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i V. 

ABSTRACT 

A general model of the determinants of Black Workers progress in the work 
situation is proposed. The variables which constitute this model are 
divided into three groups: antecedent, situational and person variables. 
The important antecedent variables are political, legal and economic 
conditions, cultural background and culture contact, living conditions, 
education and genetic determinants. The work environment is the important 
situational variable. For the person variables, expectancy theory is 
employed to emphasize the importance of expectations, instrumentality and 
values on the effort to progress. Time perception and abilities are 
also considered to be important. 

The general model is examined in the context of a study which focused on 
low-level, 1

1 non-progressive 11 Black �Jorkers. The model was useful in pre­
dicting and explaining the findings of the study. These findings are reported. 

Conclusions and recommendations for further research and application of this 
model are made. 
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1 .  INTRODUCTION 

Recent political and social changes in South Africa have created a climate in 
which the advancement of Black Workers has become a crucial issue. A shortage 
of skilled manpower is occuring which means large numbers of Bl�cks will have 
to be developed for jobs which are mainly occupied by Whites at· present" While 
a great deal can be achieved by the state and employers,in the final analysis, 
Black advancement will depend on the motivation, desire and ability of Blacks 
themselves to move into these positions. 

This trend has created a need for research into the socio-psychological aspects 
of the progress of the black worker. This need exists on two levels. 

Firstly on a pragmatic level there is a need to clari'fy the existing cloudy 
picture regarding the attitudes and perceptions of Black Workers to progress 
at work. A number of questions need to be answered: 

How does the individual worker define progress? 
What circumstances influence this definition? 
Are these attitudes and values comparable to management's 
requirements for advancement? etc. 

On the second level there is a need for a comprehensive theoretical model which 
will facilitate a better understanding of the above aspects of progress. 
Current research into motivation and work behaviour is largely concerned with 
productivity at work. Thus most theories in this field are formulated to 
explain changes in productivity. While productivity may be linked to indivi­
dual progress in that it may enhance one's opportunities for promotion, a number 
of other factors are equally important. Progress depends on a willingness to 
take on new responsibilities, the active searching for opportunities, the 
development of new and higher level skills and behaviour that is not neces­
sarily directed only to present, but also to future performance. If one is 
to consider these aspects then there is a need for a conceptual model that 
relates specifically to progress rather than productivity. Furthermore 
because of certain unique aspects of the South African situation.such a 
model must be relevant to local conditions. 
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This document then reports on the work that has been completed to date and which 
was aimed at gaining some conceptual clarity and empirical data on the 
determinants of Black Workers progress in the work situation. Three major 
areas will be covered in the report: 

- Firstly a theoretical model of individual progress at work will be presented. 
This forms the conceptual framework for the research. 

- Secondly a study which was conducted to investigate both methodological 
problems as we 11 as the acceptabi 1 ity of the model wi 11 be reported on. 

- Thirdly recommendations and sugoestions for future research will be presented 
along with the implications of this research for industry in general. 

2. SCOPE OF THE STUDY 

2.1 Definition of Pro0ress 

The term, progress, is used in a wide range of contexts to describe a variety 
of different processes. Thus one hears of social progress, economic pro9ress, 
t�chnological progress, as well as individual progress. This results in con­
siderable confusion as to what the term really means. Some conceptual clarity 
of this term is therefore a prerequisite for this study. 

Looking at the common usage of the concept, a number of basic elements can 
be identified. In talking about personal or individual progress (the focus 
of this project) one is compari�g a person in the present with his position 
in the past and remarking about the observed change in his attributes or 
circumstances. The concept progress therefore refers to a process of 
change. 

The direction of this change however is important since the term progress 
is only used when the change is in a positive or favoured direction; one 
which reflects an improvement_. What constitutes an improvement however 
is largely dependant on one 1 s value system, e.g. the capitalist's criteria 
of progress will be far removed from the marxist's. The failure to 
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recognize the fact that progress is a normative concept has been the 
major contributing factor to the confusion that exists regarding the 
appropriate use of this term. (Seer's (1972) discussion of the concept 
development is equally applicable to progress in this context.) The 
exposure of the value judgments involved in the use of the concept is 

_ therefore partieularly important . 

. It must be noted here that while progress has been equated with an im­
provement there is a growing body of criticism. that highlights the nega� 
tive aspects of progress. Thus J. Clarke (1974) in discussing progress 
in South Africa reveals the negative consequences incurred through 
pollution, overpopulation, etc. On a larger scale A. Toffler (1972) 
and E. Jantsch (1972) raise important doubts regarding the conse­
quences of social and technological progress, while on a more indivi­
dual level E. Milner (1968) has stressed the fallacies involved in 
the attitudes to human progress in the United States in her book 11 The 
Failure of Success. 11 While these criticisms do not invalidate the use 
of the term progress to mean an improvement, they do however question 
whether the criteria used for assessing improvement are sufficiently 
valid or comprehensive. 

Putting aside for the moment the question of what is a positive change, 
two additional elements of the concept progress can be discussedo 

Im�' cit in the use of the term is the assumption of how the change 
has come about. In the context of individual progress there is the 
implication that the change is a result of human endeavour. It is 
the effort that we believe an individual has put into changing himself 
or circumstances that enables us to say he has progressed. Should 
the change occur because of external forces then we would simply say 
he has been lucky or fate is on his side. This is not to say that 
forces external to the individual do not have an affect on an indi­
vidual1s progress but rather that, when we talk about progress, we 
attribut� this to human effort or intervention. 
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J. Bury (1955) in discussing progress goes one step further than this and 
argues that progress also implies a future orientation. "You may conceive 
civilization as having gradually advanced in the past, but you have not 
got the idea of progress until you go on to conceive that it is destined to 
advance indefinitely in the future. 11 (p. 7) Progress therefore implies 
a future perspective, for an action can not be deemed as progressive unless 
it can be seen to have benefits in the future. 

Summarising the above, progress may be defined as: 

- as a change, that is positive in direction, 
involves a future orientation and is 
largely brought about through human endeavour. -

The problem of defining what is a positive direction is not resolved by 
this definition however. While it is feasible that some agreement on 
what is a positive change may be reached within a group �he acceptability 
of such a definition to other groups is doubtful. Apart from rejecting the 
concept altogether there would appear to be only one solution to this 
dilemma .. This is to resort to an arbitrary decision of what constitutes 
progress but incorporate into the research design,ways of minimizing 
or controlling for the value judgement made. 

A number of strategiei can be used. One is to make explicit the value 
judgement upon which one's criteria of progress is made so that the bias 
is exposed .. This is similar to Tajfel 1 s (1972) criteria for conducting 
social psychological research, i.e. one.must expose the social situation 
in which the experiment operates. Secondly the bias can be partially 
counteracted by reflecting the arbitrary definition of progress against 
how respondents themselves perceive progresso Thirdly, limiting the 
research to a specific area� i.e. the work situation, will help to 
restrict the tendency to over-generalize the findingso 

In the light of the above then a more specific definition of progress 
is required. The focus of this study is progress in the wo�k situation. 
The structure of western organisations and general management philosophy 
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reflect a belief in self-determination and a work ethic in which work is 
in itself an important (if not the most important) aspect of one's life. 
Thus progress at work is realising one's potential at work. Changes in 
the following areas are therefore generally seen as constituting progress 
at work: 

increasing involvement in decision making; 
- taking on greater authority over others; 
- .willingness to become more autonomous in one's actions; and 
- movement up the hierarchy of job levels. 

Progress in the work situation is then defined as: 
behaviour which shows or should lead to one or more of the 
following: --upward mobility; 

--greater responsibility; 
--greater involvement in decision making; and 
--having authority over others. 

2.2 The Use of Models in a Scientific Study. 

R. Harre arii'P. Secord(1972) argue that science is more than a critical 
enterprise in that "real science 11 also uses models "to stand in for 
generative mechanisms of non-random patterns in nature. 1 1  (p.67) The 
particular model s science uses are iconic, i. e. they are models which 
represent the real thing or process, but ones in which the source 
and subject differ (paramorphs). Although Harre and Secord go a lot 
further than expounding this in attempting to.develop a new paradigm 
for social psychology, the concept of iconic models as being a crucial 
part of a science is an important one. While there is a dominant 
belief in the Social Sciences that all empirical studies must be ex­
perimental, in real ity a considerable amount of scientific work is 
exploratory in which one is not necessarily confirming, refuting or 
in Popperian terms falsifying, hypotheses. Models are particularly 
important in this sort of approach. 
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This is the case with this study. With the use of an iconic model, 
the aim of the study is to explore those phenomena or variables which 
influence an individual's progress in the work setting with particular 
attention being placed on the "person variables." 

The use of such an approach has become more common in psychology in recent 
years, particularly in the cross-cultural field where a multiplicity of 
influences may have to be considered. Thus Berry (1976) proposed an 
ecological-cul tural - behavioural model to investigate cognitive style 
across cul tures and Dugdale and Tin Chen (1977) a general ized model to 
investigate the possible determinants of school performance. 

3.  A CONCEPTUAL MODEL OF FACTORS RELATING TO INDIVIDUAL PROGRESS IN 
THE WORK SITUATION 

3ol. An Overview 

Progress has been defined as a process of change brought about by human 
endeavour. If this is so then man must be viewed as a being who is 
capabl e of determining his future through the awareness of al ternatives 
and active involvement in persuing those al ternative he chooses. In 
other words while not denying that there may be irrational aspects to his 
behaviour, it seems logical to adopt a rational view of man to study 
individual progresso 

Certain circumstances may however facilitate or constrain an individual 
in real izing his aspirations. These may be personal attributes or 
characteristics e.g. abilities, values, etco which because of his 
genetic and/or social background affect his advancement positively 
or negatively, or they may be situational or environmental circumstances 
11external 11 to him and over which, as an individual, he has relatively 
limited control e.g. job advancement policies of the company. 
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reasons exist for this: 

Firstly, as mentioned in the introduction, a number of the more 
prominent theories have been formulated within the broad field 
of productivity and of job satisfa�tion. Progress however being 
concerned with the future requires a different perspective. 

- Secondly, need theories such as those mentioned above attempt to 
explain behaviour in terms of drives to satiate existirig deficits. 
In terms of the work situation the drive-outcome relationsh�p 
has three phases: firstly a deficit exists e.g. at the most 
basic level, hunger, which sets the individual in motion; 

this effort then leads to a better performance (1st 1evel outcome) 
which in turn leads to a reward or 2nd level outcome e.g. greater 
remuneration; finally this last outcome is used to satiate the 
initial deficit i. e. through the acquisition of food. Both 
the Need Hierarchy and Two-factor theories are concerned primarily 
with 2nd level outcomes and tend to neglect the first. While these 
2nd level outcomes are important to understanding the progress of 
individuals, nevertheless the effort - first level outcome relationship 
is also important. For a model to be adequate then this additional 
dimension needs to be considered. 
Finally, the existing theories tend to consider one major variable, 
viz. needs, and neglect others, eag. abilities and values, which may 
also play a role in determining motivation. A multivariate approach 
is therefore likely to be more applicable to the understanding of in­
dividual progress. 

One model that takes into account most of the above criticisms and in 
addition is based on a cognitive, rational view of man is the Valency/ 
Expectancy/Instrumentality theory developed by Vroom (1964) and expanded 
later by others. Porter and Lawler (1968) and Lawler and Suttle (1973) 
have perhaps developed the most comprehensive model. 

Expectancy theory 1 s basic tenets are that job performance is a function 
of ability, effort and the perception workers have of thei· role in 
the organisation. The effort dimension is a function of 

•,,t� 
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(i) the expectancy that an individual has as to whether effort 
wil l lead to effective performance (1st l evel outcome) ; 

(ii) the expectancy (instrumental ity) that the performance will 
l ead to certain (2nd l evel) outcome�; 

(iii) the val ence or val ue attached to these outcomes. 

A considerabl e amount of research has been conducted within the 
expectancy theory framework and a number of extensiV-e reviews of 
these studies compl eted: Wahba and House (1974) T. Mitchel l and 
A Bigl an (1971) Heneman and Schwab (1972) and T Mitchel l (1974.) 
Most of these authors are crHical of the theory and methods used 
in that some of the predictions are not confirmed and measurement 
procedures are in some instances, inadequate. They neverthel ess agree 
that a significant expectancy-behaviour rel ationship is found and "gene­
ral l y  val ence, instrumental ity and rol e perceptions are significantl y 
rel ated to performance.� (p.5, Heneman et al 1972) . 

Expectancy theory posits the infl uence of certain factors on a final 
outcome, i.e. performance. Whil e this performance has been l ar0el y re­
l ated to job satisfaction there woul d appear to be no l ogical reason 
why the model cannot be incl uded in the wider model proposed in this 
study to hel p understand individual progress. Basical l y  the VIE theory 
is a set of proposal s concerning the rel ationship of effort to first 
l evel outcomes and the l atter to second l evel outcomes. As pro9ress 
is itsel f an outcome it woul d be reasonabl e to expect that expectancy 
theory's conception of motivation can be empl oyed to l ook at the moti­
vation to progress specifical l y. The theory is therefore incorporated 
into the wider conceptual model of progress, to hel p expl ain the motiva­
tional aspects that rel ate to the effort an individual puts into making 
progress. 

Progress in the work situation wil l therefore be partial l y  a function 
of the effort made to progress, the abil ity to do so and the perception 
of what pro0ress entail s (role perception) (Diagram 2). The effort to 
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progress in turn wil l be a function of the expectancy that effort wil l 
l ead to progress and the instrumental ity that this progress wil l l ead 
to outcomes al ong with the value attached to these outcomes. Rol e per­
ception however refers to the con0ruity between what an individual per­
ceives as progress and what his empl oyer see a progress, in the work 
situation. The incl usion of this l atter factor into the expectancy model 
hel ps overcome the val ue judgement' incorporated into any definition of 
progress as outl ined in section 2.1. 

ABILITY 

Expectancy Instrumental ity Valency 4 x � \ PROGREssl 

I EFFORT PROGRESS! X \PROGRESS OUTCOMEs\x \vALUE OF OUTCOMES\ . 

ROLE PERCEPTION 

DIAGRAM 2: Expectancy Theory as it rel ates to Progress. 

Substituting progress for performance does create a difficul ty however 
since progress has a future time el ement which expectancy theo.ry l acks c 

An individual 's time perception is important however in that goals may .• 
be in the sbort, medium or l ong term; a time dimension is therefore incor-
porated into the overal l model . 
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Adopting an expectancy framework for the motivational and person 
variabl es means that a number of specific factors must be incorpo­
rated in the general model. Firstl y the individual 's expectatio�s 
both with regard to the effort - progress rel ationship and the 
progress - outcome rel ationship must be considered. Then the val ues 
the individual hol ds in rel ation to progress are important variabl es 
as is the individual 's perception of progress. The expectancy theory 
al so stresses the role of abil ity, this then is another variabl e to 
be considered. Final l y  time perception is a further person variabl e 
that is rel evant to the model and· is therefore incorporated. 

These and the other proposed el ements of the model are each considered 
separatel y and discussed ·in more detail in the rest of this section. 

3.2 Antecedent Variabl es 

3.2.1 Cul tural Background and Cul ture Contact 

If cul ture is defined as the man-made part of the human environment 
(Herskovits 1955) then, since man's behaviour is a resul t of gene-
tic and environmental infl uences, cul ture must have a profound effect 
in determining an individual 's behaviour. The rel ationship of cul ture 
to individual val ue systems, expectations, attitudes and even percep­
tion has been wel l documented and needs l ittle expl anation. 

A probl em exists however in attempting to define, or cl assify 
different cul tural contexts. This probl em is particul arl y compl ex 
when considering Bl ack Workers in South Africa. There is no easy 
answer to "what is X's cul tural background?" 

One of the criterion used for the cl assification of cul tures in 
South Africa is ethnic groupings. Thus Van Warmel o {1959) identi� 
fied 5 major ethnic groups and the South African Government recog­
nizes 10 ethnic groupings in terms of homel ands and the policy of 
separate devel opment. For the purposes of this study however such 
a cl assification is not adequate. Education, residence in urban 
areas, empl oyment in industry and contact with other cul tures has 
had a profound effect on these traditional cul tures. P. Mayer (1975) 
argues these infl uences have el iminated ethnic affil iations in most 
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urban areas and Manganyi (1973) recognizes a united cul tural heritage 
through the Bl ack consciousness movement. Except in the case of perma­
nent rural residents ethnic considerations woul d appear to have doubtful 
va 1 i di ty for this s.tudy. 

' .. " 

In an attempt to find discriminating criteria for the cul tural position 
of individual s in South Africa some authors have concentrated on the 
accul turation processes themsel ves. Thus Grant (1975) considered urbani-
zation as important, Hel l eman (1948) \westernization; and Hal l (1976) 
fol l owing Smith and Inkeles (1966), modernization. 

A number of difficul ties are invol ved in adopting such criteria however: 

- Firstl y accul turation is l ikel y to invol ve al l or a number of the 
above processes and any anal ysis that concentrates on one is l ikel y 
to give an inadequate picture. 

- Secondl y the processes considered rel evant and how they are concep­
tual ized are frequentl y ethnocentric. Thus modernization becomes 
equated with westernization, urbanization with better qual ity of l ife, 
etc. A good exampl e of this is one of Inkel es' criteria of moderni­
zation - a modern man is aware of the dignity of otherso Is 11tradi­
tional 11 man's respect for el ders and a concern for social cohesion 
not a sign of dignity for others? Magubane (1971) in criticizing 
urban anthropol ogical studies in South Africa argues that many 
indices of progress are perceived as degrading by Africans. 

- A third probl em is that often these processes negl ect an historical 
perspective. Singer (1971) has documented unique adaptation to new 
cul tural infl uences in Madras. Simil arl y in the South African setting 
L. Schl emmer (1972) has highl ighted the historical effect the govern­
ment pol icy of regarding the bl ack worker's residence in the urban 
areas as temporary (prior to the Riekert Report 1979) has had on 
these people. He argues that measures of urban/rural commitment 
are not adequate as the l atter pol icy has resul ted in so much in­
�ecurity among Bl acks that l arge numbers of them retain rural l inks 
despite being based in urban areas. 
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In the light of the above criticisms then the delineation and classi­
fication of the cultural background of Black Workers in South Africa 
cannot be adequately represented by ethni.city nor in terms of accultu­
ration processes. 

This of course does not invalidate the fact that these processes may 
have an influence on an individual or that the analysis of them provide 
some insight into group or individual behaviour. It is simply being 
argued here that they do not provide adequate criteria for looking at 
an individual 1 s background in terms of his culture. A more idiosyn­
cratic approach may be of value. 

A person's self identity emerges from his relationship with other people 
and his interaction with the social structure. As a result individuals 
define themselves in terms of the groups to which they belong or in terms 
of the positions or roles they have in society" If this is the case 
then the "cultural standing " of ,an individ�al must be reflected in 
those people with whom he identifies and sees as significant others, 
A description of these people may therefore give considerable insight 
into the individual 1 s position with regard to culture. The value 
of such an approach is that it should reflect the individual's present 
idealized and future standing instead of being a retrospective analysis 
which the approaches criticized above tend to generate. 

Reterence group (2) theory identifies a number of different types qf 
groups against whom an individual evaluates himself. Thus Kemper (1968) 
talks of comparison groups which may be divided into legimator, role 
model or accomodation groups; Clark ( 1972 ) as well as others talks 
of normative q_udi�nc,e and status, g.roups.,. 

(2) The term reference group is, as Merton (1957) states, a misnomer 
since? person may identify or evaluate himself with a group, in­
dividual or collectivity of persons·. Group is used here to include 
all of these. 
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To a certain extent this sort of cl assification is superfl uous for 
often a person's reference group has al l or a number of these charac� 
teristics. However some of the distinctions are val uabl e simpl y to 
give some cl arity to the type of groups a person may identify with. 

One reference group that is l ikel y to be particul arl y val uabl e for 
this study is that group of peopl e with whom an individual l ikes to be 
with, feel s comfortabl e and "at home" with. Obviousl y a conservative 
person who maintains his tribal traditions and phil osophy is l ikel y 
to want to associate with those simil ar to him rather than with 
l iberal , progressive peopl e who have adopted a western l ife styl e 
and val ues. 

The distinction of normative groups is a val uabl e one for this study. 
Individual s pl aced in a situation where they are not sure of appropriate 
behaviour refer, to a normative group to guide their action. The norma­
tive group being that group that expl icitl y sets norms and val ues with 
which the individual identifies. The type of person/persons an indivi­
dual refers to for normative guidance is l ikel y to be a refl ection of 
the security an individual has in his current position in society. 
Thus those who have recentl y adopted new val ues and l ife styl es may 

I 

fal l back on a more traditional referen� when in a probl ematic situation 
shoul d they feel particul arl y insecure. The phenomena of individual s 
who have l argel y �dopted western val ues stil l consul ting traditional 
heal ers may be an exampl e of this process. A markedl y. different norma­
tive as opposed to a peer or friendship group may be an indicator of 
the stabil ity of one's cul tural standing. 

