4.1 INTROL CTION

When embarking upon any research, a question which needs to be
addressed immediately is the question of methodology. By methodology we
mean the philosophy of the research process. This includes the
assumptions and values that serve as a rationale for research and the
standards or the c eria the researcher uses for interpreting data and
reaching conclusions.

In this chapter an a 2mpt is made to explore the topic of methodology in
four part treatment. Focusing first'@n'the meaning of the term methodology;
second on the reasons for choosing a phenomenological approach in this
study; third on a comparison between qualitative and quantitative research
and finally methodology useddn thisistudy.

Schwandt (1990), postulates that all of us are participants in what he calls a
postpositivistic culture of inquiry. By that he means that we are thinking
about and conducting our inquiries in a zeitgeist that is characterised by a
general rejection of the logical positivist or logical empiricist program of
enquiry. To be aware o current conception of inquiry in both the social and
the physical disciplines is to understand that there is no indisputable
foundation for knowledge, to recognize that knowledge is in principle
uncertain and contingent.

It is in this zeitgeist that we must first examine what it means to talk about
methodology.

Schwandt (1990, 259-263) describes methodology through a series of
propositions:

Firstly, as the xamination of any methods text in the social
disciplines will show, we have tended to derive our
understanding of methodology from the conception of scientific
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independent of philosophy. In this new science, priority was given to the
natural scientific met )dology rather than to authentic subject matter which
confronted the researchers and scientists (Kruger, 1986).

Natural scientific psychology assumes that man is either an interacting mind-
body unit or an orga sm, the behaviour of which is determined largely by
genetic pre-programr 1g and or continuing conditioning and reinforcement.

Kruger (1985) maintains that phenomenology is a method, more prope! 7 it
is an at tude but not that of a technician with his bag of tools and methods
ready to repair a poo: ' functioning machine. Rather it is one of wonder and
respect as one attempts a dialogue with the world, to get the world to
disclose itself to one in all its manifestness and complexity. The
phenomenological psychologist |is identified not by the subject-matter with
which he deals, but by the way in which he attempts to understand and
describe his environment. He is obsessed by the concrete, his primary aim
being to observe, to comprehend, then to render explicit what was initially
seen vaguely in the first comprehension. Yet he is wary of theoretical
observations and acc( ited opinions iest,{prejudging that which has yet to be
fully known, he fails 2 be7faithfubto,;theé phenomenology, the investigator
remains true to the facts as they are happening. )

This certainly does not, according to Kruger (1985, 1986), mean that the
phenomenological psychologist has no presuppositions about what he has
set about to understand. Clearly, anyone setting out to systematically and
rigorously investigate any phenomenon is, from the beginning, guided by
what | @ already understands about the phenomenon. Since the
phenomenological psychologist acknowledges that his research and the
results obtained are to a certain degree, guided or determined by his
approach, he raises e issue of objectivity and grasps the fact that the
results of research are inextricably bound to the perspective of the method
used.

When conducting research in psychology conceived as a human.science, it
is imperative to realize that the design is not centred around. a subject -
object relationship bt rather a subject-subject relationship. That is, the
object ¢ research is an experiential being who is present to the research
situation. As such, he brings with him his past and intended future, human
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temporality being experiential, each moment tends toward a future not being
| extended present.

The operative word in phenomenoldgical research is describe. The
researcher aims at describing as accurately as possible the phenomenon as
it appears, rather than indulging in attempts to explain it within a pre-given
framework. Scientific explanation has its usefulness, but it too often
becomes so involved in explaining that it loses sight of the original data
altogether.

All phenomenological research is based on communication. The human
being radically diffi s from all scientific objects in that reciprocal
communication can be established.  Furthermore the human being is a being
that already has a certain self-understanding: '

Phenomenological psychology |has! alsg; contributed to areas such as
industrial psychology, where an ‘explication of the meaning of work for the
worker would seem to be a promising beginning. For instance Nzimande
(1983) used phenomenological ipsychalogywhen he) studied the experience
of being a black factorygavorker:. Richardson (1991) also used
phenomenological psychology when he studied the meaning of work for the
South African career woman. Hobbs (1981) studied the lived experience of
the Indian factory worker in South Africa.

4.3 A COMPARISON BETWEEN QUALITATIVE AND QUANTITATIVE
RESEARCH

Serious consideration is given to the possibility that the traditional
 l1antitative research orientation in psychology can no longer be considered
1 erapeutic to all that it was once believed to be. It is argued that any
research approach, such as a quantitative one, that gives priority to the
methodology as opposed to the phenomenon is based both on faulty causal
status conceptualization and on inappropriate ontological reduction. As a
result, it is forcefully argued that psychology should aim more at being a
« iscriptive science than an explanatory one (Stones, 1985).
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In attempting to compare these two approaches to research Neimeyer and
Resnikoff (1982, 77) identify the following significant differences between
qualitative and quantitative research methods:

1. Differences concerning the subjective vs objective nature of
questions and data

2. The active vs passive nature of the experimenter's
participation.

3. The inductive vs deductive approach to data.

4. The vague vs precise formulation of the research design.

According to Stones (1985) the fundamental point of departure of
phenomenologically based research from |traditional natural scientific
research is that priority is given to the/phenomenon under investigation
rather than this being secondary to an already established methodological
framework. This stance is in linevwith that held by certain behaviourists.
Kantor, (1979) for example, argues that contemporary psychology is not yet
a true science despite its furniture of data methods, and operations because
of its uncritical acceptance of-the-priority of imethodology (Kantor, 1979,
161).

Any study of concrete human phenomena requires that the researcher's
fundamental world view be made explicit since this will determine the way
in which the phenomena are to be understood. In turn this understanding
guides the nature of the researcher's methodological uncovering of the
phenomena which itself is not a given bare fact, but which reveals itself
according to one's uncovering procedures.

In our everyday lives we tend to think of the objects surrounding us as being
independent of us and as functioning according to certain laws of nature
and physics. Consequently, we tend to categorize, organize, and interpret
our perceptions according to the perspective of the natural sciences, that is
the natural attitude. However a phenomenological psychologist sees the
world differently and this could be called transcendental attitude (Stones,
1985, 64). In it the researcher strives to suspend or to bracket,
preconceptions and presuppositions and does this by making them explicit.
As the process of phenomenological reduction continues, the researcher
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becomes increasingly aware of still further assumptions and in this way is
able to move from a itural attitude through a transcendental one.

Stones (1985, 63-75) compares the traditional natural scientific approach
with phenomenological alternatives and to that effect has this to say.

By contrasting the traditional natural scientific approach with
suggested phenomenological alternatives, it might prove
possible to demonstrate how a phenomenological approach
offers some definite guidelines for conducting rigorous
qualitative and descriptive research in psychology.

1. It is important to[ distinguish  between experimentation
and research noting that research may be defined as a
cautious inquiry involving a critical and exhaustive
investigation but notinecessarily experimentation. An
experim 1t should 'be seen as a way of supplementing
direct observation and thus obtaining information about a
phenomenan, that,-would -be difficult 'to,-ebtain in other
ways. What s argued; here .is/that, one never begins
research with an experiment, but rather that one might
arrive at a certain stage in the investigation where
experimentation is deemed necessary or useful.

2. This lea : to the related issues of measurement versus
meaning. Giorgi (1970) argues that while measurement
is the 1 »st useful form of description for quantitative
data, wl :h are characteristic of the natural sciences it is
equally as unsuitable for qualitative data.

3. Within the traditional empirical approach it is axiomatic
that in order to understand a phenomenon better it
should be reduced to its most fundamental elements or
constituents. Unfortunately, however, meaning does not
lend itself to reductive analysis. On the contrary, a
phenomenon takes meaning from its surrounding and
thus the contexual horizon is not irrelevant to its
understanding. Although a kiss for instance can quite



39

easily b reduced to a level of understanding as a series
of volu ary muscular movements, it is perhaps best
compre ‘nded within a context. Is it a kiss between two
lovers, »arent and child or quite simply a metaphbrical
kiss? V hout reference to the context of a phenomenon
there can be little clarity regarding its inherent
psychological meaningfulness.

4. Another difference between a phenomenological and a
traditional understanding of the research situation has to
do with research perspectives. A subject's response is
not sol ;y the result of the stimulus characteristics, but
also of the meaning that the entire research has for that
person, both as a participant in and observer of the
researc The implication _here is that how a subject
experiences the research: must always be included as an
integral part of the data of the research, and that an
aspect ° the subject"s experience is how the researcher
experie 3ed.the research. {That is, the researcher cannot
be viewed asan independent observer, but must be seen
as a pa icipant observer.

5. The traditional research paradigm contains the
assumption that if the exact conditions are duplicated,
the phenomenon must reoccur. From what has been said
thus far it is obvious that this assumption cannot be met
for characteristically human phenomena. It would seem
more ri yrous and more sensible to postulate that an
essential theme, but not necessarily its identical
manife: ation, needs to be repeated.

\ualitative research methods seek to understand subjectivity through
empathetic understi iding of the other's experience. Knowing another's
experiences serves i a major source of understanding. Understanding the
meanings which an 1dividual attaches to a situation or experience enables
the researcher to appreciate the influence an event has oh an individual,
how the individual Iterprets events and whether any predictions can be
made about fu' re behaviour in similar situations. In direct contrast,
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quantitative methods ace emphasis on objectivity, stressing concepts such
as reliability and vali :y. Active participation in the form of participant --
observation and in-depth interviewing are commonly used by qualitative
researchers in gathc g and directing the data. Qualitative researchers do
not operationally def e dependent and independent variables and because
research questions are formulated to investigate a phenomenon in its natural
context and the participant's frame of reference, variables are increased to a
maximum rather than limited, kept under control. Research is not
approached with a s| cific set of priori hypothesis as is often the case with
quantitative researc Mathews and Paradise (1988, 227) offer the
following schematic representation of these two approaches to the research
process.

Qualitative Research
)ata > Tentative I jotheses > Data > Hypotheses

Quantitative Research
lypotheses > Data > Confirm or Refute Hypothesis

Guba and Lincoln (1981) postulate four factors relating to tests of scientific
| jor in oth conventional and non-conventional research. They are

( ) truth value,

(2) applicability,

(3) consistency and

(4) neutrality.

4.3.1 Truth Ve 1e

When conducting quantitative research, the truth value is determined by
accessing how well nreats to internal validity have been managed and by
the va lity of tests and instruments as measures of the phenomenon under
investigation. In or :r to be valid, a research design must ensure that its
findings are characteristic of the phenomenon being studied and not the
product of the inves jative procedure.

In qualitative enquii  truth is far more elusive. The value of this kind of
investigation lies in _.1e discovery of human phenomena or experiences as
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iey are lived and perceived by others. Truth is subject orientated rather

an be 1g defined by the researcher. Guba and Lincoln (1981) suggest that
credibility be the criterion against which the truth value of a qualitative
rese.arch endeavour to be evaluated. To be believed, a qualitative study
should present faithful descriptions or interpretations of an experience so

1at the people having that experience or reading about it would immediately

zcognise it. The credibility of a qualitative study is strengthened when
il restigators describe and interpret their own behaviour and experiences as
researchers in relation to the experiences and behaviour of the subjects. In
this regard Sandelowski (1985, 32) states:

The threat of "going native”, or becoming so enmeshed with
subjects that investigators have difficuity separating their own
experiences from the subjects, can be offset by deliberately
focusing on how the researcher influenced and was influenced
by a subject.

