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OPSOMMING 

Hierdie studie handel oar die loopbaangerigtheid en werksgebondenheid van 6 132 
vroue met universiteitsopleiding. Die navorsing toon dat vroue in groat mate steeds 
beinvloed word deur hul tradisionele funksie en dit wil voorkom of vroue hulle nie in 
dieselfde mate as mans aan n loopbaan kan of wil toewy nie. Ongeag die werk of loop= 
baan wat vroue kies, verwag die meeste dat hul loopbaan onderbreek sal word. Dit geld 
vir vroue met� ho� mate van loopbaangerigtheid sowel as vir di� wat nie so loopbaan= 
gerig is nie. 

SUMMARY 

This study deals with the career orientation and work comnitment of 6 132 
university-educated women. The research shows how women are influenced by their tra= 
ditional function and it would not seem possible for women to commit themselves to 
careers to the extent that men can. Whichever work the women choose, the majority 
expect interrupted careers and this was found to be true for both hig�y and not so 
highly career-oriented women. 
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CHAPTER 1 
INTRODUCTION 

1.1 NEED FOR RESEARCH AND PURPOSE OF STUDY 

Women are increasingly becoming an important part of the labour force of South 
Africa. The last few decades have witnessed a significant growth in the number and pro= 

portion of women workers. More than half of them are married (53 % in 1970, SA, 1976), 
indicating that marriage is no longer women's only aspiration. Whereas women used to 
have the choice between marriage and career, their choice is now between careers. As 
opposed to the earlier situation when women resigned themselves to the impossibility of 
ever taking on employment after marriage, scientific and technological development, 
which are closely linked to the lengthening life span and the lowering of the fertility 
rate, have now caused an increase in the number of women who find they can work outside 
the home. More and more women seem to have the time, energy and desire to pursue ca= 

reers and there has been a sharp increase in the number of women who are combining 
motherhood and occupational roles. The percentage increase for married women in the 
labour force from 1951 to 1970 was 253,2 (Wessels, 196 1; SA, 1976). 

In 1979 women comprised 35,7 % of the total White labour force (SA, 1979). 
Nearly 60 % of the net growth in the labour force over the past 28 years has been com= 

posed of women. Accompanying this trend has been the increase in the educational attain= 

ment of women. The proportion of women among university graduates increased by ten 
percentage points during the period 1960 to 1980 (Uys, 1972; SA, 1980). The develop= 

ment of greater opportunities for women plays an important part in their overall pro= 

gress. It has created opportunities for becoming highly trained professionally and the 
number of women with specialised training is increasing. Economic expansion is creat= 

ing opportunities for married women to return to work if they so desire and it is the 
better educated woman who seizes this opportunity. The percentage of working married 
university trained women is unknown but it is reasonable to assume that the percentage 
of married graduates in the labour force has increased significantly. With the influx 
of potentially career-oriented women, an increasing commitment to employment among uni= 

versity-educated women is evident (Wessels, 1974). Women graduates not only think 
about the immediate future after graduation, but also their future lives after marriage 
when their education will compel them to seek broader interests outside the home. 
Therefore, better educated women are likely to seek ways of planning their lives in such 
a way that their various roles,the homemaking, the educational and the occupational, 
will form one integrated pattern. Their increasing interest in holding a job is high= 

lighted by the 'influx' into the labour market of those from the higher social and eco= 

nomic strata. Thus radical changes in the level of participation of marrie-d women in 
the labour market is accompanied by a shift from employment by necessity toward employ= 

ment by choice, a pattern especially prevalent among university graduates. 

The trend for more and more women to seek employment in productive work raises 
questions regarding the incentive for the pursuit of a career through personal choice, 
often regardless of external circumstances such as the presence of young children; 
questions as to women's attitude towards work, their level of work co11111itment and the 
importance of work in their lives; what di�tinguishes those with career agpirations 
from the more conventional homemaker; which conditions seem to nurture and which constrain 
women's career aspirations. Very little is currently known about· t!'le way in which 
women in different marital groups actually make decisions about labour force involvement. 
Working women, their problems and labour force behaviour, have been the subject of HSRC 
reports. The most recent investigation examined graduate women's attitudes towards 
work. The results revealed that women, much like men, are driven by a desire for ser= 
vice or for prestige, intellectual stimulation and to a somewhat lesser extent, 
by economic considerations. The desire among graduate women to utilise their abilities 
to the full is a major motivation. They exhibit a positive interest in their work and 
a desire to achieve in their own field. 

However, in spite of trends in women's employment in 1970, more than 60 % of 
the White female population between the ages of 20 and 65 were still not employed (SA, 
1976). If the economy is to benefit from the career potential of women, it is import= 
ant to identify the various factors which influence women's career aspirations so that 
efforts can be made to overcome the effect of such factors. This mounting interest in 
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the employment potential of highly educated women for a growing economy has been the 
motivation for this study. The aim of research is to determine the kind of relation= 

ship, if any, that exists between selected situational and individual factors such as 
attitudes towards traditional and non-traditional roles for women and the career aspi= 

rations of university graduate women. 

1.2 DEFINING THE RESEARCH PROBLEM 

Research into women's employment suggests that the factors associated with the 
relative importance of an occupational career in the lives of women and the level of 
their career involvement are worth exploring. 

In reviewing research findings it becomes evident that employers expect women 
workers to comply with the same standards of work corrmitment as men. Employers tend to 
generalise by maintaining that women have a low level of work attachment and limited 
career aspirations, that they view their careers as an intermittent venture and that 
a career is unimportant to them. It has been argued that lack of corrmitment on the 
part of women is a significant factor in their failure to raise their professional sta= 

tus and income and also in the employer's reluctance to invest in female human capital. 

The work commitment of women is less stable and more difficult to predict than 
the work commitment of men, but differences seem to lie essentially in their role with= 

in the home. This is demonstrated by the discontinuity of their employment. Thus a 
woman is less able than a man to make long-term career plans. One life stage does not 
prepare for the next in career progress as it does in the case of a man. Because of 
the aspects of temporariness in a woman's career life, women can have little perspect= 
ive on their own career patterns and there is no single employment pattern for women 
who marry. The life pattern of the woman who is most likely to return to the labour 
market after marriage is characterised by the division of her lifespan into life cycle 
stages. She usually has had some training for occupational competence. She has often 
worked for a while before her marriage. She next experiences a period of confinement 
to the home by rearing children, during which time she may or may not take up part-time 
employment. Finally she enters the much longer life cycle stage in which she is free 
to and probably will return to work more permanently. Each of these life cycle stages 
contrasts sharply with those of men, both in career orientation and commitment. Since 
women's careers prove to be discontinuous and manpower planning shows special interest 
in their long-term commitment to the labour force, it seems relevant to discover when 
and how much, career oriented women would want to work. 

The present research was undertaken to examine adult women's life style prefer= 

ence which might or might not include work force involvement. Factors which influence 
women's labour force participation have often come up for analyses but show no more 
than demographic differences between non-working and working women. These are differ= 

ences that must be considered in any study of career commitment, but although existing 
data are important, they do not shed light on the complexity of factors that influence 
the decision to work or not, the level of desire to work of women in the same situation 
with comparable education, at the same stage in the family cycle and with equal oppor= 

tunity for employment. However, demographic data have suggested variables which are 
pertinent to the questions underlying the present research. Research regarding women's 
changing life patterns has also suggested attitudinal variables which might have expla= 

natory value in the study of their labour force behaviour. The choice of variables in 
the present study resulted from a review of the literature concerned. Because of the 
fact that there are women, even married women, who work almost as continuously as men, 
the studying of differences in career orientation and commitment among women was deemed 
more appropriate for the purpose of this investigation than research regarding differ= 

ences between the sexes. The study will attempt to identify differences between various 
subgroups according to any variable or combination of variables which might reveal the 
underlying dynamics of career orientation and work commitment among graduate women. 
Although it will be necessary to focus on situational constraints, it will be unwise to 
ignore individual attitude as a determining factor in the actual or desired participa= 

tion of university trained women. The possibility of background influences upon atti= 
tudes and consequently upon the desire to pursue a career or not, must also be examined 
in order to illuminate the possible importance of the traditional feminine role attitude 
for understanding women's occupational behaviour. 
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The major purpose of the study is to provide an evaluation of university-edu= 
cated women's career orientation and work commitment. The research aims to contribute 
to a better understanding of some of the factors affecting the life style decision of 
single and married graduate women; for instance why some university women marry and 
settle down to lifelong homemaking while others forfeit marriage in favour of lifelong 
careers and yet others combine marriage with full-time or part-time careers. Answers 
must also be sought to the question why all graduate women who are career oriented do 
not desire full career involvement. To this end analyses of the available data will 
aim at identifying differences in environmental and individual characteristics between 
the highly co1TV11itted and the not so committed university women graduates and isolating 
possible antecedent variables that may have a bearing on these women's career aspira= 
tions. 

The aim of the research is not so much to predict women's decision to work or 
not to work, but rather to identify those women to whom work is a central feature of 
adult life, to explore whether any systematic differences exist in tenns of career 
involvement plans to determine what distinguishes career oriented women from domestic= 

ally oriented women, and what distinguishes highly work committed career-oriented women 
from career-oriented women who are not highly work committed. 

1. 3 PROCEDURE: METHOD AND DATA COLLECTION 

The research reported here addressed itself to two basic issues: 

(a) The level of career orientation of university-trained women. 
(b) The degree of work commitment of career-oriented university-trained women. 

The analyses are based on data obtained from a questionnaire survey. The in= 
fonnation was collected as part of a large research project on high level womanpower. 

In essence it is an examination of highly educated women's career aspirations. 
The term career-oriented will be used more broadly for women whose aspirations reach 
beyond marriage and family and denotes the relative importance of a career in the per= 

son's life; the term car•eer woman applies to a married woman and mother who desires a 
full-time career alongside her family role and to a woman who desires a career at all 
costs as a primary avenue of self-expression; work corrmitment is reflected by the time 
span the woman spends or intends to spend in the labour market, that is the relative 
importance a career-oriented woman attaches to work rather than the family. 

The data were obtained from two questionnaires, one of which was first devised 
in 1976 to collect the bulk of information for the large project (App. 1, p. 42) Ques= 
tions were categorised according to major areas of concern such as occupational choice, 
background features, mother's work history, parent identification, work experience and 
job attitude. Check-lists were drawn on specific research items but �ple latitude was 
allowed for individualised answers to open-ended questions, some of which may be tenned 
open-ended value questions. Thus information supplied for specific preferences gave 
insight into those values or goals most important to the respondent. The broader inves= 

tigation allowed for identification of various problems relevant to the women's career 
aspirations. Analyses, mainly of the information collected by open-ended questions, 
facilitated the development of a more calculated structured instrument. It was possi= 

ble to formulate tentative conclusions about relationships among the phenomena pertain= 
ing to career orientation and work commitment and a supplement-questionnaire (App. 2, 
p. 49) was devised in order to achieve a more comprehensive explanation of the suggest= 
ed relationships. The research problem was more closely defined to include the rating 
of the level of career orientation, role attitude and the concept of optimum career 
life style choice which would reflect a high degree of work commitment. Structured 
questions improved on the open-ended questions used in the first phase, relating in a 
more concise manner to integration of marriage and career aspirations. A more general 
work experience measure was also used by asking for the number of years women had been 
employed since graduation, which facilitated the computation of an employment quotient 
for the women who had interrupted careers. 

Early in 1978 the one-page precoded instrument was mailed to all respondents to 
the first questionnaire. The graduates were requested to record both their current em= 
ployment situation ahd their possible future labour market involvement. Section A of 
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the relevant question (App. 2, Q. 1, p. 49) made provision for the actual and Section 
B for the women's desired employment status. Twelve options were posed. In construct= 
ing these, special attention was given to the early years of child-rearing and the pro= 
gressive age periods of children, for example the period when children reach school
going or school-leaving ages and mothers have been found most likely to consider work= 
ing. The options ranged from low work com�itment (initial but no further labour force 
involvement), through intermediate commitment (intermittent, part-time or deferred 
involvement), to high commitment (relatively full labour force participation). The 
work commitment decision as measured by the preference scale constitutes the framework 
for the study of work commitment. Level of work commitment will be examined in terms 
of pertinent demographic, family background and attitudinal items which have been sug= 
gested to be related to women's interest in employment. This will be supported by in= 
formation offered in corrrnents to open-ended questions in the first phase of the re= 
search. Career orientation was assessed by means of a structured question designed to 
elicit responses indicating the relative importance of a career in the person's life 
(App. 2, Q. 3, p. 49). 

The major dependent variables for this study are therefore degree of work com= 
mitment and level of career orientation. The major independent variables under con= 
sideration include situational factors, attitudes and individual factors. The relation 
of these to the dependent variables and their relative importance to the respondents' 
realisation of career aspirations will be examined. 

1. 4 SURVEY SAMPLE 

This study was designed to analise the career aspirations of university-educa= 
ted women. Various factors led to the decision to focus on graduates. It was deemed 
preferable to select subjects who were virtually homogeneous, of comparable ability, 
educational and socio-economic background, who had the opportunity of choosing an occu= 
pation which requires university training and were thus qualified to embark upon a ca= 
reer. Education is the best predictor of whether a woman will be engaged in market/ 
work or not. University women are most likely to enter the labour force after marriage 
and remain there for a longer period of time, thus allowing an examination of factors 
which may account not only for career interruptions, but also for continuity in women's 
career involvement. 

Because generalisations of the results of the study in terms of graduates in 
the total graduate population was deemed important, some type of national sample was 
essential. It was therefore decided to focus the project on members of the National 
Register for Natural and Social Scientists, since registration requires a guarantee 
that members are holders of a university degree. This first phase of the broader inves= 
tigation was directed at all registered women graduates. Unfortunately only the univer= 
sity residential addresses of the youngest graduates were available and these proved 
to be outdated with the result that questionnaires never reached them. This no doubt 
had an effect on the numbers of never married women who are included in the survey. Of 
19 931 first questionnaires mailed only 9 065 usable copies were returned. The result 
was a questionnaire completion rate of 45,5 %. The second questionnaire was mailed to 
these 9 065 participants of whom it appeared that 419 had moved to unknown addresses. 
Of 8 646 potential respondents 6 576 returned usable questionnaires, realising a 
response rate of 76 %. By excluding widows and divorcees (one parent families) the 
sample was reduced to 4 719 married and 1 413 never married women. The information 
used in the present analysis pertains to these 6 132 graduates only. 