In the context of progress one other referent group may be of val ue, i.e. 
a comparison group which an individual aspires to or woul d l ike to be 
a member of. This perhaps can be best described as an ideal ized refe­
rence group. A description of the person or persons who comprise such 
a group is l ikel y to reveal a great deal about those things an indivi­
dual finds important when �onsidering his future. 

In this model then reference groups wil l be used for two purposes: 

(i) to identify the individual 's present cul tural standing; .. 
(ii) to identify the sort of person or person:an individual aspires to 

be l ike. Three groups wil l be considered: friendship, normative 
and ideal ized groups. 
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3. 2. 2 Po 1 itica 1, .. L.e.ga 1 ,e-nd Economic Condit ions 

Professor G. Jacobs (1978) has divided the restrictive l aws and 
pol icy that exists in South Africa concerning the empl oyment and 
movement of Bl ack peopl e, into four categories: 

(a) l aws control l ing their mobil ity and empl oyment; 
(b), l aws infl uencing their devel opment i.e. education, 

tr�ining� acquisition of skil l s, etc. 
(c) l aws affecting their standard of l iving - wages, 

conditions of service; 
(d) l aws enabl ing them to participate in the industrial 

rel ations or col l ective bargaining.system. 

The recent rel ease of the Wiehahn and Riekert Commission reports 
shoul d resul t in substantial l egisl ative changes with regard to 
some of the above. This change is l ikel y to be sl ow however and 
even if the l aw changes traditional practices are l ikel y to per­
petuate for some time. A description of the position of bl ack 
workers in South African Society prior to these reports is therefore 
l ikel y to be an adequate one for some time to come. 

The system of migrant l abour created and control l ed by the pass l aws, 
influx control and contract l abour regul ations, affects a major portion 
vf bl ack workers• mobil ity and empl oyment. Legisl ation in this area 
is an attempt to base bl ack workers in the rural or homel and areas so 
their pr�sence in white urban areas is sol el y for work purposes. The 
l ack of freedom that an individual has to change jobs or seek work, 
as wel l as the fear of endorsement out of an urban area shoul d he be­
come unempl oyed, severel y l imits opportunities in addition to creating 
considerabl e occupational insecurity among bl acks. Contract l abour 
workers.who Profo Jacobs estimates number 1,6 mil l ion, are further 
inhibited in their progress in the work setting as the contract 
specifies the type and l ength of work and change within that contract 
is difficult. 
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Policy and legal conditions affect the development of Blacks, par­
ticularly in the area of education and training. While in recent 
months changes in structure and policy have taken place, _  
Black people coming onto the labour market are not generally speaking, 
competitive with whites. This is linked to limited education facili­
ties particularly at secondary school level, a shortage of adequately 
qualified teachers and discrepancies in the syllabuses of black and 
white schoolso 

A discrepancy in technical education has existed up to now, particu­
larly at the artisan level. This is largely because racial prejudice 
makes it difficult for blacks to be indentured. It has been policy 
that blacks should achieve artisan status in the homelandi only,where 
facilities are limited and of a lower standard. 

-A further major restriction to advancement has been job reservation. 
While the Wiehahn Commission recommends the termination of this system 
and in fact only 5 job reservation determinations remain in force to 
date, nevertheless considerable resistance to advancing black workers 
into skilled jobs exists. While some of this is a result of white 
trcde union pressure, the maintenance of traditional practices is a 
major source of the lack of change in this area. 

The limited base on which Blacks have been able to to negotiate 
conditions of work, etc., has been a further restriction on the 
creation of greater opportunities for their progress" This may 
cnange in the post-Wiehahn report era which made recommendations 
to legalize Trade Unions for all race groups albeit on a limited 
basis. 

Finally government policy and laws greatly affect the stand�rd 
and quality of life in areas other than work. The wage gap between 
whites and blacks has decreased over the last few years from 5,0 :1 
in 1975 to 4,5: 1 in 1977. Nevertheless there still remains a dis­
crepancy even for those doing the same job and with t�e same quali­
fications (C.J. Cogill 1979) This discrimination obviously negatively 
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affects l iving conditions. Markinor (3) produced figures for the 
income of African Househol ds in five of the major urban areas in 
South Africa. Just under hal f of those surveyed were receiving 
incomes bel ow the :Household Subsistence Level (HSL). Couple this 
with residence in suburbs that l ack a number of facil ities, are 
distant from work and therefore entail l ong hours of commuting, 
means that the qual ity of l ife for l arge numbers of bl ack workers 
in the urban area is poor. 

The economic conditions that exist at any specific time period apart 
from affecting qual ity of l ife are al so l ikel y to directl y affect the 
approach of authorities and empl oyers to the progress of bl ack workers. 
Lack of skil l ed manpower, a hi9h growth rate, national investment 
pol icies etc, wil l al l enhance the opportunities avail abl e to bl acks 
to advance in their work situations. On the other hand periods of 
recession, or fiscal pol icies that resul t in a cut back in production 
or economic growth, high unempl oyment etc. are l ikel y to negatively 
affect the advancement of bl ack workers into higher l evel s. 

In summary the pol icy, l egisl ation and the state of the economy in· 
South Africa is, l ikel y to have a threefol d effect on an individual � 
progress. Firstl y on a general l evel they affect the qual ity of life 
for Bl acks which is l ikel y to affect motivation, energy l evel s etc. 
On the second l evel the acquistion of skil l s  is hampered by the education 
and training pol icy. Final l y  at the job l evel , traditional discrimi­
nation practices, job reservation etc. restricts opportunities and 
avenues for progreSSu 

3.2.3 Living Conditions 

Living conditions refer to those circumstances in everyday l ife that 
may affect performance at work. Obviousl y a wide variety of aspects 
coul d be considered as indirectl y infl uencing efficiency at work, e.g. 
distance travel l ed to work, tensions created at home that are carried 
over into the work situation, etc. Two factors are considered parti-

3 Quoted in Survey of Race Rel ations in South Africa 1978. 
Institute of Race Rel ations, Johannesburg. 
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cul arl y important however heal th and diet or nutritional intake o 

Apart from the negative consequences of absence from work through 
il l heal th most il l nesses al so have a demotivating or debil itating 
effect. Diseases endemic to Southern Africa, e.g . mal aria, bil harzia, 
sl eeping sickness and parasitic infections, are renowned for the 
l ethargy that accompanies them. Whil e these have been control led 
to a considerabl e extent neverthel ess a l arge number of individual s 
l ive with these diseases . undetected . Bil harzia and parasites in par­
ticul a� may infl uence motivation among l ower l evel workers with a 
rura,l background. 

Intimatel y l inked with heal th is the question of nutri tion " Each in­
dividual has a certain basal energy requirement, provided by the cal o­
rific content of his food, which is expended during work and l eisure 
activities. When energy expenditure exceeds intake, whil e in the 
short term some compensation can be made by l oss of weight, a change 
in l eisure activities etc . ,  i n  the l ong run work activity must be 
affected with consequent effects on an individual s performance at work . 

The effect that differences in cal orie intake have on work performance 
are striking. The ILO (1965) reports a study of manual earth moving 
in I ndia in which one group of workers had an output that was 80% 
greater on average than other groups. Bei ng of the same stature and 
using the same tool s and work methods as the other workers, the onl y 
significant difference between the groups that could account for this 
higher output was that the first group received an average of 4 500 
cal ories per day whil e the others 2 880 ! 

In addition to the physiol ogical differences that can be attributed 
to nutrition, psychol ogi�al differences al so occur. Thus Batawi 
(quoted in D Turnham 197 1) reports an experiment in which a drop in 
cal orie intake from 3 100 to 2 000 over several months resul ted i n  
l istl essness, l owering of initiative, l ack of awareness and poor j udge­
ment among participants. 
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Studies on mal nutrition demonstrate the effect of inadequate d iet on 
chil dhood devel opment. "Chronical l y  mal nourished chil dren tend to l ag 
behind their wel l nourished counterparts ( particul arl y in regard to) . . .  
motor integrative performance, reading abil ity, concentration and 
motivation" (p . 97 M. Read 1977). Whil e these effects can be overcome 
in the l ongterm (Bartel, Burnett, , et al (1977) ) shoul d the mal -
nutrition continue, the above tendencies are l ikel y to manifest them­
sel ves in the work situation. 

The question arises as to what is the incidence of mal nutrition and 
inadequate cal orie intake in South Africa? A considerabl e degree 
of mal nutrition exists amongst young chil dren . in the rural areas 
as a resul t of the migrant l abour system, overpopul ation and poor 
agricul tural output. Up to 25% of that sector of the popul ation . 
(L. Schl emmer and P. Stopforth 1974) It is difficul t however to 
assess the extent of mal nutrition amongst bl ack workers, particul arl y 
those in the urban areas. In this context two £onditions general ly 
appl icabl e to South Africa shoul d be considered. 

Firstl y the majority of bl ack workers are empl oyed i n  l ow l evel jobs 
where the physical demands are high. Secondl y, l ow wages are earnt 
by these peopl e many of whom therefore l ive bel ow the poverty datum 
l ine. Diet is therefore likel y to be inadequate for a number of 
peopl e at this work l evel . 

Two studies provide some data on this issue. In the International 
Biol ogical Programme conducted in South Africa Dr. P. Wyndham (1972) 
noted that urban males of the Venda and Pedi peopl e were more capabl e 
of hard work than their rural counterparts "which is probabl y attri­
butabl e to their better diets and more regul ar physical work" (p.31) . 
However in the same report Dr. J du. Pl essis's findings suggest the 
extent of poor nutrition is not high amongst these two groups al though 
seasonal fl uctuations do occur. 

Schl emmer and Stopforth (1974) in studying Africans in a Border 
Industry Township argue that diet and nutrition tend to be inadequate 
for those peopl e going through a process of accul turation. In the 
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movement away from tradi ti onal forms of securi ty - ki nsh i p- to 
modern forms - materi al aspi rati ons - those l iv ing on subs i stence 
wages spent consi derable sums on materi al items, to the detriment 
of the ir  food b ill, in  order to gai n thi s  securi ty. 

In conclusi on then health and nutri ti on have an i nfluence on energy 
levels and therefore work capaci ty and aspirati ons. Whi le there is 
not a clear picture of the extent of inadequate di ets among Black. 
workers i t  is possi ble that: 

( a) those resi dent in  rural areas may be seasonally affected but 
for large periods of the year have an inadequate nutriti on 

( b) those i n  border towns or undergoi ng a process of social change 
may also have poor diets due to poor di stri buti on of their 
li mited resources 

( c) those established i n  the urban areas possibly recei ve adequate 
nutri ti on although' those i n  lower level jobs may not due to 
low wages and the physi cal demands of their  jobs c 

3 . 3  S ituati onal Vari ables 

3 . 3 . 1 Work Environment 

Progress i n  the work situat i on is qui te obvi ously influenced by the 
envi ronment in  whi ch an i ndi vi dual works. A number of factors are 
l i kely to be important . 

The most bas i c requi remeDt is the exi stence of avenues for the progress 
of black workers . Some organi sations, parti cularly i nternati onal com­
pani es through pressure from thei r parent bodi es, have adopted fair 
employment poli ci es which actively seek to create greater opportunit i es 
for black advancement . There i s  however a mass of organi sati ons who 
employ black workers at a specifi c  level only and provi de few, i f  any, 
avenues for progress. A black worker i n  such a posi ti on must therefore 
look for avenues to progress i n  other areas of his life or seek jobs 
elsewhere, where hi s ski lls can be used, should progress be i mpo rtant 
to him . In otherwords where advancement i n  a specifi c organisati on 
is li mited, progress may be reflected i n  job mob il ity across organi ­
sations into h i gher-level jobs, or i n  aspi rati ons outsi de the work 
s ituation .  
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Apart from recognized avenues for progress the general organisational 
cul ture is al so l ikel y to infl uence individual attitudes to change 
within the work setting . Supervision which is person as wel l as 
production centred and aims to util ize and buil d on the skil l s  an 
individual has, is l ikel y to instil a positive approach to change and 
stimul ate an individual . Conversel y poor supervision in which l i ttl e 
concern for the worker exists is l ikel y to nul l ify any effort an 
individual may make that wil l constitute progress in the work situation. 
Simil arl y opportuni ties for acquiring extra skil l s  through the provisi on 
of training courses wil l a� so pl ay a rol e in stimul ating an individual . 

Quite obviousl y the l egal restrictions pl aced on bl ack workers, men­
tioned in section 3.2.2 are rel evant when l ooking at the work env i ron­
ment . However it must be recognized that these are not the only facto rs 
to be considered. The approach of management to workers, the prov i s i on 
of opportunities for devel opment and the effort to uti l ize human resources 
are al l important i n  creating an atmosphere where progress is not onl y 
�ossibl e but attractive. It is the indirect as wel l as direct forms 
of discrimination,:that are wel l  documented in equal opportunity l egis­
l ation overseas, that are equal l y  important in determini ng the progress  
of  an individual worker . 

3.4 Person Variabl es 

The J i scussion in 3.1 above outl ined the expectancy theory and, the need to 
consider the fol l owing: 

- th� expectancies an individual has regarding progress, i.e. the expec­
tation of whether effort wil l in fact l ead to progress (Expectancy) ; 

- the expectation of whether better performance wil l be instrumental 
in obtaining certai n  outcomes · ( -rnstrumental .ity); 

- time perception 
- perception of progress 
- val ues 
- abil ities 

These variabl es which refl ect the socio-psychol ogical make up of an indi­
vidual are referred to as person variabl es within broader model of 
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individual progress. They are discussed in more detail bel ow o 

3.4.1. Expectancy 

Social l earning theorists i.a. Rotter (1966) Lefcourt (1976) , have 
argued that individual s differ according to their expectancy of 
whether outcomes are contingent on their personal effort, ability 
or characteristics or subject to some external control , i.e. fate, 
l uck, powerful others, etc. They posit that some individual s are 

11internal l y 11 control l ed whil e others 11external l y 11 control l ed. 

According to the VIE theory, expectancy is simil arl y concerned with 
the perceived action - outcome relationship. The onl y difference 
that exists between the l ocus of control (l .o.c.) and the VIE 
expectancy is that the l atter focusses on the effort-outcome relation­
ship whil e the l ocus of control construct invol ves a personal factors -
outcome rel ationship of which effort is but one factor. It i,s possibl e 
then that differences in the VIE expectancy can be expl ai ned or sub-
sumed under the broader l ocus of control construct. Lefcourt (1976) 
and Naditch and De Maio (1975) both argue for the use of the l ocus 
of control construct in val ence-expectancy frameworks. 

It is proposed therefore to substitute the VIE expectancy with the 
broader l ocus of control construct in order to achieve a ful l er under­
standing of the characteristics that identify a progressive person. 

The l ocus of control construct has received widespread attention in 
the l ast decade and research in this area has been extensive. A number 
of studies demonstrate a rel ationship between l ocus of control and 
achievement rel ated behaviour. 

Joe (1971) states that the research indicates that internal s manifest 
greater interest and effort in achievement rel ated activities than 
external s do. Gurin and Epps (1975) reporting on a study of bl ack 
U.S.students found that internal s not onl y have hei9htened expectancies 
of success and a greater sel f confidence but they actual l y  have higher 
achievement test scores and achieve higher grades at col l ege. 
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Broedling (1974 ) in considering Navy employees in U.S. found 
internals more than externals to be motivated to work hard, perform 
better, see working hard as being instrumental to attaining desirabl e 
ends and in fact tend to be in higher grades . Thus not only does there 
appear· to be a difference in the expectancies re achievement and success 
between internals and externals but also a difference in actual perfor­
mance. 

Unfortunately however, this relationship would not appear to be as 
simple as it initially seems . Cognizance must be taken of the numerous 
criticisms made of the construct on both a conceptual and methodol ogical 
level. 

On a conceptual level a specific difficulty that exists is the meaning 
of the external pole of the construct. 

The list of external loci normally appearing in the literature e . g. 
luck, fate, chance, powerful others etc o may not be relevant when 
considering populations other than U . S. students. Religious fatali sm, 

(Nagelschmi dt and Jakob (1977 ) ) the power of ancestors (D . Munro 1973 ) and 
economic determinism are a few of the other possible external loci . 
Quite obviously attributing causality to one of these latter l oci as 
opposed to luck or chance i s  likely to have very different behavioural 
concomitants . 

t� · 1 , ns (1974) argues there i s  a confusion between two distinct di men­
sions along which i nd i viduals may differ in their attri butions of 
causa l i ty .  These are pred i ctab i l i ty V S c chance and s i tuati onal V S o 

dispositional attributes . Under Rotter ' s  categorization internals 
would attr i bute an outcome to disposi tional predi ctabili ty wh i l e 
externals to situati onal inpredictability . The other two categories 
dispositional unpredictability and situational predictability are on 
the whole neglected however . While examples of the former may be 
hard to come by except in cases of psychological or physiolog ical 
disturbance, examples of the l atter are common . For the Black Worker 
in South Africa, the statement 11 I can be sure that I will not make 
further progress because of job reservati on determinations'' is a 
predictable but situational (external ) attribution of causality . 
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It woul d seem necessary therefore that the l ocus of control 
construct be reconceptual ised to account for these categorie� , 
and its rel ation to achievement behaviour reformul ated. 

In the l ight of the above then a person who has an expectancy 
whether its l oci be situational or dispositional may be achievement 
oriented if that l oci is predictabl e. A person who has an expectancy 
that outcomes are dependent on situational l y  unpredictabl e factors 
(or dispositional l y  unpredictabl e factors shoul d such exist) wil l 
be l ess l ikel y to be achi evement oriented or wil l ing to make an 
effort to progress o 

On the methodol ogical l evel a number of other difficul tjes occur . 
They'. are menti oned here briefl y not so much to expl ain Jhe model 
but to hi ghl ight the considerations necessary when measuring the 
expectancy variabl e in the model . 

(a) the nature of the outcome: Mi schel , Zeiss and Zei ss (1974) 
and Gil mor and Minton (1974) found that the attri bution of 
res pons i bi 1 i ty differs as to whether success or fa i lure is 
experienced . External s attribute success to l uck, but fail ure 
to personal attributes whil e the reverse appl ies to internals . 
This finding must be kept in mind in drawing up a measurement 
instrument . 

(b) general i zati on across persons: Factor anal ysi s  of the Rotter ' s 
I.E. Scal e, the most wi del y used ·measure of l ocus of control , 
has revealed d i fferent factors i n  d i fferent stud i es . Gur in, 
Gurin, Lao and Beattie (1969) with a sampl e of bl ack American 
students found two factors; Nagel schmidt and J akob (1977) in 
Brazil al so found two factors but dissimi l ar to Guri n et al 's . 
Cherl in and Bourque (1974) again found two factors different 
from the above but simil ar to Mirel s (1970) . The fact that 
the sampl es drawn for these studies differed in terms of cul ture, 
suggests that the l . o. c o  construct may �anifest itsel f differentl y 
with different cul tural experiences. J' H Griffin ( 1 961) i n  his 
book 'Being Black Like Me ' states that as an indi v i dual (a " Negro) 
can l ive in dignity even though as a Negro he cannot . Whites 
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may not make this distinction . 

Sd nce cul ture is l ikely to affect one's expectations the val idity 
of the I. E. Scal e to South African studies must be questi oned , and 
care must be taken in appl ying the construct across cul tures . 

(c) general ization across situations: The factor analytic studies of 
Mirel s (1970) , Cherl in and Bourque (1974) and Col l ins (1974) 
reveal ed a number of factors in the I . E. Scal e that suggest that 
individual s perceive their personal efficacy, in a different 
l ight depending on the situation or event referred to in the item 
e. g. mastery over ones own l ife , impact on political institutions . 
Rotter ' s  initial assumption that indivi dual s develop a general ized 
expectancy may not be val id. Different situations may in fact raise 
different expectations. 

It is concl uded that sin�e the locus of control construct provides con­
si derabl e insight into behaviour-outcome expectanci es it can be incorpo­
rated into the general model of personal progress as the expectancy 
aspect of VIE theory. On methodological l evel however it appears to be 
necessary to devel op a cul tural l y  specific measure relevant to Bl ack 
Workers in South Africa. In doing so special attentjon must be given to : 
the external pol e of the construct; whether the event referred to is 
perceived as a success or failure; and the fact that different situati ons 
may affect the perceived expectancy. 

3. 4.2 Instrumental ity 

Instrumental ity refers to the second expectation in the VIE theory i . e .  
whether performance i s  i n  fact i ns trumental i n  l eadi ng to certa i n out­
comes. 