4.3.2 Applicability.

Applicability of traditional scientific research is judged by how well
extraneous variables have been controlled. Findings are externally valid
when factors such as subject selection and the effects of being in a study
have not produced artificial conditions incomparable to those in the natural
worli External validity refers to the generalizability of findings and the
representativeness of subjects, tests and experimental situations are
important considerations here.

In qualitative resear |, there are fewer threats to external validity because in
this type of research, emphasis is placed on studying phenomena in natural
settings with very few controlling conditions. Generalizability is an illusion
because of the uniqueness which characterizes every research situation.
Sampling is usually theoretical rather than statistical and sample sizes are
usually small since a large quantity of data need to be analyzed. Any
subject belonging to a specific group is considered to represent that | oup
and his/her experience is regarded as representing a. slice of life.
Representativeness 1 qualitative research is often seen as referring to the
data rather than the subjects or setting, and the researcher is concerned
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u il the typicality or atypicality of observations. Guba and Lincoln suggest
that the term "fittin 1ess” be used to refer to the criterion of the
applicability of qualiti ve research findings. A study meets this criterion
w en the findings fit into contexts outside the research situation and when
its audience view the ndings as meaningful and applicable in terms of their
experience.

4.33 Consistency

In quantitative research, reliability refers to the consistency, stability and
dependability of a test or testing procedure. If the study is replicated by one
¢ more researchers and he/she/they arrive at the same results, then the
s idy is reliable. Qu itative research emphasizes the uniqueness of human
situations and experiences and stresses -existential reality rather than
"objec! re" reality. Auditability mijst| be ‘the criterion used to judge the
consistency of qualitative research. A study complies with this requirement
when another researcher could arrive at similar or comparable conclusions
using the same data, perspective-and sittation;

4.3.4 Neutrality

autrality refers to bias free research. In quantitative research, neutrality is

ked to objectivity. In order to be objective, the researcher must strive for
reliab ty and validity. He must remain impartial towards his subject
material. Whether : ch impartiality is possible when conducting research
with 1man subjects is debatable and has led to claim of dehumanization by
the proponents of qualitative research methodology. Qualitative research
values subjectivity on two fronts - the involvement between investigator and
subject and the sut ctive reality or meaning given to life experiences by
subjects.

~needs to be pointed out that some researchers such as Neimeyer and
Resnikoff suggest that the ideal approach to research lies in a combination
f qualitative and quantitative research methodology.
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4.4 METHOD .OGY USED IN THIS STUDY

4.4.1 The approach

When embarking upon any research the initial crucial aspect for
consideration is one's choice of research methodology. This study presents
the application of a ( ialitative non-numerical research approach in a field
where this type of research approach has not previously been extensively
applied.

What is being attem| =2d in this study is an analysis of the meaning of
descriptions of personal problems and experiences of black career women in
¢ uations that are easily recognizable as belonging to everyday life of
working women.

Giorgi (1985) has this to say, psychologists are first and foremost human
beings living in the everyday world, they are not foreign to the kind of
experiences being provided by «the, subjects,| granted. relative social and
cultural stability. Hence the .ability,,of ,the/ researcher in this study to
understand the subjects involved.

In everyday life, of course, certain sedimented and practical ways of
perceiving, understa ling and dealing with such phenomena are developed,
but these pragmatic modes of coping do not have the clarity, precision or
systematization that ne expects of a scientific perspective. Nor are they
necessarily complete r nor exclusively psychological as they are lived
although psychological aspects are almost always included. Hence, it is not
unreasonable to as: ime that the science of psychology would want to
understand these everyday phenomena in its own terms and in a more
precise way. Since its commitment to become a natural science,
psychology has primarily attempted to gain this precision and
systematization with either a laboratory setting or one type of quantitative
measurement or another. In doing so, many important aspects of these
phenomena as lived and experienced were either overlooked or severely
distorted because e methods of the natural science .were invented
primarily to deal wit phenomena of nature and not experienced phenomena.
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Conse: iently the pu ose of this study is to exemplify and do justice to the
lived and experience aspects of black career women's lives and to do so,
one first has to know how these women actually experienced what has been
lived, which in their ase are the problems they have experienced as black
career women.

While there are sti many unsolved problems surrounding the use of
descriptibns in psychological research, the overall assumption of the works
of Giorgi, supported wy his many years of experience, is that a qualitative
analysis of descripti I1s can yield psychological insight of a value at least
equal to what quan ative approach yields, although different in character
and style. The major difficulty with its acceptance seems to be the fac: t
it seems to be too : raight-forward, too facile. A description seems - 3
such a flimsy thing upon which to base science (Giorgi, 1986).

4.4.2 The par ipants

The ten participants used in.this|study are all black. career women who
comply with the follc ving griteria:

1. They all ve in the Border area.

2. They all work out of choice and are not part of the work
force for economic reasons only.

3. Are ma ed, or had been married or single with or

without children and are or were required to fulfil a
diversity of roles.

4. They i e regarded as being successful in their
occupations.

5. They are willing to participate in the study on a voluntary
basis (having the option of remaining anonymous if they
wish). )

The participants were selected using seniority lists as indicated in the
respective participar s organisation's establishments. All were approached
either telephonically or in writing to participate in the study (an example of
the le**er requesting the participation of subjects is included at the end of
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the thesis as Appendix A. Following this, appointments were arranged for
interviews with those subjects who were willing to participate.

Prior to the interview, considerable effort was devoted to establish rapport
between the researcher and the subject, as advocated by Stones (1986).
The general instructions which preceded the interview are enclosed as
Appendix B.

4.4.3 The interviews

A rese. cher should suspend all his/her preconceptions and judgement when
conducting research using phenomenological approach. Questions can often
be used as facilitators in order to obtain the information desired. Hagen
(1986) points out tI t when considered from the natural science viewpoint,
data obtained from an interview must:be'regarded as less than satisfactory,
of only secondary importance soft and consequently unreliable. What is
needed is a "reorientation” towards data obtained in the interview. Hagen,
(1986, 338), states:

The reorientation involved in adopting a phenomenological
perspective restores interviews to a position of central
importance in research, not a mere adjunct to other methods,
they are considered a main means of access to the
respondent’s life world ... Such descriptions are not treated like
physical variables; the focus is not on control but on
 wderstanding the meanings intended.

A question that nee ; to be asked is whether the interview can bring us
closer to understanding meaning. According to Giorgi (1986), descriptions
(through their words and sentences) convey meaning in that they depict a
situation as it- exists for the experiencer.

Giorgi (1986:21) contends:

Overall, then, descriptions of situations by subjects can form
1 e base of a research program when the psychological
meanings of such descriptions are being sought rather than the
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objective facts ... That is because that is when the lived
meanings are most significant in revealing the subject's
personal projec ;.

In keeping with this approach towards the interview, a semi-structured

interview was con c¢ted with each subject once rapport had been

established between ne researcher and the subject. Rapport is defined by

Chaplin (1975, 439) "as a warm, close relationship between any two
dividuals in a psychological situation”.

In this regard Stones (1985) states that rapport should exist between the
researcher, and the subject and it is important that the researcher creates a
situation in which the subject [can feel relaxed and where anonymity and
confidentiality can be guaranteed if so desired by the subject.

The questions asked during the'course of'the interview are presented at the
end of the thesis as Appendix €. These questions concerned several key
problen areas and often led to further questions so that although the basic
format of the interviews, remainéd, similar, it-tis| fair-to say that no two
interviews were similar and each, retained-amn/unique character of its own.
The interviews were recorded on audio cassettes and transcribed later.
Stones (1985) concurs with this approach by saying that, it is probably best
to put questions to the subjects in tape recorded interview sessions. It has
| 'en found that the spoken interview allows the subjects to be as near as
possible to their lived experience. The interview should be conducted in an
informal, nondirective manner, the interviewer attempting to influence the
subject as little as possible. The great advantage of a semi-structured or
non-directive interview is its flexibility, allowing the investigator to grasp
more fully the subje s' experience than would be possible in a more rigid
metho( »logical techr ue. The transcriptions of the interviews appear at the
end of the thesis as Appendix D. At the end of the interview the
participants were asked for their impressions of the interview. The response
to this question was positive with the participants wishing for similar
studies to be undertaken.
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444 Explica 1g the protocols

4.4.4.1 The attitude of the researcher

Before discussing the procedural steps to be followed when explicating
protocol, it is most appropriate to start with a discussion of the attitude
which the research needs to adopt in approaching this type of research
and in this regard Wertz (1983, 206) identifies five components which
charac erize the researcher's attitude toward his research.

a) Empathetic immersement in the world of description

The researcher uses the description provided by the subject as
a point of access from which to/ make the subject's living
situation his own. The researcher cannot be a mere spectator
but must experience with the'subject in order to study the
subject’'s expe :nces. '

b) Slowing down, and, dwelling

Rather than glossing over details of thesubject's description as
if they are ready understood, the researcher makes a
deliberate effort to slow down, linger and dwell upon it.

c) Magnification and amplication of the situation

Facts which appear uninteresting and of little significance to the
subject become important if the researcher does not merely
gloss over them, but lingers upon and amplifies the situation.

d) Suspens n of belief and employment of intense interest

Rather than entering deep in the description, the researcher
)stains from absorption with subject's experience and steps

back in order to reflect upon the genesis, relations and overall

individual structure of the experience.

e) Turning om objects to their meanings

The researcher is interested in meanings rather than fécts. His

interest is in t : way the situation appears to the subject, the



meaning which objects and events have for the subject and the
participation in terms of which such meanings arise.
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Stones' phenomenological method of explication
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An approach which can be used in explaining in detail the protocols is the
one set out by Sto s (1985, 69-71). This method entails the following

stages:

An inti :ive and holistic grasp of the data. Since
phenomenological research is engaged research,
involving the researcher in an interpersonal situation, the
researcher’'s mode of involvement in this phase is very
important. In the initial recording of the protocol, the
reader should bracket ' *personal preconceptions and
judgments, and to the extent possible remain faithful to
the « 1ta. After achieving a holistic sense of the protocol,
it is read agaim; /with @ more refiective attitude in order to
prepare for further/,phases inoWhich a more exacting
analysis is required. In addition the repeated reading of
the protocols in this early phase assist the researcher in
retaining a sense of the wholeness of the data despite it
dissection in subsequent phases.

Spontaneous emergence of natural meaning units
(NMUs). The protocols are broken down into naturally
occurring units, each conveying a particular meaning,
\..lich emerge spontaneously from the re ling. Each
unit, termed a Natural Meaning Unit (NMU) may be
defined as

"a statement made by (the subject)
which is self-definable and self-
delimiting in the expression of a
single, recognizable aspect of (the
subject's) experience" (Cloonan,
1971, 117).
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then what tl statement expresses is necessary for the
phenomenon.

If the answer is positive, it is unnecessafy and must be let out
of the general description. finally the researcher asks himself
whether what the statement expresses on its own is sufficient
for the phenomenon, or whether more must be included to
reveal the whole.