Table 1. 1 gives a comparison of the original National Register group and the 
survey group, according to language, age and educational level. No real differences 
between the respondent group and the NR group can be observed to indicate response rate 
bias. As with all mail questionnaires, representativeness can never be proved, however, 
and one can only claim that there is nothing in the data to suggest serious bias. 
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TABLE 1. 1 
DISTRIBUTION OF HOME LANGUAGE, AGE AND HIGHEST QUALIFICATION OF SURVEY 

GROUP IN RELATION TO NATIONAL REGISTER GROUP 

Afrikaans 
English 

20-24 
25-29 
30-34 
35-39 
40-44 
45-49 
50-54 
55-59 
60-64 

Professional diploma equivalent to 
B-degree 
B-degree 
B-degree and post-graduate diploma 
Honours 
M-degree 
0-degree 

1.4. 1 Description of the survey sample 

I 
I 

Survey group I 
National Register 
group 

(N=9065) Home language (N= 19931) 

N % N % 

4505 49,7 9985 50, 1 
4560 50,3 9946 49,9 

(N=906 2) Age (N= 19928) 

1 16 1 12,8 240 1 12,0 
2044 22,6  5247 26 ,3 
1564 17,3 3727 18,7 
1083 12,0  2 156 10,8 
784 8, 7 1554 7,8 
849 9,4 1598 8,0 
74 1 8, 2 1428 7, 2 
503 5,6 1022  5,  1 
333 3,7 795 4,0 

(N=9065) High� s� . (N= 19931) qual1f1cat1on 

139 1 , 5 296 1 , 5 
456 2 50,3 10536 52,9  
2560 28, 2 5587 28,0 
1 13 1  12,5 230 1 1 1  , 5 
542 6,0 99 1 5,0 
131 1 ,4 220 1 , 1 

All 9065 women involved had completed at least one university graduate course. 
Of them 12,5 % had advanced to an Honours degree, 6,0 % had earned a Master's degree 
and 1, 4 % the doctoral degree. 

The great majority of the women are, or were married (77,3 %); 22,7  % are 
single women in full-time employment. More than half (52,5 %) of the marrieds (husband 
present) have also joined the work force in a full-time or part-time capacity (respect= 
ively 36,6  % and 15,9 %). Another 21  ,4  % of the married women are waiting to re-enter 
the labour market (2,9 % full-time and 18,5 % part-time). About 2 % are in retirement 
and only 24,0 % of the married graduates are not at all interested in employment. 

1. 5 DESIGN OF REPORT 

The outline of research strategy and procedure is contained in Chapter 1. 
In Chapter 2 the real and desired labour force involvement of the graduates are report= 
ed. Chapter 3 deals with situational factors influencing labour force involvement and 
Chapter 4 with the effects of antecedent family variables and individual differences 
and attitudes regarding career orientation and work commitment. Career involvement in 
relation to field of work is examined in Chapter 5. The summary of findings, conclu= 
sions and reconmendations follow in Chapter 6. 
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CHAPTER 2 
PRESENT EMPLOYMENT STATUS AND DESIRED CAREER INVOLVEMENT 

To women career planning is something quite new. Career and life-style were 
more or less ascribed not chosen, and expectations had been invariably for marriage and 
motherhood. Opting for a career meant sacrificing marriage and full-time motherhood, 
but when industrial development gained unparalleled momentum after World War II result= 
ing in manpower shortages, extensive job opportunities were opened up for women. The 
possible alternative of a career now for the first time introduced a choice in the 
lives of married women. It was no longer necessary for women to make the mutually ex= 
elusive choice between a career and marriage. It was possible to have both. With ex= 
panded educational opportunities future planning could now be directed towards choosing 
marriage with a career in mind. The result is that more women are now acquiring voca= 
tional education in preparation for careers and becoming increasingly aware of the need 
to handle the dual role of mother and worker. 

The advancement of medical science has also made it possible for newly weds to 
postpone parental roles in favour of occupational roles. Marrying at an earlier age 
than previous generations and concentrating child-bearing and child-rearing into the 
first half of her life, the average mother sends her youngest child off to school when 
she herself reaches the age of 35 years. Though the idea of married women returning 
to the labour market during or after bringing up the family is a relatively new one 
in South Africa, the number of women who combi.ne career and family roles is rising 
steadily. At the time of the population census 1970, already 53 % of the total White 
female labour force were married and university women have all along had higher rates 
of participation than women with lesser education. (In 1970, 52,4 % of the graduates 
worked as opposed to only 38,4 % of the total female population). Within this new role 
area, women face many options: whether to work, when to work and with what intensity 
to pursue career goals. 

The objective of the present research is to study graduate women's work commit= 
ment decision in relation to their career orientation; that means not only their pre= 
ferences for labour market work as opposed to non-work activities, but also for short
term as opposed to long-term labour force involvement. It is argued that if work com= 
mitment is to be measured by length of time a woman plans to work of free choice, 
then distinction should be made between actual (or likely) and desired work involvement. 

2. 1 LIFE-STYLE CHOICE AND DESIRED WORK INVOLVEMENT 

The present approach is to view women's career commitment as integral to their 
life-style preferences, to measure work commitment in terms of labour force involvement 
decision and to relate these short-term/long-term commitment plans to situational and 
attitudinal variables that may have an influence on the women's anticipated level of 
commitment. The relevant data were collected by means of a question regarding the 
respondent's present employment situation and her desired life-style indicating intend= 
ed duration of labour force involvement during her life-time. 

The first part of the question (Column A, App. 2, Q. 1, p. 49 ) is concerned with 
the current employment status of the subjects, whether they are working or not working 
and in what way family and work roles are combined. The second part of the question 
(Column B) includes women who want to work or do not want to work, or wish to return 
to employment, thus implying the voluntary nature of the women's future activity, pre= 
supposing that market work is optional. The emphasis here is on ideal status since 
desired life-style should be a better reflection of the women's free choice and thus 
of their desire to work. 

The respondent is given the opportunity to visualise an ideal life-style si= 
tuation among 12 options, each of which makes allowance for situational factors which 
may operate at the time or in the future. The options offer the role or a combination 
of those roles a woman expects to fulfil in the present or the future: wife, mother, 
worker, and range from total absence of the occupational role at the one end to total 
career involve�ent at the other. This constructed rating of 12 was reduced to a 3-
point scale in Column C: Code 1 (1-4), Code 2 (5-8) and Code 3 (9-12). This automa= 
tically classified answers into three work commitment categories: 
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(1) Marriage only or brief jobs before marriage, or marriage with immediate 
career only until birth of first child; that is a life-style centering upon home and 
family (low commitment); 

(2) marriage with deferred career; that is the decision to postpone work in= 

volvement after marriage and childbirth until a later date, usually until children have 
reached a determined age; or marriage combined with regular part-time work (average or 
intermediate commitment); 

(3) continuous full-time career after marriage and childbirth, or a lifetime 
career without marriage, the highest role in terms of career involvement (high commit= 

ment). 

The ratings were constructed after consideration of earlier identified circum= 

stances and contingencies which tend to determine women's movement in and out of the 
labour market. The presence of children has been found to be of crucial importance, 
because not only does the number of children have an effect on the mother's work habits, 
but the presence of children under six years especially tends to reduce the likelihood 
of the mother's being employed. As the age of the child increases, the chances of the 
mother's being employed also increase (Wessels, 1974). 

The present status and employment preferences of 4719 married graduates as well 
as the desired life-style of 1413 never married full-time employed graduates, are shown 
in Table 2. 1 in relation to their reported level of career orientation (App. 2, Q.3, p. 
49). 

The data in Table 2. 1 show that the married graduates are more likely to have 
worked before marriage and before child-bearing. A negligible 2,2 % had never been en= 
gaged in market work. 

Not all graduates want a career outside the home. They are obviously well
adjusted in their wife-mother role and need no work outlets for fulfilment. 1

1The in= 

tense and profoundly personal experience of parenting has intrinsic rewards that may 
far exceed whatever external trappings of success . . •  the career world has to offer 11 

(Darley, 1976, p. 93). 

However, compared with the considerable proportion (38,3 %) in Table 2.1 whose 
lives now centre upon home and family, only 18,2 % (858) frankly give precedence to 
familial over occupational roles. These women have no definite intention to take up 
employment although some may do so under the impact of unforeseen circumstances. The 
majority (2 996 or 77,6 %) of the 3861 married graduates interested in market work are 
not prepared to accept the challenge of the strain of full career involvement concur= 

rently with family building. They prefer to return to work during some period of their 
later life or choose low career commitment in the form of a continuous part-time career. 
It is quite clear that women graduates generally expect to stay home for some period 
after having children and choose the wife-mother role until their children have matured 
before seeking fulfilment through occupational activities, or they will settle for part
time but not full commitment jobs. Of the present sample 21 ,4 % (26,1 % of those in= 

terested in careers) feel that once their children have finished school they would like 
to resume their careers. 

Part-time work figures prominently in the work comnitment decisions of particu= 

larly married women who have or expect to have children. A third (34,3 %) of all the 
married graduates opt for steady part-time work throughout marriage and child-rearing 
(41 , 9  % of all of those interested in market work). In comparison only 16,7 % of the 
sample or 27 % (786 in 2910) of those currently employed are able to work part-time 
while raising a family. Considerably fewer women (865) than the 1269 currently employed 
in continuous full-time work seem to desire ultimate work commitment. An appreciable 
proportion of these working wives (439 or 34,6 %) do not have children and may be post= 
poning motherhood. Their number is reduced to 93 in Table 2. 1 when desired life-style 
is examined. The wishes of these childless women were traced from detailed statistics 
and it was found that 78 prefer their present status of childlessness and high commit= 

ment, with a further 25 choosing part-time commitment, totalling 23,5 �� of the 439 
women concerned. The rest of the women either desire, hope or expect to have children. 

-7-



I 

co
 

I 

TA
BL

E 
2.

1 
CU

RR
EN

T 
AN

D 
DE

SI
RE

D 
LA

BO
UR

 F
OR

CE
 I

NV
OL

VE
ME

NT
 O

F 
GR

AD
UA

TE
 W

OM
EN

 A
CC

OR
DI

NG
 T

O 
MA

RI
TA

L 
ST

AT
US

 
(N

EV
ER

 M
AR

RI
ED

 G
RA

DU
AT

ES
 A

RE
 C

UR
RE

NT
LY

 F
UL

L-
TI

ME
 E

MP
LO

YE
D)

 

Ma
rr

ie
d 

Ne
ve

r 
ma

rr
ie

d 

La
bo

ur
 f

or
ce

 i
nv

ol
ve

me
nt

 
cu

rr
en

t 
Cu

rr
en

t 
wo

rk
 

De
si

re
d 

De
si

re
d 

wo
rk

 
De

si
re

d 
De

si
re

d 
wo

rk
 

in
vo

lv
em

en
t 

co
mm

it
me

nt
 

in
vo

lv
em

en
t 

co
mm

it
me

nt
 

in
vo

lv
em

en
t 

co
mm

it
me

nt
 

N 
,% 

De
gr

ee
 

N 
% 

De
gr

ee
 

N 
% 

De
gr

ee
 

Ho
us

ew
if

e,
 n

ev
er

 e
mp

lo
ye

d 
10

3 
2,

2 
Lo

w 
42

 
0,

9 
Lo

w 
16

 
1 ,

 1 
Lo

w 
Em

pl
oy

ed
 b

ef
or

e 
ma

rr
ia

ge
, 

ne
ve

r 
ag

ai
n 

48
2 

10
,2

 
N 

% 
17

9 
3,

8 
N 

% 
60

 
4,

2 
N 

% 
Em

pl
oy

ed
 u

nt
il

 b
ir

th
 o

f 
ch

il
dr

en
, 

ne
ve

r 
ag

ai
n 

92
2 

19
,5

 
18

09
 

38
,3

 
22

1 
4,

7 
85

8 
18

, 2
 

52
 

3,
7 

24
3 

17
,2

 
Em

pl
oy

ed
 u

nt
il

 b
ir

th
 o

f 
ch

il
dr

en
, 

ne
ve

r 
ag

ai
n 

ex
ce

pt
 i

n 
un

av
oi

da
bl

e 
ci

rc
um

st
an

ce
s 

30
2 

6,
4 

41
6 

8,
8 

11
5 

8,
 1 

Ne
ve

r 
em

pl
oy

ed
 w

hi
le

 r
ea

ri
ng

 c
hi

ld
re

n 
bu

t 
em

pl
oy

ed
 o

nc
e 

th
ey

 
fi

ni
sh

ed
 s

ch
oo

l 
27

2 
5,

8 
Av

er
ag

e 
10

08
 

21
 ,4

 
Av

er
ag

e 
26

2 
18

,5
 

Av
er

ag
e 

Oc
ca

si
on

al
ly

 e
mp

lo
ye

d,
 b

ut
 t

hr
ou

gh
ou

t 
ma

rr
ia

ge
 a

nd
 c

hi
ld

-r
ea

ri
ng

 
53

6 
11

 ,4
 

N 
% 

29
5 

6,
3 

N 
% 

60
 

4,
2 

N 
% 

Co
mb

in
in

g 
ma

rr
ia

ge
 a

nd
 c

hi
ld

-r
ea

ri
ng

 w
it

h 
st

ea
dy

 p
ar

t-
ti

me
 w

or
k 

78
6 

16
,7

 
16

41
 

34
,8

 
16

17
 

34
,3

 
29

96
 

63
,5

 
30

0 
21

 ,2
 

66
0 

46
,7

 
Co

mb
in

in
g 

ch
il

dl
es

s 
ma

rr
ia

ge
 w

it
h 

st
ea

dy
 p

ar
t-

ti
me

 w
or

k 
47

 
1 ,

 0 
76

 
1 ,

 6 
38

 
2,

7 
Co

mb
in

in
g 

ma
rr

ia
ge

 a
nd

 c
hi

ld
-r

ea
ri

ng
 w

it
h 

re
gu

la
r 

fu
ll

-t
im

e 
ca

re
er

 
83

0 
17

,6
 

Hi
gh

 
72

4 
15

,3
 

Hi
gh

 
23

4 
16

,6
 

Hi
gh

 
Co

mb
in

in
g 

ch
il

dl
es

s 
ma

rr
ia

ge
 w

it
h 

re
gu

la
r 

fu
ll

-t
im

e 
ca

re
er

 
43

9 
9,

3 
N 

% 
93

 
2,

0 
N 

% 
73

 
5,

2 
N 

% 

Un
ma

rr
ie

d,
 c

ar
ee

r 
on

ly
 

12
69

 
26

,9
 

9 
0,

2 
86

5 
18

,3
 

15
2 

10
,8

 
51

0 
36

, 1
 

A 
ca

re
er

 a
t 

al
l 

co
st

s 
39

 
0,

8 
51

 
3,

6 

TO
TA

L 
N 

4 7
19

 
10

0 
47

19
 

10
0 

47
19

 
10

0 
47

19
 

10
0 

14
13

 
10

0 
14

13
 

10
0 

I 
I 

I 
I 

I 
I 

I 
I 

I 
I 

I 

-



Finally, because of the high priority women give to marriage and family, the 
number who desire to be career women only can be expected to be low. A negligible 1 % 
(48) of the married graduates want careers at all costs. 