In the western business setting and in terms of the definition given for 
progress in -the work setting ;the relevant outcomes wil l be: 
promotion , greater responsibil ity , greater involvement in  decision 
making and having authority over others , and a gr,:::a.ter income . 
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If a person is to progress therefore he must have the specific 
expectancy that if he does in fact perform better the consequence 
wil l  be at l east one or more, if not al l ,  of these outcomes o 

Thi s  expectation is subtl y different from the one discussed in 
3 o 3 .l above in that the concern here is not on whether an 
individual bel ieves progress is conti ngent on him or not and 
whether it is predictabl e but whether in the actual job situation 
does progressive behaviour l ead to outcomes perceived as progress 
(by management if not the individual s) o Shoul d the individual 
perceive his work setting as one in which progressive behaviour 
does not l ead to any outcomes _then � even if he bel ieves general l y  
that progress is contingent on himsel f or predictabl e factors, he is 
neverthel ess l ikel y to have l ittl e motivat i on to strive to ach i eve 
in his work u 

As the V IE theory states however the val ence of the outcomes 
posited here are al so crucial and ideal l y  the expectati on of the 
ins trumenta 1 ity of i mp roved performance must be cons ·i de red a 1 ong 
w i th whether the outcomes are in fact val ued by the individual . 
Val ues as such w i l l  be discussed i n  more detail in the fol l owing 
section o 

3 . 4.3 Val ues 

The perceived desirabil ity of the outcome of some specific be-
. �viour wi l l  be determi ned by an individual's val ue system. In 
the context of i nd i vidual progress in the job setting, the 
congruence between an individual 1 s val ue system and the val ues 
prescribed in the work situati on wi l l  be an important determinant 
of whether that i nd iv i dual wil l want to progress in the work 
si tuation or on the other side of the coin, whether an empl oyer 
wil l v iew his behaviour as progressive , 

The concepts val ue and val ue system have been widel y used in 
psychol ogy. There is a general acceptance that val ues are more 
fundamental than bel iefs or attitudes and are ce1tral to an 
individual s affective system . Being such  they have a particul arl y 
important infl uence on behaviour in that they not onl y provide 
standards that guide behavi our but are al so motivati onal . 
(Feather 1975) . 
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Rokeach ( 1973) defines a val ue as ''an enduring bel ief that a specific 
mode of conduct or end-state of existence is personal l y  or social l y  
preferabl e to an opposite or converse mode of conduct or end-state 
of existence." p.5. 

Th i s  definition is a useful one for it highl ights the point that values 
may be both instrumental in that they define the means of behaviour as 
wel l as terminal i n  that they define the goal . It is debatabl e whether 
these two categori es are necessaril y excl usive but the distinction. is 
advantageous as a heuristic device in order to cl arify the rel ationship 
between an individual 's val ues and his/her progress. 

There are a number of facets . that are important when relating val ues to 
progress and without some structure the discussion of these is l ikel y 
to be confusing. For this reason then those val ues that are rel evant 
to the model wil l be discussed first and then these wil l be rel ated 
specifical l y  to the Bl ack worker in South Africa . 

Three facets of terminal val ues and two of instrumental val ues woul d 
appear to be rel evant to the study of individual progress. Firstl y the· 
terminal val ues 

The most basic question to be asked here is � - is progress in it's broad 
context val ued.? Modern society has become so habituated to the process 
of constant progress that that few doubt whether what we cal l progress 
is in fact advantageous to man. It is quite feasibl e and in fact becoming 
increasingl y apparent that there are a number of individual � who in fact 
do not val ue progress, be they ttaditional ists or reactionaries . The 
acceptance or rejection of progress and change on a gl obal l evel wil l 
infl uence one's views towards progress in specific areas such as the work 
situation . 

Assuming that an individual does val ue progress and change however then 
one must ask whether this onl y appl ies to certain areas of his l ife and 
if so, what are these areas? Whil e this study is concerned with progress 
at work, a ·1 ack of progress in this area 'need not mean an individual is 
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"not progressive",  for his aspirations may be refl ected in some other 
area of his l ife . Tapping these terminal val ues wil l identify areas 
wh i c h are relevant for each individual with regard to progress, there­
by overcoming the value judgement upon which this study rests . 

There exists a third terminal val ue rel evant to the model :- if an indi­
vi dual does val ue progress at work, �ow central is this val ue in h i s  life? 
Fol l owing Max Weber's original thesis there has been considerabl e 
anal ysis of the existence of the "Protestant Ethic " to work, amon9 western 
capital istic societies . The stress in the Protestant Ethic concept is 
that work itsel f is important and not necessaril y the outcomes of work, 
and that there is a social or moral obl igation towards society (or God) 
to work and do wel l in it . Obviousl y the adoption of such an ethic 
will influence the commitment an individual has to pro�ress in the work 
situation . Shoul d work be a central val ue then achievement at work is 
likel y to be al l important; on the other hand l ack of identification with 
this ethic may have negative consequences for progress at work particu­
l arl y if management's criteria for promotion is determined by identification 
with the Protestant Ethic and qual ities such as industriousness, discipl ine 
and responsibil ity . 

I n  terms of instrumental val ues two different questions must be asked . 

Firstl y to what extent is work val ued as a means to attaininn other �oal s? 
Are the outcomes of work val ued in that they are instrumental in attainin� 
other goal s ?  Thi s i s  an i mportant questi on  to a s k  for u nl i ke i denti f i cat i on 
with work itsel f, val uing the instrumental aspects of work, may not in 
fact be conducive to pro�ress at work . The oft quoted fail ure of remune­
ration systems to increase performance at work is an ideal exampl e of this 
A migrant who works on a contract basis in an urban area, may do so not 
because of any desire to perform the type of work he is 9iven but simpl y 
because the outcome of this work i . e .  wages, enabl es him to acquire a 
desired possession in the rural area e . g .  cattle, a house . This being 
so there wil l be a l imited desire to take on more responsibil ity, become 
more invol ved in the work or strive to pro9ress . 

·( 
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Final l y  on a very specifi c l evel al l the above val ues are l i kel y to 
set the context for whether outcomes of progress in the work situation 
are val ued. In other words are the fol l owing concomitants of progress 
val ued: promotion, being in charge of others, becoming increasingl y 
autonomous and invol ved in decision making? The val ue of these aspects 
form the val ence of the outcomes menti oned specifi cal l y  in the VIE theory 
framework. 

Looking specifical l y  at the Bl ack Labour force in  South Africa the 
above five questions need to be answered. The questi ons are: 

Is progress val ued? 
What goal s are val ued when consi deri ng the future? 
How central is the work ethic in the workers 1 val ue systems? 
Is work val ued as a means to attai ning other goal s? If so 
what goal s? 
Are the outcomes of progress in the work situati on val ued? 

The answers to these are not readil y avai l abl e, firstl y because there 
is a marked l ack of data rel evant to th i s  broad popul ati on and secondl y 
because the popul ati on is made up of a vast number of heterogeneous 
groups. A few tentative statements may be made however o 

In the traditional situation progress may not be val ued. A traditi onal 
society by definition is usual l y  conservative and resi stant to normative 
change. In the South African setti ng B .  Sansom ( 1959) argues that the 
prL Jction of surpl us grain was di scouraged in tradi tional soci eti es 
through the process of reci proci ty or rel i gi ous sancti ons i c e o  al l e­
gations of witchcraft , thereby i nhibi ti ng economic progress . The 
traditional ist ' s  resi stance to change · has carr i ed across to the urban 
situation in  some i nstances . P .  Mayer (19 70) has documented the 
existence of " amakhaya" groups amongst the Xhosa in East London whi ch 
"encapsul ate" "Red" migrants and hel p individual s resist the acqui ­
sition of western or modern habits . 

For the majority of the Bl ack popul ation however this i s  not necessaril y 
an accurate picture as a l arge number of peopl e ho ve  to some degree or 
other, broken with their or their ancestor 1 s traditi ons. A more accep­
tabl e refl ecti on of the position is g i ven by N . Nevo (1978) "Al though 
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a traditional frame of mind wil l reject normative change and 
certainl y wil l not promote experimentation and progress as val ues 
in themsel ves, a traditional way of l ife may not be antagonistic 
to a broad social change. Further, traditional val ues may generate 

I 

processes which indirectl y initiate change and create motivation 
directl y, if unintentional l y, conducive to devel opment" (p. 78) .  

There are therefore probabl y few who are total l y  opposed to progress 
as such. However accul turation is a sel ective process, and therefore 
different people may val ue different goal s and in different areas of 
their l ives. What are some of these goal s l ikel y to be? 

One of the characteristics of most traditional societies in Southern 
Africa was the great val ue attached to social cohesion and sol idarity. 
Thus through traditions and norms l inked with rel igion, kinship, ritual s 
and rites an individual was important primaril y in the context of his 
social network. This is expressed wel l by the phrase "I am becaus� 
we are and since we are I am". ( Mbiti 1967, p.224) There is some 
suggestion that this value has persisted despite processes of accul ­
turation. Thus Onyemel ukwe (1973) argues that bl ack workers (in Nigeria) 
' ' create for · themsel ves a separate social fabric in which interpersonal 
rel ationships are highl y cherished" ( p. 77) This being so then it is 
possibl e that some bl ack workers when considering their future, set 
goal s for themsel ves which refl ect this "social " val ue. Whether this 
is conct� � i ve or not to progress wil l of course depend on the criteria 
set to eva i uate progress. If the crit�ria involves individual ism and 
i nd iv i dual achi evement  then thi s  value i s  l ikely to be seen as i nh i bi ­
ting progress, on the other hand shoul d the criteria be group attainment 
then uphol ding this val ue may facil itated the attainement of the goal . 

The question of the centrality of the work ethic in a Bl ack worker ' s  
val ue system has been l argel y unexplored. Some studies have however 
l ooked at what is val ued in the work situation specifical l y. 

Onyemel ukwe ' s  study highl ighted the stress pl aced on good i nterpersonal 
rel ationships at work. Some support for this has been found for 
sectors of the bl ack l abour force in South Africa. C. Orpen (1974) 
found rural Xhosa workers val ued the right kind of supervisor and good 
peer rel ationships to a greater extent than the urban workers. On the 
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other hand the urba n g roup te l t more strongl y about advancement and 
achievement a t  work , Th ·i s  d i ffe rence between 1 1urban 11 and "rura l 1

1 

workers i s  a l s o  re f l ected 1 n  a second study by Orpen (1978) . Urban 
workers p l aced a h i g h e r  va l ue on pr i de i n  one's work , job invol vement, 
status of one ' s  job  and respons i bi l ity to work than rural workers did. 
Al ternativel y rural workers p l aced a higher val ue on the matef i al 
outcomes of work i . e .  making more money, seeking a higher l evel job 
and better standard of l iv ing. Whil e these no do�bt refl ect differences 
in cul tura l background , they are a l so l ikel y to be l inked with needs . 
The rural worker, work f og in a subsi stence economy,strives to satisfy 
l ower order needs , whi l e  the u rban worker being more establ ished 
works for the s atisfaction of other needs e.g. sel f esteem. 

Differences such as the above are l ikel y to affect the motivation 
to progress in the work s i tua t i on . Thus some people whil e wishing 
tp progress i n  terms of i ncreased remuneration may be resistant 
to an increasing i nvol vement i n  one ' s job or taking on add i tional 
responsibil ities . Ca re mus t be taken however in drawing concl usi ons 
from the above stud i es wi t hou t examin i ng prior premises e.g. the 
assumption that the va l ue p l aced on good · i�te�personal rel ationshi ps 
wil l i nhibit progres s  at  work may onl y  be val id if one assumes goa l s 
can onl y be achieved by i ndiv i dua l  and not group effort - certain l y  
some objectives my b e  a tta i ned more easil y when good i nterpersonal 
rel ationshi ps are s t r·es sed and not i ndividual a chievement. 

3.4.4 Time Percept i o� 

Progres-s impl i es a future t- i me perspecti ve .  11 Whil e al l person ' s  
everywhere are or ·i ented peri6d i ca l l y  towards the past pre.sent or 
future'' p . 52  (Doob 1 97 1 ) d i fferences do appear to exist among 
individua l s  i n  the i r · percept i on of events and occurences in the 
future. (cf Wa l l ace  19 56; Kahn  1966 ; Kar 1971). 

A review of the l itfrat u re s uggests however that time perspective 
is not a simpl e ,  un i tary construct . Wa l l ace and Rabin (1960) point 
out two d i mens i ons  that make up a t ·i me perspective : 

- extensi on - the l ength of future ti me conceptual ized 
- coherence - the degree of organ i sation in that time span . 
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Kastenbaum (1961) and Henik and Domino (1975) mention others: 
- density - the number of events expected in the future ; 
- directional ity - the extent to which one sees onesel f moving 

forward into the future; 
- affectivity - the extent to which an individual has positive 

feel ings about anticipated events o 

Two of these dimensions are particul arl y rel evant to the concept of 
progress : extension and density. Extension is important, for two 
individual s with the same goal may differ greatl y on when they wish 
to achieve it. Simil arl y  with density, individual s may differ in the 
number of goal s they wish to reach even though they may have the same 
time span. 

A probl em of assessment of a future time perspective is the real ism 
of one ' s  aspirations . Ul timatel y when one is considering ·progress, 
the attainement of one ' s  goal s is the al l important criterion. The 
ol d tortoise and the hare fabl e provides an anal ogy ; the person who 
sets himsel f smal l goal s and constantl y ach i eves them is l ikely to · 
make more progress than another who aims for a major goal but 
fail s to get there. 

In the eval uation of a future time perspective the real ism of an indi­
vidual 's aspirations, must therefore be considered. An accurate eva­
l uation is of course onl y possibl e ex post facto which outside of a 
l ongitudinal study, i s  impossibl e .  An indication of how real istic 
an indiv idual is in the objectives he sets for himsel f however, 
is the extent and qual i ty of the pl anning he makes to achieve the 
goal s .  Obviousl y the detail of the pl ans made is a sign of how the 
individual has thought out the probl em and how invol ved, affectivel y, 
he is in it . 

Any assessment of time perception must therefore invol ve the extent of 
the time span conceptual ized, the "density " of such time span and the 
individual 's invol vement in pl anning. 
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3. 4. 5  Abil ity 

An abil ity in its broad sense is the potenti al an i ndivi dual has 
for engaging in a certain behaviour , or the skil l he has in performing 
a certain task . T his incl udes considerations on both physical and/or 
intel l ectual l evel s. 

In the context of the above then for an individual to progress ,  he 
must have the abil i ty to perform at the next stage that is considered 
to be progres sive. Thus if a change i n  positi on from an operator 
to a supervisor is considered as a sign of progress , the individual 
who wi s hes to make that step must  have the s k i l l s  to perform at that 
l evel or at l east the potential to , if he i s  to recei ve tra in ing o He 
must have the ability to control others , take respons i bil i ty etc. 

In the proposed general model it is impossibl e to define what abil i ties 
are requi red for i nd i vi dual progress. To a cons i derabl e extent the 
desired abil ities w i l l  be determined by the specific situation and 
job circumstances . 

Whatever abil ity is important however , it wil l to some extent be 
infl uenced by an individual s environmental , cul tural and educational 
circumstances. Thus for example on a very basic phys iological level 
the person l iving in c i rcumstances where his d i et is inadequate , 
may l ack the phys i cal abilities that a job demands .  

The infl uence of cul tural background on abiliti es i s  a source of 
considerable d i scussion and controversy in psychology. Wh i l e  not 
subscr i b i ng to the s trong vers i on of the cultural rel ati vel y argument 
it does seem l ogical that d ifferent cul tural val ues and l ifestyl es mus t 
facil itate or inhibit certain abi l iti es. In other words wh i le no 
cul ture can total l y  destrctJS the potential an individual has to behave 
i n  a certain way , some cultures by val uing a specifi c  type of behaviour 
wil l facil i tate the devel opment of a speci fic skil l to a fa irly high 
l evel . In other cul tures where a particul ar ski ll is not necessari l y  
val ued individual s may have the potential but lack the experience or 
training to have acqui red a high l evel of profi ency i n  that skil l . 
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Thus for example western technocratic cultures may have resulted in 
individual proficiencyin mechanical and abstract reasoning skills 
while black traditional cultures a proficiency in social skills. 
The problem of ethnocentrism only occurs when one makes a value 
judgement by saying either that a pa rticula r skill is better than 
another or that the manifestation of the skill is the only way that 
skill can be demonstrated e . g. verbal ability only exists in the 
form measured by a specific test. 

Culture therefore has an influence on what specific skills develop 
but this i s  no way means that a certain potential does not exist. 
In defining or viewing progress from a western business vi ewpoi nt 
individuals, whose cultural background has not resulted in proficiency 
in those skills seen as important , are disadvantaged. Lack of 
recognition by the organisation of this, may mean that these i nd i viduals 
apart from legal or other considerations are restricted in 
their opportunities for acquiri ng the desired skills and therefore 
i nhibited in their progress . 

Education in terms of formal school ing which is largely orientated to 
producing individuals who �re competent to perform within the western 
economic framework will, as a result, help in ensuring the proficiency 
of the desired skil ls ( perhaps at the same time however inh i bi ting some 
skills that may be important for the progress of the indi vidual in 
some other sphere of his life). Similarly on the job training and 
opportuni ties for learning new skills will also ul timatel y affect an 
ind i vi dua l s  ab i l i ty and thereby, progress in the work si tuat i on , 

. 3. 5  Conclusions 

Following the overview of the proposed model of indivi dual progress in the 
work situation, the 11environmental 11 variables being the contextual factors 
were discussed, followed by a discussion of the 11person 11 variables. An 
effort was made when looking at each of the spec i fic variables to achieve 
three goals: 

( a) to show the relevance of the factor to the model as such; 
{ b) to outline the possible relati onship the factor has with others 

in the model; 
( c) to discuss the factor in terms of black workers in South Africa 

{ when there was relevant data available) . 
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The model as it is presented above is obviousl y a general one in wh ich, 
in very broad terms, factors regarded as important when consideri ng i nd i ­
vidual progress are examined . Such a model may be used for a number of 
purposes: to give an overview or conceptual framework for cons� dering 
the training of bl ack workers or their sel ection to new posts ; or to 
provide a framework for understanding the socio-psychol ogical determinants 
of behaviour at work ; or to hel p in directing research into the determi nants 
of the progress of bl ack workers by pinpointing rel evant areas to focus on . 

Having devel oped such a general model there is a need to l ook at more 
specific aspects . The rest of the report therefore considers a study 
that was conducted within the b�oad aims of the project . Whil e this 
was not designed specifical l y  to val idate the model in it's entirety, 
the data gathered is rel evant to it and l eads to important concl usions 
and recommendations regarding the · model . 

4 .  THE STUDY 

4 . 1 Introduction 

In 1978 a study was conducted with a sampl e of bl ack l ow-l evel wqrkers 
empl oyed at a l ocal university . At the time these workers were attend i ng 
l iteracy cl asses which were being conducted by the Education Department 
of the University, as part of a l arge research programme into l iteracy , 
The present study was therefore incorporated into this programme . 

A great advantage of the invol vement in this wider programme was that con­
siderable background data existed on the pupil s, regarding their educational , 
l anguage and home background . This information was obtained during a 
modernization and l anguage proficiency project conducted by J .  Thompson 
(1978) of the NIPR, on behal f of the Education Department . ·  This data 
provided val uabl e information to suppl ement that obtained during the 
present study . 

The use of this sample, whil e having the above advantaqe neverthel ess pl aced 
certain l imitations on the study . In the l ight of the conceptual model 
the ideal sampl e woul d be one that incl uded individual s from a range of 
different backgrounds and empl oyed in different jobs . This woul d permit 
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the identification of indiv iduals who had progressed in the work situati on 
and those who had not, thereby providing two comparison groups . The sample 
used here however was made up of individuals with little or no educati on 
and all employed in similar low level labouring jobs. A comparison across 
different groups was not possible therefore. As a result the following 
strategy is used in this study . Firstly the people who comprise this sample 
are descri bed in detail in terms of their job level, cultural ba�kground 
and educational standing i . e. the environmental and antecedent variables 
outlined in the model. This is done so that hypotheses regarding the 
person variables can be drawn from the general model. These are then 
tested against the data obtained from the respondents on the person 
variables . 

As a result of this strategy the report on the study is presented in a 
format that d i ffers from the standard presentation of an experimental 
study. Firstly the composit ion of the sample is explained in considerable 
detail .  Following thi s  the methods used, measuring instruments and tech­
niques are explained . The next section then presents the hypotheses derived 
from the general model . Final ly the resul ts are presented both in terms 
of the variables proposed i n  the model and on both a methodological and 
theoretical level . The implications of th i s  analysis are reviewed in 
the concluding section of the report. 

4. 2 .  The Samp l e  

The sample consisted of Black low-level workers employed at a local univer­
sity. The respondents were attending l iteracy classes conducted in the 
work setting. The pupi l s  for these cl asses were s elected from the total 
Black labour force of unski lled workers at the universi ty so as to be 
representative of that labour force in terms of sex and education. 

The total number of pupils in the literacy classes was 60� Of these 49 
were interv i ewed: 30 Males and 19 Females . Of the remaining 11, 2 did 
not w ish to be interviewed, 2 dropped out of the classes before the 
intervi ews were conducted and 7 were on vacation or sick leave at the 
t ime of interviewing . 
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Participation in this study was voluntary. When the request for partici­
pation was made at one of the literacy lessons a number of subjects stated 
that as they would be interviewed during the time they would normally be 
at a lesson, they required some compensation - the literacy classes being 
highly valued by most subjects. It was proposed that those who volunteered 
should receive Rl  for the interview. This was agreed to and became the 
basis for their participation. Only two subjects did not wish to be 
i nterviewed when it came to their' turn o 

Biographical data on the respondents is presented below in detail in terms 
of age, education, urbanization/modernization, and work history. 