4.4.4.4 Guidelines followed in this study

In this study, the gu elines followed were those outlined by Stones (1985,
68-71). The questions asked served to  elicit significant areas of the
problems experienced by black career women. The responses of all the
subjects were considered so that/the 'stages outlined by Stones were
followed for each and every area delineated by the questions.
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CHAPTER 5

ANALYSIS OF TRANSCRIPTS

5.1 INTROD! ’TION

What is being attempted in the following pages is a direct analysis of the
meaning of descriptions of problems experienced by black career women in
situations that are easily recognisable as belonging to everyday lives of
these women. The discussion of the problems as elicited by the questions
in the semi-structured interview contained in appendix C forms the bulk of
this chapter. Finally an attempt is made to give practical solutions to the
problems mentioned at the conclusion of this chapter.

After the taped intenn :ws have been/'traniseribed, the scientific phase of the
application can ber . It is "inevitable that many, if not all, of the
descriptions by the : bjects will be incomplete or imperfect. Lack of skill in
expression, forgetf. iess, poer.vacabullary,and |theinability to express
oneself clearly could be contributing ;factors.// These imperfect descriptions
woul clearly not invalidate the subject's experience but may fail to reflect
an essential part. This problem can be overcome by the use of more than
one subject which is he case with this study. By making use of a variety of
subjects, the possibility of finding underlying constants or themes in the
. any forms of expressing the experience is greatly increased. Thus, the
problem of certain aspects being ommitted is minimized and those aspects
which are most impt tant should appear most frequently, assuming and not
unjustly so, that those which are most important are least likely not to be
verbalised. Similarly, a subject may concentrate on one particular area and
fail to describe other areas of personal experiences. This does not
necessarily imply that this is all there is to that experience, merely that, that
person has not exp :itly described other aspects. The explicit areas of
concern mentioned by other individual's descriptive expressions are also
useful source of infc mation. At least they should be compatible. If not,
then it is incumbent pon the researcher to take these incompatibilities into
acco 11t when elaborating the structure of the phenomena. |
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5.2 DISCU! ION OF RESPONSES TO THE QUESTIONS

5.2.1 What work related problems have you experienced or are
present experiencing?

In explicating the problems experienced by black career women, it is crucial
firstly to consider t : problems experienced at work. In response to this
question, eight of the ten subjects indicated lack of orientation and difficulty
in finn ng a mentor. These women need personal guidance that occurs
frequently than the typical occasional comments in a supervisor-employee
relationship. They want more than for men to stop blocking their efforts,
they want a sponsor, or mentor. This notion of lack of mentorship is best
exemplified in the words of one respondent in explicating this problem:

"l have diffict :y in finding '@ mentar. | have to find my own
way through and be aggressive at times to prove my point”.

The need to adapt| o) arganisational culture| without assistance from
subordinates, collea Ies and supervisors was mentioned by five of the ten
subjects. When they first started working in all the organisations they have
worked for, they had to find their own way and learn about the organisation
and its culture through trial and error.

Seven of the ten participants indicated lack of being fully accepted. Their
ability to perform their duties competently was doubted, men were
perceived as habouri j, negative attitudes about these ladies. One woman
said:

"... he asked r @ who is going to administer that aptitude test?

| told him that am the person to administer the test. Then he

asked me, are you qualified to do the test? | said yes. Are you

a graduate? ...
All the participants 1 :ntioned that men regarded them as less feminine the
more successful they jecame. Two single participants comblained that men
were intimidated by ieir success and were reluctant to ask them out. This
experience illustrates the restrictions or existential obstacles which black
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culture imposes on the career development of black women and is in
keeping with the low status afforded to women in traditional black culture
mentioned by Prekel 1986).

Conspicuous by the absence from the participant's responses, were the
problems of taxation and sexual harassment. One would have expected
these two areas to ave been mentioned. The reason may be that black
women in general do not concern themselves about tax issues. Secondly
the new tax structure that has been introduced in 1991 was an
improvement on the old, this might account for the absence of this as a
problem area. On t/ issue of sexual harassment, it is possible to speculate
that this was not mentioned because the majority of women in the
investigation were at such senior levels that this was not a problem to them,
or that they feel embarrassed and belittled to even mention that they had in
their ¢ eer life been sexually harassed. Sometimes sexual harassment is
subtle and even the executive 'director may not take the complaints
seriously.

5.2.2 Do you think that being a career’ woman affects your role as a
wife? )

In response to this question, one major theme emerged. The career women
in this study expe :nced their spouses as supportive and encouraging.
They mentioned t :r husbands as their source of inspiration, very
understanding and sometimes giving advice and suggestions on how to deal
with problems at work. One woman quoted what her husband said:

"You are the best in parental juggling, combining academic
work with domestic duties”.

Supportive and understanding as their spouses may be, it is a fact that these
women work harder than their male counterparts. One woman said:
"When we come from work, he takes off his clothes, and throw
them all over the place. | have to tell him to put his dirty socks
1 the washin bin. He sits and reads his newspapers or
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watches TV whilst | prepare supper, washing the kids and
sorting out what he has to wear tomorrow."

These women made use of domestic help in order to cope with this problem.

These women's husbands were men who were successful in their own
rights and who were not in any way threatened by their wives' success.
Being in a relationship with someone who was also successful enabled these
women to feel understood and supported by their spouses.

It thus becomes obvious that the experience of work can have important
implications insofar as the black career woman's experience of others is
concerned, in particular the experience of being-with-a-loved-one. For the
black career woman it brings her closer to the loved one when the husband
understands, supports and encourages the wife. Being a spouse has to be
reconciled and integrated with 'being-a-career-woman for the experience of
work to be an enjoyable, fulfilling and meaningful part of existence. When
this is not the case, the woman is faced with deciding between these two
modes of existence and frequently has to relinquish-cone or the other, or
divide herself between these-/twe ;modes-/of,existence, which become
separate and distinct.

5.2.3 Do you think that being a career woman affects your role as a
mother and home-maker?

In so far as children were concerned seven of the subjects felt that the
demands of their careers had negatively affected their children. One woman
said:

' does because most of the time you are so full of stress and
you are ‘so tired. When | arrive at home, | am exhausted. |
even ask my children not to disturb me because | need to
unwind for an hour or so, but that is difficult for children,
because when they see you, they want you, they want your
~1ll attention but you are unable to attend to them. You have
to make them grow before they are ready to understand and
accommodate you".
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They had to divide eir attention between the children and work. During
holidays for instance, they try to make up for time lost. They rely on
helpers who are sor times scared of them as parents, and do not exercise
the necessary discip e, sometimes they are harsh to their children.

One woman said:

"You know with children you cannot say to them, okay, I'll first
study or do research or improve my qualifications and when I'm
finished I'li ¢« e back and attend to you. You cannot catch
them again, if they have passed that stage you cannot say,
okay, | have iished studying, be three years again, I'll teach
what | would 1ave loved you to know. As a mother, | feel
sometimes it is so selfish for me to go for a senior post because

the demands f the job are tremendous. | feel it is time |
cannot call back. 1 feel guilty; it means | have lost them
forever”.

Three participants mentioned,-that ; they experienced. support from their
children. They expe :ncedtheir;,children as;/being proud of them and felt
that the children had benefitted from their careers by having learned to be
more resourceful and independent than the children of non-working mothers.
The children also be :fitted financially. However, these women mentioned
that they had pamp: ed their children with gifts, maybe as a way of trying
to make up for their equent absence from home.

The responses in this area of questioning once again suggest that this is a
realm of the experii ce of career women with potential for tremendous
conflict. The double burden of these women is rendered particularly severe
because of the diffi Ity of finding reasonably priced and convenient child
care. At the same time the interviews drive home strongly that we are also
dealing with internalized restraints that drive from women's self identities as
wives and mothers, their perception of the legitimate roles they should
ssume as adult wor n in relation to their families.

Existentially, the ca er woman has to grapple with the .“given“ of her
iological gender. | plicit in this "given" is the potential for childbearing
'd being a mother. Advances in medical technology (in the form of
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contr :eption) have ridened the choices available to women so that it is
possible to loosen oneself from the biological constraints on female
existence. Women ave the freedom to make choices about whether to
ave a family at all and if this 6ption is chosen, a further choice between
ome and family or both must be made. If both home and family are
chosen being-mother with being a career-woman have to be integrated or
combined.

5.24 How does being a career woman affect your relationships? (i.e.
family, friends)

In response to this question, two major themes can be identified.

The career women i this study experienced their inlaws as being reluctant
in accepting the way they dress for'work, '“They are expected to be dressed
in a dignified mannc which is 'sometimes contrary to the dress codes of
their institutions. In-laws want them to be always available when they need
them. Six of the Ibjects;mentionedthat, their in-laws understand and
supports them especially because whenthey have problems, the career
woman offers them solutions and give them the very much needed financial
suppc

As far as the relationship with the inlaws, one woman said:

"My work hot ; are very long and awkward and as an in-law
sometimes in-laws demand so much out of a person, it is like
you are makin your job special or very important”.

One subject experienced no problems at all with her relationships. She said:

"Perhaps if yt talk to a black woman about that, we have
seen our parents working, our mothers working. Instead | think
it would affect ne negatively if | did not work, we black women
in South Africa are used to be working mothers and so in-laws
do understand”.
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Friendship is also affected. These women have no time for socialising, the
limite. leisure time vailable is for catching up with their mother and wife
roles.

It thus becomes a| arent that the experience of work can have important
implications insofar as the career woman's experience of others is
concerned, in partic ar the experience of being with family or friend. What
we see from the t mes identified above, is that the experience of work
changes the career woman's experience of spatiality in her relationship with
a friend. It either brings her closer to friends and in-laws when they
understand or it distances her from them when they perceive her as making
her career the most nportant thing in her life.

5.2.5 How do you fit into the community as a working woman?

Insofar as the community is concerned; two major themes emerged. Firstly,
five of the subjects experienced no preblems at all. They blend in very well
in their communities. | The other five experienc¢ed realcproblems such as for
instance -isolation by the/community./dhé>;cammunity being afraid to
approach them, on the positive side, these women are elected and
nominated to posi ins of authority in the community, sometimes in
absentia.

What one notices from the responses given, is that the subject's residential
area has a direct npact on these women. Career women in affluent
residential areas do not experience any problems because all the other
women are also successful career women. The major problems are
experienced by women residing in black townships where the majority of
women are not educated and therefore are at the lower echelons in their
work organisations.
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5.2.6 How « vyou think that being a career woman affects the way
you fe about yourself?

Here all the subjects identified and emphasized positive effects of their
work. There were number of benefits which were mentioned and among
these were:

- work enhances your self confidence.

- work enhances your self image (i.e. building a positive self image).

- work gives you access to influential people which result in doors
opening for you.

- work makes you feel that you are yourself.

- work improves your morale.

- work helps y | make friends from all’'walks of life, who sometimes
give you sup rt which you den't get at work or at home.

- work helps y | make contacts with other professions.

- work helps you grow (develops you as a person).

- work improves general knowledge.

All of them felt bad because some,opportunities, vwere not made available to
them due to apart :Nd laws, for instance the Job Reservation Act where
certain categories of jobs were reserved only for whites.

All these benefits point towards an enhancement of existence in a widening
of existential horizons in all realms of existence, the subjects' relationship
with others in their world and their relationship with themselves. Being a
career woman cha es a woman's experential world in all these areas of
existence.