Inspection of the data on single women in Table 2.1 reveals that, as in the 
case of married graduates, only a small percentage (17,2) of the never married graduates 
intend to cease working altogether after marriage and/or birth of first child. Of the 
243 only 16 ( 6,6 %) opted for no work involvement at all and 227 (93,4 %) for a termi= 
nated career. University educated women generally look forward to a life which will 
include marriage in the total plan, but they also anticipate a period of paid employment 
even after marriage. In various studies of the future plans of college women (Bronzaft, 
1974; Currmings, 1977), it was found that the women overwhelmingly desired to combine 
marriage, family and career. For those who give preference to such a life-style there 
are several choices to be made in planning their labour force involvement. It was in 
similar circumstances that the never married women in the present sample had to look 
into the future and select a situation they expected to apply to them individually. For 
the present they are full-time workers and a much larger proportion (36,1 %) of their 
number than of the married graduates (18,3 %) desire continuous involvement in a full
time career (10,8 ;� as single women). Whether they are unmarried because they are com= 
mitted to careers or corrmitted to careers because they are unmarried, is a question the 
data do not answer. Whether or not a woman desires to marry, as she grows older she 
sees the possibility of choice between marrying and not marrying become limited. It 
must be accepted that this is the genuine desire of the graduates. Again, unlike mar= 
ried women, single women have fewer commitments competing for their time and their ex= 
pectations of work commitment will be largely determined by estimated probabilities of 
future behaviour. Never married women may be expected to be in a position where it is 
difficult to judge whether they are making incompatible plans for themselves. Married 
women on the other hand who have experienced problems in realising their plans, more 
generally opt for lesser work commitment, whereas those who feel confident that they 
will have no more children are in a position to make a more permanent commitment to 
their careers. Married women are moreover fully aware of their husbands' attitude to= 
wards their employment and their wishes may be accepted as in accordance with realistic 
expectations. 

The information in Table 2. 1 shows that the university women in general prefer 
to combine career and marriage rather than choose one or the other. The majority stop 
(or wish to stop) working after the birth of their children but plan to return to their 
careers when their children are older. Some of the still unmarried women, are preparing 
themselves for a career till pensionable age in the event that they remain single, but 
nearly all expect to marry in which event their circumstances will be much the same as 
those of the currently married graduates in the sample. The emphasis in the presenta= 
tion of data will therefore more often fall on married women, but generally on the group 
as a whole. 

2. 2 LIFE-STYLE CHOICE AND CAREER ORIENTATION 

The present focus is on the degree of work commitment and career orientation of 
women graduates. The level of career orientation may be defined as the relative im= 
portance an individual attaches to work or a career, for instance a high-level person 
would view work as integral to adult life. A woman's degree of work co11111itment, that 
is the amount of time she expects to devote to her career during her life-time, has 
been used as a measure of her career orientation. Almquist and Angrist (1970) maintain 
that career orientation involves the concept 11 career salience 11 which could be defined 
as the relative importance of work (or a career) in a person's life and as such in= 
valves the extent to which women actually decide to participate in the labour force. 
Angrist (1972) argues that married women have a choice and their decision to work and 
the continuity of their labour force participation may validly measure the importance 
they attach to a career. Angrist claims that only lesser career orientation leads to 
deferred labour force participation when all the children have grown up or to partici= 
pation on a part-time basis, in other words to a low level of work commitment. This 
conceptualization of career orientation has been challenged by Safilios-Rothschild 
(1971) because according to this measure even the most highly educated professional 
women would not seem to exhibit very high career orientation. 
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Tangri (1969) goes further to suggest that a critical test of a woman's career 
orientation occurs during those segments of her life cycle when traditional role demands 
are highest. Segments are defined in terms of her child's entry into nursery school, 
elementary school, high school and university. Tangri gives more weight to segments 
earlier in the life cycle than later. 

It  seems reasonable to accept that a mother's choice to work in the absence of 
financial pressure and during a period when she is rearing small children, would sig= 

nify strong career orientation. 

If, according to the previous authors, the degree of work commitment is a true 
reflection of the level of career orientation, it may be argued that (1) non-career-
oriented (low CO) women want to be home-makers; (2) lesser career-oriented (interme= 

diate CG) women prefer not to work if their children are still in the home unless they 
can work part-time, and (3) that highly career-oriented (high CO )women would choose 
to work after marriage even if their husbands earned adequate incomes and even in the 
presence of young and/or school-going ch i ldren. If  such a measure is reliable, 18,2 % 
married and 17,2 % never married graduates from Table 2.1 in the present sample could 
be classified as non-career-oriented, 63,5 % married and 46,7 % never married women 
as lesser career-oriented and 18,3 % of the marrieds and 36,1 % of the single graduates 
as demonstrating high career orientation. These results on desired labour force involve= 

ment are brought into relation with the measured career orientation scores in Table 2. 2. 
The importance respondents attach to a career was assessed by ratings on a scale 
ranging from 1 (of little importance) to 5 (indispensable), with a midpoint of 3. 
Ratings were recoded to a 3-point scale (App. 2, Q. 3, p. 49 ;  1 and 2 = low, 3 = inter= 

mediate and 4 and 5 = high). Computations on the recoded scale are given in Table 2.2. 

The career orientation scores in Table 2. 2 do not support Tangri's theory. It  
appears that close on half (47,3 %) of the graduates questioned i n  the survey stated 
that a career is very important and some that it is indispensable, and they would be 
classified as highly career-oriented as compared with only 22,4 % who desire high ca= 

reer involvement. Only 23,2 % of the survey group exhibit intermediate career orien= 

tation, whereas nearly 6 0  % choose to postpone career involvement until the children 
have grown up or opt for part-time work, thus exhibiting only average work commitment. 

It  may be concluded from the graduates' work commitment decisions (Table 2.2, 
grand total column down) and their level of career orientation (grand total column 
across) that to highly caree�oriented women a continuous full-time career is not of 
primary importance. From the more detailed information in Table 2.2 it would appear 
that only 44,5 % (1291) of 2903 graduates classified as highly career-oriented, report 
that a long-term full-time career either combined with marriage and child-rearing or 
on its own is what they most desire. Of a group of highly educated women to whom a 
career is most important for personal fulfilment only 8 % are prepared to forfeit 
family life for a career at all costs. In  effect this comprises 23,1 % of all the 
highly career-oriented single and 2,3 % of all the highly careeri-oriented married gra= 

duates. 

The data in Table 2.2 reveal a considerably higher percentage of non-career 
women than is suggested by Angrist ' s  low work involvement theory. To 1806 (29,5 %) 
women graduates a career is less important or not at all important, yet only 18 % can 
be described as having a low level of work commitment. 

I t  is possible that those who still desire some measure of work involvement 
have a job and not a career in mind, seeking diversion rather than fulfilment. 

More women in the sample state a preference for part-time work than for any 
other type of career involvement (35,9 % of the married and 23,9 % for single graduates, 
Table 2. 2). Of all those who do wish to include work in their life-pattern, the propor= 
tion reaches 41,9 % for married and 23,6 for single women who have or expect to have 
a family. Hudis (1976) observes that " even among women who are labour force partici= 

pants, familial responsibilities often are of central importance when occupational de= 

cisions concerning amount of time spent at work and job selection are made" ( p. 276). 
Whereas most married graduates in the sample plan to work at some stage in their lives, 
relatively few desire a career as a focal life interest and as equivalent to that of 
family. Table 2. 2 reflects no different pattern for those graduates who consider work 

-10-



C)
 

c.n
 

t,,j
 

0
 

- -
1
 

Ci
 

-· 

TA
BL

E 
2

. 2
 

L E
V E

L 
OF

 C
AR

EE
R 

OR
I E

NT
AT

I O
N 

OF
 MA

RR
I E

D 
AN

D 
N E

VE
R 

MA
RR

I E
D 

WO
ME

N 
GR

AD
UA

TE
S  

I N
 R

E L
AT

I O
N 

TO
 E

X P
RE

S S
ED

 D
ES

I R
E 

FO
R 

WO
RK

 I
N V

OL
V E

ME
NT

 

Ma
rr

i e
d 

Ne
ve

r 
ma

rr
i e

d 
De

s i
re

d 
i n

vo
l v

em
en

t 
De

si
re

d 
i n

vo
l v

em
en

t  
a c

co
rd

i n
g 

to
 l

ev
el

 
Su

bt
ot

al
 

Wo
rk

 
ac

co
rd

i n
g 

to
 l

ev
e l

 
Su

bt
ot

a
l 

Wo
rk

 
L a

bo
ur

 f
or

ce
 i

nv
o l

ve
me

nt
 

of
 c

a r
ee

r 
or

i e
nt

a=
 

co
rrm

it
me

nt
 

of
 c

ar
ee

r 
or

i e
nt

a=
 

co
mm

i t
me

nt
 

t i
on

 
t i

on
 

Lo
w 

I n
te

r 
H i

gh
 

N 
%
 

De
gr

ee
 

Lo
w 

I n
te

r 
H i

gh
 

N 
%
 

De
gr

ee
 

Ho
us

ew
i f

e
, 

ne
ve

r 
em

p l
oy

ed
 

40
 

2 
42

 
0

,9
 

Lo
w 

16
 

1 6
 

1,
 1 

Lo
w 

Em
pl

oy
ed

 b
ef

or
e 

ma
rr

i a
ge

, 
ne

ve
r 

ag
a i

n 
1 7

3 
3 

3 
17

9 
3

,8
 

N 
%
 

58
 

2 
60

 
4

,2
 

N 
%
 

Em
p l

oy
ed

 u
nt

i l
 

bi
rt

h 
of

 
c h

i l
d r

en
, 

ne
ve

r 
ag

a
i n

 
20

9 
5 

7 
22

1 
4

, 7
 

85
8 

18
,2

 
49

 
1 

2 
52

 
3

,7
 

24
3 

1 7
, 2

 
Em

p l
oy

ed
 u

nt
i l

 
bi

rt
h 

of
 

ch
i l

d r
en

, 
ne

ve
r 

ag
a i

n 
ex

ce
pt

 i
n

 u
na

vo
i d

ab
l e

 c
i r

cu
ms

ta
nc

es
 

40
3 

6 
7 

4
16

 
8

, 8
 

1 0
8 

6 
1 

1 1
5 

8
,  1

 
Ne

ve
r 

em
p l

oy
ed

 w
hi

l e
 r

ea
r i

ng
 c

h i
l d

re
n 

bu
t 

em
p l

oy
ed

 o
nc

e 
th

ey
 f

i n
i s

he
d 

sc
ho

ol
 

3 4
7 

38
4 

27
7 

10
08

 
2

1
, 4

 
Av

er
ag

e 
55

 
10

4 
10

3 
26

2 
1 8

, 5
 

Av
er

ag
e 

Oc
ca

s i
on

al
l y

 e
mp

l o
ye

d
, 

bu
t 

th
ro

ug
ho

ut
 

ma
rr

ia
ge

 a
nd

 
ch

i l
d-

re
ar

i n
g 

6 9
 

11
5 

11
1 

29
5 

6
, 3

 
N 

%
 

1 2
 

22
 

26
 

60
 

4
, 2

 
N 

%
 

Co
mb

i n
i n

g 
m

ar
ri

ag
e 

an
d 

c h
i l

d-
re

a r
i n

g  
w

i t
h  

st
ea

dy
 p

a r
t-

t i
me

 w
or

k 
2 1

7 
54

9 
85

1 
1 6

1 7
 

34
, 3

 
29

96
 

63
, 5

 
26

 
1 0

1  
1 7

3 
30

0 
2

1  ,
2  

66
0  

46
, 7

 
Co

mb
i n

i n
g 

c h
i l

d
l e

s s
 m

a
rr

i a
ge

 w
i t

h  
st

ea
dy

 
pa

rt
-t

im
e 

wo
rk

 
1 3

 
3 1

 
32

 
76

 
1,

6 
5 

1 8
 

15
 

38
 

2
,7

 
Co

mb
i n

i n
g 

ma
rr

i a
ge

 a
nd

 
c h

i l
d-

re
ar

i n
g 

w
i t

h  
re

gu
l a

r
 f

ul
l -

t i
me

 
ca

re
er

 
42

 
68

2 
72

4 
1 5

, 3
 

H
i g

h 
1 2

 
22

2 
23

4 
1 6

,6
 

H i
gh

 
Co

mu
i n

i n
g  

c h
i l

d
l e

s s
 m

a r
r i

a g
e 

w
i t

h  
re

gu
l a

r 
fu

l 1
- t

im
e 

ca
re

er
 

6 
87

 
93

 
2

,0
 

N 
%
 

2 
3 

68
 

73
 

5,
2 

N 
0

/ lo 

Un
ma

rr
i e

d
,  

ca
re

er
 o

n l
y

 
9 

9 
0

, 2
 

86
5 

1 8
, 3

 
4 

1 5
 

13
3 

15
2 

10
,8

 
5 1

0
 

36
, 1

 
A 

ca
re

er
 a

t 
a l

l 
co

st
s 

39
 

39
 

0
,8

 
51

 
5 1

 
3

,6
 

TO
TA

L 
N 

1 4
7 1

 
1 1

4
1  

2
1 0

7 
4 7

1 9
 

1 0
0 

4 7
1 9

 
1 0

0 
3 3

5 
28

2 
79

6 
14

13
 

1 0
0 

1 4
1 3

 
10

0 
%
 

3 1
 , 2

 
24

, 2
 

44
, 6

 
1 0

0 
23

, 7
 

20
, 0

 
56

, 3
 

1 0
0 

1 0
0 

GR
AN

D 
TO

TA
L 

Le
ve

l 
of

 c
ar

ee
r 

or
i e

nt
at

i o
n 

Lo
w 

I n
te

rm
e d

ia
te

 
H i

gh
 

N 
1 8

06
 

1 4
23

 
29

03
 

%
 

29
, 5

 
23

,2
 

47
,3

 

Gr
an

d 
to

ta
l 

wo
rk

 
co

mm
i t

me
nt

 

De
gr

ee
 

Lo
w 

N 
%
 

11
01

 
18

,0
 

Av
er

ag
e 

N 
%
 

36
56

 
59

, 6
 

Hi
gh

 

N 
%
 

1 3
75

 
22

, 4
 

6
1 3

2 
1 0

0 
--

6 1
32

 
1 0

0 

' ' I 

I 

I 

f--

I 

' 

f--

I I 

-1 -



a very important part of their lives. Of 2903 high CO women as many as 4 1  ,6 % desire 
part-time careers. Thus their answers to the two key questions, regarding work involve= 
ment decision and the importance of the pursuit of a career, are not in agreement. It 
proves that the true career aspirations of graduate women cannot be measured effectively 
by such single straightforward questions. 