4 . 2 . 1  Age 

The age of the male and female subsample and total sample is presented 
i n  tab 1 e 1. 

TABL E 1 Mean Age of Respondents 

Males Females Total 
Mean age 40,67 40,74 40, 69 

s. d .  7,22 6,31 6, 81 
Range 22-53 27-49 2·2-53 

There was no significant difference in the mean age of the male 
and female sub samples. 

Despite there being a wide range of ages 55 per cent of the respondents 
fell between the ages of 40 and 49 years o 

Generally therefore the sample consisted of middle-aged workers . 

4. 2 . 2  Education 

The mean number of years of formal schooling of the male and female 
sub groups and the total sample is presented in table 2. 
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TABLE 2 The Mean no. Years of Schooling of Respondents 

Males Females Total 
Mean no. of years 3,30 5, 00 3., 98 

s. d. 2, 27 2,45 2, 46 
Range 0-7 0-8 0-8 

Although the mean number of years of education for the female sub 
sample was significantly different from the males (p . .(. 0,05) neverthe­
less most respondents had received very little formal education. Con­
sidering the age of the respondents and the fact that few had continued 
their education after their youth, the actual academic proficiency of 
the respondents was possibly even lower than the means suggest. 

4. 2. 3  Urban/rural Residence and commitment 

The urban/rural residence patterns of respondents were examined in 
considerable depth, the basic data being drawn from information 
gathered by Thompson a few months earlier. 

Legal restrictions placed on black workers in South Africa and natural 
migration processes influence the nature of the urban residence of a 
large number of workers. Simple ratios of time spent in the urban 
areas as a measure of the extent of exposure to urbanizing influences 
are not therefore sufficiently exact for the Southern African context . 
For this reason two indices developed in South Africa were computed 
as measure of urban or rural residence. These indices were: Mitchells 
index of stabilization (M)1 (1956) and Alverson index ( A)2 (1967) . 

M = Length of residence in town since 15 years of age X 100 
No . of years l i ved · since 15 

A =  M X age of subject 
I.The age of 15 is used by Mitchel l because , t is  argued that as there 

is no compulsory educat ion for Africans, the individual must decide 
whether he ·is going to town or not by about this age. 

2.Alverson advocates two .changes to Mitchell 1 s  index (a) it should be 
weighted by the absolute age of the subject (b) differential 
weighting technique for perj odic migratory patterns. As the data 
gathered did not include short term migratory patterns only the 
first modification could be implemented. 
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The means scores on these indices for the mal e and femal e subjects 
are shown in tabl e 3 .  

TABLE 3 Urban/rural residence patterns Mitchel l and Al verson ' s  
i ndices 

.. , .. 
Ma 1 es { N=27) 3 Femal es ( N= 18) Sign ifican�-� 

I M 77 ,4 i 

s . d. 15,27 
90 .33 
13, 13 

. ' p � 01 

, ----�-· 
I A 3241,7 

s.d. 847,5 
3732,6 I P  
679,9 .. 

. 05 
, .  . 

•L • -� "'-·-----� -

% of 1 i fe spent in rural area, 
s . d .  

51,5 23,89 
10,80 24,14 

_,. ___ �---� .. 

�-�-·-----
Mal � and femal e respondents showed very different residence patterns . 
The women had spent more time in the urban areas than the men . 

The above findings can l argel y be accounted for by the differences 
between the two groups regarding their pl ace of birth. Whil e 50% 
of the women were born in the urban area onl y 7% of the men were. 
Virtual l y  al l the men came to the urban area l ater in l ife. Their 
average age upon arr ival i n  town was 2 1,20 s. d .  3,63 years � 4 The 
formative years of l ife for the mal es were therefore spent in a rural 
environment .  

Schlemmer ( 1972) has stressed that despite l engthy residence in town, 
the l egal status of urban bl ack residents creates a great deal of 
insecurity. This means that individual s often maintain a base in the 
rura 1 areas so as to ensure they have some p 1 ace to fa 1 1  back on. 
The above indices then, whil e providing some data on the extent of 
the exposure to an urban l ife styl e, give no indication of the indi­
vidual ' s  com� itment to the rural or urban area. 

3 .  Information was avail abl e_ for 27 out of the 30 men and 18 of the 
19 women. 

4 .  There is a considerabl e diGcrepancy between this figure and that 
suggested by Mitchel l i " e . 15 years, as the age when a person 
must consider coming to town . lf this sampl e i s  representative 
of migrant workers, then a modification of Mitchel l ' s proposed 
age must be considered . 

---
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Commitment to the urban area is likely to be partially dependent 
on whether an indi vidual qualifies for permanent residential status 
in the urban area or not. Obviously should an individual not qualify, 
rural links must be maintained. 

Table 4 shows the percentage number of people qualifying for residence. 

TABLE 4 Residential status of respondents (percentages) 

Type of residence 
Sect. lO(l)a (residence . rights py birth) 
Sect. lO(l)b (residence by 10 or 15 years) 
Contract workers 
Do not intend to apply 
Information missing 

Males 
7 

33 
13 
37 
10 

100% . . . 

Females 
42 
47 
-
5 
5 

100% � ·- · - "-· 

A marked difference in residence status exists between the male and 
female sub sample - 89% of the females having official permanent 
residence while only 40 per cent of the men have. 

Reflected agai nst this however 77% of the males and 26% of the females 
saw their residence as being temporary state of affairs . Furthermore 
73% of the males have a wife and children in the rural area (only 1 
male was not married) . It is obvi ous therefore that despite their 
right to reside in the urban area a number of respondents - particularly 
males - do not see their stay as permanent. 

It would be easy in the light of the above to conclude these individuals 
prefer a rural life style. This however is perhaps too simplistic in 
the South African settin9. 

The responses to the question, why do you not intend to reside permanently 
in the urban area, are illuminating . While a few males did give responses 
that showed a positive evaluation of the rural area e . g .  I prefer 
country life, a number gave responses that suggest a rural preference 
s i mply out of pragmatic considerations in the context of rAstrictions 
placed on the urban black. This assumption is supported by two more 
questions asked of the respondents in the modernization questionnaire: 
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how often do you travel to the rural area; for what reason? (tribal , 
domestic, work, l egal , security) By far the majority of mal es repl ied 
that they returned primaril y to see pnd care for the famil y and material 
possessions. Few returned to participate in tribal ceremonies or 
meetings. 

I n  summary then the mal e group is characterized as mal es having come 
to town general l y  in their l ate teens - earl y twenties, who have strong 
l inks with the rural area through their famil ies who reside there. 
Rel ativel y few however are tribal l y  orientated and l inks with the rural 
area are for some a pragmatic necessity and not necessaril y out of a 
preference for a rural l ife styl e. 

The femal e respondents however show a different profi l e. The majority 
were born in the urban area or permanentl y resident there . Onl y 26% 
see their urban residence as temporary and onl y 16% have chil dren in . the 
rural area. Onl y 21% visit the rural area more than once a year and 
those that do pay the occas i ona 1 visit, · do so to see a mother or father 
or in a number of instances more d i stant rel ati ves. Their l inks then 
·with the rural area are therefore l imited and most women prefer l ife 
in the urban area , 

4.2.4 Modernization 

Data on a modernization scal e devel oped by Thompson (1977) was avai l abl e 
on al l but five of the subjects c The scal e assessed the attitudes, 
val ues and behavioural commi tments an ind i vidual hol ds accord i ng to a 
theoretical continuum of modernity. 

The mean scores for the mal e and femal e sub sampl es are shown in tabl e 5. 

TABLE 5 Modernization scores 

Mean Score I s . d. -Range Level of s i gni fi can��-
Males 65,78 

HHS 
35-83 p .01 

Femal es 76,22 ' 6 57-96 -· 
I 12,51 Overa 1 1  69,96 

-·· 

-
-

-+------ -I 
J I 
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While norms do not exist for this scale to permit a judgement of the 
degree of modernity each person or sample has reached, women however 
were found to be· more 11modern11 than males. 

The male and female sub-groups did not differ with regard to age, but 
they showed marked differences in education and residence patterns, 
women being more educated and having had greater exposure to an urban 
way of life (particul arly during formative years) . 

4.2. 5 Work History 

The respondents length of employment in their present job is given 
in table 6 0  

TABLE 6 Length of present employment 

Mean no. of years s.d o 
Males 11,31 8,30 
Females 5,06 2,15 

Range 
.. _ 

1 - 28 
1 - 9 

70% of the total sample had been employed for five years or more . 

The majority of males were employed as cleaners or labourers . Three 
respondents were waiters and another three occas ional ly involved in 
more skilled work e o g .  measuri ng and marking playing fields. Only 2 
out of 30 male respondents occupied jobs at a higher level i. e o  cook � 
and 1

1 bricklayer 11 (repair and maintenenance of buildings) o 

Most of the women were also employed as cleaners or messengers .  Two 
worked in the laboratories arranging chemital specimens. 

Little or no mobility was shown in thei r  jobs . Only two males and 2 
females had held more than one job with their present employer. 

50 per cent of the males and 60% of the females stated that their 
present job is the best they have had; 30 and 11 per cent respectively 
gave a previous ski 1 1  ed job as -their best. 

The reasons given for their present job being the be�t � u ried , but most 
mentioned that the pay and fringe benefits were good and there was 
a lack of physically demanding work. 

I I I 
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4.2.6 Summary 

Th� sampl e is characterized by individual s empl oyed in unskil led jobs 
who appear to be stabil ized in their present positions. Few oppor­
tunities exist within their present empl oyment for any form of job 
mobil ity. 

A l arge proportion of the sampl e are middl e aged and unl ikel y to change 
much in terms of their va 1 ues etc . in the yea rs to · come·; · 

The mal es in the sampl e can be described as general ly transitional 
peopl e, with one foot in the urban area and one in the rural , whether 
this is out of choice or due to l egal restrictions. They ate, or were 
prior to their attendance at the education course , l argel y il l iterate, 
and have l imited ·occupati ona l skil l s. 

The femal es on the other hand are fairl y establ ished in the urban area 
and l ive a l i festyl e that is more l inked to such a position . Whil e 
being more educated than the mal es, they are stil l not h i ghl y educated 
and this and their l ack of occupational skil l s  means they occupy a 
fairl y marginal posit i on "  Their h i gher modernizat i on scores suggest 
they have been more exposed to urban and modern i zing i nfl uences. 

4.3 Methodol ogy and Measurement Techni ques 

Three major considerations determi ned the nature and type of measurement 
methods used in this study: 
(a) the l ow l evel of l iteracy of the respondent s; 
{b) the extent of i nformati on required; 
(c) the respondent 1 s l ack of famil iarity with English or Afrikaans 

part i cu l ar l y i n  the l i ght of the conceptua l prob l ems l i nked wi th 
such a study . 

In the l ight of the above a face to face interview situation, conducted 
in the respondents mother tongue was obviousl y the best method to use. 
An interview schedul e was therefore devel oped. This was structured so 
as to cover the areas outl i ned in the model but with a number of open 
ended questions so as to maximize the respondent ' s  opportunities for 
personal responses o 
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The interviews were conducted in either Zulu or Sotho by trained 
black interviewers, who had had the model and aims of the study explained 
to them. Most respondents had one of these languages as their home 
language, the few that didn't were sufficiently proficient with one of 
them to be able to communicate adequately o 

The questionnaire consisted of a number of different measures employed 
to tap different aspects of the model. The questionnaire is given in 
Appendix 1. 

4. 3 . 1  Biographical and Work History variables 

As subjects had been interviewed a couple of months prior to this study 
considerable information on biographical variables was available . This 
consisted of modernization scores, educational background and urban/ 
rural residence history-. 

Data on the individual respondents work history was obtai ned for both 
present employment and previously held work if any . The desire to 
change from present employment was tapped . One questi on was designed 
to tap the respondent! s awareness of limitati ons placed on black 
workers ' aspirations to change. (Secti on A of the questi onnaire) 

4 . 3 . 2  Reference Group 

As discussed in 3 . 2 � 1  above three reference groups were considered as 
important in this study: Friendship, normative and, idealized groups . 

Sect i on B of the ques ti onna i re i nvesti gated these reference groups . 

Information on friendship groups was tapped by the question 11 • • • • •  I want 
you to tell me about the people that you like _to be wi th. 11 The simi­
larity between this or these people and the respondent was investigated 
regarding work, education, residence patterns, marital status, age 
and interests. (Section B questipn 1 ) :  

The respondent's normative group was tapped in relation to the indi v i ­
dual's work setting (Section B question 2) and the type of person 
mentioned categorized into Kin, Peer, Boss or other groups. 
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The person/persons who the respondent wants to be l ike (ideal ized 
group) was a 1 so tapped. The person/ s were i dent i fti ed and the reason 
for the attracti on ·  i nve·sti'gated .. ·· ( Secti on B · question 3). 

4 . 3 . 3  Locus of Control Expectancy 

The quest i onnaire attempted to tapped the respondent ' s  " l ocus of 
control "  i . e. hi s expectancy regarding the effort - progress rel ation­
shi p .  

Four i mportant concl usions were made regarding a l iterature review 
of thi s  construct: 

(1)  the measure must be desi gned for bl ack workers in South Africa; 
( 2 )  the external po l e  shoul d not b e  prescribed in the measure; 

( 3 ) a d ist incti on shoul d be made regarding whether the spec if ied 
outcome is a success or fai l ure condition; 

( 4) responses may differ according to the si tuati on outl i ned . 

Lefcourt Reid and Ware reported i n  Lefcourt (1976) have devel oped 
an i ntervi ew schedule which al l ows "for causal attributi ons to success 
and fa i l ure for val ued goal s' '  to be assessed. Being in l ine wi th the 
methodol og ical and conceptual discussi on above and highl y applicabl e 
for use wi th i l l iterate respondents, i t  was adapted for thi s  study " 
Four sets of questi ons were asked in terms of what ind i vi dual s val ue 
now t i n  the future, at work and final l y  outcomes of the l iteracy 
course. Attributi ons of causal ity for both posi t ive and negati ve 
outcomes were measured and responses categori zed i n  terms of persona l forces 
( i nterna 1 contra 1 ), pred i ctab 1 e "external I I  forces, or unpredi ctab 1 e 
external forces. {cf . Section C questi ons 1-17 Appendix 1) . 

4 . 3 . 4 Instrumental ity 

The part icul ar focus here is whether in the respondents actual 
si tuat i on progressive behaviour l eads to the outcomes which are 
associ ated with progress. As the "res_pondents were l ow l evel workers 
who in fact had l ittl e or no recognized avenues in which these out­
comes coul d be reached this expectancy was not i nvestigated d i rect ly . 
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General feelings regarding the respondent's progress at work, and 
the outcomes: being in charge of others and promotion, were tapped 
however, although not in a direct form such as does an improved 
performance by you lead to promotion? etc. This is discussed in 
4. 3. 5 below on the questioff nf , values. 

4. 3. 5 Semantic Differential and Life Goals 

In discussing values in relation to progress in section 3 . 3 . 3  above, 
five central questions · were - presented. These were: 

(1) is progress va l ued; 
(2) what goals are valued when considering the future; 
(3) how central i s  the work ethic in the value system ; 
(4) is work valued solely as a means to attaining other 

goals? If so what goals? 
(5) are the outcomes of progress in the work situation valued? 

Not all of the above were investigated in this study, mainly because 
of pragmatic considerations regarding the length of the interviews 
and partly because of the depth of the interview that would have been 
required to adequately answer some of the questftms (part i cul arly quest. 1 
above)o Values linked with one 1 s future, the central ity of the work 
ethic and the outcomes of progres s  were felt to be important for 
this study and a number of techniques were used to tap them , 

The goals valued when one's future is considered were tapped by three 
open ended questions also used in the locus of control section 
( Sect i on C questions 6,8 and 9 }  i . e .  Can you tell me those things 
you would like to be or have in the years to come? Which of these is 
the most important? Why? 

The value attached to progress in the work situation specifically, 
was tapped using the semantic differential technique (Osgood, Suci 
and Tannenbaum 1958). Th,is technique has been · widel:Y use�d to tap 
the affective qualities or connotative meaning of concepts. Its ad­
vantages are that it overcomes the tendency to give socially desirable 
answers to direct questions regarding one 1 ·s future progre . .  s; overcomes 
the need to have a prior knowledge of the content of attitudes to the 
concept and provides quantifiable data. 



-47-

Osgood, May and Miron (1975) in an extensive cross-cul tural study 
have demonstrated the use of the technique and have found , using 
factor anal ytic techni ques,that the qual ifiers used in the studies 
have a simil ar structure acr9ss different cul tures. Three factors 
appear in data from the different cul tures examined - Eval uation, 
Potency and Activity .. The former was shared by a 1 1  and was the major 

. factor to emerge. Thus using 1 1eva 1 uat i ve 1 1  qua 1 i fi ers wi 1 1  provi de 
data on the val ue attached to the concept used. The other factors, 
particul arl y potency and activity, are al so useful in this study 
in that they provide additional data regarding other important subjec­
tive feel ings regarding progress at work. 

Three concepts were use: "Progress at work 11
,

11Being in charge of others", 
and "Promotion at work". The qual ifiers for the bipol ar scal es were 
mainl y sel ected from the l ist compiled by Osgood et al ( 1958) to 
represent the three major factors. A coupl e of additional qual i f i ers 
were incl uded however which rel ate directl y to progress. The eval uative 
scal es used were: good - bad, important-un i mportant, hopeful -hopel ess, 
the activity scal es: difficul t-easy, moving-sti l l , fast-sl ow, 
potency scal e: bi g-smal l, strong-weak ; and those unassigned: near-far, 
known-unknown, l ikel y-unl ikel y. 

As the technique was of an abstract nature and subjects il l iterate 
instructions were clearly presented . These fol l owed those empl oyed 
by Dubb, Mel amed and Majodina (1973) who used the technique to study 
the attitudes of a simil ar sampl e to that used in this study 
(refer section E of the questionnaire for detail s) . 

Final l y  the question of how central is the val ue of work in the 
ind i vidual s val ue system? The technique empl oyed to assess this was 
designed so as to obtain a ranking of a number of different val ues ? 

The assumption being that shoul d work be of utmost importance those 
val ues which rel ate to it woul d emerge at the top of the ranking o 

While such a method may not be tapping a Protestant Ethic as such 
it woul d provide som� idea of how important work rel ated val ues 
are and _at the �ame time if  work. rel ated val ues a re not 
important, what val ues are. 
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The question of what values should be considered presents considerable 
difficulty however, for individuals may value a vastly different range 
of things or behaviours in their lives. Ultimately the decision of what 
values are to be tapped in any specific measure must be fairly arbi­
trary . In the light of the review given in section 3 . 3 . 3 and the 
focus of this study, at least two broad areas must be considered -
values that relate to work and values related to social involvement. 

Bass, Alexander and Krusell (1971) itemize 11 "l ife goals" which they 
believe are valued by most people in different cultures. �hile these 
have been employed in a cross-cultural study concerning managers and 
engineers but not low-level workers, nevertheless the categories 
help to stress some of the possibly important areas to tap . For this 
reason the life goals formed the basis for the values to be investigated 
i n  the study and nine of the categories were used. There was an absence 
of a "poli tical" factor in the categories so this was included in the 
present study to create 10 value areas altogether. These were: 
leadership, expertness, service, wealth, independence, affection, 
security ( job related) , morality, leisure and political involvement. 

A statement was created for each of the above . A paired comparison 
technique was investigated as a possible method for attaining a ranking 
of values . Unfortunately with a compl ete design 45 comparisons are 
required and in a trial run respondents complained about the length 
and monotony of such a process. An incomplete design was considered 
but the l oss of data this entails with a relatively small sample, made 
the technique inappropriate for this study. An alternative method was 
used . Respondents were asked to rate each statement on a four point 
scale of very important to me to not important at all. It was hoped 
that a ranking of values would still be possible on a group basis . 

4 . 3 0 6 Future Time Perception 

- The two dimensions of future time perception considerd important for 
this study were: extension - the length of the future time span 
conceptualized ;  and density - the number of events expected in the 
future o Following Wall ace and Rabin (1960) and Henik ar 1 J  Domino (1975) 
the response to Question 6 Section C. (also des i gned for the measure 
of locus of control) was used to estimate the density of the time span 
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conceptua l i zed, i . e .  tne number of items or events l isted in response 
to the questi on 1 1 Can  you te 1 1  me those things you wou 1 d 1 i ke to be or 
have in the years to come? 1 1  

A further ques tion a sking the respondent 
at what age they wn 1 be  when they reached or attained the above, was 
used to est imate the extension of time. The l ength of time span con­
ceptual i zed cons i s ted of the di fference between their present age and 
that  age which they mentioned regarding the most distant event (in years) . 