5.2.7 How do you cope with the problems you have mentioned earlier
on?

The majority of the subjects in this investigation felt that it was possible to
cope with the dem: ds of multiple roles, but stressed that it was crucial to
try and find a "b nce" between these roles. The "balance” can be
achieved by being ' :ll-organised and relying on domestic help and the help
of relatives in look g after the children and performing domestic chores.
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Four of the subjects mentioned that it we important not to let the problems
experienced in the »rk situation to spill over into home life.

Six of the subjects stressed the importance of managing time well and
spending quality ti e with their families and felt that the fact that they
worked made motherhood to be challenging.

Perhaps this can be seen as suggesting that being a career woman alters
one's experience of time. The career woman may have to divide her time
between work and home or use time in ways that are meaningful and
productive. Certait r, she is more and more aware of time and this
awareness may even extend to a division of time into work-time and leisure
or home time. One /oman said:

"... even whi | am to visit'a friend, |- write that in my diary”.

With regards to prc lems experienced at work the majority of the subjects
(eight) mentioned their husbands as their source of inspiration, sharing their
problems with them. [Five, of-the subjects mentioned women's organisations
as a source of strength7/for.instance/ being president of the Women's
Coalit n can help o : to make self assessment and self evaluation.

All of the subjects believed that effective communication is also very

important. Talk out your reservations, your hard feelings and frustrations.

All of them mentioned that you must know what you are doing, know your
)b and be confident about it.

5.2.8 What do you think the future holds for blacks career women?

Here all the subjects were very optimistic about what the future holds for
black career women. All of them said that there is a light at the end of the
tunnel. For the firc time black career women are able to move towards
achieving goals that they have set.for themselves. In the past most jobs
were the domain of males. It is now up to these women to seize these
opportunities and mi e the best out of them.



61

In summary the position of the black working woman can be expected to
improve in the fu re. Although the number of black women who have
moved up into professions and white collar work in the past decade is
relatively small, the trend is very strong and is noticeable in almost every
occupational category. Furthermore, current changes in South Africa should
also work in favour of black women for instance, the increasing liberalisation
of the political structure and removal of discrimination, improvement of black
educ. ion, changes in labour legislation and practices. The tabling in
Parliament on 5/2/93 of the Abolition Against Discrimination of Women Draft
Bill is at least a po. :ive move.

5.3 PRACTICAL SOLUTIONS TO THE PROBLEMS

5.3.1 Employer

Employers in need of conscientious and loyal workers should take a new
look at black women as workers,invest-in their training and development
and help them to overcome)seme-of theé problems-that they face as working
women and as black workers (Prekel, 1986).

A positive climate must be created at all levels in an organisation to ensure
support and coope tion from co-workers, and to avoid possible rejection or
sabotage by others who may feel threatened. Managers must take initiative
and pay special at ntion to the development of black women. We salute
those few companies that have made efforts in this direction such as
Soutl :n Life, Anglo Alpha Cement, Murray and Robberts Properties,
Thomas Cook Rennies, and Nestle to mention a few.

Employers should take an active role in providing better and sufficient day
care facilities. These facilities should be subsidised to bring them within
reach also of the wer income groups. Concerns over child-care affect
mothers' ability to concentrate on their work and thus have their effect on
absenteeism, tardii ss, labour turnover, and lowered work performance.
Day care therefore, becomes as much a problem of the émployer as the
en lloyee.
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Emg »yers should | >vide affordable and time saving transport which can be
a val ible fringe benefit, enabling working women to leave home, and get
back at a reasonable time, thus countering unnecessary fatigue.

Employers need to 1ake sure that participative management includes black
women's input on issues that affect them. They should contribute in
problem solving sessions, quality circles and appropriate social activities.

Employers need to eradicate discrimination from policy and practice. This
can | : achieved by scrutinizing policies and practices for both open,
conscious discrimination and unconscious, subtle paternalism by ensuring
that ¢ women and all races have equal opportunities for promotion, training
and for gaining ex :rience needed for promotion; by ensuring that both
salaries and fringe benefits are equitable or they may demotivate potentially
valuable people.

In the short term, some special attention is necessary for employers to
develop black women employees, to help them to overcome disadvantages
of the past through affirmative action:,{Thigymust|not reverse discrimination
but should include special attention;to developing task and interpersonal
skills. It is also ne' ssary to help them understand and cope tactifully with
discrimination and paternalism they may experience if not from colleagues,
from clients or outsi rs.

5.3.2 Society

A gre.  help in a dual-working family, is the husband's and consequently the
children's attitudes wards mother's work or career. As soon as husbands
and w res realise t 1t there is no such thing as female or male domestic
duties, but only duties that have to be done irrespective of who does them,
children also tend to be-more willing to do a woman's work or a man's work
arbitrarily.

The attitude of the society as regards, mothering, should be readjusted to
paren' 1g instead. Society finds it very hard to believe that the capabilities
of mo1 ering are lei ed and not innate. Apart from breastfeeding, a father
can perform all other mothering duties as well as any woman. He needs to
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be taught these th gs, for instance, changing diapers or burping or holding
baby correctly. But mother has to be taught these things as well. She does
not receive all this knowledge in a bumper package at baby's birth.

Boys and girls have to be brought up in a family and school situations to
accept each other as equals in dignity. If boys are supported and
encouraged during their formative years to make fun of girls, refuse to play
with them, humiliate them and ostracise them simply because they are girls,
there is no way to expect them to suddenly turn about as adults and see
female peers as equals. Women have remained and will remain, the little
girls that society ¢ >wed and encouraged little boys to shove aside so that
they could play with the boys without any interference and they are still
doing it when they are forty five years old.

5.3.3 Government

All those involved in and responsible for educational policymaking must
identify and make [conscious:effort: to.,combatvestiges of sex-role
stereotypes in the school curricutum./ EduUcational personnel should be
exempted from fostering on their students occupational choices based on
sex stereotyped values. As the school environment is a socialising milieu, it
is fundamental that educational agents do not resort to sex discrimination to
quell disciplinary problems. School literature should support the anti-sex
discrimination camp: )n.

A more tangible fem e self realisation could emerge, if labour policies made
it their intent to ease the situational pressures confronting the family unit as
a re sult of the combination of occupational activities and domestic
responsibilities.

Women should be granted paid maternal leave (pre-natally and post-natally)
for up to two years. If white men can be granted two years leave for
military services, wi can't the the same concession be made to women?
Bearii ) and eventue ' giving birth to a child, is just as much service to the
coun' y as military st vice (Swanepoel, 1982). |
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The government can also contribute in several ways to the better utilisation
of this vast undervalued uman resource: by continuing with its programme
towards better and more equitable labour legislation and practice in South
Africa; by improving education and tréining opportunities for black women
of all ages; by helping with the provision of day care facilities and related
social services; by bet r utilizing black women employees in all branches of
the civil service. Even the provision of electricity and other amenities in
black townships is invaluable to the black woman coping with her dual
workload.

534 Action by women

Black women need to have more educational qualifications. They must take
part-time courses and keep upgrading their skills.

To become more visible both in the workplace and outside it, women need
to be more conspicious in the politics of organisations, associations,
societies as well as in localiand provisional government:

Women need to cultivate positive attitudes and seek challenges, while at the
same time avoiding being submissive in accepting the status quo. Women
need to forge links with other women to learn to share ideas, give away
information and ' ) countiess favours without considering the cost. Women
need to set up team bonding activities in the same way men go to rugby
matches together. Practising networking skills is of prime importance.

Women need to learn to ask for what they need. Here training is necessary
in persuasive techniques in speaking and writing succinctly, in being less
emotional and being able to motivate requests, to learn to make their lives
simpler than 0ose of their mothers; to look outwards and find good
workplace models.

5.4 St 3GESTIONS FOR FUTURE RESEARCH

This section ¢ cusses some areas into which further research could be
conducted in _rder to add to the existing body of knowledge which exists
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about black career women. This study provides some positive pointers to
guide a further resei ch on problems experienced by spouses of black career
women.

5.4.1 The problems experienced by black career women

There is evidence that increasing attention is being paid to the problems
experienced by black career women;  efforts by Prekel
(1982,1983,1986,1989); Pretorius (1982); Mkalipe (1984); Mojalefa
(1980). It is apparent that investigation into this area is still in its infancy
and increased research into this area is needed.

5.4.2 Career orientation of black women

The place accorded to work in-a person‘s value system is an important
variat : which helps to explain what he or she wants in a job and that will
determine the importance,of /a career ina person’'s life.~ Research into career
orientation of black womerv by, smeans of/semitstructured interviews can elicit
responses indicating the relative importance of a career in a black woman's
life.

54.3 Attitudes of Black Male Managers to the advancement of black
women 1 business

In recent years, the limited research which has been undertaken on attitudes
in organisations has tended to concentrate on the attitudes of whites on the
upward mobility of black people particularly black males. In this process,
another doubly disadvantaged group namely black women appears to have
been forgotten. Research into the attitudes of black male managers to the
advancement of blac  women in business is needed.

-
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5.5 LIMITA ONS OF THIS STUDY

This study could hz : been extended to inciude employers of career women
and also subordinates of black career women so as to be able to compare
their perceptions of areer women.

The participants were perhaps more familiar with the study through
magazines and T.V. viewing about problems of career women, such that
their responses cot | not have been their real experiences and that could
affect the reliability of the data.

5.6 A GEl :RAL DESCRIPTION OF THE EXPERIENCE OF THE
' PROBLEMS ENCOUNTERED BY THE BLACK CAREER WOMAN

From the foregoing, the general| description of the experience of the
problems encountered by the black career woman can be summarized as
follows:

There are many problems/ which confront the,black career woman. These
include lack of ori xtation,.difﬁculty in finding mentors, negative attitudes
towar. ; women a« ancing, discriminatory laws blocking the advancement
of blacks in gener: These barriers frequently give rise to the impression
that one is a stran ' in a foreign country where one is unfamiliar with the
culture. In order to survive these women adopts this culture without
question, but are never fully accepted. These women are aware that more
demal Is are made on them since they are expected to be present in the
world in a variety of ways than men (i.e. as wife, mother, and career
woman). Women are brought up to believe that their most crucial role is
that of mother. For them caring for others is an assential feature of
existence, even in the workplace and they experience competition and
organisational polit s as unknown territory - alien to their existence. In
addition, the black career woman finds herself in conflict with cultural mores
and c ;toms and this. has the potential for self-isolation and even loneliness
in interpersonal re tionships since men in one's culture do not always
accept a wife who more successful than they, the men are, and especially
with the in-laws ho sometimes feel that the woman attaches more
importance to her career more than her role as a traditional African wife.
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The Apartheid laws such as the Job Reservation Act and Urban Areas Act,
to mention but two, also hindered the advancement of black career women.
The black career w 1an finds that other parts of her life are affected by her
career and there are both positive and negative influences. On the positive
side, work enriches life and opens up aspects of one's existence in that it
assists one to grow, stimulates the mind, enhances one's self confidence,
gives access to infli ntial people which result in doors opening for one. On
the negative side, being a career woman interferes with one's leisure time,
disrupts friendships 1d social life and takes one away from one's family.