2. 3 DECISION TO CONTINUE OR GIVE UP EMPLOYMENT 

It is well documented that occupational plans vary according to the woman's 
marital and child-bearing history. The labour force pattern which emerges from research 
is that the graduate woman is likely to spend at least several years in the labour mar= 
ket (Wessels, 1974). At every change in life-style (e. g. marriage, arrival of first 
child, child reaching school age, completion of family) she may evaluate her situation 
at home or in employment. She may decide to remain at home or to take on a job. If 
she works she may decide to continue or give it up, either temporarily or permanently. 
This instability and uncertainty in women ' s  occupational plans could in itself become 
constraints to higher aspirations and achievement among highly career-oriented women 
and may explain their lower work commitment. All aspects of temporariness in a woman ' s  
life are related to her decision regarding employment and to understand women ' s  logic 
in this respect, it is necessary to probe the factors which make work or continuing 
work possible, or which provide barriers. 

Responses to other questions in the present research might well be used to 
study some of the circumstances that tend to impinge upon the work conmitment decisions 
of high CO women. Graduates who are currently employed were asked whether they wished 
to stop or continue working and what the reasons for their dec i sions are. The object 
was to discover which contingencies are related to the women's short- or long-term 
labour force participation. Respondents had to mark the most important or applicable of 
14 items indicating possible reasons for discontinuing work, or one of five items 
indicating reasons for continuing at work. In both cases they were given latitude to 
specify other considerations. These were coded and added to the checklist (App. 1 ;  
Q. 8. 2, 8. 3, p. 44). Altogether 3919 respondents reacted to the question. Of 24 17 em= 
ployed married graduates, 1279 (52,9 %) were planning to stop work and 47, 1 % were con= 
tinuing. Another 1502 married graduates who had stopped earl i er, submitted reasons 
which are relevant in that the information also provi des useful clues about the problems 
high CO women encounter in pursuing a career. This information is used in the analysis 
in Table 2. 3. 

TABLE 2. 3 
PERCENTAGE DISTRIBUTION OF MARRIED GRADUATES ' REASONS FOR WITHDRAWING FROM THE LABOUR 

MARKET ACCORDING TO LEVEL OF CAREER OR IENTATION 
(N=278 1) 

Reason 

Personal Situational 

CO level Want Extraneous Work re 1 a ted Total 
Do not occa= Poor Domestic : Joint Resu= Long Job dis-
like tional hea 1 th ;  Husband, income ming hours satis= 
working work too old children tax studies of work faction 
(N=528) (N� 184) ( N=43) (N=928) ( N=407) (N= 134) (N=289) (N=268) (N=2 78 1) 

% Of % 0/ 0/. % % % % % /0 /0 10 

Low 30,8 9, 0 1 ,4  31 ,6  10, 2 1,8 10, 2 5, 1 100 37, 2 
Inter= 
mediate 14,3 5,9 1 , 9 36, 0  17, 3 4, 3 12, 1 8,3 100 2 7, 0  
High 10,3 4, 7 1 , 5 33, 2 17,3 8, 3 9,3 15,3 100 35,9 

TOTAL 19, 0  6 , 6 1 , 5 33,4 14,6 4,8 10,4 9,6 100 100 
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The reasons are cla s sified into three major areas: ( 1 )  personal reasons ; 
(2) extraneous constraints; (3) job-related factors . Employment leavers are rela= 
tively evenly distributed among low, intennediate and high career orientation. The 
women 1 s responses are of special interest when those of high CO women are contrasted 
with the rest. Just more than a quarter of all leavers (27, 1 %) seemed to have decided 
to stop working of free choice for personal reasons, but in contra st to more than 40 % 
of those registering low career orientation, only 16,5 % of those demonstrating high CO 
furnish personal reasons for leaving. 

The most common rea sons of graduates who had stopped working or consider them= 
selves to be working temporarily (Table 2.3), relate to domestic circumstances (48 %) : 
either the husband 1 s unfavourable attitude towards his wife 1 s career, his transfer or 
his domicile (women are confined to the location of their husbands 1 work, often in 
rural areas), his occupational status (clergyman), or the care of children, marriage, 
pregnancy and the family's joint income tax. Yet the primary reason concerns the pos si= 
bility of discontinuing work during the child-rearing period. Extraneous factors, that 
is contingencies beyond their control, are responsible for the exit of the great majori= 
ty of women exhibiting average career orientation, even relatively more than in the case 
of high CO  women (53,3 % compared with 50,5 %). It may be a s sumed that the women with 
les ser career orientation would more readily give way to pressure and take the decision 
to leave than would those who are strongly career oriented. 

The importance of job-related reasons in the graduates • decision to leave is  
apparent from Table 2.3. Job dis satisfaction i s  especially a reason more often furnished 
by high CO graduates ( 15,3 %). Because the married graduate is confronted with a si= 
tuation in which she can exercise a choice, whether to stay on or opt out, the likeli= 
hood that she actually remains employed, decreases. But it is  not always pos sible to 
control and understand the complexity of circumstances which may affect her decision to 
leave. It is for instance not difficult for a woman , when faced with discouragement in 
the work situation, to discover that her children need her all the time. 

Only a relatively small percentage of the leavers intend to resume their 
studies to i mprove their marketing skills and among these, high CO's predominate. It 
may be concluded that child-rearing and other domestic responsibilities are key 
features of the married graduate's career plan and expectations, a situational force 
that merits special attention in Chapter 3. A woman 1 s reason for stopping work is  only 
partly related to her orientation to work in general. It would be wrong therefore to 
generalize that women leave their jobs because they are not strongly career-oriented. 
This is further borne out by the fact that the married graduates in the present study 
who exhibit a high level of career orientation more often have to discontinue working. 
Of 1 84 1  high CO employed married graduates concerned, 844 (45,8 %) plan to continue 
working indefinitely. Reasons for their decision to stay on in the labour market, are 
presented in Table 2.4. 

Of those married graduates staying on at work, a negligible proportion (3,8 % 
or 43) seem to have to take the economic situation of their family into account, though 
they prefer not to work. Somewhat contradictory is  the claim of some of them to be 
highly ca �eer-o�iented. In co�parison 75,5 % of those who like working demonstrate high 
career or1 entat 1 on, though a h i gh proportion of them (284 in 827 or 34, 3%) work mainly 
for financial reasons. Of  700 graduates who plan to work continuously simply because 
they "like working",  only 48 (6,9 %)  report low career orientation. Of all 268 gra= 
duates with les ser career orientation, 1 1 1  (41 ,4  %) are continuing at work for economic 
reasons. The evidence in Tables 2.3 and 2.4 is  conclusive that relatively more women 
exhibiting high career orientation leave the labour market because of situational forces, 
but when they are able to work, the vast majority (74, 2 %) of the graduates who have 
long-term involvement in mind are highly career-oriented. 

The information on marriage and career plans show that university women are 
generally settling for careers rather than short-term jobs, but they wi sh to marry and 
raise a family. Work is  desirable and may be essential but not a s  important as  the 
family. If they can, they will adapt their working day to fit their family. 
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CHAPTER 3 
S I TUAT I ONAL FACTORS I NFL UENC I NG WOMEN ' S  WORK COMMI TMENT 

A married woman's wishes for outside employment will only be realised if certain 
situational factors affecting the extent to which she is needed at home, operate to her 
benefit . 

In the question on desired work commitment the respondent is faced with 12 
possible situations . Once she begins to weigh the options and kinds of seemingly 
incompatible role combinations, role strain tends to predominate over career aspira= 

tions and she seems to find it impossible to conceive any situation where family will 
not dominate . When she does make a choice among the options her desire to work will de= 

pend upon very specific conditions other than her career orientation . Thus for a con= 

siderable proportion (21 ,4 %, Table 2 . 1) of the married women, a full-time career ap= 
pears as a likely pursuit only when their children have finished school . 

Commitments to children limit the mother's commitment to an occupational role 
and her freedom to participate in the labour force ; not only does it decrease the proba= 

bility that she will work in a�y given year , but it also reduces the probability of par= 

ticipation according to her fullest ability or aspiration . There are no practical al= 

ternatives but to accommodate her employment arrangements within motherhood, thus 
opting for part-time work involvement (40,6 % of the married graduates who exhibit 
strong career orientation, computed from Table 2 . 2) .  

3 . 1  MARITAL STATUS 

The competing demands of family and work are of decisive importance in the ex= 

planation of women's lower employment potential and have a substantial impact on their 
labour market behaviour . Even during preparation for a career the young woman must 
concern herself with adapting to a domestic life pattern which may or may not include 
a career . Waite and Stolzenberg (1976) found that child-bearing and labour force par= 

ticipation plans tend to be formed before marriage and that the relationship between 
anticipated work involvement and fertility is roughly the same for married young women 
as it is for single young women . 

In  the present research the question regarding anticipated labour force parti= 

cipation was directed at both married and single graduates, asking the respondent to 
judge which life-style she would really prefer to any other . However difficult it may 
be for a woman, who anticipates little control over her adult role, to project herself 
into the future, it must be assumed that the never married women gave the most reliable 
indication possible of what they expect to find . In this they are regarded to have de= 

monstrated practicality by attempting to bring their preferences in line with the 
reality they anticipate . As university graduates they realistically expect to incorpo= 
rate a career into their lives . Any further argument that the role expectations for 
never married women differ from those of married women is dispelled by the information 
graphically presented in Figure 3 . 1 .  

Role combinations plans are virtually the same for single and married graduates 
(husband present) . On the whole the single women want to marry and most of them expect 
to have children . Yet, although as married women they will find their occupational 
role to be secondary to their role of homemaking, their marital status as such would 
not seem to constrain their free participation in the labour market as significantly 
as the fact that they are subjected to their husbands' attitude towards their employment . 
To this McClendon (1976) subscribes . 

Wives know what their husbands' attitude towards their labour force participa= 

tion is, never marrieds don't . There is a very substantial relationship between a 
woman's perception of her husband's attitude towards her work and the likelihood that 
she will work irrespective of level of career orientation . Perucci and Targ (1978) dis= 

tinguish three marriage-family variables as significant predictors of married women's 
employment probability : supportive husband, low income husband and absence of children . 
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F I GURE 3 .  1 
PERCENTAGE DISTR I BUTION OF DESIRED WORK INVOLVEMENT OF MARRIED AND NEVER MAR= 

RIED WOMEN 
Percentage 

20  

A career at all costs --�� Never marri ed 

- - -- Marr i ed 

Unmarried, career only 

Combini ng ch ildless marriage with regular 
full-time career 

Combining marriage and child-rearing 
with regular full-time career 

Combining childless marriage with steady 
part-time work (at home or elsewhere) 

Combining marriage and child-rearing with _ - - 
steady part-time work (at home or else= ....::--_ 
where) - - _ 

Occasionally employed, but throughout 
marri age and child-rearing 

Never employed while rearing children but 
employed once they finished school 

Employed until birth of children, never aga i n  
except in unavoidable circumstances 

Employed until birth of ch i ldren, never again 

Employed before marriage, never aga i n  

Housewife, never employed 
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Though the aspect of husband's attitude often figured in the women's comments 
on quest i onna i res i t  was not i nvest i gated i n  the present research. It i s  bel ieved that 
the husband's unfavourable attitude no more affects the wi fe's work corrrnitment than her 
own attitude towards the propriety of mothers' working. Cultural norms prohibit mothers 
from ascri bi ng equal importance to their work and family at  any time and McIntosh (1974) 
makes this expl icit. In effect therefore ,it is the broader social attitudes towards 
maternal employment that faci li tate or i mpede marr i ed women's work involvement. 

Despite their level of career orientati on , few women really enjoy opti ons to  
fulf i l  both career and family roles si multaneously. A number of situati onal factors are 
reflected i n  the graduates ' judgement regarding the practicali ty of combini ng career 
and fam i ly roles , and there can be no quest i on that a woman's career orientation and 
work commitment cannot be analysed adequately if the social context of family and cul= 
ture in wh i ch her work partic i pation takes place , is not taken i nto account. The 
following d i scussion dea l s  with the more immediate soc i al situation in which the women 
find , or expect to find themselves and the next chapter will expound the effect of cul= 
ture on the women's attitude towards the appropriate role behavi our of women and their 
female role ori entation. 

3 . 2  CHILD STATUS CHARACTERISTICS AND MOTHER ' S  WORK COMMITMENT 

Child status variables are the number of children under 18 years of age at 
home and the age of the youngest child. The chi ld status variable dec i des the extent 
to which the mother's time i s  required for the fulfilment of her role as housewife and 
mother. Research i ndicates that the more children a woman has , the less likely it i s  
that she will be employed and that the mother i s  more i ndi spensable when there is a 
pre-school child in the home. 

It has been suggested that women's preferences for work and child-bearing might 
have reciprocal effects on each other , w ith preferences for employment both causi ng and 
bei ng caused by preferences for family size. That means that women who prefer large 
fami l i es do not work and women who want to work have small fam i li es to enable them to 
do so (Terry (1974) cited by Wa i te and Stolzenberg , 1976). Yet the authors themselves 
found that the number of chi ldren a woman plans to bear has only a small effect on the 
probabi lity that she plans to parti cipate in the labour force at  some stage or other. 
Stolzenberg and Wa i te (1977) advanced a learni ng hypotheses according to wh i ch the 
11 i nverse effect of work plans on fertility expectations i ncreases as women age from 19 
to 29 because their knowledge of the demands of motherhood and the i r  informat i on about 
the l abour market improve during that time; as women grow older , they become increasing= 
ly aware of the extent to whi ch chi ld-beari ng and ch ild-reari ng are likely to i nterrupt 
the i r labour force partic i pati on" (p. 780). Thus they reasoned that the extent to 
whi ch women limit their expected fertility to acconmodate thei r employment plans , in= 
creases as they grow older. 