Of course the real i sm of the i ndivi dual s aspirations is open to de� 
bate when such ques ti ons as the above are used . In an effort to over­
come . th i s  an attempt wa s made to check on the amount and qual ity of 
pl anning tha t the ind i vidual was i nvol ved in regarding the most impor­
tant of h i s/her asp i rat i ons . Each res pondent was asked whether he/she 
had pl ans for i ts attainement and i f  so  what  pl ans ;  how frequentl y he/ 
she thought about the objective ; and whether a day to day i nvol vement 
was present . (Ques t i on 3,4 and 5 Section D) . 

4 . 3 . 7  Language 

As a l arge number of the ques tions in the quest i onnaire were open ended 
they were s tated i n  Engl i sh in the schedul e and the interviewers 
transl a ted them i n  the interview s i tuations . For two of the measures, 
however, i . e .  the semant i c differential technique . and the l ife goal s, 
it was i mportant tha t  a l l  s ubjects were a sked exactl y the same ques t i on 
or g i ven the s ame concept . F o r  this reason these measures were tran s ­
l ated into both Zul u and Sotho . 

The back transl a t i on method advocated by Brisl in ( 1970) and Sechrest  
et  a l  (19 72) was emp l oyed ., For both the Zul u and Sotho versions an 
indiv i dual whose mother tongue was from the rel evant l anguage group� 
transl ated the origina l Engl ish text . This tran�l ation was then 
transl ated back i nto Engl i s h by a second independent person with the 
same mother tongue . Where differences occurred between the original 
and back-trans l a ted sc r i pts conceptual non-equival ence existed and 
necessary changes were made until the transl a ted and original teKts 
coul d be regarded as equival ent. 
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4 . 4  Hypotheses 

A number of hypotheses were formulated which were derived from the 
general model of progress in the work situation taking into account 
the nature of the sample as outlined in 4.2 abo,re � 

Hypothesis 1 :  Aspirations to Progress at Work 

In the light of the limited education, low-level of occupational skill, 
age and transitional nature of the respondents ( particularly the males) 
there will be a li mited desire to progress in the work situation. 

Hypothesis 2 Values 

(a) Work or work related aspects will not be as highly valued as other 
aspects of the respondents' present liveso 

( b) Aspirations and goals for the future will be directed to areas out­
side the work context. 

( c) Interpersonal relationships and those areas of life that involve 
contact with others will be highly valued. 

Hypothesis 3 :  Rating of the Outcomes of Progress at Work 

( a) The outcomes of progress at work i c e. "bei ng i n  charge of others", 
and 1 1 promotion at work" bei ng s i gns of a greater commitment to the 
job and therefore urban area, w i l l  be negatively evaluated by the 
male respondents who show a degree of insecurity in the urban area. 

( b) The female respondents however in the light of their greater urban 
commitment and educati on wi ll rate these outcomes more posit i vely 
than the males o 

( c) The acti vity, potency and other feel ings towards the outcomes wi 11 
. be negatively rated by both groups in the light of the limited 
opportunities available to them . 

Hypothesis 4: Reference Group 

( a) As respondents occupy low level jobs in which they appear to be 
fairly stable ; are mainly middle aged and therefore w' 1 i kely to 
change the positions to any great extent ; � have a l i m i ted education 
and are established in their urban/rural migratory patterns, if any; 
they will identify w ith people who are si milar to them i n  most of 
the above areas . 
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(b) When pl aced in a position where appropri ate act i on is uncl ear, 
mal e  respondents being rel ativel y marginal in terms of rural /urban 
1 i festyl e and having 1 imi ted education, wi 1 1  refer to a normative 
group that comprises of kin and peers . Femal e respondents on the 
other hand being more establ i shed in the urban bl ack cul ture and 
being more educated, wil l tend to refer to superiors or special ists 
when in a simil ar situation. 

Hypothesis 5: Time Perception 

(a) The number of goal s individual s have wil l be l imited and therefore 
their future ti me orien,tation l ikel y to be of l imited densi ty u 

4 . 5 Resul ts 

The resul ts are reported i n  terms of the hypotheses l is ted above . As this 
study was l argel y expl oratory and therefore a var i ety of methodo l og ical 
techni ques used, some cons i deration must be g i ven to the methodol ogical 
impl ications . These wil l be discussed i n  the text when the relevant 
technique is first menti oned. 

4. 5.1 Hypothesis 1 : Aspi rations to progress in the work situat i on 

I n  the l ight of the l i mited educat i on, l ow- l evel of occupat i onal 
skil l ,  the age and the transitional nature of the i ndividual s , there 
wil l be a l imited desire to progress in  th� work s i tuat ion , 

The respondents desire to change jobs i s  shown in tabl e 7 .  

TABL E 7 : Res pondents des i re to change j obs o 

! Ma 1 es Femal es Overal l 
No. % No . I % 

I 
% 

: No. i I 

No 
l I desire to change 15 50 14 74 29 ' 59 

Wish ·to change 9 30 1 I 5 10  20 I 

Ambival ent 2 7 - ' - 2 4 i /' 

No response 4 i 
l 

13 4 21 8 16  

·, 

=t= 
' 

J 
i 

· -- ' 

I 

J I I 
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The majority of respondents particularl y femal es stated they did not 
want to change from their present jobs. As the opportunities for 
progressing in their jobs was extremel y l imited, except perhaps in : 
terms of set annual increments, this desire to stay in the job may 
be a refl ection of a l imited desire to progress. 

However of those that responded to the question - 11is there any reason 
why you are not abl e to change your job?" - the majority stated that ·:. · 
they l acked the qual ifications or education to change. Three mentioned 
there was a scarcity of jobs and two that they were too ol d. No-one 
mentioned that l egal restrictions affected them. 

These responses then suggest that a desire may exist regardi ng 
progress at work but there is a general resignation to the fact 
that it is not possibl e because of personal or other l imitations. 

4.5 . 2  Hypothesis 2: Work and Non-work Val ues 

(a) Work or work rel ated aspects wil l not be as highl y val ued 
as other aspects of the respondents present l ife. 

(b) Similarl y aspirations and goal s for the future w i l l  be di rected 
to areas outsi de the work context . 

( c )  I nterpersonal rel ationships and those areas of 9ne 1 s l ife that 
involve contact with others wil l be highly val ued by respondents. 

Data rel ating to these hypotheses was obtained from two of the val ue 
measures : - the answers to the questi ons rel at i ng to what i s  i mportant 
to the individual now and in the future, and the responses to the "l ife 
goals" val ues measure. 

The responses of ind i vidual s to the question: 11 
• • • •  can you tel l me 

what things you woul d not l ike to l ose?� which aimed to tap what 
the individual regards as important to him now, is given in tabl e 8 
(in terms of the percentage number of peopl e giving the specific 
statement) Tabl e 9 shows those things that are most important to the 
individual . 
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Tabl e 8 Those things respondents woul d not l ike to l ose 

Mal es Femal es 
My famil y and/or chil dren's wel l being 63 53 
Money 47 42 
Material possessions (Furniture, stove, I 

radio, etc. ) 33 I 42 
Livestock 47 -
House/Property 

I 
17 161 

, Job 13 16 I 
My l ife/Heal th 

I 
7 16 

Progress in 1 ife (education etc o )  0 16 

I Friends I 7 2 

Others Reference Book Church Scooter 10 -

I overa 1 1  * 

I 59 

I 
45 

37 
I 29 

I 
16 I t 14 ! 

I 8 
I 

! 

! 6 I 

! 
I 

! 4 
f 

i 6 
-- f. ___ __ _J 

Table 9 Those thi ngs that are most important 

! Ma l es 
I My famil y and/or chil dren's wel l being I 44 
I I 

: Money ' 7 
! Cattl e 20 
l Job re 1 a ted (Job, abi 1 i ty to work) 10 

I House/fu rniture/buil ding material s 10 

i Progress in l ife ( education ) 
I Reference book etc o 10 

Fema 1 es : Overa 1 1  
42 43 
26 14 

1 2  
5 8 

6 
16 6 

10 10 I Others . 
•--------- I .--•�·-•-�,,_. -- _. _ _  __.__..'. •• _ __ ,_ -w--••- �- ��- c·�, 

* Individual s coul d give more than one answer .  

I 

'----_( ___ ' _, _ _L,----l.-
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The responses of both male and female respondents appear to be similar 
except that 20% of the mal es stated that their cattle were most important 
to them while on the other hand 16% of the women but no men mentioned 
that progress in their life, referring to the education they had received, 
was the most important thing · they had. 

For both groups family matters, particularly their children • s  well 
being, were of the greatest importance. Apart from money, which is 
obviously linked with one's work, relatively few people mentioned their 
work or work related aspects as being important i . e .  only 13% of the 
males and 16% of the females. 

Table 10 and table 11 show the responses to the question desi gned to 
tap what the i nd i vidual aspires to in the future. The former gives 
general responses, the latter those things that individuals would most 
l ike to be or hqve in the future. 

A different profile emerges from these responses for male and femal e 
respondents. Concerning those things individuals would most like to 
be or have in the future, the majority of ma l es mention they woul d 
like to bui ld or own a house� to educate their chi ldren and to be 
f inancially wealthy are the next two most important aspirations with 
13% of the males endorsing them respectively . The female respondents 
on the other hand aspire to educate thei r children (37%) ,  be in a 
skilled job (26%) and bui ld or own the ir  own home (16%) . 

Looking a t  the general responses 70% of the men aspire to bui ld or 
own a house, 30% to buy a car and 20% to educate their children. 
On the other hand 58% of the women to educate their children, 
47% to be i n  a skilled job, 37% to build or own a house and 26% 
to study further. 

Overall then there is considerable difference between the aspi rat i ons 
of male and female respondents. The males tend to aspire to material 
possessions, while the women tend to emphasize the development of 
human potential either for others i.e o their  children ' s  educat i on 
or for themselves in the work setting, e . g .  learni ng new s k i l l s and 
becomi ng a. typist or social worker, or in their general l i fe e . f L  
being able to read, write my own letters . 
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Tabl e 10 Those things that respondents woul d l ike to be or have 
in the future (percentages )  

Buil d or own a house 
Educate chil dren 

Mal es 
70 
20 

jBe a tail or , carpenter , social worker 17 
jBuy a car 30 

Femal es i 
37 
58 
47 
16 

Overal l *  
57 

35 
29 
18 IBe rich I 17 16 16 

1Study further I - i 26 10 
!Buy Cattl e .!I. 

1

1

0

0 
I 

0

o 6

6 !Buy Tractor 
I I I !High fence I 7 1 O 4 
1 

3 I 3 4 !Marriage , fami l y  of my own I 1 

IIPrivacy/Sel f suffi ciency . 0 . 7 4 
I ·,· I

I 

I 
1

0thers
. �!� ��! i �o:h�l 

o
�
g
���� • _________ J _______ _ _ J_ .. J ___ _______ o ___ L_ .. _______ i _ _  . ______ l 
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Tabl e 11 : Those thi ngs respondents woul d most l ike to be or have i n  
the future (percentages) 
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!To be a carpenter , typist , etc . I 
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Buy a tractor 
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The mean response to the 1
1life goal 1 1  value measure for both the male 

and female sub samples are given in table 12. The values are placed 
rank order. 

Table 12 : The mean male and female oroup responses to the 11life 
goal" value measure. 

Males Females 
Value . ,  Rank Mean sd Value , Rank Mean sd . 

tio. . no. 
Job Security 1 3, 90 0,31 Good relation- 1 4,00 0 

ship 
Good relation-

ship 2 3,87 0,35 Job Security . 2  3,89 0,32 
Material wealth 2 3,87 0,43 Morality 3 3,84 0,37 
Morality 4 3, 73 0,52 Expertness 4 3,68 0,48 
Expertness 5 3,67 0,55 Community 4 

concern 3,68 0,67 
Community concern 5 3,67 0,48 Material wealth 4 3,68 0,58 
Pleasure l 7 3, 57 0, 73 Independence 7 3,63 0 ,59 
Political concern 8 3,40 0,81 Leisure ,8 3,47 0,84 
Independence 8 3,40 0,67 Political 

concern 9 3,47 0,84 
Leadership 10 3, 20 1,03 Leadership I 10 2,68 1, 20 

There was a tendency for respondents to rate all value statements as 
important to them as reflected in the high mean scores and small 
standard dev i ations . (A four point scale was used) . Except through 
the use of some comparison technique where there is a forced trade-

I 

off, it is to be expected that most individuals will endorse a statement 
that reflects a value predominant in the wider society. The results 
produced by the technique used in this study therefore do not al low an 
accurate ranking as differences between adjacent values 
are not generally significant. Any conclusions from this measure there­
fore can only be presented in general terms. 

Two findings allow one to place some value on the measure however. 
Firstly the rank order of the values is similar for both the male and 
female groups, secondly good relationships and job security are signifi­
cantly more valued than political concern and leadership for both groups. 
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It is interesting to note therefore that good relati onships with 
others, job security, morality and material wealth fall with i n  the 
top four rankings for both groups and similarly politi cal concern 
and l eadership form the -- last two · ranki ngs .  

In th-e ·l ight of the ab,ove data the hypothesi--s rece·ive vari ed .. support. 

The first hypothesis would appear to be supported as work  �nd work related 
aspects are mentioned by very few subjects as being important to them 
when referri ng to the ir  present ci rcumstances . While financial wealth 
was considered important by a number of individuals, work  matters as 
such were ment i oned by very few � 

The second hypothesi s  i s  concerned with individual aspi rati ons and 
whether they are di rected to the work situation or other areas . The 
assumpt i on behind the hypothesis i s  that low level workers who have 
had a li mited education and training will not easi ly be able to change 
within their work  setting and w i ll therefore tend to di rect their 
efforts to other areas of the i r  li fe where i mprovements can be more 
readily made o I f  this i s  so then the female sample, hav i ng attained 
a h i gher educati on than the men, would be expected to have . more 
work related aspirat i ons than the male sampl e, a l tnough these aspi ­
rations may st i ll not be part icularl y promi nent . 

The data supports the above. For males job rel ated aspirations 
are hardly mentioned and i t  is pr i mari ly the erect i on or acqu i stion 
of a house that i s  their major qoal . For the women however there is 
a much greater desi re to obtai n  a skill that i s  occupati ona 1 ly l i nked 
(47% of female respondents ) even though th i s  i s  outside the i r present 
occupation . Th i s  is not the major aspirati on however, improving the 
educat i on of one ' s  chil dren was the .. all i mportant· goa l " ·  

The desire to educate their children is of interest as it may be a 
reflecti on of the age of the respondents. Bei ng on the whole an older 
group of respondents and in the context of l i mitations placed on them, 
indi viduals may feel they have li ttle chance of substa ntia l l y changi ng 
their own life-styles and therefore devote thei r t i me and ener�y to 
ensuring thei r children have a better chance . 
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Finally the high value attached to good interpersonal relations 
and social cohesion emerges from the data. Family matters are the 
most important thing both males and females have now o In  terms of 
the life goals measure, good relationships with others is ranked 
as the most important value for women and second most important 
for men while independence has a low rating. Leadership over others 
is the least valued life goal. This therefore confirms the last 
hypothesis (Hypothesis 2 c). 

4. 5 0 3  Rati ngs of the Outcomes of Progress at Work 

The semantic differential technique was employed to investigate the 
value of progress in the work situation. 

The ratings of each of the three concepts: Progress in the work setting; 
Promotion at work and Being in charge of others, on each of the qual i­
fier scales are given in Appendix 2. See pages 59-62 for a graphi cal 
representation of these responses . 

Before discussing the results in the context of the hypothesis some 
mention of the characteristics of the measurement technique must be 
given . 

Firstly although a 5 po int scale ( 1 - 5 )  was used interviewers were 
permitted to give a zero score when they detected in the respondent 
any difficulty in relating the concept and the qualifi er o  The 
frequency of zero scores therefore provides an indi cator of the 
meaningfulness of the b i polar scal e i n  relati on to the concept phrase "  

A high zero response was found for four qualifier scales . For the 
two concepts 1

1Progress in the work situation 11 and "Promoti on at 
work II the seal e d iffi cult - easy presented prob 1 ems for. 4 and 
10% of the males and 11 and 26% of the females respectively . For 
the concept' B1ei ng in charge of others

11 

the big - sma 11 and strong - weak 
scales was given a zero score for 17 and 33% of the males respectively 
and 21% of the females in both cases. These scales were therefore not 
included in any further analysi� . 
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The interviewers on being asked their general feel ings regarding 
the use of the semantic differential technique, mentioned that they 
fel t there may exist amongst rel ativel y unsophisticated peopl e a 
difficul ty in discriminating degrees on the negative pol e, i. e. 
something can be good or very good but if it is neither of these 
then it must be bad - something can l t be ·somewhat bad. 

Visual examination of the graphs suggest that there may be some 
val idity for this assertion with regard to those qual ifiers that 
bel ong to the eval uation factor i.e o good - � bad, important - unimportant, 
and hopeful - and hopel ess. The responses on these three qual i fiers 
for the three concepts are given i n  tabl e 13. 

Tabl e 13 : Responses on the eval uation factor for the three concepts. 

Scal e No. No . of responses Percentage 
1 124  33 

2 75 20 

3 39 10 

4 18 5 

5 1 2 2  32 I 
Total 378 100 

It is obvious that the two extremes of the scal es were general l y  ut i l ized 
· wh i l e  the second point was used by a fair number of respondents� very 

few used the fourth point on the s-cale. 

Visual inspection of the other qual ifiers which bel ong to the act ivHy 
or potency factors or are unassigned do not appear to show such a marked 
trend . It is possible therefore that there may be a tendency for re­
?pondents who are not highly sophisticated to eval uate things as having 
degrees of "goodness" but not "badness". 

I 
I 
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Hypotheses 3 (a).  The outcomes of progress at work i o e. being i n  
charge of others and promotion at work, being signs of a greater 
commitment to the job and therefore urban area, will be negatively 
evaluated by the male respondents who show a degree of insecurity 
in the urban area. 

Progress in the work situation was rated by males as being good or 
very good (54%) important or very important ( 76%) but hopeless (50%) . 
Simi 1 a r results were found 'for promotion except more peop 1 e felt it 
was important (86%) and hopeless (56%) . Being i n  charge of others 
however was rated as being bad or very bad (53%) , by 47% as important 
and by the same percentage as unimportant . 

Progress and promotion at work were therefore evaluated in a positive 
light - a finding that would appear to refute the hypothesis . A diffi­
culty arises in interpreting the , positive nature of this response how�ver o 
In formulating the measure the aim of using the concept phrase progress 
in the work situation, was to tap a generalized feeling about progress , 
the more specific outcomes of progress i . e .  promotion and bei ng i n  charge 
of others could then be tapped individuall y .  Viewing thi s  in retrospect 
however it is obvious that progress at work coul d mean a vari ety of di ffe­
rent things for individuals and therefore there is l ittl e way of knowinq 
what respondents had in mind when rating the concept . Was reference be i ng 
made to earning more money, improving the qual i ty of work l i fe ,  i mproving 
status, etc . ?  Quite obviously if progress in the work si tuati on refers 
to earning more money, few if any will rate it as a bad thing, th i s  mi�ht 
not be the case if some other criteria is being used . 

A similar argument appl ies to 1
1 promoti on 1 1

• Again the concept i s  ambi guous . 
Is it the increase in salary that is being rated o r  the change i n  status? 

This lack of clarity obviously makes it difficult to interpret the data 
in the terms of the hypothesis . 

There is some indication in fact that subjects were not able to d is­
tinguish between progress in the work situation and promoti on .  Apart 
from the similarity in responses thirty per cent of al l respondents 
stated that progress and promotion were the same thin0. In  addition 
to this three subjects mentioned that when talking about p roqress or 
promotion it is 1 1 money that matters". 
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It seems therefore that , Promotion and Progress at work were synonymous 
for a number of ,people and that the two may have been also syno�mous 
to earning more money. If this is so then a positive evaluation of 
the concepts would be expected. With the data available however it 
is not possible to either accept or reject the ·stated · hypothes is. 

The phrase being in charge of others is felt to be suffici ently unam­
biguous however and the results applicable to the hypothesis. General ly 
the male respondents gave a negative evaluation to being i n  charge of 
others. Some of the comments made while rating this concept were: 
being in charge of others "will make me clash with people"; "create 
enemies for me"; "giving orders may mean you will hurt people". These 
results are therefore i n  line with the hypothes i s. 

Hypothesis 3 (b)  The female respondents however in the liaht of their 
I 

greater urban commitment and education will rate these outcomes more 
positively than males. 

For the female respondents progress in the work s i tuati on was seen as 
good (63%) i mportant (84% ) and generally more hopeful than hopeless, 37% 
as opposed to 32% . Promotion was seen as good (63%) i mportant (83%) 
and hopeless (50%) . Being in charge of others however was rated as bad 
(79%) and uni mportant ( 58% ) . 

While a higher percentage of women than men see proqress as good and 
important and promotion as good, which adheres to the hypothesis, 
nevertheless the diffi culties in interpreting thi s  data as mentioned 
above means that any conclus i on must be very tentat ive. 

The important and i nterest ing finding here is however the fact that 
the female respondents rate being in charge of others considerably 
more negatively than the males. This is in an opposi te direction 
than that hypothesized. 