5.7 CONC/| ISION

It is obvious that ti  scarcity of competent males at the required levels will
force organisations to employ women. What is needed is a change in
attitude because the skills shortage'is" not'going to improve. There are many
problems which confront black career women. The role of these women
have been and is s | largely an ancilliary one, pre-dictated on the prevailing
assumptions that the [primary. and{ necessary;rolés aof-adult women are those
of full-time mothers and housewives:

These problems frequently give rise to the impression that one is an alien to
a country where o is unfamiliar with its culture. In order to survive these
women adopt this culture but are never fully accepted. Women experience
a sense of what Richardson (1991, 170) called "strangeness" by being
excluded from the experential world of their male colleagues. More
demands are made on them since they are expected to be present in the
world in a variety of ways than are men. The socialisation process which
has been inculcated into the women's minds that their most crucial role is
that of mother us Illy leads to a lack of the ruthlessness needed in the
world of business. Caring for others is seen as an important part of
existence, even in the workplace and they experience competition and office
polic :s as unfamiliar territory from their existence.

Furthermore, these problems emphasise the tremendous need for training
and retraining of v ymen as a prerequisite for the optimurﬁ use of women
especially black w« 1en in the economy. More importantly irrespective of all
other social or ec 1omic principles these women will only be induced to
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¢ ter the labour market if their role therein is made meaningful and
v rthwhile, in terms of self actualisation and personal growth.

iIck women still have a long way to go in the workplace and many of them
1ave not yet started e career journey. But if they, their employers and the
community were to analyse their positive qualities and consciously use these
wildine on their strengths rather than focussing on their weaknesses and
oblems, they coi 1 continue to move forward and increase their
contribution to the South African economy. Some special attention to the
ilisation of and development of black women employees will probably be
1 excellent investment. Companies that have the reputation that they are
fair anc positive employers of black women, could attract and keep the very
st of these capable, productive quiet contributors.

From the perspective afforded by the participants in this study, one can
reasonably conclude that the future s/ asrich and challenging one for black
women. The growth of the economy will continue to provide them with

creased opportunities. Worker “shortage would present increased
opportunities for women; jwith"contributions jin termscof the quality of the
workplace gaining them high recognition.

By the turn of the century, it will become apparent that corporate and public

support for working parents is not discretionary, but a matter of vital self

interest for corporations. Tangible support and true flexibility (not seminars

and referral programs that look good on paper which go only a very short
ray in actually alleviating day-to-day problems) need to be the practice of
1e most far sighted corporations.

1 conclusion, the successful corporations of the future will be those that
can turn away from the rigid structures of the past in favour of programms
that support full innovative participation from all employees. Women will
seek positions that allow them both the career and family opportunities they
need, avoiding corporations that limit their contributions and developments.

With the tabling of the three draft bills on 5 February 1993 by Mr Kobie
Coetsee geared to promote women's rights and bring about equality there is
a light at the end of the tunnel.
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It shoull be noted that the problems of black women are compounded by
trac tional values and these will have to be addressed if they are to take
their rightful places.
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VTERVIEW TEN

What work related problems have you experienced and are experiencing?

Uh! The main problem is the lack of facilities, so imost of the time
you have to theorize rather than being practical. Even in the budge-
t our schools are the last ones. Even with government grants, they
take a long time to be processed due to the red tape. I think the b-
ottom line is the socio-political inequalities in South Africa. Bla-

ck education is not t : govermment [ iority.

The kids themselves are not exposed, I'll say to today's life due to
economic and social environment whichnaffects their performance at s-

chool.

I have a lot of problemsywith subordinates;wno, teke advantage of you
being a friendly person. They then are not exemplary to the kids. A-
1lso the ‘demands by the govermment setting quotas whereas does not m—
eet the teachers halfway by providing the necessary equipment. Then
the teachers sometimes take advantage of those problems. You must h-
ave a good approach with them otherwise they will defy you, especial-
ly the older subordinates, I mean by age, they do not expect as a ch~
ild to give them, uh! to instruct them.

I don't have problems with my present superior, but with the previous
one, yes I had proble ;5, he did not know the way, was lazy and he fee-

led threatened that I will take his post.
Do you think that being a career woman affects- your role as a wife?

Yes, it does, especially with us blacks, westernised though we may be,
but you find that wit male to a certain extent they still believe in
the tra .tional way it a2 man used to be the head of the fémily and

a woman as a subordin: 2.
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He does not accept me as an equal, so whenever I do something, espe-
cially that I am above him by qualifications and the post I am hold-
ing, he feels that I am his boss as well. One other thing I'll say
it does affect our r¢« ationship as well because I am working, suppe-
r is not ready, so may be, if I was not a career woman I was going

to provide everything readily for my 'boss."

Although I am a career woman he expecis me to be a housewife as we-
11. Although we both come from work but he expects me to cook food
for him, to wash his clothes. Although he tries to understand, but
I can see that it is not easy because he holds to the old tradition
that as a woman, I need to do everytning for him whilst he is readi-
ng the newspaper and watches television. ''So 1 still struggle a lot
to teach him, for instance to putlhis.dirty socks in the washing bi-
n and 211 that. But all the same by communicating witn, convincing
him that I am still his wife, I respect him whether I earn more mo-

ney than him, it does not change the fact that he is my husband.

Do you think that being a career woman affects your role as a mother
and home-maker?

Definitely yes, definitely yes, because somebody who is not the mot-
her's child will not look after the child as the mother would. For
instance if I am at work, I wonder what the helper is doing to ny

child, wondering whether she has changed the napkin or what.

How does being a career woman affect your relationship with your fa-

mily? i.e.; relatives.

Wéll, to my immediate family, I do not think it does at all, it does
nto at all. With in-laws although they know I am a modern  working

woman, they expect me > play the role of a '"makoti."
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How do you fit into he cammunity as a working woman?

With me I do not h e problems with the comunity, instead it is
the people who have the problem, because they think that I am ha-
rd to reach in so ch that it is not easy for them to confide i-
n me. They do not invite me to their rites because they think t-

nat I see them as ¢ 3 fashioned.

How do you think th: being a career woman affects the way you feel
about yourself?

I feel proud because when I compare myself with other women I feel
blessed. Even when have problems I think about those who were no-
t able to achieve what I have achieved,  and then feel good about my-
self.

How do you cope with theproblems|you)have mentionedcearlier on?

You must have courage and motivate the young teachers, and praise

good work. With patience, tolerance, I do cope.

What do you think the future holds for black career women?

For the black woman I think there is still a lot to be done, because
we are not yet accepted , there is still that bad attitude from the
males, 1 so much that whenever there is a woman who is competent en-
ough to fill the post, they always say, oh, it is a woman, what she
think she knows, but we do prove them wrong. I hope that in the ne-
ar future a black woman will have her own place, will be accepted be-
cause really in vari s fields women have proved themselves to be co-
mpetent enough more an males, especially that there are careers su-
ch as teaching at primary schools, where a lady teacher is the one w-
ho can be good because she is a mother and knows instinctively how t-
0 treat a child. Woc n are more tolerant, patient and not as short

tempered as men and ese rare qualities make them expects.

Thank you for your p ticipation. We have now come to the end of our

i e_.iew.



APPENDIX A

Example of the letter se to subjects requesting participation in study.

Industrial Psychology Department
University of Fort Hare

Private Bag X 1314

ALICE

5700

30 September 1992;

Mrs P. Rasimeni
African Bank
Bisho Branch
BISHO

5608

Dear Mrs Rasimeni,

I am presently involved in research on the problems experienced by black career
women in the Border region towards a Masters Degree in Industrial Psychology
thr. 2h the university ¢ Fort Hare.

As part of my research, I need to conduct short interviews with black career
women. This single interview should'last' approximately 60 minutes at the
maximum and involves questions relating to the problems you experience

as a black career woman.

The interview will be recorded on audio cassette tape and transcribed after
the interview. Participants in the study are granted anonymity.

In view of your position in your field, I believe you could make an important
contribution to the research. I appeal to you to participate. Would you
please complete the reply form and returm it to me in the addressed envelope
provided for your convinience.

I am planning to conduct the interviews from the third week of October 1992.
Should you be willing to participate, I can arrange the exact time and date

of the interview with yo telephonically so as to minimise any disruption
in your schedule.

Yours faithfully,

N. m. SISHUBA: (MISS)



APPENDIX B

GENERAL INSTRUCTIONS G EN TO THE SUBJECTS PRIOR TO COMMENCEMENT
OF INTERVIEW

The following general preamble was given to each subject in the study once

rapport had been established.

Good Mormi: ; (Afternoon)

Thank you for agreeing to participate-in this study. Confidentiality will
be maintained and that you will remain anonymous. As I indicated to my
letter to you, I am conc¢ :ting interviews with black career women in the
border region. I want to ask you questions,relating to the problems you

have exper =nced as a black career woman:

I want to further point out. that there are no,''correct'" answers to these
questions since everyone may have encountered/experienced different pro-
blems. In replying to the questions, I want you to consider your entire
problems you experienced as a career woman from time to time you started
out until the present. Please feel free to ask me any questions about

thing you are not sure of during the interview.

Are there any questions before we begin.
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APPENDIX C

QUESTIONS ASKED IN THE INTERVIEW :

What work related problems have you experienced and are experiencing?

Do yvou think that being a career woman affects your role as a wife?

Do you think that being a career woman affects your role as a mother

and home-maker?

How does being a career woman affect your relationship with your fa-

mily? i.e.; relatives.

How do you fit into the commumnity . .as da working) woman?

How do you think that being a career woman affects the way you feel

about yourself?

How do you cope with the problems you have mentioned earlier on?

What do you think ti fufure hclds for black career women?
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APPENDIX D

TRANSCRIPTS OF THE INTERVIEWS

INTERVIEW ONE

My first question is, what work related problems have you experienced

and are experiencing now?

Oh! Well I'll start with the present. I am working as a substitute.
I had a problem at the beginning due to/lack of guidance. I think

I needed some form of guidance. /I felt there should have been some
orientation course. I had to consult®with my seniors now and then.

When you step on somebody's feet, the expectations are high. The

students expected me to present myself as my predecessor. The dep
artment I am working in.is male domipated . and I am,the only woman.
Again because of the apartheid,regime and sexism, I am a woman and
black in a predominantly white faculty. It is not much of the pro-
blem because of my level of maturity and the most of the people in
this community, I know them. Experience again, you do not know how
they perceive you or what they think of you because there is no fo-

rm of assessment and feedback on your performance.

In my previous career as a nurse I never experienced any problems,
because I like community work. I have no problem in associating

and I enjoy heloing pecple.
Do you think that being a career woman affects your role as a wife?

Yes, as a career woman you must not forget especially in our tra-
dition. You have to meet the demands of your husband, the home,
the in- aws and cope with the demands of your work. Being a ca-
reer woman you tend > neglect some of the household chor‘és. But
I am fortunate because I have a prcfessional husband, and we do c-

ompromise. The demands are minimal.
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Otherwise if he was not professional, I'll be having a problem.
ue to our culture you always feel that there are things you n-

eed to do yourself for your husband. Now you rely totally on
ielpers which sort of a way interferes with your contact with

your husband.

o you think that being a career woman affects your role as a
mother and homemaker?

Yes, it does, you have to divide your time especially for chil-
dren. Children sometimes do not understand. You feel you have
to make up for the ime lost. Whenever<I go during the holida-
ys, I take my little girl to whergver L go. It means you have
to devide your time. When I knock offiat 17h00, I give myself
time to talk to her, to hepl ner with her school-work and send
her to bed. If you are not careful you lose discipline over y-
our child since she spendsmost lof the 'timelwith! the helpers w-
ho are sometimes harsh to (our! Kids)'op'afraidCto discipline the

children and the result is a deviant or too spoilt child.