A trend for a decrease i n  the number of chi ldbi rths per Whi te South Afr i can 
fami ly has been noted (Dept. of Statistics ,Reports on B i rths ).  At the same time that 
family size expectati ons are decreasi ng ,  there is an i ncreasi ng proporti on of childless 
women in the age group 20-29 years , i ndicat ing that the age of the mother at fi rst 
childbi rth increased between 1960 and 1975.* There is no way of telling how many of 
these were employed married women but it would seem reasonable to deduce that , in the 
face of continued manpower shortages women tend to remain in the labour market after 
marriage and to postpone parenthood. 

An apprec i able number of the present marr i ed graduate sample have no children. 
Of 1269 marr i ed gradua tes i n  conti nuous full-ti me careers more than a thi rd (439 or 
34 ,6  %)proved to be chi ldless at thi s  stage in the i r li ves (Table 2.1 ). Among them , 
no doubt , are those who ei ther substanti ally postpone hav i ng children or seri ously con= 
si der not having children. Table 3.1 shows the distr i but i on of currently employed 
childless wives in the sample accordi ng to age. 

*Communi cat i on by dr W.P. Mostert , South Afri can Insti tute for Soc i olog i cal ,  Demo= 
graphic and Criminological Research , HSRC. 
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TABLE 3. 1 
CURRENTLY EMPLOYED CHILDLESS GRADUATE WIVES ACCORDING TO AGE 

Age (years) N % 

20-29 282 59,6 
30-39 96 20,3 
40-49 52 11 , 0 
50-59 30 6,3 
6 0+ 13 2,7 

TOTAL 473 100 

Of the childless working graduates in the sample, 60  % are still under the age 
of 30, the most important child-bearing period in the lives of married women. It is 
assumed that these young graduate wives are postponing motherhood rather than demon= 
strating a desire to remain childless. The information in Table 2.1 showed that both 
married and single graduate women plan or hope to have children and the number of 439 
now in continuous full-time careers dropped to 93 where desired life-style is considered. 
From Table 3. 1 it appears that 95 of the childless wives may be expected to remain 
childless. 

It was already apparent from Table 2. 1 that the graduates • work life expectancy 
is influenced by child status characteristics. Of 4719 married and 1413 single gra= 
duates respectively 13,5 % (637) and 11,8 % (167) feel that a child will end their 
careers and stopped or plan to stop working upon arrival of the first child. In addi= 
tion considerable proportions (21 ,4 and 18, 5 % respectively) of both marital groups in= 
dicated that they would prefer to resume their careers only when their children no 
longer required their attention at home. Yet just about equal proportions of married 
and never married graduates in the sample (15,3 and 16,6 % respectively) desire il'l111e= 
diate and continued employment despite the presence of children in the home. On the 
other hand both marital groups indicate a strong desire to combine child-bearing with 
continuous part-time work. It is understandable that single women cannot project them= 
selves into parental status, yet 21 ,2 % would prefer a part-time career while rearing 
children. Women currently married tend to make lesser occupational co11111itment in 
greater nL111bers (34,3 %). 

It is well documented that the presence of children of pre-school age has an 
especially strong effect on reducing the likelihood of the mother 1 s employment. Respon= 
dents in the present study were asked whether there are any pre-schoolers among the 
children under 18 years of age still in the home. Table 3.2 presents a percentage 
distribution of the current, in relation to desired, career involvement of mothers who 
still have pre-school children only or also in the home. In view of possible bias that 
may result from shorter hours away from home, teachers are separated from the rest. 

Infonnation on current labour force participation shows that teachers are only 
slightly better able than mothers who are not teachers to engage in full-time employ= 
ment when there are pre-schoolers in the home (15, 9 and 11 ,7 % respectively). However , 
in the presence of pre-school children, teachers are as likely as graduates in other 
employment to stay at home (55,6 and 57,0  % respectively). 

Concernin g the effect pre-school children have on the mother 1 s career involve= 
ment preferences, teachers are in general more likely than the rest to choose to stay 
at home (23,3 % as opposed to 17 ,1 %), but are as likely to see fit to pursue a full
time career ( 1 1 ,2 and 10,6 % respectively). It is clear that graduates demonstrating 
low career orientation who have pre-school children definitely do not desire careers. 
They either opt for the exclusive domestic role or for lesser work coITl!litment, but it 
is chi efly mothers of intermediate career orientation who either prefer to postpone ca= 
reers until the children have grown up or accept part-time work ( 49,9 % of the teachers 
and 98,2 1 of the rest ) . To a somewhat lesser extent this is also true of high CO gra= 
duates with small children. However an appreciable proportion of these women eesire to 
be highly career committed. Whereas graduates who are not in the teaching profession 
are likely to be away from home for much longer hours than teachers, they are slightly 
less likely to desire full participation during child-rearing (26,0 % as opposed to 
29,5 %). 
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TABLE 3 . 2  
CURRENT AND DES I R ED CAR EER INVOLV EMENT OF MOTHERS WITH P R E-SCHOOL 

CHILDREN ACCORDING TO LEVEL OF CAREER OR I ENTATION 
! Desired involvement 

Current 
Degree of involvement in= Leve l of career Total orientation valve= 

Inter= 
ment Low mediate High 

% % % 0/ % /0 

TEACHERS (N=756 ) (N=297 )  (N= 198) (N=261) (N=756) 
High 15, 9 4, 0 2 9,5 1 1  ,2 
Average 28, 6 44,4 94, 9 67,0 65,5 
Low 55,6 55,6 1 , 0 3,4 23,3 

0/ 100 100 100 100 100 TOTAL lo 

100 39, 3 26,2 34,5  100 
R EST (N=1208 ) (N=408 )  (N=330) (N=470 ) (N= 1208) 
High 11 , 7 1 ,8 26,0 10,6 
Average 3 1  , 3 49, 3 98,2 74, 0 72,3 
Low 57,0 50,7 17, 1 

TOTAL % 100 1 UU 1 UU 1 U U 100 
100 33, 8  27, 3 38, 9 100 

GRAND TOTAL (N= 1964 ) (N=705) (N=528) (N=73 1) ( N= 1 964 ) 

High 13, 3 2,7 27,2  10, 8  
Average 30, 2  47, 2 97,0 7 1  , 5 6 9, 7  
Low 56,5 52,8 0,4 1 ,2 1 9 , 5 

TOTAL % 1 UU 1 UU 1uu 1 UU 100 
100 35, 9 26, 9  37,2 100 

It may be concluded that married graduates with pre-schoolers in the home 
generally demonstrate a low desire to work full-time but it also appears that such gra= 

duates tend to exhibit low career orientation. Whether a high CO graduate wants to 
work after having children and her reasons for doing so, may be independent of the kind 
of work which she would do . 

The level of current and desired work co11111itment of mothers who have school
going children only, may be judged from the information obtained from the respondents 
and presented in Table 3. 3 .  The data are based on the mother's response to a questiQn 
regarding the number of children under the age of 18 years still ·in the home and whether 
the number includes pre-schoolers (App .  2, Q. 5, p .  49). Only those responses that in= 

dicated the presence of children under the age of 18 years with pre-schoolers included, 
were considered to have school-going children only in the home and the relevant data 
are analysed in Table 3 . 3 .  

1 1 Children in the home 1 1  whether of pre-school or school age is a variable 
which affects the mother ' s  participation in the labour force, both her decision to take 
up employment and the employment status she genuinely desires. It is evident from 
Table 3 . 3  that teachers who have school-going children only to care for, are more like= 
ly to participate fully than other mothers of school-going children. However only a 
third of them (34,1 %) are currently holding full-time teaching posts and the majority 
( 40,4 %) are relief staff or involved in lessons at home. Only 20 % of the other gra= 

duates with school-going children pursue full-time careers, while a third of them stay 
at home . 

Once more it proves that level of career orientation is an important variable 
in the mother ' s  work commitment . Low CO mothers would rather stay at home and look 
after their school-going children themselves (54, 9 % overall) . The remainder (45,1 % )  
either choose to wait until the children have finished school or engage in part-time 
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work . High CO teachers are better able to combine child-rearing and a career, though 
generally both current and desired career involvement patterns of teachers w ith school 
going children differ considerably from those of teachers with pre�schoolers . In com= 
parison with the rest, teachers desire considerabl y  l esser involvement than is current= 
ly the case . The labour force participation pattern for high CO graduates empl oyed 
elsewhere, is not very different for mothers with school-going and mothers w ith pre
school chil dren . Surprisingly it is really only high CO teachers with school-going 
chi l dren who, to somewhat reasonabl e extent , desire full-time career invo l vement 
( 50,2 %) . , In comparison hardl y  a third ( 32,3 %) of high CO graduates in other employ= 
ment consider a continuous prod uctive ro l e. Normal ly the full-time emp l oyed teacher 
will leave home and arrive together with her school-going chi l dren, whereas the school
going children of mothers in fu l l-time careers other than teaching, will have to await 
the arrival of their mothers at about 17h00 if not later .  

TABLE 3 . 3  
CURRENT AND DESIRED INVOLVEMENT OF MOTHERS WITH SCHOOL-GOING CHILD= 

REN ACCORDING TO LEVEL OF CAREER OR I ENTATION 

Desired involvement 
Current Degree of involvement in= Level of career 
valve= orientation Tota 1 

ment Low Inter= High mediate 
% % % % % 

TEACHERS (N=493) (N= 144) (N= 122) (N=227) (N=493) 
High 34, 1 11  , 5 50, 2 26, 0 
Average 40,4 47, 2  86,9 49,3 58, 0 
Low 25,6 52,8 1 ,6 0,4 16,0  

TOTAL % 100 1UU 100 100 100 
100 29,2 24,7  46,0 100 

REST (N=852) (N=244) (N=187) (N=421) (N=852) 
High 20,2 1 , 1 32,3 16, 2 
Average 47,5 43, 9 97, 3 67,5 67, 3 
Low 32,3 56, 1 1 ,6 0, 2 16,5 

0/ 1 OU 100 1UO 100 100 TOTAL /o 

10 0 28,6 2 1  ,9 49,4 1 00 
GRAND TOTAL (N=1345) (N=388) (N=309) (N=648) (N= 1 345) 
High 25, 3 5, 2 38,6 19,8 
Average 44, 9 45, 1 93, 2 61 , 1 63,9 
Low 29, 8 54,9 1 , 6  0, 3 16,4 

TOTAL �b 1UU 100 1 00 1 uu 100 
100 28,8 23,0  48,2 100 

The general picture portrayed in Table 3 . 3 is that increased role demands of 
career pursuit tend to prove too taxing for mothers who are still rearing children and 
whereas teachers with school-going children only are better able to combine a full-time 
career with child-rearing, most graduates in other occupational fields opt for lesser 
work commitment . On the other hand the high value highly educated women tend to place 
on the personal attention they can give their children, has been documented (Leibowitz, 
1974) . The development of their children is an equal concern, if not greater, than 
their career and unl ike the woman who works only in order to make ends meet, the gra= 
duate from the higher income strata is able to give precedence to familial over work 
responsibilities . 

Whereas high CO mothers of schoo l -going chil dren demons trate relatively higher 
work commitment than h i gh CO mothers of pre-school children, women with older children 
sho u l d  have fewer constraints on career decisions and when they do work, need not 
expect any further interruptions i n  their career . A consi derable number of the married 

-20-



graduates in the sample do not have children to care for at home ( 1420 in 4729 or 30 %). 
Among them are the older (N=95) and younger (N=378, Table 3. 1) childless women. A 
breakdown of current and desired career involvement of teachers and other graduates are 
given in Table 3. 4. 

TABLE 3. 4 
CURRENT AND DESIRED CAREER INVOLVEMENT OF MOTHERS WITH NO CHILDREN 

I N  THE HOME ACCORDING TO LEVEL OF CAREER ORIENTATION 

Desired involvement 
Current 

Degree of involvement in= Level of career Total 
valve= orientation 
ment Low I nter= High mediate 

al 
,0 % % % % 

TEACHERS (N=504) (N= 163) (N= 109) (N=232) (N=504) 
High 47,4 6,4 53,0 25,8 
Average 31  , 2  33, 7 9 1  , 7 44,8 5 1  , 4  
Low 2 1  ,2 66,3 1 ,8 2,2 22,8 

TOTAL �la 100 100 100 1 00 1UU 
100 32,3  2 1  ,6  46,0 100 

REST (N=916) ( N=22 1) (N= 193) (N=502) (N=9 16) 
High 47,3 5,7 49,4 28,3 
Average 3 1  ,3 38,0 92,7 50, 2  56, 2  
Low 2 1  ,4 62,0 1 ,6 0,4 15,5  

TOTAL % 100 1 00 1UU 1UU 1UU 
100 24, 1 2 1  , 1 54,8 100 

GRAND TOTAL (N= 1420) (N=384) (N=302) (N=734) (N= 1420) 
High 47, 3 6,0 50,5 27,4  
Average 44,4 36,2  92,4 48,5 54,5 
Low 2 1  ,4 63,8 1 , 7 1 ,0 18, 1 

TOTAL % 100 100 100 1UU 100 
100 27 ,0 2 1  , 3  5 1  , 7 100 

A singular observation from Table 3. 4 is t he identical current career involve= 
ment pattern of the two subgroups. Close on half of both teachers and other graduates 
are in full-time continuous careers. The similarity of career involvement pattern for 
the groups of low and medium career orientation continues for desired life-style. How= 
ever, a desire to return to full-time work among hig h  CO graduates was mentioned in 
favour of a teaching career, though other high CO graduates also tend to exhibit rela= 
tively high work  coITTTiitment. Judging from the information in Table 3. 4, teachers on 
the whole tend to be relatively more domestically oriented and less career-oriented 
than the graduates from other facult i es. 

The analyses of child status variables have projected certain particular forces 
operating for individual career-oriented women as they experience different stages of 
life and show family life cycle status to be related to work corrmitment. Whereas the 
married graduates exhibit higher work commitment in the absence of children in the home 
than women with children of school-going age, they can be expected to be mainly an older 
group of women who may begin to find the dual burden of housekeeping and career too 
taxing. 

Why relatively more of the high CO graduates continue to opt for lesser work 
commitment, cannot be explained in terms of life cycle status. It still remains dif= 
ficult to d i stinguish between the women ' s  idealistic aspirations and their realistic 
aspirations. Women have been found to exhibit realism not only in the matter of occu= 
pational choice (to best fit in with family life), but also in respect of career ad= 
vancement. It would seem logical therefore to assume that the desired level of work 
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involvement expressed by the graduates is more of an estimation of their probable work 
involvement than an idealistic aspiration. The evidence is clearly that high career 
orientation not necessarily turns a woman into a career woman. Not only situational 
but also individual factors seem to be reflected in the women ' s  judgements regarding 
the practicality and desirability of combining career and family roles. 