It is not clear why this should be so except that it i s  possible that 
the female respondents do not wish to be i n  a position that they 
feel may disturb good interpersonal relationships . Certainly the 
value placed on the latter emerges as the most important for women 
on the life goals measure. Furthermore traditionally women have not 
formally occupi ed leadership positions (with some notable exceptions 
such as the Lovedu · Kr i ge ( 1943 ) ) a 1 though there is ev·i dence that 
they have wei 1 ded cons i derab 1 e i nfluence on an i nforma 1 1 eve 1 . Thus 
there may be some resistance to breaking the traditi onal sex-stereotype. 
If thi s  i s  so this stresses the importance of sex role stereotyping 
on the desire of certain Black women to achieve in the work setting. 
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Hypothesis 3 ( c) .  The activity, potency and other feel ings towards 
the outcomes w ill be negatively rated by both groups in the light 
of the limited opportunities available to them o 

The hypothesis that 1 1 Progress 11 and 11Promotion in the work situation" 
and "Being in charge of others" will be rated by both males and females 
as relatively inactivity and distant is supported by the data . Progress 
and Promotion are rated by well over 60% of both males and females in 
most cases as being slow , still, far, unknown and unlikely . Being in 
charge of others is similarly rated as difficult and unlikely o 

This is a very bleak picture of the individual's expectations and 
perceptions of the opportunities for progress in the work situation . 
The above scales measure the instrumentality factor of the expectancy 
model i . e. the perceived performance - outcome relationship in the 
specific work setting . Quite obvi ously this relationship is perceived 
as being minimal and therefore as a consequence the effort to p rogress 
in the work situation must also be mi nimal - most respondents said 
progress is unlikely and far . 

4 . 5. 4  Reference Groups 

The reference group measure was designed to tap three reference groups: 
friendship group, normative group in relat i on to work, idealized group . 
The main aim of including a reference group measure was to throw some 
l ight on the individual 1 s cultural standing, the . argument bei ng that 
other indices e. g .  urban/ rural patterns , modernization index, do 
not necessarily provide accurate or sufficient information on this. 

Hypothesis 4 (a ) As respondents occupy l ow l evel jobs i n  wh ich they 
appear to be stable; - are mainly middle aqed and therefore unlikely 
to change their positions to any great extent; have a limited education, 
and are es.tabl ished. in .their urban/rural migratory patterns if any, they 
will identify with people who are similar to them in most of the above 
ways . 

An index of s i mil a ri ty between the respondent and his friendship 
reference group was e$tab] ished to test this hypothesis e Four 
aspects made up this index: whether those i ndi vi dual s who form S's 

reference 0roup 
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had work , educat i onal and residence background as well as i nterests 
that were: s imi lar to S, di fferent but of a lower nature or di fferent 
but of an asp i r ing or higher nature. 

The categori zati on of respondents both male and female accordi ng 
to thi s  i ndex is  shown i n  tab·le ·  13. 

Table 13 : Reference� Group Patterns 

Reference Group in  rel at i on to 
self. Males Females 
Di fferent Same Di fferent 
but hi gher but lower No. % No. % 

Type 
A 4 0 0 1 3 0 0 
B 3 1 0 5 17 2 11 

C 2 2 0 7 23 2 11 

D 2 1 1 3 10 1 5 
E 1 3 0 6 20 6 33 
F 1 2 1 2 7 1 5 

G 0 4 0 4 13 3 17 
H 0 3 1 2 7 3 ' 17 

30 100 18 99 

For the males 57% of respondents had a reference group, which on balance 
had no more than one of the four components di ssi mi lar and hi gher than 
hi mself 43% had a reference group with two or more characteri stics 
that were hi gher than the subjects-; 

For the_ women 78% have fri ends who on balance di ffer by not more than 
one characteri stic .  Only 22 per cent have a reference group wi th two 
or more characterist ics that d iffer from the subjects. 

By for the majori ty of males and females therefore have a reference 
group that i s  si milar to them i n  terms of educati on, type of work, 
resi dence hi story and interest. As thi s  supports the hypothesi s  it  
would appear to be sati sfactory to use the i nd ivi d ual's fri endshi p 
group as a descri pti on of the sub culture the i ndi vi duals belon� to. 
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Grouping all the male respondents together, the characteristics 
of their friendship group can · be described ., as · follows: 

60% of respondents mention that they have friends who are i n  a 
I 

higher job than themselv�s . Most of these people are drivers or 
delivery men, and only a few, clerks or of a higher job level . 
53% have friends of a higher educational status than themselves . 

The most interesting characteristic of the individuals ' friends 
is that a large number have common rural links with the subject . 
83% of respondents say their friends originated mainly from the : 
rural area of which 64% come from the same rural area as the respon­
dent . Only 4 respondents have friends who were born and raised in 
the urban area. In the light of the age of the respondents and 
consequently the fai rly lengthy periods of their residence in the 
urban area this finding is perhaps important, for it suggests that 
the male respondents identify with people who come from the same 
home areas as themselves . 

Wilson and Mafeje (1963) have documented the existence and effect of 
11home boy groups 11 in the Cape Town area amongst migrant workers, which 
are similar to the 1 1amakhaya 11 groups discussed by Mayer (1970) 
amongst the Xhosa in East London . These authors argue that such 9roups 
have an 11encapsulating 1

1 effect on i ts members in that they control 
the individuals concerned and 11try to prevent them abscondin0 -
disappearinq into the city - and neglecting family responsi biliti es 1 1

• 

Unfortunately sufficient information on the wider nature of the 
present respondents • reference group was not obtained so while there 
is a suggestion that these individuals may belong to "home boy 11 groups 
whether these groups exert the control witnessed by Mayer, and Wil son 
and Mafeje is not clear . In terms of these groups however there are 
important implications for . the 11progress 11 of it's members . In stressing 
social control, the value of maintaining one's ties with the rural area 
and possibly upholding rural values, these groups limit the exposure 
of an individual to a modern economy . There is therefort� likely to 
be a resistance to the absorption or adoption of values that are con­
comitant with progress in the work situation. While some progress at 
work is nevertheless likely, simply because of the power of modernizing 
influences, -· a who 1 e-hea rted entry into the western economy wi 11 not 
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be present . Depending on one's val ue system this may be a good or 
bad trend. When considering work rel ated progress however such a 
trend may hel p expl ain differences in a desire to progress. 

The interests that respondents share with their friends are primaril y 
recreational of which watching or pl aying soccer is by far the most 
common - 63% of respondents mention it. Other sports - tennis and 
gol f - l istening to music, drinking and gardening form most of the 
other shared interests. The makgotl a, visiting rel atives and 
pl oughing were those common interests that refl ect a rural traditional 
val ue base . Onl y a few respondents mentioned sel f deve1 opment act i vi­
ties such as reading, studying or attending association (burial ) 
meetings . 

The femal e respondents present a different picture with regard to those 
with whom they identify . 

Onl y 38% of the respondents mentioned that they had friends who were 
in a higher job than themsel ves. These friends were cl erks, nurse aides, 
or switchboard operators. Simil arl y onl y 33% had friends who had a 
higher educational status . Thus unl ike the men, general l y  their friends 
are simil ar to them in terms of work and educational circumstances . 

As most women are permanent urban dwel l ers one woul d expect their friends 
to be as �el l .  This is in fact the case and 78% of the respondents sa i d  
their friends have al ways l ived in town. 

Women have a number of interests that are l inked with their homes . Unl i ke 
the men whose famil ies are not in town and who tend to be invol ved in 
activities outside the house or hostel e.g. soccer. 72% menti on they 
have shared interests with their friends regarding knitting , sewing , 
baking, and housework. Fil ms and shows were a shared interest for 
28% of the women and 22% mentioned church activities. It is interesting 
to note not one women mentioned she had friends who had different 
interests to her to . which she was aspiring. 
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Hypothesis 4 { b) .  When pl aced in a position where appropriate action 
is unclear, male respondents, being relatively marginal in terms of 
a rural/urban lifestyle and limited education, will refer to a normative 
group that comprises of kin or peers . Female respondents being more 
established in the urban black culture and bein� more educated will tend 
to refer to superiors or specialists when in a similar position . 

The assumption behind this hypothesis is that education and exposure 
to modernizing and urbanizing influences are likely to create in indi­
viduals a higher degree of trust in people outside one's . immediate 
friendship or kin group for matters beyond one's limited experience . 
This being so then the female respondents are likely to behave diffe­
rently from the males having been exposed differentially to these in­
fluences . 

The responses to the question: . . .  1 1If your boss offered you a different 
job from what you are doing at the moment and you were not sure whether 
you should take it or not, who would you discuss it with?; are 0iven 
in table 14 . 

Table 14 : Normative Referants . 

Males Females 
Type of reference group No . % No . % 

Kin 2 7 3 16 

Peer 6 20 4 2 1 

Boss 18 60 6 32 

Specialized person 4 13  5 26 

No one 0 0 1 5 -

Quite obviously for men the most stated referant was their boss. This 
does not support the first part of the hypothesis . There is some support 
for the other half of the hypotheses i . hbwever i n  that a higher percentage 
bf women than men meritioh�� that they woul d consult a personnel officer, 
soci al work�r or a b�ttet �ducated friend . 

It is possible that the wording of the question fostered the high re­
sponse regarding ones boss as being the referant for helpin0 resolve 
the posed problem!, in that he/she was specifically mentioned in the 
question . It is impossible however to know in this instance whether 

I 

I 
I 
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this is so or not . 

Idealized reference group. The Idealized reference group measure 
was designed so as to tap the person or people the respondent would 
like to be like. In looking at an idealized group one is allowing 
the respondent to project himself into an ideal and not necessarily 
real situation. The data obtained will not be a realistic reflect i on 
of the individual�s aspirations but rather what an individual thinks 
in his more optimistic moments. It is the difference between these 
ideal aspirations and the more realistic ones tapped by the value 
measures that should provide the interesting information. 

The type of people the male and female respondents aspire to are 0iven 
in table 15 and table 16 respectively. 

Table 15 : Idealize·d Reference Group Male respondents 

People who are/have No. 
Richer 14 

Able to educate their chi ldren 6 

Job that is more skilled/self employed 6 

Better educated 5 ·  
Job that has better conditions e. �1 o security 4 

Moral 3 

No one 1 

*subjects could admi re more than one characte·risti c .  

Table 16: Idealized Group Female respondents 

People who are/have 
Richer 
Extended or beautified their house 
Des.ired materi a 1 possessions/car 
Help community 
Status 
Better education 
Time for their family 
Physically light jobs 

"It is wrong to covet others " 

No . 
7 
4 

3 
3 

3 

2 

2 

1 
2 

I % :l l 
47 

20 

I 20 

17 
13 

10 
I 
I 

3 

% 

39 

22  

1 7 
17 
!7 
11 
11 

6 

11 

i 

' 
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The above are compared with the resul ts i n  tabl es 10 and 11 . 

If one accepts that the above measure assesses the i deal ized aspi ­
rat i ons whi l e  the responses i n  tabl es 10  and 11  (which refer to those 
thi ngs respondents woul d l i ke to be or have i n  the future) more 
real i st ic  aspi rati ons, then the d i fference between the two profi l es 
must be a refl ection of the recognit ion i nd i vi dual s have " that 
certai n  desired goal s are not attai nabl e. 

In thi s  context then two i nteresti ng resul ts emerge for the mal es. 
Fi rstl y, there is a much higher i deal aspirat i on to be rich than 
there i s  i n  tabl es 10 and 11. There may be recogni tion among a number 
of mal es that th i s  f inanci al wea l th is not l i kel y. Simi l arl y and per­
haps more importantl y a number of i deal aspi rations refl ect work rel ated 
or personal devel opment aspects (education) - 50% of mal e respondents. 
These aspects do not feature so prominentl y  amongst the practical aspi­
rati ons. This may therefore be a refl ection of an actual desire to be i n  
a better job or more educated, but at the same time a recogniti on that 
these goal s are not practical in the l ight of present edcuational 
qual ificati ons, age and the l imitations created by the l abour market . 
The femal e respondents i dent ify with peopl e who are abl e  to 
hel p their community, extend or beaut i fy their ho�es ·and have more time 
to spend with their famil y .  This may be a refl ecti on of a desi re for 
a greater invol vement in the traditi onal sex rol e stereotype whi ch is  
at present thwarted by the demands of having to  work in order to suppl e­
ment the fam i l y income. 

4 . 5.5 Locus of Control 

The l ocus of control measure as discussed i n  section 4 . 3 . 3 ,  was desi gned 
specifi cal l y  for thi s  project in an attempt to overcome the l i mitations 
and cri t i cisms d i rected at other measures that have general l y  been 
devel oped in the USA with student popul ations. 

The assessment of the val idity and adequacy of the measure is therefore 
parti cul arl y important. 

The i ndex of l ocus of control ( 1  .o.c.) comprise of scores given to the 
responses to the ei ght questi ons as outl i ned in section 4 . 3.3. The 
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responses were categorized in terms of whether they reflected 
a perception of: (i) internal (personal) loci of control, 
(ii) external but predictable control; (iii) external but 
unpredictable loci of control. 

Quite obviously as the questions were open ended the responses to them 
could only' be categorized if they reflected some kind of perceived 
behaviour - outcome relationship. Thus a response such as 1 1 I will 
lose X if God will 's it 11 in reflecting the individuals belief that 
an outcome is contingent' on a force external to him can be catego­
rized. On the other hand a response such as 11 I will not have X 
because of a lack of money", is not sufficiently expansive �o reveal 
the perceived cause of not having money and therefore unclassi fiable , 

Unfortunately a large number of responses were framed in the latter 
way and therefore could not be adequately categorized . As a result 
of this two actions were taken: (a) the external causes were compressed 
into one and the distinction between predictable and unpredictable 
dropped and (b) those respondents who gave ambiguous responses were 
dropped from the analysis if the extent of the m i ssing information 
was such that it could materially affect the final cl assification of 
the individual as internally or externally controlled o 

As a result of the above strategy 15 males and 7 women had to 
be dropped from the analysis . The remainder were categorized as 
internals (N=20) if they gave more than 4 of the 8 responses as 
"internal" or externals (N=7) if they gave less than 4 responses as 
"external" .  (See table 17) . 

Table 17: Responses on the locus of control measure , 

Score* No. of Respondents Percentage 
8 1 3 
7 3 10 

6 7 23 
5 9 29 
4 4 13 
3 4 13 
2 1 3 
1 2 6 

0 0 0 

Total 31 100 

* Score given i n  terms of number of internal responses on the eight items , 



-74-

The modernization scal e offered a useful check for the val idity of 
this measure. One of the major factors to emerge from a factor ana­
l ysis of the scal e was one given the titl e of efficiency. (J. Thompson 
1977). Items that l oaded on this factor reflected a bel ief in one ' s  
personal efficac� and consisted of questions such as: Some say that 
getting ahead in l ife depends on destiny - others say it depends on 
a person ' s  own efforts - What is your opinion? Do you think in order 
to be successful in l ife it is much more important to have good l uck 
or much more important to make pl ans? Three of the items that l oaded 
on this factor were incl uded in the modernization scal e which the 
present respondents had answered prior to this study. As the items 
conceptual l y  fal l in l ine with the l ocus of control construct util ized 
here it was decided to use this as a check on the val idity of the present 
measure. 

It was hypothesized that internal s woul d endorse the personal control 
al ternative of the three items comprising the efficiency factor more 
frequentl y than the external s. The mean number of items endorsed by 
the internal and external 9roups was 2,44 and 2,33 respectivel y. This 
difference was found to be not ,significant (t= 0,24 df = 22 p> .05) 

One other comparison was conducted between the internal and external 
groups: the eval uation of whether their pro0ress at work is known 
or unknown, on a five point scal e. (cf semantic differential measure ).  

As internal s perceive outcomes in terms of their own personal effort 
or abil ity, they shoul d rate their progress at work as more 1

1 known 11 

than external s who perceive outcomes as bei ng conti ngent on " forces" 
outside themsel ves some of which are unpredictabl e .  

Internal s do see their progress in the work situation as more known 
ttian ex·ternal s. x1 = 3,55 sd 1,57 as compared to XE = 4,71 sd 0,49. 
However again this difference is not significant t= 1,91 df = 25 (p .10) 

While the above tests of the v.al idity  of l .o.c. measlJre are not entirel y 
adequate, primaril y because the size of the sampl es ts _ smal l ,  never­
theless the measure appears to present a number of methodol ogical 
difficul tjes that mil itate against it's util ity . This however is no 
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way denies the importance of the expectancy, which the measure 
is concerned with, in the total model . As the sample consists of 
a "l ow progressive" group of worker's it was not possibl e to directl y 
investigate the importance of this expectancy. However the fact that 
both of the val idity tests showed resul ts in the hypothesized direction, 
al beit not significant, suggests that with direct measures of progress 
in the work situation and a sampl e that incl udes a range of people on 
a progress continuum, the expectancy with regard to certain outcomes 
may prove to be an i mportant factor. 

The open ended measure expl ained here was util ized in an effort to adapt 
the l . o. c. construct so as to facil itate the possibil ities of a more 
comprehensive investigation . Perhaps this was too general however and a 
better approach may be to return to the more specific effort - outcome 
expectancy as expressed in the Expectancy Theory and measured by techni ques 
such as those empl oyed by Lawl er and Suttl e (1973) to hel p expl ai n diffe­
rences in the motivation to pro9ress in the work s i tuati on o  

4. 5.6 Time Percept i on 

The two time perception measures in thi s  study were : extensi on -
the l ength of future time span cdnceptual i zed; densi ty - the number 
of goal s in rel ation to that time span. 

Hypothesis 5 (a) .  The number of goal s individual s have w i l l  be l i mited 
and therefore the ir  future time ori entation l ikel y to be of l imited 
density. 

The number of goal s individual s had for their future varied between 
1 and 5, with 94% of respondents given not more than 3 goal s. 

The index of 11 density 11 i . e. the number of goal s in rel at ion to the 
extension of time, varied from 1 to 15 al though 73% of respondents 
had an index score of between 1 and S o  
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Both the number of goal s given and the de�sity index have a very 
l imited range. It is difficul t to know whether this is function of 
the measure or actual l y  refl �cts a true picture of a l imited number 
of aspirations. Considering however that individual s were given the 
opportunity to l ist as many goal s as they wished and that some sub­
jects actually gave four or five goal s with no prompting, it ·woul d 
seem reasonabl e to concl ude that the l imited number of goal s given by 
most respondents is in fact a fair picture of their aspirations. 

The l imited resources avail abl e to these individual s in terms of skil l s, 
finance and perhaps age means that their energies must be channel led 
into rel ativel y few objectives. The major goal s mentioned by respondents 
were buil ding a house, for the men, and educating their chil dren, for 
the women. Both these aspirations are l ikel y to demand a l ot from the 
ind i vidual the first in terms of capital and the second in terms of per­
sistence, bei ng in most cases an on!'.10in9 commitment of a l on9 duration. 
In this context then, entertaining the thought of achievin0 many more 
goal s is perhaps overwhel m i ngl y unreal istic. 

Time extension 

The rel ati onship between the percei ved extension of t ime and progress in 
the context of the rmdel ,is compl ex. The extent of future time percep­
tion wil l be l inked to other variabl es in very specific ways . The 
expl oratory nature of the study and therefore the need to i ncl ude at 
thi s  stage, broad measures of the variabl es, has meant that these · 
specific rel ationships were not looked at in detai l .  Thus whil e 
no specific  hypothesis coul d be formul ated it is val uable to l ook 
at the data as a number of questi ons arise that are imp�rtant for 
the model . 

The number of years individual s conceptual ized when thinking about their 
future is given in tabl e 18 . 



-77-

Tabl e 18: Extension of future time 

Years No. Years No. Years 
1 1 7 0 13 
2 6 8 0 14 
3 3 9 0 15 
4 5 10 10  16 
5 5 1 1  0 17 
6 2 12 2 18 

No. Years No 
0 19 0 
0 20 2 
2 Don't 

1 
8 

1 know 

1 
1 

* 8 responds mentioned that they coul d not be sure how l ong it woul d 
take to reach their goal , but they impl ied it was a l ong term object ive "  

Two groups appear to exist with regard to the extension of time: those 
with short time-span i. e .  from 0-6 years and those with a l onger span 
i. e .  10 years or more. The former group incl udes 45% of the respondents . 

A ,,umber of variabl es are l ikel y to infl uence the l ength of time span 
conceptual ized. The age of an individual is l ikel y to determine the 
distance one projects onesel f  into the future. 