How does being a career woman affects your relationships with
your family?

Since I am a married woman, I have a very understanding in-laws.
Althor h I feel I ed to attend to them especially during the
holidays. So for things such as funerals and "imisebenzi', I
have to be there because others won't understand. They'll say
look, she is not here, by the way she is learmed. Otherwise my

family is very supportive.

How do you fit into the commmnity as a working woman?

I fit in the community very well. I think the advantage. is tha-

t the community as a whole is very understanding.
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I am in the same wavelength with other career women in the area.
Again it depends on your personality. You have to be accomoda-

tive, accessible ar go out and meet people.

6. How do you think that being a career woman affects the way you
feel about yourself?

Again, it is a question of goals. Personally I feel self-full-
filled because I feel I have partly attained some of my goals,
you know. Uh! I left the nursing profession, worked with my h-
usband and I did not feel that I was really working. When I d-
ecided to change my career and went to study at university and
completed and got employed here, I feel good about myself, I am
very confident. Prior to being engaged,in this career, 1 used
to feel as an appendage to my husband and T hated it. I could'
nt be actually proud about myself. My morale is boosted as well.

7. How do you cope with the problems’ you have mentioned earlier on?

I compartimalize my time among the three roles, that of mother,
wife and career woman. What also helps me is the support and
understanding that I get from my family as a whole. Because of
the level of my maturity, I am able to cope with all the proble-

ms I have mentioned previously.

8. What do you think the future holds for black career women?

We have to continue living. We have to contribute to the econo-
my. Irrespective of your financial background, you had to work.
Women -can now be e loyed in managerial and executive positions.
We have to show men that we can cope in the kitchen as well as
outside the kitchen. We have to show them that it is a questio-
n ability and skills which we can all acquire and not your sex

or race that counts. Women need to consult with other women.

We have come to the end of our interview, thank you for your participation.
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INTERVIEW TWO

What work related problems have you experienced and are experiencing?

We are serving communities who have not used the library before. You
can imagine a person who has never used a school library. Second pro-
blem concermning staff, unfortunately we have to supervise staff who a-
re not trained, who are not library professionals which actually comp-
ounds our problems, because we spend a lot of time training staff, on
the job training. The role of librarian has changed, we are no longe-
r custodian of books, librarianship has become so complex. Surprisin-
gly in my position, get more respect from the junior white staff, f-
or example in the moming they take it upon themselves to greet me, w-
hereas with the black staff the opposité'ds true. They think when th-
ey greet me they are lowering themselves.  Suppose because 1 am marri-
ed in our culture a married woman is given some respect. People not
reporting for work on]timé., We.are serving,the community, we have to
oven on time. We have staff members,studying,, wno are suppose to be
on a flexiprogramme, you have to run after them supervising them and

see that they are at work.
Do you think that being a career woman affects your role as a wife?
No, not really. My husband is very supportive.

Do you think that being a career woman affects your role as a mother
and home-maker?

As a mother, yes. You know with children you cannot say, I am studyi-
ng or doing research, please wait. You cannot call them back now and
say, ok, I have finished studying, be two or three years old again.
You never catch up with the lost. You go for a senior post and the d-
emands of thg Jjob also grow. I put my children in a boarding school
at a tender age and then I have lost my little boy. .
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How does being a career woman affect your relationship with your fami-
ly? i.e.; relatives.

Uh! Yes. No. With my family especially from my side, I come from a
career orientated family and they do understand. With the in-laws -
uh! You know them. With them it seems that you are making your job

very important.
How do you fit into the commumnity as a working career woman?

No, in my community, in the area most of the people have gone through
university. Our town is a university town. Most of my friends are a-
lso career women. I also belong to YMCA which is a christian organis-
¢ ion and as such, I meet a lot of''people from all walks of life. It

is not a situation where the community see me as a person out there.

How do you think that being a career woman affects) the way you feel a-
bout yourself?

Good and bad. Good because previously I was a teacher. You know if you
are in a teaching post, you feel good because you see your products. He-
re it is a problem, you cannot really determine your productivity. I fe-
€ bad because some of the opportunities were not opened to us: Right
1 w we are computerising our library and none of us has been exposed to
them. We do not have trouble shooters who really go down deep and root
o . the problem. We are using the computers with no real in depth know-
ledge. In so much that if I could have time, I would like to go and do

computers in libraries.
How do you cope with the problems you have mentioned earlier on?

4 work, calling a person, if there.is something I am not happy about.
If it is with my senior, I go to her. Communication is very important.
You must communicate your problems to all parties concermed so as to get

solutions to them.



80

/3/

What do you think the future holds for black career women?

Good, because for the first time we are beginning to see ourselves
moving towards obtaining goals we have set for ourselves. Previou-
sly some of the jobs ere earmmarked for males, now it is no longer

the case, the sky is the 1limit, it is up to us to prove ourselves.

Thank you for your p: ticipation. We have come to the end of the
interview.



/1/

INTERVIEW THREE

What work related problems have you experienced and are experiencing?

Ok, in my case I have come across as much as I have overcome those pro-
blems. I have started working at 16 years. You can imagine nobody to-
ok me seriously. I was not given any particular job, nobody cared what
I was doing. I used to quickly do the mail, and took the initiative to
learm to know what was happening in other departments in the bank. Then
there came my opportunity, I was utilised as a substitute in every depa-

rtment whenever somebody was on leave. Ok, that was wnen I was a Jjunior.

Now the problem is not being fully accepted. For instance when I joined
this company, if I had guts, I would'have® resigned after six months. T
was under pressure. Then I sat down and analysed my background, where
do I come from, how did I perform, why this attitude, why am I so pressu-
rised. Head office was worse,r-clients, eévenybody -pressurised me. But I
said in the past years I have,notofailedy L mustotake this as a challenge.
I am new in this particular type of job, the pressure, I am getting pres-
surised because I am so good, my branch had recently opened and it was d-

oing so well. I got a lot of experience within a minimum space cof time.

Much as I know that males do have reservation about women in my position,
their attitude has changed. Regarding clients, I do not think problems
will ever come to an end. For instance I went to inform a client that we

are to repossess the vehicle. The husband was not there. The wife said,

"Ndimxelele umyeni wam ukuba makaye kula mfazi wala bhanka, uthi ke uyile

la mfazi wavuma."

If you are declining a loan, you are saying no because you have to stick
to the policy it is personalised; Oh, it is because it's a woman. Oh, y-
ou know when a black person is holding a high position, she forgets about
others.
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2. Do you think that being a career woman affects your role as a wife?

Ok, it does much as I am coping very well this year. Otherwise last

year it was very difficult. Last year we used to knock off at 20h00.
Last year I almost failed. We under-estimated the business we were

likely to get. Fly to Jo'burg, Pretoria, Umtata, a course for a wee-
k. I do not know whether my husband is wearing a clean shirt or not.
Even when I am local, what kind of supper am I going to cook. I str-
ained my relationship with my husband. As much as he understands the
kind of institution I am working for because we used to work together
in a similar institution, I am sure he also under-estimated the pres-
sures of the job. But now at least experience has taught me well, I

am adapting. I am trying to be a good wife as well as a career woman.

3. Do you think that being a career woman affects your role as a mother
and home-maker?

Yes, when I go home, I slegp)on/fthe coachy d/ take my little ones under
my arms, the two are on my feet, hug them, and tell them how much.I lo-

them, etc. try as much as possible not to neglect my children be-
cause of my career. I feel that communication with children is very
important. When I have to go much as I am going to phone them when I
am away, I always feel it is not enough. My children must go- astray
like any other child. I do not want to blame myself when they are de-
liquents. I communicate very freely with them now and not later in 1li-

fe, when it will be too late to fodge intimate ties by then.

4. How does being a career woman affect your relationship with your family?
i.e.; relatives. -

It does, especially from the in-laws. They expect me to wear '"ighiya"

and yet the conditions at work are not conducive. For instance I have

recently lost my father-in-law and they expected me to come to work we—
aring a black "ghiya"; not wearing bright clothes, but I cannot do tha-
t, my job does not give room for that. They could not understand. What
I do, I wear the hea lotn when I am coming to work, when I arrive at
the office, I take it off.
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Now when they come to see me at the office for this and that, they
find me without the headcloth. The they take me otherwise, are su-
rprised and question my “wifeness'". 1In this type of job, I am see-
ing various kinds of people both males and females. You sit with

a client for thirty .nutes, then there your sister-in-law is sitt-

ing in the waiting room waiting for you.

I am not available for socialising with friends. I knock off late

and the little time off I have, I have to spend it with my family.
How do you fit into the community as a working woman?

Perfectly well. Infact vou dol get ipeoplée who want to recognise you.
But if I am at an occasion with other women as a woman, nc manager,

only a women at traditional meeting, I feel very relaxed and are ve-
ry accomodative. 1In my tight programme, I do meke it a point that I

accomodate community work:

How do you think that being a career woman affects the way you feel
about yourself?

I do not experience conflict between myself and the career I am
following. The more you know what you are doing the better. - If
you say no, it is no because of reasons you understand and stand b-

y your decisions. I feel very good and self fulfilled.
How do you cope with the problems you have mentioned earlier on?

I have undergone training, I understand that I meet different types
of people with various problems. I deal with the problems in isola-
ticn. I treat them ifferently. I distance myself from my client's
problem and solve it in a very objective way as it is possible. I
told myself that I should have very good and warm relations with sta-
ff. As a result relation is very cordial. We work when it is time

for work. So my only problem is with my clients.
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The other person who helps me to cope with these problems is my hus-
pand. He understands me very well and support me. Confidence is a-
1lso important. You must know what you are doing. Do not be inconsi-

stent.
What do you think the future holds for black career women?

If men would understand that we are capable, we can do it. For inst-
ance we are thirty three branches, and my brancnh come up number five.
If men can remove it in their minds that the place of the woman is in
the kitchen. Even women themselves must not under-estimate therhselves.
Even in meetings women must contribute’/constructively and show men we
can do it. Women can be managing directors, directors of big compani-

€s.

We must not attach any sex into this. We must develop each and every
person who has the ability and aptitude. £o the fullest.

My advice is that to women who see that there is a light at the end of
the tunnel-end, go at it. For instance, wnen 1 joined the bank at 16
years, I never thought it at any one stage that I would be managing a
branch. But through learming when they were not eager to delegate to
me, I learmnt on my own, and at the end it showed me that I had .to work
hard towards the future. If there is an opportunity jump at it, do no-
€t doubt yourself. You develop once you get the challenge. If one wo-

man does not fail, ¢ | women will not fail, infact, women are powerful.

Thank you, your participation is gppreciated. We have come to the end

of our interview.
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INTERVIEW FOUR

wWhat work related problems have you experienced and are experiencing?

I will divide this into two phases. Firstly I started in a complete-
ly black institution. I never experienced any problems peculiar to
a black career woman. The problems I experienced were problems that

any person would experience, be it a man or a woman.

Then now coming to a racial mixed institution. It is where I experi-
enced problems. I am not sure whether I experiencecd these problems
because I' was a black woman or because my position was not clearly
defined. Perhaps as being in charge,was not clearly stated. I did
experience problems not from blacks, but, from a white of Head of Dep-

artment who did not recognise the fact that T was in charge.