3. 3 EMPLOYMENT QUOTIENT AS MEASURE OF WORK COMMITMENT 

Finally it is of importance to examine also the actual labour force attachment 
of this sample of high level womanpower. The married graduates ' average labour force 
participation rate since graduation was measured. The employment Quotient ( EQ) variable 
was used. EQ measures the extent of a woman ' s  employment relative to the length of 
the time lapse between date of graduation and date of the second phase of the present 
research. Respondents were asked the number of years they were employed full-time and 
part-time since graduation (App. 2. Q. 4, p. 49). Part-t i me work experience represent= 
ing 0,5 of a full-time employment unit was then converted to full years. The proportion 
of years worked and employable years since graduation were expressed as a percentage 
(EQ). EQ was rated from low to high and coded accordingly: 

Less than 20 % 1 
20 - 44 % 2 
45 - 59 % 3 
60 - 74 % 4 
75 - 100 % 5 

The mean EQ ' s  of the married graduates are examineq in Figure 3.2 .  The profiles 
portray the actual average level of work commitment of the various age groups in rela= 
tion to age or family life cycle stage. The EQ patterns differ considerably across the 
age spectrum. 

The youngest (20-29) among the married graduates maintained a relatively high 
labour force participation rate. The time interval between graduation and the survey 
date was short and whereas job opportunity is an important variable in married women ' s  
employment, in the economic situation where shortages of trained personnel exist choices 
of whether to work or not to work are not complicated for the young married graduate, 
especially if she is prepared to postpone motherhood. Yet the married graduate ' s  pro= 
blems regarding decision more particularly concern the possibility of employment during 
the child-bearing and child-rearing period. The drop in the mean EQ in the second 
stage (30-39) is evident in Figure 3. 2. The period between date of graduation and date 
of research is longer whereas the years of actual employment probably remained static. 
The EQ further shrinks with age as a result of the decreasing proportion of years worked, 
to years since graduation. 

Of the 4739 married graduates concerned 26,1 % attained an EQ of 5, that is 
they were employed for between 75 and 100 % of their employable lives. This is a con= 
si derable proportion, yet it must be contributed to the high activity rate of married 
graduates below the age of 30 who compri sed 72, 7 % of those registering a score of 5. 
In comparison it is known from available statisti cs that 82,5 % of the never married 
graduates registered an equally high EQ. Relatively small proportions of the older 
women had established careers, that is, having worked for as much as three fourths of 
the time si nce graduation . The age variable becomes complicated in its impact accord= 
i ng to generational differences. Women born and reared 50 years ago and more, obvious= 
ly reflect a very different historical peri od from those born and reared since World 
War II. Older women grew up i n  a time when career women were the exception and may be 
expected to have been more conservative in their youth than for instance their daughters. 
It became evident from comments that some of the older respondents have strong feelings 
in opposition to work after marriage. Furthermore the two age groups faced completely 
different employment conditions. Prior to the fifties married women were not as like= 
ly to be in the labour force in such l a r�� numbers as they have been in recent years. 
Taking possible generational differences into account, the EQ pattern presented in 
Figure 3. 2 may under prevailing social and economic conditions, be accepted as normal 
for the life cycle stages of a woman graduate who chooses to marry. 
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FI GURE 3.2 
AVERAGE LEVEL OF WORK COMM ITMENT OF MARR IED GRADUATE WOMEN I N  RELAT ION TO FAM I LY 
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In conclus i on the data on ch i ld status var i ables have shown chi ld-reari ng to be 
closely related to the graduates '  work commitment. Though the graduate women as a 
group are least li kely to be employed when they have young chi ld ren, they are as li kely, 
albei t to a somewhat les ser extent, to prefer part-ti me or deferred outs i de employment 
duri ng ch i ld-reari ng. The vari able children of school age als o affect the mother's de= 
ci s i on to enter, rema i n  i n  or leave the labour force and th i s  holds for teachers i n  
s i mi lar terms. Ant ic i pated work comm i tment tends t o  be lowest when there are pre
schoolers (also) in the home, not so low (of i ntermed i ate level) when all chi ldren are 
of school age. I n  compari s on graduate women i n  other fi el ds  of work exhi bit  relat i ve ly 
hi gher work commi tment than teachers once there are no longer ch i ld ren i n  the home. 
The i nd i vi dual woman ' s level of work commitment may be vi ewed as a functi on of t ime in  
tenns of her fam i ly l ife cycle. Age, operati ng d i rectly or  i nd i rectly, i s  one of the 
better pred ictors of the cho ice between work role and housew ife role, i n  other words, 
occupati onal aspi rati ons are a functi on of the present age of the marr i ed woman. 

Many hi ghly career-ori ented women have been found to prefer to work after the ir  
ch i ldren have fi ni shed school or uni nterruptedly i n  a part-ti me capaci ty. No  markedly 
strong relati onsh ip  was observed between level of career or i entat i on and degree of 
des i red work commi tment among mothers of school-go i ng or grown ch i ldren. It has been 
established that high level of career orientati on is an insignificant predictor of the 
probab il ity of employment among marr ied women and remai ns i nsigni ficant even when 
s i tuati onal attributes are favourable, and conversely that extended attachment to the 
labour force i s  an i ns i gni ficant pred ictor of level of career ori entat i on (Perucc i and 
Targ, 1978). 

In  a compari s on between graduate women i nterested . i n  employment and those not 
i nterested, the s i tuati onal factors affecti ng thei r actual part ic i pat i on i n  the labour 
force are much the same. Whether thi s  i s  a culture-determi ned characteri st ic  peculi ar 
to the women ' s  personal atti tude towards the i r role i n  s oc i ety which i s  at work, or 
whether i t  merely relates to the fact that chi ld-reari ng requi res the ir  attenti on for 
a prolonged peri od, i s  a matter to be d i scussed in Chapter 4 .  
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CHAPTER 4 
SUBJECTIVE VARIABLES RELATED TO WORK COMMITMENT 

The central question of  the present study is what kinds of women have career 
aspirations in the sense that they commit themselves to long-term advancement. It fol= 

lows that not only situational variables but also any special features of the indivi= 

dual woman ' s  outloo k on life which may operate in her labour force participation, should 
be examined. I ndividual variables have been found to relate to women ' s  career co1TJTiit= 

ment. Several beliefs about their causality exist and personal attitudes are thought 
to predict not only occupational behaviour , but also the level of career orientation 
among women (Paloma and Garland , 1971; O ' Leary, 1974; Parsons et ai. , 1978). Since 
attitudes tend to direct behaviour, it may be expected that women ' s  attitudes towards 
the priority of family roles over occupational roles bear a strong relationship to 
their labour market behaviour. Thus, a woman with a positive attitude towards working 
mothers is more likely to pursue a career than a woman with a negative attitude. It 
follows that an understanding of the individual factors which related to women ' s  entry 
i nto a work role must begin with the relationship between expected social role and work 
role. Although this relationship has not been fully investigated in the present re= 

search , several of its indicators may be identified and the extent to which rol e  per= 

ception illuminates the graduate women ' s desired work commitment, is examined. 

4.1 PERSONAL ROLE CONCEPT 

The concept of role implies an evaluative conception of how an individual should 
behave in a given situation. Women ' s role expectation, like men ' s  role expectation, is 
the outcome of their social-cultural conditioning into appropriate role behaviour, what 
suits and what does not suit the role of their sex. Very early in their l ives women 
learn to be feminine in the sense that it becomes a woman to  conform to the traditional 
role concept. In  general women accept this role and most of them persist in it right 
through their lives. There are of course important social pressures that operate to 
preserve woman ' s traditional role. The working mother may decide to stop working under 
the strain of  criticism from relatives, her own family or the mass media. Hoffman and 
Nye (1975) go so far as to suggest that respondents in a survey of this nature might 
even sense social censure of maternal employment and may therefore be on the defensive 
and not give answers readily, which, however true, might hint at role-unappropriate be= 

haviour or plain egotism. 

The expectation that girls have to grow up to be wives and mothers leaves its 
imprint on their vocational attitudes and because a woman can be expected to want to be= 

have role appropriately, their occupational aspirations are likely to be manifested in 
situations which rather closely represent socially defined behaviour (O ' Leary, 1974). 
Thus , even though university education tends to condition women to aspire to achieve the 
careers they trained for and increases the likelihood of married graduate women see king 
employment, it is no sure guarantee that they will pursue careers. 

Role perception is thought to influence the life styl e expectations of  the gra= 

duate woman both in terms of  her beliefs about acceptable roles for women and her 
assessment of her own potential to fulfil a non-traditi,onal role; though women may 
have a free choice about combi ning the housewife and career roles, to be good in one 
role may imply relative failure in the other and many are seriously concerned with pos= 

sible role conflict. They feel a realistic strain when they attempt to combine these 
roles and the confusion of sex role with work role may become emotionally taxing, re= 
sulting in a feeling of guilt. Thus when a mother feels that working is wrong because 
it interferes with her role of  caring for the home and children, she suffers a feeling 
of guilt. 

I n  the context of the present research the graduates ' role perception is seen 
as an essential component of their vocational life style choices. Anticipated high 
work commitment should occur where career obi ligations are not perceived as interfering 
with the fulfilment of the wife-mother role demands. That is, respondents with less 
conventional sex-role values would experience a lesser degree of guilt than others with 
a traditional feminine-role concept. The purpose was to assess the subject ' s  percep= 

tion of the female role by means of her attitude towards the incompatibility of the 
two roles. 
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A q uestion was designed to obtain some meas ure of sex-role orientation from the 
res pondent 1 s reactions to a statement pertaining to women 1 s belief in the compatibility 
or incompatibility of the dual role of wife-mother and career woman. A pos sible limi= 
tation inherent in t he method res ults from the absence of  data directly related to the 
popular role theory, beca use no role inventory was employed a s  a meas ure of role atti= 
tude. A viewpoint scale was used to meas ure the degree of guilt the currently employed 
women were experiencing or that the non-wor king women anticipated to feel, s ho u ld they 
go out to work. Whereas role concept is measured indirectly, the data reveal the 
res pondent 1 s perceptions of as pects of  role behaviour which she values over others and 
it is considered that role attitude could validly be meas ured by the degree of guilt . 

Res pondents were as ked whether the pursuit of a career gives ( will give) rise 
to a feeling of guilt because of its irreconcila bility with the family role, and to 
rate on a five-point scale in descending order to the unconventional, the extent of 
guilt they personally felt or expect to feel. A score of 5 represents a highly tradi= 
tional and a score of 1 a highly unconventional role attitude ( App. 2, Q. 2, p. 49 ). 

The mean role perception scores and standard deviations for married and never 
married women are documented separately in Table 4.1 in relation to level of desired 
work conmitment. The two marital groups are separated because the greater experience 
of marrieds in the family role and its contingencies for labour force involvement, as  
opposed to the lack  of  clear definition regarding the family role of  the single woman ,  
could be  expected to influence role perception scores on either side. 

TABLE 4.1 
MEAN-ROLE PERCEPTION SCORES OF MARRIED AND NEVER MARRIED GRADUATES IN 

RELATION TO DEGREE OF DESIRED WORK COMMITMENT 

Mean-role perception score 

Degree of work cormnitment Never married Married 

N x s N x s 

Low: domestic 243 3,2 1 , 33  859 3,4 1 , 35 
Intermediate : deferred or part-
time 657 2,3 1 ,  13 2984 2,7 1 , 20 
High: long-term continuous career 507 2 ,0 1 , 20 864 2,0 1 , 1 0 

Family service or homema king features most prominently in the lives of  tho se 
graduates who score highest on feminine role value orientation. The turning point in 
their short career lives was (or will be) either marriage or motherhood, demonstrating 
that the traditional role value attitude ( mean scores of 3, 4 and 3,2) tends to be in= 
compatible with la bour force involvement. In contrast the women who intend to purs ue 
full-time careers have les s stereotyped feminine role attitudes and demonstrate a 
greater desire to participate in the la bour market des pite family obligations, thus  
ascribing a somewhat les ser degree of importance to the domestic role than to the occu= 
pational role. For Tangri ( 1 975) les s  traditional attitudes towards sex roles are 
equivalent to role innovation. The women exhibiting a more innovative role concept 
seem to expect to manage the d ual role of wife-mother and career woman s ucces s fully 
and the information in Table 4. 1 s uggests a positive relationship between role innova = 
tion and level of  work commitment. 

The findings are persistent to the earlier research res ults of Crawford ( 1 978) 
and Tangri 1 s ( 1 975) s ubjects • intention to return to work a fter having children, and wa s 
also  positively related to role innovation whereas reas ons for not working were a s s o= 
ciated with lower role innovation. Cummings ( 1 977) fo und that women who were feminists 
(t he superlative of innovative role values) were more likely to plan continued than 
interrupted careers. Other investigators agree that women who work of free choice have 
a les s  traditional, more innovative concept of sex roles, but tend to believe that 
according to the extent to which a woman ha s accepted the traditional role values, her 
career orientation should be lower ( 0 1 Leary, 1974 ) .  The relations hip between role in= 
novation and the career orientation of the present s urvey group  may be examined in 
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Tabl e 4. 2. For this purpose the five-point rol e  perception scal e was reduced to a 
three-point rating. The index of rol e  perception thus deve l oped, consisted of 3 de= 

grees : innovational or unconventional ( 1+2), moderate or neutral rol e  attitude (3) 
and traditional or rigidl y  feminine rol e  attitude (4+5). Mean career orientation 
scores for the who l e group are presented in Tabl e 4. 2 in rel ation to rol e  innovation. 

TABLE 4. 2 
MEAN CO-SCORES OF GRADUATE WOMEN ACCORDING TO FEMININE ROLE ATTITUDE 

Mean CO-scores 
Ro l e  attitude 

N x s 

Innovational 2930 3, 5 1 , 07 
Neutral 1753 3, 1 1 ,08 
Traditional 1445 2, 6 1,20 

Whereas the importance graduate women attribute to a career is positivel y 
re l ated to rol e  innovation, resul ts have shown that most graduate mothers in the sampl e 
wil l  not work whil e their chil dren are young and that certain high CO women demonstrate 
l esser work corrmitment than others (Tabl e 2. 2), showing that a high l eve l of career 
orientation does not inevitabl y  l ead to a career. The expl anation may be the degree of 
ro l e  innovation, and the rel ationship between l eve l of work corTJTiitment and rol innova= 

tion among high CO women is examined in Tab l e 4. 3. 