The correl ation between age and time extension for this sampl e was 
r = -0,10 (N=40 ) Whil e this is not a significant correl ation it i s  
in the hypothesized direction, i.e. the ol der one is the l ess exten­
sive is one ' s  time perception. Two aspects must be considered here 
however. Firstl y the sampl e consists of a fairl y homogeneous group 
of peopl e in terms of age and therefore the data is not real l y  amenab l e  
to a correl at ion anal ysis. Secondl y  the rel ationship between age and 
time extension may not be a l inear one. It is feasibl e that the stage 
a person has reached in terms of his/her social devel opment, may be more 
important. Thus a young person in his l ate teens j ust  starting work 
may in fact have certain short term objectives e . g .  certain desired 
material possessions such as a radio, and not be too concerned about 
the distant future. By l ate twenties to mid thirties, security for 
onesel f and famil y may be important demanding _ a  l onger time perspect ive 
e. g. a home of one's own, education of chil dren, security in ol d age 
etc. Final l y  as one gets towards retirement and ol d age the time 

extension may again 
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decrease in compensation for the l imited part of · life · that remains . 

The stage of social devel opment wil l be l inked with the type of 
objectives an individual has. It is feasibl e then that the extent 
of time perception wil l be refl ected i n  the type of objectives one 
hol ds. 

In this sampl e, of those who had a l ong time perception (10 years or 
more) 40% .mehtioned their most distant goal as educating their chil dren, 
24% in terms of having their own business or being ,in a better job and 
24% in terms of bu i lding a house . Of those with a short term perspective 
their most distant goal was building a house { 33%) , buying a car or trac­
tor (29%) educat i ng their children (14%) and having their own busines s 
(14%) 

There is therefore a considerabl e difference between these two groups 
in terms of the object i ves they have. The l ong term group being _ 
primarily concerned with the devel opment of human skil ls either their 
own or their children, ·whil e the short · term group, material aspirations . ·  

This is obviousl y a l ogical finding i n  that education of chi� dren and 
devel oping one 1 s s kil l s  are reali stical l y, objectives that can ' t  be 
achi eved overnight, whereas certain material aspirations may be achieved 
in the short term . An important question arises out of this however, i o e c  
how e re object i ves and time extens i on causal l y  l inked, if a t  al l ?  
Do certa i n  i ndividual s have a time perception that determines the type 
of goal they s tri ve for, or i s  the goal set f i rst and the appropri ate 
time perception then fol l ows? Cl arification of these points are impor­
tant for the positi on of the time perception variabl e in the conceptual 
model . 
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Pl anning 

Three questions were used to form an index of pl anning. This index 
had a maximum possibl e score oi 13 (representing full invol vement) 
and a minimum of 2. 

Tabl e 19 shows the range of scores obtained by respondents on this 
index. 

Tabl e 19 Responses on the pl anning index. 

Score No. of respondents 
13 10 

12 7 

11 11 

10 4 

9 7 

8 6 

7 2 

47 

Percentaqe 
2 1  
15 
23 

9 

15 
1 3  
4 

100 

The means score on the index was 10,64 sd 1, 86 . There was therefore a 
tendency to score high on the index suggesting that individuals were 
general l y  invol ved in pl anning their future . 

Unfortunately the measure does not appear to accurately reflect the 
sampl e ' s  actual planning involvement. One of the questions that com­
prised the index asked subjects to outline the pl ans they had, i f  any, 
to achieve their most desired goal. Whil e a number of people were 
able to give precise detail s e . g .  I am busy negotiating a l oan from 
my relatives in order to start my own business , others were only abl e 
to give general ities e. g. just work hard, while others said they had 
no pl ans whatsoever. Despite this however the l atter people in a number 
of instances stil l scored high on the index because in the other two 
questions that comprise the index they stated "they think about their 
goal dail y"  and "every morning think about what they are going to , do 
that day and how". 
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The observations that the items that make up the index may have a 
limited validity is also shown in the correlations between the items. 
The correlations were r = 0,18 ; 0,20 and 0,37. (df = 45). 

Apart from the above and the limited discriminative power of the time 
perception measure a limitation of this study is that a compari son 
of those who are more involved in planning their future is not possible 
in terms of objective behavioural criteria. These were outside the scope 
and extent of this study . 

Two hypothesi s  however could be investigated with the data available i n  
this study. 

(i ) Those respondents who believe they personally are eff icacious 
when it concerns their progress (internally controlled) wi ll be 
more i nvolved in planning than those who are externally controlled o 

This hypothes is was not supported by the data . The mean planning 
score of the internal and external groups were 10,72 and 10, 7 1  
respectively . There is not a significant difference between these 
means (t = 0,01  df = 26) . 

( i i ) Progress i n  the work situation will be rated as more l i kel y, mov i ng, 
and known the more involved in planning -respondents are . 

The correlation index between these three scales and the plann ing 
ndex were r = -0, 11; -0,07 and -0,12 0 Whi le all three correlations 

a re i n  the hypothes i zed di rection ( the hi gher the rating on the 
scales the more negative they are ) they are nevertheless obv i ousl y 
not si gnificant , 

I n  the f i nal analysi s  therefore the planning index included in the 
study as a measure of the reali sm of one ' s  aspirations did not in 
fact prove to be useful. Perhaps a better measure would be to 
use a cri tical incident techni que to explore the individual's in­
volvement in his aspirations instead of the general measure emplqyed 
in this study . 
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5. CONCLUSIONS 

Concl usions may be drawn for three aspects of this study: the model ; the 
techniques and methods used in the study; and the appl ication and rel evance 
of the model . 

5.1 The model 

The antecedent and situational variabl es proposed in the model appear 
to have an important effect on an individual 's aspirations and ab il ity 
to progress. The l egal and pol itical restric�ions pl aced on Blacks have 
a profound effect on their aspirations at work. A degree of ambival ence 
among respondents emerges, particul arl y with regard to mal es, that appears 
to be l inked with insecurity resul ting from these restrictions o Thus rural 
l inks are maintained and the general invol vement in western commerce and 
industry inhibited. This has an important effect on aspirations, for these 
individual s appear to accept their jobs as they exist and d i vert their 
energies to aspirations outside the work situation. Work is a necessity 
and l ittl e more. The women however who are committed to the urban area 
and therefore more secure in their l egal positi on, show � greater interest 
in work rel ated progress. 

There is a need to recognize the different processes that affect mal e and 
femal e workers . That these processes may be subtl e and obscure is demon­
strated by the differences that exist between the sexes in the sampl e w i th 
regard to urbanizing infl uences and migration patterns . The effect of 
different processes al so emerged from the reference group measure . Desp i te 
a l ong history of work invol vement some women w i shed to be more invol ved , n  
their rol e as mother and housewife which their work commitment does not 
permi t at present . 

The pervasiveness of one's cul tural background al so emerged from the study 1 s 
findings. Val ues appear to be the area most affected. For this sampl e 
l eadership and being in charge of others are not desired but good interper­
sonal rel ations and social cohesion are. It is easy to concl ude from th i s  
that within a western framework of individual ism and achievement such val ues 
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may not be conduc i ve to progress at work , however care must be taken , for th i s  
may not in fact be a true picture . It is necessary to cl arify the assumpti ons 

beh i nd such a concl us ion . A number of questions need to be ; asked: ·e " 9 .  
Is the espoused theory (i . e .  in�ividual achievement characterizes South 
Afri can society) i n  fact the theory in use (Argyris 1976 ) If it is 
the theory in use, is individual achievement the onl y means to progress 
or is col l ective achievement equal l y  important? 

Respondents, despite some evidence that work itsel f is not val ued other than 
providing a means to an end, certainl y do have future aspirations and in 
that sense val ue progress . Attention appears to be given to matters outs i de 
the work s ituation particularl y security i n  the future namel y a house fo r 
the men and education of their chil dren for the women. This has obvious 
impl ications for the l ack of effort to prograss in the work s ituati on �  ex h i ­
bited by the respondents . 

The perceived rel at ions hip between performance and outcomes ( instrumental ity } 
is an important part of the person variabl es in the model . Iildi v i dua l s  perc e i ved 
progress at work as sl ow, far, unknown and unl ikel y .  The i mportance of such 
feel ings in rel ation to progress cannot be overstressed . This hopel ess a l most 
fatal istic perception is l ikel y to permeate a worker's whol e concepti on  and 
attitude to progress and nul l ify any ach ievement motivation that may exis t . 
In terms of the VIE expectancy framework Lawler and Suttl e (1973) argue that 
the expectancy, instrumental ity and · val ence factors exist as a mu l tipl icat i ve 
function of each other . If this is so l ittle or no instrumental ity reduces 
the effort to ach i eve to zero. Thus even if one val ues progress  at work and 
has a belief in one ' s  own personal , effi cacx, . no effort wi l l  be made to 
progress if one perceives ·that making an effort wil l not l ead to any outcomes . 

A number of important questions arise out of th is finding . To what extent 
is this fatal ism a function of the s i tuation or is it a personality tra it? 
Can this perception be reversed? How widespread is this perception? Such 
quest ions shoul d be incorporated in future research . 

Time percept ion appears to rel ate to the type and number of goal s respondents 
have c Simil ar questions to the instrumental ity variabl e ne , ·d to be resol ved 
however. Does the type of goal an individual have determine the percei yed 
extent of time or do ind i vidual s differ in terms of their t i me perception 
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and this in turn determines the type of goals they set for themselves? 

An important variable which was not specifical l y  isol ated in the model 
but appears to warrant incl usion, is age. The respondents, being on the 
whol e middl e-aged, showed a general resignation to their present position 
al though other variabl es such as l egal restrictions al so produce such 
a situation. In the case of women the emphasis on putting their energies 
into educating their chil dren, rather than themsel ves may also be l inked 
with age, in that they can project their aspi rations through t,heir offspring o 
As discussed jn  the section on time perception age per se may not be the 
important factor however, but r�ther the phase an ' individual has reached 
in terms of his l ife cycl e. One's age in rel at i on to the progress or l ack 
of it, that has been made up to that time may be an important factor in 
the effort and desire to progress in the future. 

5 o 2 Methodol ogy 

The ideal method of testing a model such as that proposed is to empl oy 
a statistical technique such as mul tipl e l inear regression that woul d 
identify the significance and contribution of each pathway to the vari abl es 
l ower in the causal chain . Such an anal ysis was not conducted in this 
instance as the aim of the study was to obtai n  a broad l ook at the progress 
of the bl ack worker using a sampl e of l imited size and which consisted of 
l ow-level workers who had shown l tmttett-- progress in the work situatioq. 

The val ue of empl oying such a sampl e was that data gathered forms a 1 1 base 
1 i ne" for the model. · 

A discussion of the measures used was given in the text . Two particul ar 
findings are mentioned here. Firstl y the l ocus of control measure devel oped 
for this study failed to provide the d�pth of information that was required. 
A more specific measure is perhaps required to tap the expectancy dimension 
of the general model . Secondl y the pl anning measure did not provide the 
desired check of the real ism of respondent s aspirations. As the question 
of real i sm of one ' s  attitudes and goal s is important to the model , a new 
measure or change in design e . g. l ongitudinal study a ppears to be required o 



-84-

5.3 The app l icati on and rel evance of the model 

In this report a general model of indivi dual progress in the work situati on 
was proposed and examined i n  the l ight of a study of l ow l evel workers. The 
model not onl y facil itated a comprehensive perspective of the variabl es 
rel evant to individua l  progress but a l so proved to be useful in predicting 
and expl aining the findi ngs of the study. The model therefore woul d appear 
to be both a rel evant and practical one for studying the determinants of 
indi vidua l  progress at work. 

Whil e the model has been used in th is  project to faci l i tate research, there 
is no reason why i t  cannot be used i n  other settings w i th good effect . The 
model has obv i ous imp� i cati ons in the areas of sel ection and vocati onal 
guidance, management and perhaps most i mportantly for the tra i n i ng of bl ack 
workers moving i nto more skil l ed or higher l evel jobs. Further extens i ve 
research into the val idity of th is model is however requi red before i t  can 
be uti l ized in practice o 

One cautiona ry note must be made i n  rel ation to the mode l and i ts 
appl icab i l i ty .  I n  the fina l ana l ysi s the dec i s i on of what constitutes 
progress necessi tates a va l ue judgement . It  i s  therefore 1 mposs i bl e 'to 
categorize X as not progressive or hav i ng character i stics that inh i bit 
progress in absol ute terms . Any such s tatements can onl y  be made i n  rel ation 
to some rel ativel y arbi tra ry defi ni t i on of progress hel d  by the observer . 
This be ing so i t  is i mportant that anyone concerned wi th the progress of 
bl ack worke �s inspects h i s  or her conception of progress and 1 ·s aware of the 
va l ue judgements impl ic it  in such a view, before determ i n i ng any strategy or 
coming to any fi na l concl usi ons , 
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The fol l owing recommendations are made: 

6.1 The Model 

It is recommended that the basic el ements of the model be retained but 
with the fol l owing additions or conditi ons: 

6.1.1 That the l ife-cycl e phase that an individual has reached, i o e o  
the social phases one moves through between birth and death, e ,, g C 

infancy, school ing, empl oyment, marriage, famil y, career, retirement, 
etc . be incl uded in the model as a distinct variabl e which may i nf1 uence 
perceptions of progress. 

6.1 . 2  That time perception as a variabl e shoul d be investigated further 
in order to cl arify it's rel ationship with the goal s one has, i . e c  
is time perception a basic disposition or is it a functi on of the va l ues 
one hol ds . 

6 . 1 . 3 That as environmental infl uences are stated in genera l terms 
in the model , when considering a group of people, these infl uences are 
identified and described for that speci fic group . For exampl e, the 
relevant processes of accul turation may differ for d i ffefent secti ons 
of the bl ack l abour force . 

6 . 1 . 4  That the work environment for the group under consideration 
be outl ined in detail in terms of job opportunities, trai ning faci l i­
ties, promotion pol icies, remuneration, conditions of service, etc " 

6.1.5 That the mul tipl icative combination of the expectancy and i nstru­
mental ity factors of the effort to progress be considered in future 
use of this model . More general l y, consideration of the �ombination 
of al l or part of the person variables in predictin0 progress may 
al so be of val ue. 
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6 . 2  Methodol ogy and Measurement Techniques 

The fol l owing recommendations are made regarding the methods to be used in 
any future research: 

6 . 2 . 1  That when using the semantic differenti al technique, the concept 
phrases to be rated are made to be unambiguous and speci fic. 

6.2 . 2  That the expectancy an ind i vidual has regarding the effort -
progress rel ationshi p  is assessed by a measure that rel ates spec if ical l y  
to that expectancy, rather than a more ge�eral measure such as a 
l ocus of control scal e .  The technique used by Lawl er and Suttl e ( 1973) 
may be useful . 

6 . 2 . 3  That pl anning be assessed through a cri t i cal i ·nci dent technique . 

6 . 2 . 4  That the distinction between var i ous l evel s of val ues and the 
measurement of these separatel y  as used i n  thi s  s tudy i s  a useful 
strategy and shoul d be retai ned o 

6 �2 . 5 That future research should desi gned so that the val i d i ty 
of the model can be ascertained through s t at i s t i cal techniques such 
as mul tipl e regression or path ana lysi s. Such techni ques would not 
onl y hi ghl ight the signi fi cant . causal pathways but thei r rel at i ve 
contribution to the rel evant dependant vari abl e .  

6 , 3 Sampl e 

It i s  recommended that future research shoul d employ a samp l e  that perm i ts 
a breakdown of respondents i nto groups whi ch cons i st of i nd i v i dual s  who 
differ accord ing to the extent of progress they show or have shown 1 n  their 
work situation . 
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APPENDIX 1 

The Questionnaire 



l • (a) 

(b) 

(c) 
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INTRODUCTIOB 

Introduce yourself 

Where you are from 

Explain NIPR and its aim to be of use 

to the community 

2 .  You may remember that before the literacy course  s tarted � 

I or one of the other interviewers from the NIPR , spoke to  

you and asked you some ques tions about what languages you 

and your family spoke . The answers you gave us he lped us to 

l earn about how to teach peop le to read and write � 

Now that the classes are almost finished I would l ike to ask 

you a few more questions about what things are important to you 

and what you think about your future . You are not forced to 

answer these questions , the decision is  up to you . 

However ,  your answers are important to us at the NIPR because 

we want to understand what workers want to do in the years to 

come and how they feel about progress  at work, so that we can 

help the working life of others . Your help therefore would be 

appreciated very much and we wil l  pay you R l ., 00 for helping us 

in the. interview . 

I assure you that what you tel l  me wil l  not be shown to other 

people , j ust  those at the NIPR doing the research . 

ls  this alright? Are there any ques tions ? 



.. 99 ... 
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guESTIONNIARE ATTITUDES TO AND CONCEPTION OF PROGRESS . PROJECT . 7 1 / 74 

Name or Respondent : . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
Job Ti t le :  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Department : . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
Age : . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

Note to  interviewer 

Explain to the· respondent the proj ect i s  concerned wi th how peop le fee l  

about progress . The respondent must b e  reassured r e  confidentiali ty 

and it  must be made clear that he i s  not forced to answer the questions . 

If  he/ she is  unsure of the ques tion he/ she sha.ild ask you to clarify i t .  

ZULU VERSION 
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A .  WORK HISTORY 

I .  Can you te l l  me al l the j obs  you have had s ince you f i rs t  s t ar ted 

work at -

Type 0 f w k o r  L engt h h ld e LY 1 you C h ange . 

.. 

* Try and tap how the re spondent saw the j obs  as di ffering if the change 

was a vo luntary one . i . e . was the change a progres s ive one in the indi­

vidua l s  eye s ?  

2 w  What  j obs  have you he ld out s ide -/before you came to -

a .  Type o f  Work Length he ld Why did you l eave ? 

·- -· -· ea··---� 

b .  Wh i ch j ob was the bes t one ? 

c .  Why was i t  the bes t one ? 

Wl: d d ? 

I 
! 

� ........ 



3 .  ( i )  

( i i )  

-9 1 -

Would you l ike to change your j ob now? 

Yes  

No 

If you would like to change your j ob what would you l ike 

to be?  

. . . . . . . . . . . . . .  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
( i i i )  I s  there any reason or  reasons why you 

change your j ob ?  

. .  ' 
are not able to 

B 

---------------------------------------------------+--·-

( to be s cored later ) 



-92-

B .  REFERENCE GROUP 

1 .  Everyone has a person or peop le they l ike to be wi th , who they feel  

at ease wi th and call  their friends . I want you to t e l l  me about the 

people that you l ike to be wi th the mos t . 

( i )  What work do these friends do ? 

( a) Wofk that is  s imi lar to yours 

(b )  Work that is d i fferent to yours 

( If  the work is different ) In what way i s  i t  dif ferent to your s ?  

( to be coded later ) 

( i i )  General ly are they : bet ter educated than you ; 

have the s ame educat ion as you ; 

are not so we l l  educated as you?  

( i i i ) Whe re do mos t  of your friends live 

Name o f p 1 ace ( gene r a 1 1  y ) • • • • . • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 

( a) urban area 

(b) rural area (whi te farm) 

( c ) rural area ( reserve ) 

( If the friends l ive in the urban area) 

( a) Have your fr iends : always l ived in the urban area 

or did they come from the rural areas 

B 

I I 

§ 

B 

. . . . . . . . . . . . . . . . . . . . . . .  ' . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

. . . . . 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • � .. .t , • 
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(b ) What rural are a  did  they come from? 

• • • • • • • • • • • • • • • • • • • • • • • • • • • • •  0 • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •  

( t o  be  scored later)  

(If the friends l ive in a rural area)  

{ a) What rural  area do they l ive in ? 

( iv) 

(v) 

(Spec i fy )  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

( to be  sco red later 

General ly are your f riends married 

s ingle 

half of them are married/half are s ingle 

Are your f r iends mainly : o lder than you ; 

about the s ame age ; 

or younger than you? 

(vi ) What are the ir  intere s ts ? 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. . . . .  

I I 

§ 

§ 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
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What are your interes t s ?  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . " . .  
O O O O O O O O O O o O O • 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 9 9 0 0 • 0 9 0 9 0 0 0 0 0 0 I O 0 

( to be  s cored later)  

2 .  If your bos s offered you a d ifferent j ob from what you are doing at the 

moment , and you were not sure whether you should t ake it or not , who 

who would you d i s cus s i t  wi th ?  ( If individual can ' t  concep tual i ze thi s 

prob l em ask him to give you a prob lem that he has recent ly had or has and 

who he would dis cus s i t  with ) 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  "' . . . . . . . . . . . . . . . . . . . . . . . 
Peer/ s  

Kin 

Boss 

Other  ( Spec i fy )  

3 .  Of ten we  think to  ourselves , I wou ld l ike to be l ike that person or  

l wou :d l ike to  l ive l ike that person .  In other words w e  often th ink 

about people  we would l ike to  b e  l ike . Somet imes �hi s  i s  a person we 

know wel l  and somet imes i t  i s  a person we don ' t  know ourse lves , it  may 

even b e  a group of peop le we would l ike to be  l ike . 

Can you tel l me about any person or group of peop le  who you wou ld l ike to be . 

( a) who i s  he/ she/ they ? 

(b )  What does he/ she/ they do ? 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
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( c )  Why would you l ike to be l ike him/her/they ? 

( to be s cored later) 
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C .  LOCUS OF CONTROL 

I want to  ask you about s omething different now . 

1 • 

2 .  

There are some things that we have that we 

would be unhappy or s ad i f  we did not have 

me what things you would not l ike to lose?  

write down the things he mentions and then 

1 .  