With subordinates if | thene/was.a preblem|(ny interpretation was that
may be my role was not clearly /stated. vAs/farcas my wanting to reco-
gnise my H.O., my being in charge, my qualifications, what I am capa-

ble of doing, I had problems, he would squash everything I do.

Do you think that being a career woman affects your role as a wife?
Not at all. I have a way of when I'm home, I attend to my family 1li-
fe and when I'm at work, I attend to my work. I am successful in bo-
th roles. My husband even said ''you are the best in pz_abental Jjugling

combining academic work and domestic duties.

Do you think that being a career woman affects your role as a mother
and home-maker? ’

Not at all. It makes motherwood very challenging.
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How does being a career woman affect your relationship with your fa-

mily? i.e.; relatives.

If you talk to a black woman about that she will tell we have been
brought up, our mothers working. Instead it would affect me nega-
tively if I was not working. Black women in South Africa are used
to working and motherwood. Therefore I have no problem, my family

understands.
How do you fit into he community as a working woman?

I fit in very well. I think I blénd in very well. I am balanced.
I have not neglected my duties as &' married woman, wife because I

am a career woman. I am handling aii the roles well.

How do you think that being a career woman affects the way you feel
about yourself?

Not bad at all. I feel good. To be educated and then not contribu-
te anything to the community, I would feel bad. I contribute to the

comunity and as a result I feel good.

How do you cope with the problems you have mentioned earlier or{?

Time management is very important. If you do not manage it then you
become a bundle of friends. Even if you think of visiting you put it

in ycur diary that you are to visit.

What do you think the future holds for black career women?

There is a bright future for black career women, but I am worried about
what is happening, people, there is this uh! uh! oppression of women by
men. Uh! talking of the oppression of women by men. I want to believe

that we as blacks should not view it as the West is viewing it.
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If I trace the black culture, it has never been like that black women
re oppressed by blacks. You find people saying that it 1is in our

¢ 1lture. I refuse it is not in our culture. Now what is happening i-

s people believe that this is true. You look in our language in Xhosa,

' men are respected by males. 0k, yes, now black women are oppressed.

i rmen has copied it from the west, i.e.; the whites, now they are d-

oing it. Black women have to reject that. It is not in our culture,

¢ r men used to respect us.

Look, our fathers used to go and work -away from home, leaving our mo-
thers looking after the home. | For instancé look at the English langu-
age, they say the place of the woman is in the kitchen. You do not f-

ind that in our languages, e.g.; in,¥hosa there is nothing like that.

There is a bright future for black women. If we could stand up and r-

eject this belief that black women
' u have to remove that oppréssion of women is in out culture. We ha-
ve to stand up, stop being influenced by other people saying it is in

our culture.

Thanks, we have come to the end of our interview.
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INTERVIEW FIVE

What work related problems have you experienced and are experiencing?

The training you have, makes you feel that you are to cope. But when
you co : to practice, you find the training is not enough. There is
a need for orientation. This is a fairly new profession and even the
employers do not understand, there is a lack of understanding. When
they see a social worker, they see a socialite, a person attending pa-
rties, etc., and this is not the case. You do not get any feedback a-
fter you have assisted a person and so your seniors think that you are
not doing anything. When you sit and interview a client you have to w-
ork on a relationship. People, especidlly|the supervisors which are n-
ot trained in the field, they think'thal you are just conversing for -
un. Theydo believe that when vou are a social worker, you need to go
out an visit and when you interview a person in an office, they think
that you are not doing-encugh. - They ‘do not know' that some cases are h-

andled better in an office atmosphere.

The heads like to dictate, giving you jobs that are not of a social wo-~
rker. Therefore your social work ac' ‘'vities are hindered. The rigid
official working hours also are a barrier. If you need to see a client
after normal knocking off hours, you have to make a strong motivation.
You are expected to do a good job and yet there are obstacles. There -
fore I developed to be aggressive. Ycu have to fight with everybody a-
nd at the end of the day they see your point.

Do you think that being a career woman affects your role as a wife?

As for my husband, he has to endure a hard life, because these problems
they happen during the day, but I take them home. Your relationship su-
ffer. You have to work very hard on your relationship, but ycu have to
work from a base. So with me as a christian, I find an anchor. With m-

e my christianity & | commitment helps me to cope.
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If you learn to be tough at work you transfer that to your husband
and now you see the person you married disappearing and you find t-
hat he has to do the adjusting. Even if you have a helper, due to
our tradition, your husband want things from you. You are too tir-
ed even to care, you reach a stage that even if he has an affair
vou are too exhausted to mind. But now that our children are grown
up and are at boarding school, we do have time to ourselves, and n-

ow I am beginning to enjoy life.

Do you think that being a career woman affects your role as a mother
and home-maker?

Yes, i does, because it needs younto 'devise means to survive at ho-
me because most of the time you aré’under stress. I even ask my c-
hildren not to disturb me because I need a rest before I attend to
them. But it is difficult because when children see you, they want
you to pay attention and yet-you 'are-unable' as'a result you make th-

em grow before they are ready:

How does being a career woman affect your relationship with your

family? 1i.e.; relatives.

Well, I am a loner. You may even call me a workaholic. I take work
home. I like to be alone and most of the things that I write, I usu-
ally get inspiration to write some of the things I write when I am a-

lone. I visit the people close to me.

How do you fit into the community as a working woman?

Well, I wish people could accept me as I am and not as a director. I
remember one time we were at a bus stop and we were conversing very
well, but suddenly they realised and recognised me, then the convers-
ation stopped to be free flowing. There was a bit of tension and aw-
kwardness.
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In the area where I ork, I am relating very well with them, because
I am working with them. They know me from the work situation. But
when I am at Mdants e where I stay, the people who talk to me  are
those who know my children and they know that I am approachable.

Other people who interact with me are people from the church. Becau-
se of my faith in C ‘ist, I do not believe in many traditional ritua-
ls, and whenever we have a party, people will come very late, already
drunk becau~~ they know that they will not get liquor.

How do you think that being a career woman affects the way you feel
about yourself?

I am not something else but a social worker. My being a social work-
er satisfies me. I feel very good, because I think I am doing a good
job. As a result ¢ ‘this Yjeb I'have ‘made-a lot'ef friends, contacts
and I am still meking friends."' ‘Some’ofthese ‘friends are now married
and some of them have requested me to be a godmother. I make contact-
s wit other institutions and develop ties and work together with the-

m.
How do you cope with the problems you have mentioned earlier on?

My faith helps me a lot. I share my problems with God through prayer.
The other coping straiegy I use is to share my experiences with friends
especially male friends, they are very understanding and supportive. My
husban: is also supportive and my children are very understanding. If
there is communication breakdown, I go around and talk to my surbodina-
tes. I even have weekly meetings Qith staff every Monday. These help
to iron out some of the problems. I also counsell my surbodinates on

individual basis.
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wWhat do you think the future holds for black career women?

There is hope because when I started there were very few women in the
higher echelons in e services, but now there is a lot of women. Be-
cause we are trying our level best men are gradually accepting us on

an equal basis.

In a paper I delivered, I quoted Deborah of Biblical time, who was he-
ad of the military. This shows that having women in powerful positio-
ns is not new. Women are alse-competent:—We can do it. I am confid-

ent that with extra effort we can achieve ‘our goals.

We have came to the end of our intérview: | Thank you for your participation.
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INTERVIEW SIX

What work related problems have you experienced and are experiencing?

The main problems you know, are your colleagues at work. I am not
sure whether it's because I'm a black woman or I'm a female, but the
tendency is that when you are a female, they take you lightly. There
is no respect, number one, and there is no co-operation. Though you
do get co-operation | t what wonders one is you get most co-operatio-
n from rales than fe iles. Problem number two, except colleagues or
subordinates, your superiors as well, if they are males, they are no-
t used to have females in management positions. There is that feeli-
ng that females are inferior, they'also don't take you serious. Tho-

se are the main problems.
Do you think that being ja career woman affects [your xrole as a wife?

In my case it does'nt, because my husband is also a career man who u-
nderstands that we have got to advance the two of us. I have not ha-
d any problems even when I have to go out for sometimes, I have not

experienced any problems.

Do you think that being a career woman affects your role as a mother
and home—-maker?

No, with kids as we. , if they are understanding, then the problems

are limited.

How does being a career woman affect your relationship with your fa-

mily? i.e.; relatives.

With in-laws, you do get problems, like they don't expect you to be

away, let's say from work, they expect you to be at home at certain
time.
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And it does'nt happen hat way, but I have no problem really because
my in-laws are not staying with us. I have discovered that to most
of my husband's family, especially, they understand now that I'm a
career woman, they get some help from me, they do understand that I

am the one who can help them in most problems.
How do you fit into the commmnity as a working woman?

Our conmmunity is such that people I mix with, are working women. If
not, they have businesses of their own. It's not a problem as such,
you fit in well, it's only when you have to go out in the country wh-
ere the husband's family is not understanding that you get problems,
if you will not be able to attend everything at the time they are a-

ti 1ding those things because you arefa busy woman.

How do you think that being a career woman affects the way you feel
about yourself?

You know I would'nt be anything else than a career woman, Nandi. T
don't think myself staying at home, looking after the children. I
see myself as a chartered accountant, having my own business and ha-

ving people working under me, being independent.
How do you cope with the problems you have mentioned earlier on?

Well, in the work situation, I do have those problems but, how do I
put it. Well, in my case, what I usually do is to show my bosses
that I am capable, number one, that I do not have any ccmplaints.

If there's a decision to be made, then I stand by my decision, nobo-
dy else changes me unless I am convinced. And as far as the subord-
inates are concerned, I just step my foot down they must know who t-
he boss is and that is that.
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What do you think the future holds for black career women?

If we unite as black career women, —1d say, open up conferences and
seminars, we discuss our problems and find solutions to them, then
there is hope for us. Then the main thing is having confidence in
what we are doing. Let's work hard at it and get the best out of i-
t and show the men that we are wortl. shat we are. We are not in th-

ese positions by chance or anything.

Thank you, we have come to an end of our interview.
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INTERVIEW SEVEN

What work related problems have you experienced and are experiencing?

In the first place I had a problem when I started working because at
that time there were few graduates, especially female graduates. So
for both my colleagues and superiors, I've observed that they were
having a very inferior complex. So I had to strive very hard to adj-
ust myself. Number one, we could'nt be trained because they expecte-
d we are graduates, so we know everything, whereaé even if you are g-
ualified, you still need training in that particular job, you can't
Jjust go and work. So I had that problem,ofl not getting somebody to
train me properly. . mber two, because they feared competition, the-
y did'nt want to place me in a correct job. Number three, still the-
y did'nt want to pay me theiremurieration that|I desenve, so they dec-

ided to place me incorrectly)purpesely.
Do you think that being a career woman affects your role as a wife?

No, I had'nt experienced any problem in that particular area, I mean

I can still cope.

Do you think that being a career woman affects your role as a mother
and home-maker?

No, I can just say it's vice-versa. Sometimes because of the proble-

ms I have at home, I cannot perform properly at work.

How does being a career woman affect your relationship with your fa -
mily? 1i.e.; relatives. -

Now that I'm serving the govermment, infact when I joined this secti-
on, I've joined it during the time when the posts were freezed, infa-
ct the recruitment was freezed, so I did'nt have any problems of peo-

ple trying to pester me into helping them with job seeking.
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Otherwise when I was in the industry, I had those problems. I was
a personnel officer. Somebody will approach me, I have a cousin 1-
ike so and so, I have a daughter, so can't you please, so I had to
strive to tell them, no, I can't do a work like that or that way.