TABEL 4. 3 

MEAN ROLE PERCEPTION SCORES OF HIGH CO MARRIED AND NEVER MARRIED GRA= 

DUATE WOMEN IN RELATION TO DEGREE OF DESIRED WORK COMMITMENT 

Mean rol e  perception score 

Degree of work corrmitment Never married Married 
(N=788) (N=2098) 
N x s N x s 

Low : domestic 5 2,2 1 , 30 19 2,7 1 , 5 2 
Intermediate : deferred or part-
time 314 2, 1 1 ,08 1266 2, 5 1 , 23 
High : l ong-term continuous 
career 469 1 , 9 1 , 18 8 13 2,0 1 , 1 1  

Differing ro l e  val ue orientations can be observed in Tabl e 4. 3 for high CO 
women desiring different degrees of work corTJTiitment. In comparison with high CO women 
opting for a pure l y  domestic rol e  both married and never married high CO graduates with 
definite l ong-term career pl ans show broader sex-rol e  conceptual isation manifesting 
more l iberal attitudes towards women's rol e  to incl ude a work rol e as wel l .  Simil arl y 
both married and never married high CO women with higher feminine rol e  val ue orientation 
scores than high CO women demonstrating high work corTJTiitment, e l ect to postpone a 
career or opt for part-time work ( that is, l esser work commitment). The majority 
(60,3 %) of the high CO married graduates want to del ay their careers because they be= 
l ieve in dual rol e incompatibil ity. Thus, if a strongl y  career-oriented woman's atti= 
tude towards an occupational ro l e  is too strongl y  affected by her duty to her famil y, 
resul ting in a feel ing of guil t, she tends to postpone her l abour force invol vement 
until the fami l y  l ife cycl e reaches the stage where the chil dren l eave school and her 
home responsibil ities are reduced, or she desires part-time invol vement onl y. 

The mean ro l e  perception score differences for the various work commitment 
groups of high CO never married women may not l ook impressive, but whereas sing l e  
women are not yet in a position to project themsel ves into the ro l e  of a married woman 
with fami l y  responsibil ities, as a group of highl y career-oriented women they none= 
thel ess al so demonstrate a tendency to adhere to the traditional rol e  by desiring 

-27-



marriage plus deferred or part-time careers in substantial numbers (40 %). Those 
desiring full-time career involvement demonstrate a less conventional role attitude 
than those who desire lesser work commitment. The fact that only 59,5 % of the high 
CO single graduates desire long-term careers clearly underwrites South African women ' s  
orientation towards the traditional feminine role. In spite of the risk that mother= 

hood may reduce their chances for careers, high CO university-trained women generally 
want to rear their small children themselves. Whether the gratification of rearing 
children transcends the high value attached to professional achievement, or whether 
role attitude is a stronger influence, cannot be said. A mother ' s  guilt, Birnbaum 
(1975) says, stems from a fear of failure with regard to her adequacy as a mother. Most 
mothers want to succeed as mothers rather than as professionals, which means that they 
are eager to reflect the traditional image of woman. Arguments usually sound like this: 
" Given that the role I should accept is a woman's role, then I can justify, rationalize, 
explain taking on a different role if I ' m  so good at the woman's role that no one can 
question it, which then leaves me free to take on the rest" (Hennig and Jardim, 197 7 ) .  

Whereas the high work commitment of some high CO mothers o f  young chil dren 
(Table 3.2) must be regarded as their free choice to work d uring a period when mothers 
should not work according to prevailing social values, career women do not necessarily 
de-emphasize the importance of the family. Single high CO graduates in the sample 
expect to marry and have chi 1 dren ( 68, 3  % )  and a career ( 67 , 7  % computed from Tab1 e 
2.2). In this case a high degree of work conmitment need not mean that the conventional 
feminine role is rejected, it may rather suggest a variance in the women ' s  views of the 
wife-motherhood role, and whereas the information in Table 4.3 does suggest that in 
general the high CO married graduate will persist in seeking satisfaction within the 
traditional role and the occupational involvement, personal role value orientation has 
an important impact on her work commitment. This means that traditional ro l e  perception 
is negatively related to married women's work commitment, a trend also to be observed 
in Table 4.4 for married women in the sample wanting to continue or stop working (App. 
1, Q. 8. 3, p. 44), and evidenced in Table 4.5 for graduates opting for a job or a ca= 

re er ( App . 1 , Q • 9 , p . 4 5 ) . 

TABLE 4.4 
MEAN ROLE PERCEPTION SCORES OF MARRIED GRADUATE WOMEN CONTINUING OR DIS= 

CONTINUING WORK ACCORDING TO LEVEL OF CAREER ORIENTATION 

Continuing Di sconti nui ng 

Level of career orientation Role perception Role perception 
score score 

N x s N x s 

Low 199 3,0 1 , 29 1038 3,3 1 ,24 
Intermediate 289 2,6 1 ,09 750 2,7 1 , 12 
High 1004 2, 1 1 , 19 997 2,4 1,24 

High CO married graduates who stopped or plan to stop working in spite of the 
greater importance placed on work as part of their adult life expectations, hold sta= 

tistically significantly higher traditional feminine role values than those high CO 
married graduates who are dedicated to continuing their careers, whatever the strains 
which seem to be concomitant with a home-cum-career lifestyle. 

4. 2 SELF-CONCEPT 

A second variable used to differentiate career women from non-career-oriented 
women, is their sense of competence ( Hoffman and Nye, 1975). A woman's attitude to= 
wards the feminine sex role refers to the self and may be considered part of her self
concept, how she views herself or the image she has of herself. The feeling of guilt 
abo ut work discussed here, is thought to be associated with the woman's self-concept. 
The research of Nevill and Damico (1974) suggests that the greatest conflict for the 
woman of today revolves around her image of herself; the more negative the image the 
more guilt-ridden she is, the more positive a woman's concept of herself as effective 
and competent the less conflict is experienced. This self-image must be seen as 
crucial in determining woman ' s  career aspirations and life-style wishes. 

-28-

I I I 
I . I I 



No descri pti ve i nstrument was used i n  the present study to me t. 
Certai n atti tudinal i nformati on v ia  the women ' s  reacti ons to themselves i n  response to 
a questi on regardi ng the reason for thei r preference for ei ther job or career (App. 1, 
Q. 9, p. 45), i s  cons i dered to have value as an i nd i cator of self-concept. The cri te= 

ri on used here i s  the women's personal assessment of the i r own competence. Two groups 
d i ffer ing i n  terms of thei r self-i mages are compared : 

( i ) The asp i r i ng woman who i s  seek i ng a career rather than a job places a h i gh 
value on herself, her i ntelli gence, leadersh i p, abi li ti es and potenti al, she demon= 

strates confi dence i n  her abil i ty to master any task and to reach the top; 

( i i )  the woman who shi es away from a challengi ng career and management i s  aware 
of personal li m i tati ons, prefers to work under somebody, d i sli kes organi s i ng other 
people and admi ts that she does not have the personali ty or the abi l i ty to manage or 
plan at top level. 

Codes were developed for such self-descri pti ve responses. Items were rated on 
the basi s of how descri pti ve each i s  as an i nd i cator of a posi ti ve or negati ve self
concept and response clusters were sorted i nto two categori es :  h i ghly pos i t i ve and 
h i ghly negati ve. There was no measure for i ntermedi ate scores. Results of the coded 
self-evaluati on responses are reported i n  Table 4. 5 i n  relati on to work co1T111i tment de= 

cisi on and role percepti on. 

TABLE 4. 5 
MEAN ROLE PERCEPTION SCORES OF GRADUATE WOMEN EXHIBITING EITHER NEGATIVE 
OR POSITIVE SELF-IMAGE ACCORDING TO DEGREE OF DESIRED WORK COMMITMENT 

Negati ve self- Pos1t 1 ve self-
i mage i maqe 

Degree of work conmi tment Role percepti on Role percepti on 

N x s N x s 

Low : domest i c 90 3,4 1 , 3 1  6 7  3,3 1 ,45 
Intermedi ate : deferred or part-ti me 174 2,8 1 , 18 335 2,5 1 , 17  
H i gh: long-term continuous career 33 2,6 1 ,35 173 1,9 1 ,06 

TOTAL 297 3,0 1 ,2 7 575 2,4 1 , 25 

As a group, graduates w i th hi gh self-esteem demonstrate more role i nnovati on 
than those  wi th low self-esteem. In compari son, the groups di ffer not only i n  terms 
of thei r self- i mages, that i s  i n  respect of the negati vely and pos iti vely valued aspects 
of s elf, but accordingly also i n  des i red work i nvolvement. Whereas a small proporti on 
of those exhi b i ti ng low self-esteem des i re a conti nuo us full-ti me career, the ir  mean 
role percepti on score d i ffers from that of h i gh self-esteem women who des i re s i mi lar 
career i nvolvement. The graduates who reported hi gh self-esteem, exhi bi t a more un= 

conventi onal femi ni ne role value ori entati on and a hi gher degree of work co1T1T1i tment 
than those who percei ve themselves as less competent, i rrespecti ve of level of career 
ori entati on. 

Self-concept and role atti tude ori g inate i n  early experi ence and certai n  antece= 
dent fami ly vari ables have been i dent if i ed by i nvesti gators l ike Braverman 
et  a l . , ( 1972) to be i nstrumental i n  produci ng personal characteri sti cs typi cal of career 
and non-career women. An attempt i s  therefore made to i solate certai n  antecedent va= 
ri ables whi ch mi ght have enhanced the graduates • predi sposi ti on towards gai nful employ= 
ment. 

4. 3 ANTECEDENT FAMILY VARIABLES 

It i s  generally accepted that role models or i denti f i cati on models of behavi our 
are essenti al for the development of a self-concept and role atti tude. Angri st and 
Almqu i st (1975) observed that certai n  women are exposed to broader or les s  conventi onal 
role def ini ti ons whi ch may i ncrease the number of li fe-style cho i ces open to them. The 
res ults of Oli ver's (1975) i nvest i gati on s upport th i s  propos iti on. 
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In the present research a rela tionship has been es tablished between women's ca= 
reer s tyles and their perception of the feminine role. Role attitude develops over a 
period of time and a woman, perception of sex roles and of self may be influenced by 
the degree of actual sex role differentiation that she experiences in her family. If 
both parents are employed outside the home, their roles are more li kely to be perceived 
as similar and from the relevant literature, maternal employment emerges a s  a highly 
significant antecedent family variable in the career plan of women. 

4. 3. 1 The working mother 

A woman ' s  relationship with her mother a s  she grows up can be expected to be 
closely rela ted to her attitude towards her own role a s  an adult. The mother ' s actual 
role influences her daughter ' s  career a spirations in that the daughter's role perception 
i s  s trongly related to the image of the role model presented by her mother. Thus non
career women could be expected to be supportive of traditional sex roles, their models 
being their homema king mothers who do not provide models of women achieving outside 
the home. Since maternal employment would be a s sociated with les s differentiated pa= 
rental role behavi ours, the daughters of working mothers develop a different concept of 
women ' s role than those whose  mothers do not work (Gold and Andres, 1978 ) .  Thus, the 
exposure to a role model who implements an unconventional social role providing a vivid 
demonstration of how to combine family and work, could be expected to enhance the pro= 

babilities that the daughter will herself seek  gainful employment. 

Baruch (1974 ) warns that this may not be the whole truth because modelling may 
be conditioned by other positive characteristics of the mother. A daughter ' s  accept= 
ance of her mother ' s role for herself also depends upon how satisfied she feels her 
mother i s  with her occupational role. Working from dire financial neces sity cons ti= 
tutes a quite different motive and presents different role images from the positive 
role model who works by choice for sheer pleasure and self-development. 

The effect of a working mother on the role patterns of these gradua tes may be 
examined from information collected from the respondents who had to indica te whether 
their mothers had often, seldom or never worked outside the home (App. 1, Q. 3, p. 43 ) .  
A working mother was categorised according t o  whether or not she had a consis tent work 
his tory. The mothers of the majority of graduates (66,9 % or 4102  in 6131 ) had never 
worked outside the home. Less than a quarter had worked consis ten tly (21 ,3 % or 1304 ) 
and only 11 ,8 % (725 ) occa sionally. Mean role perception s cores of the respondents in 
rela tion to mother's work his tory were computed and are presented in Table 4. 6. 

TABLE 4. 6 
MEAN ROLE PERCEPTION SCORES OF GRADUATE WOMEN IN RELATION TO MOTHER ' S  

WORK HISTORY 

Role perception 
Mother's work his tory 

x N s 

Consis tent 1304 2,5 1 , 26 
Occa sional 725 2,5 1 , 22 
None 4102 2,7 1 ,30 

Mean s cores of career orientation level were compared and those of women whose 
mothers worked consis tently or occa sionally were found to  differ slightly from those 
of graduates who se mothers never worked. This finding is consistent with the report 
by Parsons et a l . , (1978 ) that mothers with careers tended to have daughters 
with high career orientation and women with mothers who did not work, tended to have 
lower career orienta tion. The mother's career may of course not have been the only 
enriching experience enhancing career-rela ted roles in growing girls. Such a highly 
educated population (Parson's subjects  were also college women ) is sure to have had 
considerable exposure to other social forces affecting role change and the graduates 
might have been genera ted by some succes sful career model in their environment to  feel 
that occupational achievement by a woman was a suitable and even desirable goal for a 
girl. 
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One more factor rel ating to a woman ' s  earl y home environment , her sel f-concept 
development and the likelihood that she will subsequently pursue a career , is her iden= 
tification with one or both of her parents.  

4.3.2 PARENT IDENTIF ICATION 

The relation of career orientation to mother ' s  work commitment endorses the 
significance of identification and rol e-model l ing within the famil y  and evidence is 
accumulating which supports a rel ationship between children ' s  and their parents ' work 
values (Wijting e t  al . ,  1978). The meaning attached to work or work attitude deve l ops 
according to the individual 's experiences in growing up . Parents are the principal 
identification objects and worker models for their children who identify themselves 
with their parents and internal ise  the parents ' attitudes. 

Identification is general l y  defined as the chil d ' s perceived simil arity to one 
of the parents. The natural process is for the girl to see her future clearly defined 
as simil ar to her mother's rol e and to internal ise the traditional rol e nonnal l y  por= 
trayed by her mother. The graduates were as ked with which parent they identified most. 
The rel ation between parent identification and rol e perception can be examined in Tab l e 
4. 7. 