2 . 

3 . 

4 .  

5 .  

6 .  

7 .  

8 .  

9 .  

1 0 . 

You have given me a number of things here . 

mos t  upset  i f  you los t ?  

don ' t want to lose . We 

these  things . Can you tel l  

(Do not prompt respondent 

ask i s  that al l ? )  

Which one would you be 

3 .  Do y �u think that it is poss ible that you may l o s e  th is ? 

4 .  If you did lose* 

think thi s  would be ? or 

Very unl ike ly 

Unl ike ly 

Maybe 

l ike ly 

Very likely 

If  you did lose* 

why do you 

and a friend asked you why did you lose  i t/he/ she/ 

they/ them, what would you te l l  him? 

• • • • • • • • • • • • • • • • • • • • • • • • .ao fl & • • • o o • • • • • • • • • • • • • • • • • • • •  

M ( Insert the answer for que s t ion 2 )  

.. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 0 • • • • • • • • • • • • • • • • • • • • • • • • • •  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
• • • • • • • • • • • • • a • • • • • • • • • • • • • • • • • • • • • fl • • • • • • • • • • • • • • • a • • • • • • 

• • • • • • • • • • • • • • • -> o • i;. • • e • • o • • • .i • ,;i • • • • • • • • • '» • • • • • • • • • • • • • • • • o • • .i •  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
. . . . . . . . . . . . . . . . . . 



5 . If you did not lose* 

a few years time s t i l l  had* 

do you think thi s  wi l l  be?  
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and in 

. . • . . .  why 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
6 .  Some people have ideas of what they want to be l ike or do in the years 

to come ( the future) . Can you t e l l  me those  things you would l ike 

7 .  

to be or have in the years  to come ? 

) .  

2 .  

3 .  

4 .  

5 .  

6 .  

7 .  

8 .  

9 .  

J O . 

At what age wi l l  you be when you have these?  

wi l l  reach thes e ? )  (Read l i s t  t o  subj ect . ) 

I • 

2 .  

3 .  

4 .  

s .  

6 .  

7 .  

8 .  

(When do you think yo� 

9 .  • • • • • • • • • • • • • • • • • • ., • • • • • • • • • • • • • • • • • • • e • • • • • • • • tt • � •  

1 0 . • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •  .a • • • • • • • • • • • • •  

" • • • • • • • • • et • � • s • • • lt • • • • • • o • • • • • ,..., • • • • •  

. . . . . . . . .  
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8.  Whi ch one of these is  mos t  important to you? 

· · · · · · · · · · ·· • • • 111 0 1 • • • • • • 11 • • · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · ·  

9 .  Why i s  i t  important ? 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
1 0 . 

+ 
If  you have/are 

years to come . 

explain i t ?  

Why do you think this  wi l l  be ? 

1 1 .  If  you don ' t have/are not 
+ 

the year to  come why do you think this  wi l l  be ? 

1 2 . What about ( in)  your j ob i s  important to you?  

1 3 .  Why i s  it  important ? 

in the 

How wi l l  you 

in 

• • • • • • • • • • • • • • • • • • • • • • • •  II' • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •  .f • •  

1 4 . If you los t ¢ in your j ob 

why do you think this would be?  

+ 
( Insert answer to ques t ion 8 )  

<'Insert answer to ques tion 1 2 ) 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
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1 5 . If you continue to ' • • . • . • • • • . . • • • • . • . • • • • . . • • • • • • . • • . • . . • • . • • in 

you j ob why do you think this would be ? 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
1 6 . Now that the l i teracy course is  f inished how do you think you have done ? 

( a} Bet ter than you had hoped to  do ; 

§ (b )  as we ll as you had hoped to do ; 

( c )  or worse than you had hoped to do . 

I 7 .  Why do you think you have done bet ter/as wel l  as /wo�se than you had hoped?  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

. , . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
1 8 . If you had of done worse/better x than you had hoped why do you think 

this would have been? 

I I I I 8 I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I • • I • • • • I I I I • 

1 9 . To be scored later . 
Internal External  

Qu . 4 Present negative 

Qu . 5 Present pos i t ive 

Qu . 1 0  Future pos i tive 

QO . 1 I Future n.e�at ive 

Qu . 1 4  Work ne�ative 

Qu . 1 5  Work pos i t ive 

Qu . 1 6 . Li teracy pos i t ive 

Qu . ) 7 .  Li teracy negative 

20 . How do you like the typing c l asses ? 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
2 1 . Do you think that they are going to help you? 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
If yes in what way ? 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

x Use the oppos ite phrase to the rep ly in quest ion 1 6 .  



- 100-

D. TIME PERCEPTION 

I .  To be  s cored later 

Dens i ty No . of items l i s ted in Section C .  Qu .  6 .  

2 .  T o  b e  s cored later 

Extens ion - t ime range in Section C .  qu . 7  in years 

3 .  Ear l ier you mentioned to me that you would l ike to be /have 

in the future . 

Do you have any p lans of how you are going be/get thi s ? 

Yes 

No 

Can you te l l  me about these p lans ? 

4 .  How o f  ten do you think aboutH . . • . . . . • . . • • • . • • . • • • • • . • • • . • • •  ? 

Every day 

Once or twice a week 

Once or twice a month 

Once or twice a year 

Never 

5 .  When you wake up in the morning how often do you think about 

what you are going to do during the day and how you are going 

to do i t ?  

Every day 

Once or twice a week 

Once or twice a month 

Once or twice a year 

Never 

H Refer back to the answer for Sect ion C .  question 8 .  

D 

D 

B 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
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6 .  T o  be s cored later  

E.  WORK RELATED ATTITUDES 

I want t o  ask you a few que s t ions about your work . I want you t o  te l l  

me what you think o f  the things I ask you b y  showing me on this  drawing . 

(detach and show them p age 1 9  ) .  Let me give you an examp le .  

I f  I ask you about the weather today and s aid thi s b lock at the end of 

the drawing is hot (point to  the le f t  end ) and th i s  b lock at th is  

end i s  co ld . (point to  the right end ) and thi s b lock i s  ne i ther hot 

nor cold (point to  the midd le  b lock) Where wou ld you say the weathe r 

is  today ?  Point at the di agram for me . (Once the person has grdsped 

the te chnique reas sure him by say ing : " that i s  good " then p 1 oceed ) . 

I want to  ask you about your work . I am go ing to  give you a s tatement 

and want you to  give me your feel ings about i t . - Remember  there are 

no wright or wrong answer s ,  I want to  know what you fee l  about i t . 

Here i s  the f ir s t  one . *  

"Each b ipo lar s cale  should be p re s ented a s  in the examp l e .  Record the 

subj ects  response on the appropr iate pos i t i on on the s coring sheet . 
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I .  (Zulu ) 

INQUBEKELA PHAMIBILI ENSEBENZINI WAKHO 

Kulungi le I Akulungi le 

Kubalulekile  Akubalulekile 

Kuyathembisa  I Akuthembisi  

Kuyasheshis a  Akusheshisi  

Kunz ima I Kulula 

Kuyaqhubeka Akuqhubeki 

Enkulu Encane 

Eduze Kude 

Kuyaz iwa Akwaziwa 

Kunokwenzakala Kunokungenzaka li  

2 .  Here i s  another s tatement 

UKUPHAfHA ABANYE 

Kulungile  

Kubalulekile  

Kunz ima 

Enkulu 

Eduze 

Kunokwenzakala 

Okunamandla  

akulungi le 

Akubaluleki le 

'------a----_,. ____ _._ ____ ..._ __ --'j Kulula 

Encane 

--------�--a.-----'------'-�---11 Kude 

Kunokungenzakal i  

�-----------1-· _________ _.....l_.�· --_.I Okubuthakathaka J 
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3 .  And now thi s s tatement . 

UKUTHUTHUKA KWESIKUNDLA EMSEBENZINI 

Kulungi le 

Kubalulekile 

Kuyathembisa  

Kuyasheshi sa  

Kunz ima 

Kuyaqhubeka 

Enkulu 

Eduze 

Kuyaziwa 

Kunokwenzakala  

Akulungi le 

Akubaluleki le 

Akuthembis i  

Akusheshi s i  

Kulula 

Akuqhubeki 

Encane 

Kude 

---------------,J Akwaz iwa 

________________ ....,. _______ _,I Kunokungenzakali  

l ' 
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F .  VALUES (Zulu) 

Final ly in this sect ion I wi l l  give you a s tatement and I want you to 

tel l  me how important it  is  to you . Here is the first  s tatement . 

1 .  Ukuba umhol i  ogotho kwabanye 

Is i t  ( a) kubaluleki le kakhulu kuwe 

(b ) kubaluleki le 

( c ) akubaluleki le kangako 

( d )  akubaluleki le neze kuwe 

2 .  Ukwazi konke ngokubaluleki le kuwe 

Is i t  ( a) kubaluleki le 

(b ) kubaluleki le 

( c )  akubaluleki le 

(d ) akubaluleki le 

3 .  Ukuba usizo  emphakatini wakho 

Is  it  ( a) kubaluleki le 

(b ) kubaluleki le 

( c )  akubaluleki le 

( d ) akubalulekile 

4 .  Ukuba nemali  eningi nokungokwakho 

Is i t  ( a) kubaluleki le 

(b ) kubalu leki le 

( c )  akubalulekile 

(d )  akubaluleki le 

5 .  Ukwazi  ukwenza nj engoba ufuna 

Is it  ( a) kubalulekile  

(b ) kubaluleki le 

( c )  akubalulekile 

(d)  akubaluleki le 

kakhulu kuwe 

kangako 

neze kuwe 

kakhulu kuwe 

kangako 

neze kuwe 

kakhulu kuwe 

kangako 

neze kuwe 

kakhulu kuwe 

kangako 

neze kuwe 
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6 .  Ukuba nobungani kwabomdeni nabanye 

Is i t  ( a)  kubalulekile  

(b )  kubaluleki le 

( c )  akubaluleki le 

( d ) akubaluleki le 

kakhulu kuwe 

kangako 

neze kuwe 

7 .  Ukuba ses imeni lapho ungeke ukhathazekhe ngokulahlekelwa 

ngumsebenzi wakho 

Is i t  (a)  kubalulekile kakhulu kuwe 

(b )  kubalu leki le 

( c )  akubaluleki le kangako 

( d )  akubaluleki le neze kuwe 

8 .  Ukuphila ngendlela ocabanga ukuthi i lungi le 

Is it  ( a )  kubaluleki le kakhulu kuwe 

(b )  kubaluleki le  

( c )  akubaluleki le kangako 

(d )  akubaluleki le neze kuwe 

9 .  Ukuj abula nokwaneliswa uma ungekho emsebenzini 

Is it (a )  kubaluleki le kakhulu kuwe 

(b)  kubaluleki le 

( c )  akubaluleki le kangako 

(d ) akubaluleki le neze kuwe 

1 0 . Ukusebenze la amalunge lo omuntu omnyama 

Is it  (a) kubalulekile kakhulu kuwe 

(b ) kubaluleki le 

( c ) akubalulekile  kangako 

( d ) akubaluleki le neze kuwe 



l .  ( a )  

(b ) 
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l s  there any thing e lse that is important to you that I 

have not mentioned above ? 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
Why i s  i t  important to you? 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
Thank the respondent for his /her help . 
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PROGRESS IN THE WORK SITUATION 

GOOD - BAD IMPORTANT - UNIMPORTANT 

�cale . Male % Female % Total % Scale Male % Female % Total % 
1 1 1  37 4 21 15 31 1 16 53 11 58 27 55  

2 5 17 8 42 13 27 2 . 7  23 5 26 12 24 

3 4 13 2 11 6 1 2  3 4 13 3 16 7 14 
4 1 3 0 0 1 2 4 1 3 0 0 1 2 

5 9 30 5 26 14 29 5 2 7 0 0 2 4 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 

X 2,73 2,68 2, 71 X 1,87 1,58 1 , 76 

HOPEFUL - HOPELESS FAST - SLOW 

Scale Male % Female % Total % Scale Male % Female % Tota 1 % 
1 6 20 5 26 1 1  22  1 3 10  0 0 3 6 
2 6 20 2 1 1  8 16 2 5 17 2 10 7 14 
3 2 7 6 31 8 ·  16 3 6 20 3 16 9 18  

4 i 4 13 2 1 1  6 12 4 2 7 4 21 6 12  
5 1 1  37 4 21 15 31 5 14 47 10 53 24 49 
0 1 3 0 0 1 2 0 0 0 0 0 0 � 0 

X 3, 28 2,89 3 , 06 X 3.,63 I 4,16 3,84 

DIFFICULT - EASY MOVING - ST I L L  

Sca l e Male % Fema l e  % Total % Scale Male % Female % Tota l % 
1 12  40 4 21 16 33 1 3 10  2 1 1  5 10  

2 4 13 2 1 1  6 12 2 3 10 6 32 9 18 

3 2 7 1 5 3 6 3 5 17 2 11 7 14 
4 4 13 2 11 6 12  4 7 23 0 0 7 14 
5 5 1 7  5 26 10 20 5 1 2  40 9 47 2 1  43 

0 3 10  5 26 8 16 0 0 0 0 0 0 0 

X 2,48 3,14 2 ,70 X 3,73 3,42  3,61 

.. 
r I 

' 
� I I 

I 1 

I 
I 

•--

I I 
. 

I 
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PROGRESS I N  THE WORK S ITUAT I ON 

BI G - SMALL N EAR - FAR 

Scale Male % Femal e % Total i Scale Male % Femal e % .  Total % 

1 6 20 2 1 1  8 H 1 2 7 0 0 2 4 
2 .  2 7 3 16 5 10 2 2 7 4 2 1  6 12  
3 3 10  2 1 1  5 10 3 4 13 2 1 1  6 1 2  
4 3 10  2 1 1  5 10 4 6 20 2 1 1  8 16  

5 15 50 9 47 24 49 5 13 43 10 53 23 47 
0 1 3 1 5 2 4 0 3 10 1 5 4 8 
'X 3 , 66 3 , 72 3 , 68 X 3 ,96 4 , 00 3 , 98 

KNOWN - UNKNOWN L I KELY - UNLI KELY 

Scal e Male % Femal e % Total % Scal e Male % Female % Total % 

1 3 1 0  2 1 1  5 10 1 4 13  0 0 4 8 

2 4 13 2 1 1  6 12 2 5 17 4 2 1  9 18 

3 2 7 3 16 5 10 3 3 10  7 37 10 20 
4 5 17 1 5 6 12  4 4 1 3  0 0 4 8 
5 16 53 1 1  58 27 55 5 12  40 8 42 20 41 
0 0 0 0 0 0 0 0 2 7 0 0 2 4 
x ·  3 ,90 3 , 89 3 , 90 x 3 , 54 3 , 63 3 , 43 

I 

-
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BE I NG I N  CHARGE OF OTHERS 

GOOD .. - BAD IMPORTANT - UN IMPORTANT 

Scale Mal e % Female % Total % Scal e Mal e % Femal e % Total •• % 

1 1 1  37 1 · 5  12  24 1 8 27 3 16 11 22 
2 1 3 2 . 1 1  3 6 2 6 20 4 21 10 20 
3 · 2  7 1 5 3 6 3 2 7 1 5 3 6 
4 1 3 1 5 2 · . 4  4 2 7 1 5 3 6 
5 15 50 14 ·74 29 59 5 12 40 10 53 22 45 
0 0 0 0 . 0  0 0 0 0 0 0 0 0 0 
'X 3 ,27 4 , 32 3 , 67 1 3 ,13 . 3 , 58 3�31 

D I FF I CULT - EASY BIG - SMALL 

Scale Mal e % Female % Total ' %  Scale Mal e % Female % Total % 
1 17 57 12 63 29 59 1 6 20 3 16 9 18 
2 2 7 4 21 6 12 2 5 17 0 0 5 10  

3 5 17 1 5 6 12 3 4 13 2 1 1  6 12 
4 . 4 13 0 0 4 : 8 4 4 1 3  1 5 5 10 

5 2 7 2 11 4 ! 8 5 6 20 9 47 15 31 
0 0 0 0 0 0 0 0 5 17 4 21 9 18 
X 2 ,07 1 ,74 1 , 94 X 2 , 96 3 ,87 3,30 

NEAR - FAR LIKELY - UNLIKELY 

Scal e Mal e % Female % Total % Scale t1al e % Femal e % Tota l % 
1 2 7 1 5 3 6 1 4 13 2 1 1  6 12 
2 2 7 0 0 2 4 2 2 7 1 5 3 6 
3 2 . 7 1 5 3 6 3 8 27 2 11 10 20 
4 3 10  2 1 1  5 10 4 3 10 1 5 4 8 
5 2 1  70 15 79 36 73 5 12  40 1 3  68 25 51 

0 0 0 0 0 0 0 0 1 3 0 0 1 2 

'X 4 , 30 4 , 58 4 , 4 1  X 3 , 59 4 ,16 3 ,81 

I 
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BE I NG I N  CHARGE OF OTHERS 

STRONG - �IEAK 

Sca l e Ma l e  % Fema l e % Total % 
1 2 . 7  1 5 3 6 

2 3 10 1 5 4 8 

3 4 13 1 5 5 10 

4 0 0 1 5 1 2 

5 1 1  37 1 1  58 22  45 
0 10 33 4 2 1  14 29 

X 3 , 7 5 4, 33 4,00 
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PROMOT ION AT WORK 

GOOD - BAD HOPEFUL - HOPELESS 

Sca l e  Mal e  % Female  % Total % Sca l e Hal e  % Femal e % Tota l i 

1 9 33 8 44 17 38 1 3 1 1  1 . 6  4 9 

2 6 22 2 1 1  8 18 2 4 15  6 33 10 22 
3 2 7 2 1 1  4 9 3 4 1 5  2 1 1  6 13 

4 3 1 1  0 0 3 7 4 0 · o  1 6 1 2 

5 7 26 6 33 1 3  29 5 15  56 8 44 23 5 1  
0 0 0 0 0 0 0 0 1 4 0 0 1 2 
t 2 , 74 2 , 67 . 2 . 11 · x  3 , 77 3 , 5 3 ,66 

DI FF ICULT � EASY B IG  - SMALL 

Sca l e  Ma l e  % Female  % Total % Sca l e  Ha l e  % Fema l e  % Tota l % 
1 1 2  44 9 50 2 1  47  1 2 7 2 1 1  4 9 

2 6 22 2 1 1  8 18 2 0 0 1 6 1 2 
3 1 4 0 0 1 2 3 2 7 1 6 3 7 
4 5 19 3 17  8 18 4 5 19 2 1 1  7 16  

5 2 7 � 1 1  4 9 5 16 59 1 1  6 1  27  60 
0 1 4 2 1 1  3 7 0 2 7 1 6 3 7 
X 2 , 19 2 , 19 2 , 19 r 4 , 32 4 ,  1 2  4 , 24 

IMPORTANT - UN IMPORTANT FAST - SLOW 

Sca l e  Ma l e  % Fema l e  % Total "% Sca l e Ma l e  % Fema l e  % Tota l /0 

1 18 67  9 50 27 60 1 0 0 0 0 0 0 

2 5 19  6 33 1 1  24 2 1 4 0 0 1 2 
3 1 4 1 6 2 ,  4 3 5 19 1 6 6 1 3  

4 1 4 0 0 1 2 4 5 19 5 28 10 22 

5 2 7 2 1 1  4 9 5 16 59 1 2  67  28 62 

0 0 0 0 0 0 0 0 0 0 0 0 0 0 

l 1 , 67 1 ,89 I 1 , 76 X 4 , 33 4 ,6 1  4 ,44 

• 

0/ 
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MOV ING - ST I LL NEAR - FAR 

Sca l e Ma l e  % Female  % Tota l % Sca l e Mal e  % Fema le  % Tota l % 

1 1 4 0 . 0 1 2 1 1 4 0 0 1 

2 3 1 1  2 1 1  5. 1 1  2 7 1 6 3 7 
3 3 1 1  1 6 4 9 3 0 0 1 6 1 2 
4 2 7 2 1 1 4 9 4 6 22 3 17  9 20 
5 16 59 12  67 28 62 5 17 63 1 3  72 30 67 
0 2 7 1 6 3 7 0 1 4 0 0 1 2 
l 4 , 16 4 , 4 1  4 , 26 X 4 , 38 4 , 56 4 ,45 

• 
KNOWN - UNKNOWN L I KELY - UNL I KELY 

Scal e Male  % Female  % Total % Scal e  Mal e  % Female % Total % 
1 2 7 2 1 1  4 9 1 4 1 5  1 6 5 1 1  

2 3 1 1  1 6 4 9 2 5 19 4 22 9 20 
3 2 7 3 17 5 1 1  3 5 19 2 1 1  7 16 
4 3 1 1  1 6 4 9 4 2 7 2 1 1  4 9 
5 17 63 1 1  61 28 62 5 10 37 9 50 19 42 
0 0 0 0 0 0 0 0 1 4 0 0 1 2 
l 4 , 1 1 4 ,00 4 , 07 X ·  3 , 35 3 f 78 • 3, 60 

�. 
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