How do you fit into the community as a working woman?

No, the only problem that I have found is when I had to attend some
church occasions and I got to be here at work and sometimes there a-
re things that need my personall attention. I have no way of getting

away .

How do you think that being a career wadinan affects the way you feel
about yourself?

I feel very pleased, infact. L .don'it imagine myself. sitting at home,

even if I can have millions:
How do you cope with the problems you have mentioned earlier on?

So far the situation is better now that there are so many female gra-
duates who have joined the civil service. Infact the attitude .is no
longer the same as when I've started working. So it's the change of
attitude.

What do you think the future holds for the black career woman?

I think there's hope for black career woman, infact even the males
now, they have changed. Some have believed that the woman's place
is in the kitchen, but now they can see that women are progressive.

And infact, they compete far better off than male colleagues.

We have come to the end of our interview. Thank you for ydur parti-

cipation.
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INTERVIEW EIGHT

What work related problems have you experienced and are experiencing?

I'm working as an educational work counsellor in the Department of Ma-
npower. What we do here, we do aptitude tests and counselling of stu-
dents. The problems I have experienced are with white students, espe-
cially their parents. Because I'm black, they do not have confidence

in me. They are used to white vocational counsellors and cannot acce-
pt a black. They do not think T can do my job efficiently. For exam-
ple some time last week, one student's parent phoned to make an appoi-
ntment for an aptitude test for his child. He was ignorant and knew

nothing about the test. I had to tell''him, he asked me who's going t-
0 administer this test and then| I 'told him it's me. Then he asked me

are you qualified to do it, then I said of course yes. Are you a gra-
duate, I said yes. That's the problems I'm experiencing. With my co-

lleagues, I've got no problems, ‘they-‘do‘accept ' mé as’ I am.
Do you think that being a career woman affects your role as a wife?

No, I have no problems, my boyfriend is a professional who understands

and is very supportive.

Do you think that being a career woman affects your role as a mother
and home-maker?

Yes, it does to some extent although I'm not married, but I've got a
chi 1 because I was once married and I got divorced. Now and again
being a career woman and a mother as well, so I've got to act two ro-

les, that of a mother and a career woman.

How does being a career waman affect your relationship with your fa -

mily? i.e.; relatives.

Yes, the problem I ave is with my family, I'll say with my stepmother

vecause there are four of us at home.
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I'm the first bom and I've got two sisters, two half sisters and a
half brother. So I'm the only one who is highly educated so my ste-
pmother now and again gets jealousy. Those are the only problems,
otherwise there are no conflicts because we are working. If there!
s a conflict because the other two siblings are not working, they'
ve got atric and they did attempt some professions but they never

fit due to their own negligence, so there is that conflict.

How do you fit into the community as a working woman?

Yes, I do have problems especially in the area that I'm living. I
fear I'm the only carecer woman for example, when there are these s-
ocial gatherings and feasts (imigid@i)], vthey don't invite you in. I
. st see people gathering enjoying/themselves now and again. When
there's a death in the area, they also don't inform me but they us-
e to do that. But before I went to school, they use to inform me
cause I was not a highly ‘educated somebody.. But when I came bac-

k there having completed a degree,’ they-all''shrinked.

How do you think that being a career woman affects the way you feel
about yourself?

feel very good, I feel that I have uh! I have a feeling of 'self
actualisation, in that I have satisfied my need, I've got what I wa—
nted. I feel good.

How do you cope with the problems you have mentioned earlier on?

do a lot reading, research, consult to get more knowledge so as to

be more confident of what I am doing.
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8. What do you think the future holds for black career women?

I think with the new South Africa as the new changes come together
and stay in one area, in suburbs, they can form their own associa-
tion, where they will get respect.

We've come to the end of our interview. Thank you.
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INTERVIEW NINE

What work related problems have you experienced and are experiencing?

I'm sure that question may be difficult in the sense that the TBVC s-
tates, unlike the metropolitan areas, you'll find that there is much
of a chauvenistic ideas from the main point of view from the TBVC st-
ates. This perhaps attributes to the fact that most of the men in

TBVC states have been streamlined their mentality by various laws.

It's unlike for instance you cen hardly. get to Jo'burg and find some

women having the same opinions| that I have well getting into problem-
s. It is found that almost there, ahel injustices in the sense that y-
ou have somebody at your top from-the TBVC states, I would say who h-
ave no qualifications like you have and this has a bearing on the fa-
ct that perhaps the criteria for.employment is nevershaped to suit t-
he nee 5 of the organisation. So they just,employ whoever perhaps i-
s loyal to the structures that are present and this is a result that

the tendency is that your perceptions as an academic tend to have an

oppressive effect to the superiors who don't have or who are not equ-
ipped with the same academic education and this may inhibit more ide-
as that perhaps may come from your point of view. You know the tend-
ency is that your initiativeness tends to distabilise completeiy bec-
ause whatever you want to implement is not perceived in the same kin-

d of way.
Do you think that being a career woman aifects your role as a wife?

Back to the priority which is work, right away and there is so much
demand that takes you away completely from any other kind of relati-
onship, whether it is your husband, a boyfriend or children themsel-
ves. The better part of the times ;vherve you are totally away from
the home, have to attend meetings later to work. At times you have
stay until late at the office and do work, because you feel you ha-
ve a time frame into all of the things you have to do. So as a resu-

1t relations become strained in the sense that you'll find out that
you lack control somewhere.
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By the time that you have achieved something from your career point
of view, you have completely lost the control from the relationship-

s by absenting yourself either way.

Do you think that being a career woman affects your role as a mother
and home-maker?

Well, yes, no, in the sense that, yes if perhaps one is looking at i-
t from the point of view that if you have other children, because th-
e tendency is that it depends as to their own perceptions what kind

of a mother they want to have.| That's'why I | say yes, if they are qu-
ite adults, because if they've got perceptions of a mother that we a-
re looking for a mother who is| perhens, & career woman, who's fully f-
ledged, who's got all, so much respect; who's having a managerial po-
sition, then it is yes for them. " But for other kinds of cnildren wh-
o don't have that king of a perception it is obviously a kind of a d-
eprivation of some kind. Because the tendency 1is they are looking t-
o0 be loved and pumpered ancd be taken up by a motner. Or the mother
Jjust being there at home, so it depends on the perception of the chi-
ldren per se that basically all children want their mothers to be th-
ere, it's a basic line that they want their mother. So they should
feel that deprivation to some extent but obviously is pressed out as

to what perception they nave, basically every child feels the ébsenc-
e of the mother at home, and therefore they suffer because you find
that some other roles that we have to play as mothers, discipline, s-
omething might start during the day when you are not there or out of
country. By the time you implement or punish, its already belated

and it does not have the effect it is suppcse to be seen so as a mo-

ther it is.

How does being a career woman affect your relationship with your fa-

mily? 1i.e.; relatives

Almost you find out with me, no, vaould say because you find that

most ¢ traditional rituals, they happen over the week-end when Deo-
ple ci afford leisure time excent this is counter productive in th-
e sense that you as a person, perhaps they demand you so much becau-

se they see a role player.
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* ey identify with you because of your successes and they feel that
being present in th¢ r occasions perhaps you know the image of the
family. So it does not really affect the fact that you are a caree-
r woman, your image does not affect the family absolutely.

How do you fit into the commmity as a working woman?

I think one should .= ok at the kind of vocation in terms of the com-
munity, when you have to refer to this. Obviously being a career w-
oman, the tendency is that you offset yourself and move away from c-
omunities that would be oppressive.

In black townships, obviously the tendency is that it i1s either the-
y have to depend entirely on you 6f whatéver decisions or whatever
chores of the community. Where there is a need they speak out they
have to depend on you, it means they see a real role player out of
you, that's another segment of ccommunities: +/Then,the other segment
of communities they may lahel yow,as,al loners,a person who perhaps
is of a certain class who distances herself from communal needs, or
who is not accessible. The tendency is that your image is enough t-
o set them even before you say anything, that is why I say it depen-
ds to the kind of coomunity that you stay because if you're staying
in a comunity that is perhaps having very radical opinions, they w-
i1l perceive you without having said anything just being there quie-

t running your own life, it's enough to threaten their lives.

How do you think that being a career woman affects the way you feel
about yourself?

I thii : this has to do with the personality of the person. It is s-
upposed to have a contribution into your perception and the way tha-

~

t you assert yourse [ and the way that you associate, the kind of p-
eople that you associate with. But with we, as I said earlier on w-
hen T may refer to point one, that it depends to the indivicdual, yo-

ur personality trait, the kind of person you are.
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A career woman as I am, don't want to be idiolised. I always feel that
the work that I am doing is enough to talk for me than to perhaps put m-
yself into an area, or elevate myself and feel that I should be felt wh-
ere T am. I feel that the kind of work I'm doing is enough to say that
this is a career woman than for me to be loudly saying that I am a care-

er voman.
How do you cope with the problems you have mentioned earlier on?

Well, it is obviously strenuous to be a career woman because you'll find
that at times you are never at home, for/instance last year I was overse-
as, and I was overseas for about twenty days. I came back immediately I
had to attend a conference in Jo'bung for five days and that on its own
you feel there's something that you are not doing. You always have that
guilt that you are supposed to do your normal routines at home and you a-
re not there, but obviously, because your:careerydemands so much from yo-
u, you have to do that. So there's always that gap between you and the
home whith you cannot really fill. It is either you fill it by doing wo-
rse, poundering kids unnecessarily, spoiling them because you are trying
to close up gaps either way from the children's point of view, from othe-
r associates outside or from the relatives you always want their tendem-
ess because you can afford, you have monies to afford, you can always cl-

ose the gaps by either showering them with gifts so that you close up th-
e gaps.

What do you think the future holds for black career woman?

I sincerely think that I'm happy that you've raised that kind of thing,
because just now, I was busy trying to organise a forum where I felf I've
attended a lot of forums that specifically look at injustices that women
have received in the past and who end up being very chauvinistic, but I'v-
e r:ecently read an article, and it is out of that article that I've start-
ed imagining that one should be looking at really that God had an intenti-
on why he created man and woman. He was looking at differ t attributes

or even equal attributes.
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I think if career woman should be looking at what capabilities each
person have put that in line with man which don't have, then we can
both of us fully develop in any other country in the world. Becaus-
e it is out of capabilities that you as a person can develop any ec-
onomy. So I feel black women should quietly look at first, assess
themselves to what they need, to sort of look at. It will invite a
lot of self assessment and self activeness from a black career woma-—
n, assert themselves. I'll look at assessment as the starting poin-
t. The tendency is that you find people just because there's menti-
on that there are injusticies, women deprived, that even people tha-
t don't have enough capabilities as men have termed to compete, so
there's a lot of chances only if women concemtrates on the fields
ey have experts on, and do some $pectiality than to sort off warfl-
e and do things that perhaps are , 1t could be some sort o-
f a direction and speciality and ‘eoncemtrate and put more effort i-
nto “hat you are expected.to do,.you know, I still we think we can
be a re=1 contributory factor intothe economy of the country or we

can play a contributory factor into this country.

Thank you for your participation. We have now come to an end.