TABLE 4.7 
MEAN ROLE PERCEPTI ON AND CAREER ORIENTATION SCORES OF GRADUATE 

WOMEN I N  RELATION TO PARENT IDENTIF ICATION 
Role perception Career or1 entat1 on 

Parent identification score score 
N x s N x s 

Mother 1810 2 , 1 1 , 30 1809 3 ,  1 1 , 20 
Father 2498 2 , 6 1 ,28 2500 3 , 2 1 , 15 

The possibil ity of parent identification having a rol e modelling affect on 
daughters ' innovational rol e  perception receives onl y slight support from the result s  
in Table 4. 7. Daughters who identify more with their fathers are slightly more in= 
cl ined to have innovative role perceptions and to be more career-oriented. 
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CHAPTER 5 
WORK FIELD , WORK COMMITMENT AND CAREER ORIENTATION 

The distributi on of South African women over the occupati onal spectrum i s  re= 
fleeted i n  the labour force statistics and shows that women are concentrated i n  four 
fi elds : 83 % are i n  teaching ,  nursi ng ,  cleri cal and sales occupations (SA , 1 979 ) . 
University women's work role aspirati ons , type of work desired and anti cipated labour 
force involvement in this field have impl ications for the economy . The women tend to 
major i n  education , soci al welfare work , library science and such trad i tional female 
fields that seem less conflicting with the accepted female role . The proportions of  
women graduating i n  the non-traditi onal fields of  engineer i ng, law , med icine and 
busi ness adm i nistration ,  are small. 

Respondents in the present survey were asked what their usual occupati ons were , 
regardless of whether or not they were employed at the time . Most graduates se l ected 
traditional female career roles with occupational choices centering around the pro= 

fessions of teaching , social work , medical auxiliaries and librarianship and on l y  smal l  
numbers selected the higher prestige profess i ons whic h could be regarded as non-tradi= 
tional from a female point of view . The persistence of un i versity women to shirk  
away from fields carry i ng hi gher status and economic rewards suggests that women may 
have different educati onal values and occupational goals than men . Whereas men choose 
work to suit their interests and abil i ties , women tend to choose work to fit in with 
their traditional role. For a woman , work is not the sole i ssue; it is rather more of 
a compromise in  her adult life. For women students in general , the most important future 
goal is  not functionally related to preparat ion for a ca reer , and occupational choice 
does not necessarily mean actual entry i nto a career . Being housewife is a con sta nt al= 
ternative . The woman student also enters university vlith fixed role values . I n  t he 
choice of a work field she tends to be practical because she expects to marry , to br i ng 
up a fam i ly and from the reasons furnished for occupational choice (App . 1 , Q . 2 . 3 , c . 42) � 
i t  is evident that some regard the qualifi cation as no more than an insurance policy 
whi ch mi ght be useful some day should they be forced to work . For most women i t  is a 
fi eld i n  whi ch they are interested , though more often they opt for occupations they con= 
sider flexible enough to be combi ned with family responsibilities . It is not so  much 
the cho i ce of an i deal occupat i on , but the choi ce of a total life-style , and consequent= 
ly they believe they should not choose a career which will be d i ffi cult to combine with  
chi ld-rearing . Thus women may be avoi ding technology and science merely because they 
reali se that these fields are too demand i ng for a woman who wants to comb i ne a career 
with marriage and a fam ily .  The present sample's comments are reminiscent of other 
research . Angrist and Almquist ( 1 975) remark : 1 1It i s  in the choice process that women 
express their broader concern for adult life . . .  how to mes h  marriage , parenthood and 
personal interests and career aspi rations 1 1  (p . 1 06 ) .  Thus other th i ngs being equal , 
women will choose careers consi stent w i th their concepts of their roles as women . 

Self-concept (what one i s :  a woman ) interacts with role (what one does or is 
supposed to do ) to determine behaviour . Theory and research on career cho i ce point to 
the importance of a person's role concept as a determ i nant of vocat ional preference s 
(Terborg, 1 977) . For the purpose of determining whether graduates in the present 
sample who are oriented towards occupations that conform to the trad i t i onal female role 
expectations of nurturing and service ,  differ si gnificantly on role innovation from 
women who are oriented towards occupations that are non-traditional , two groups were 
identi fied and compared : 

( 1 )  Traditionals or women in typi cally female fields : teach i ng ,  auxil iary 
health careers , domestic sci ence, social welfare work , library work ; 

( 2 )  non-traditionals or women in atyp i cal or masculine fields : technology , 
science , mathematics ,  medicine , pharmacy , law and business administration .  

Altogether 2357 graduates were thus identified , a third (34 ,8 % )  of whom had 
chosen atyp i cal occupati ons . Typical and atyp i cal choosers were then compared in 
respect of role innovat ion , level of career orientation and degree of desired work 
commitment . Table 5 . 1 shows level of career orientation, mean role perception scores 
and of women in traditional female fields in  comparison with women in atyp ical fields . 
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TABLE 5. 1 
LEVEL OF CAREER OR I ENTATION AND MEAN-ROLE PERCEPTION SCORES OF TRAD I TIONALS 
IN RELAT ION TO THOSE OF NON-TRADITIONALS 

Traditionals Non-traditionals 

N x s N x s 
Role perception 1537 2,6 1 ,28 820 2,5 1 ,27 

Level of career orientation N % N 0/ 
/() 

Low 461 30, 1 183 22,4 
Intermediate 382 24,9 186 22,7 
High 690 45,0 449 54,9 

TOTAL 1533 100 818 100 

A greater proportion of the women in non-traditional work fields demonstrate 
high career orientation than those in traditional fields and they have a more innova= 

tive role perception. 

In Table 5. 2 the degree of work commitment is examined a ccording to the two 
groups. 

TABLE 5. 2 
MEAN ROLE PERCEPTION SCORES OF TRADITIONALS AND NON-TRADITIONALS IN RE= 

LATION TO DEGREE OF DESIRED WORK COMMITMENT 
Role perception s cores 

Degree of work commitment Traditionals Non-
traditionals 

N % N % 
Low : domestic 283 18,5 101 12,4 
I ntermediate : deferred or part-time 963 63,0 488 59,8 
High : long-term continuous career 283 18,5 227 27,8 

TOTAL 1529 100 816 100 

The information in Table 5.2 bears evidence that women choosing atypical work 
role s demonstrate relatively higher work commitment than those in traditional female 
career roles: 27,8 % of the atypical choosers desire long-term full-time continuous 
careers a s  a pposed to only 1 8,5  % of the traditionals. 

5.1 WORK COMMITMENT MEASURED BY EMPLOYMENT QUDTIENT 

Employment Quotient ( EQ) is ba s ed on actual work h istory and rated to range 
from high (5) to low work commitment (1). Mean EQ score s were computed for married 
graduates in the pre s ent sample and the work patterns of those i n  the 10 s elected occu= 
pations and during various life cycle stage s, are pres ented in Figures 5.1 (a) and (b). 

The married graduates' commitment to work v ary considerably according to work 
field and the EQ patterns in res pect of three occ upations with a pos sible fourth, dif= 
fer noticeab ly  from the general pattern acros s  the age s pectrum and in the total. The 
graduate s concerned are medical doctors, women in busines s  administration and acade= 
mies (university fa culty members). Doctors demonstrate significantly higher work com= 
mitment as mea s ured by EQ than those women in most other fields; the medic i ne 
have a greater probabil ity of combining marriage and a career than other university 
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FIGURE 5. 1 (a ) 
MEAN EQ SCORES OF MARRIED GRADUATE WOMEN ACCORDING TO FIELD OF WORK AND AGE 
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FIGURE 5.1(b) 
MEAN EQ SCORES OF MARRIED GRADUATE WOMEN ACCORDING TO FIELD OF �ORK AND AGE 
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women .  Not onl y  does the need for the i r serv i ces exi st at a l l t imes, but as a resu l t  
of the deve l opment i n  med i c i ne, doctors risk substanti a l  deprec i ation of the i r  sk i l l s 
through d i suse and obsol escence i f  they withdraw from the l abour force for any l ength 
of t ime to care for the ir  young ch i l dren.  C h i l d-bear ing is  presumabl y as i mportant a 
vari abl e i n  career or i entat ion as i n  work commitment for marr i ed women, but somet i mes 
a woman has to put her home second . 1 1 There are ti mes, 1

1 wr ites O'Ne i l l  ( 1 965), 1

1when 
a woman in  a professi on must pl a ce her career f i rst . .. A woman doctor, for examp l e, 
cannot pl ace her c h i l dren f i rst a l l the t ime 1 1  ( p. 1 5) .  

The med i an years of pract i ce  of the present med i ca l  group was found to be 20 
years with that of the top 1 0  %, 35 years .  Th i s  suggests reasonabl y  strong career con= 
t inui ty c�nsi der ing the many years of part-t i me work women doctors are forced to do 
dur ing chi l d-reari ng years (part-ti me was ca l cul ated as ha l f  of fu l l  years for purposes 
of EQ ) .  From ava i l abl e stat i st i cs i t  i s  known that the percentage of doctors in  the 
present samp l e reporti ng part-ti me acti v ity, ranges from 58,1 % for mothers with pre
school ers to 57, 7 % for those w ith  sc hool -go ing c h i l dren (onl y )  i n  the home. On ly  8 
of these 1 1 4 doctor mothers are not currently  emp l oyed . 

It is a l so evi dent from comments on the quest i onna i res that med i ca l  women have 
a strong sense of responsi bi l i ty to meet the demands made on the i r  serv i ces. One doc= 
tor wr ites that she gave b i rth  to each of her 6 ch i l dren dur i ng vacati on l eave and 
has never l eft her practi ce .  The interest in med i ca l  work woul d seem to pers ist in  
spite of the c l a i ms of domest i c dut i es .  The doctors do  not rej ect motherhood but seem 
to achi eve a hea l thy ba l ance between the i r  profess i ona l and fam i l y  goa l s. 

S imi l arl y i t  appears from Figure 5 . 1 (b )  that women i n  bus iness adm i ni strat ion 
and uni versity facu lty members refl ect an equa l l y  strong pattern of career comm i tment 
w ith  no si gni f i cant d i fference between the i r  mean EQ scores, fol l owed by women prac= 
t is ing the human sci ences ( inc l uded are c l i ni ca l  phychol og ists, researc hers and per= 
sonnel managers) . Human sc i ent i sts register s ign if i cant l y  h i gher work comm i tment than 
natura l sc i enti sts (p � . 01) and than both home economi sts and l i brari ans (p � .05) . 
Whereas no si gn i fi cant d i fference was found between the mean EQ scores of teac hers and 
home economi sts, teachers demonstrate si gni f i cant l y  hi gher work commitment than both 
natura l sc i ent i sts and c l erks (p � . 05 ) . 

The re l at ive l y  h i gh proporti on ( 1 3,5 % )  of graduates i n  c l er i ca l  work i s  a 
somewhat revea l i ng observat i on and must si gni fy the under-uti l i sati on of h igh-l eve l 
womanpower . Many h i gh l y  tra i ned women have been found to take on c l er i ca l  work on 
resum ing a career, ma i nl y  because of l a ck of experi ence i n  th e f i e l d  they were tra i ned 
for . Ot�ers prefer th is occupat i on to teach ing because cond it ions of work are conge= , 
ni a l , hours are regul ar and they do not have to take the job home . Many more f i nd 
work onl y  i n  the c l eri ca l  f i e l d for want of work-or i ented tra i n i ng i n  the i r  degree 
courses . For most suc h  graduates t he jobs open to them offer l i tt l e  se l f-actua l i sa= 
t ion, so they do not w ish to stay l ong . C l erks demonstrate the l owest work comm itment 
because of the i r  most h i gh l y  i nterrupted servi ce .  

In marked contrast w ith  other non-trad i t iona l s  the l ow average l abour force 
act i vity rate of natura l sc i enti sts equa l s  that of graduates in c l eri ca l  oc cupat i ons 
at a l most every l i fe cyc l e stage and in  the tota l .  Sobo l ( 1 975) found an unusua l l y  
negati ve re l ati onsh ip  between work comm itment and degree ma jor i n  sc i ence subj ects, 
but l ow work comm itment does not necessari l y  have to po i nt to l ow career or i entat i on 
on the part of researc h sc i ent ists . A sc i ence career woul d requ i re them to rema in 
act ive i n  the i r  f i e l d  w it hout l engthy i nterrupti ons duri ng the i r  potent i a l l y  most 
creat i ve years and marri ed women usua l l y  cannot pursue occupat i ons requ i r i ng cont i =  
nuous work . Not onl y  do sc i ent ists who l eave the i r fi e l d for some t ime suffer sub= 
stanti a l  deprec i ati on of acqu ired ski l l s, but deve l opment i n  sc i ence i s  at the same 
t ime so enormous and fast than i t  is  not poss i bl e for any sc i enti st to drop in  and 
out of research.  

Whereas Sobol ( 1 975) contends that women sc i ent ists are not l ike l y  to wi sh  to 
cont inue in  research for too l ong, Ha l l er and Rosenmayr ( 1 9 7 1 ) ho l d  the v i ew that i f  
a woman worker sees work as a cont inuat i on of the fema l e  ro l e, she woul d be more l i ke= 
l y  to w ish to cont i nue work . The fact that 42, 7 % (230 in  539 ) of the marr i ed natura l 
sc i ence graduates are teac hers and ma i nta i n  a h igher l abour force act iv ity rate than 
research sc i enti sts, may or may not support Ha l l er's theory . Opportun it i es i n  i ndus= 
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try for women scientists are very limited, where women are generally employed at tech= 

nician level (Wessels, 1975) and the married scientists ' low work commitment may signi= 

fy their belief that their jobs are low-level research jobs without a future . They 
may even be moved to revert to teach science rather than to practise it with the 
scarcity of science teachers, and a s  Haller might argue, the actual occupational 
choices of science graduates in the end tend to become more realistic in tenns of fe= 
male role values . 

In teaching, temporary absence from the labour force as  well a s  subsequent re
entry, is ea sier. Whereas it is popularly believed that in general women seem to 
manage to work relatively continuously as teachers, the median years of service for 
all the married teachers in the sample was only 15,5 years, which does not reflect a 
strong pattern of career continuity. These are secondary school teachers and it ha s 
been found that women teachers in secondary education were relatively more work com= 

mitted than those in elementary education (Schab in Theodore, 197 1). 

Using EQ a s  measuring instrument of  the level of work commitment, the graduates 
found to be highest in work commitment are in medicine, busines s, university teaching 
and the human sciences, fields which have all been defined a s  ma sculine, representing 
innovative career decisions on the part of women (Angrist and Almquist, 1975) and 
which are among the highly paid prestigious and worthwhile occupations .  

Work corrmitment decisions relate to the question whether women plan short-tenn 
or long�tenn employment or a life-style without a career (that is no work corrmitment 
after marriage) . Table 5 . 3 shows degree of desired work comnitment a s  evidenced by 
the graduates' own decisions about their involvement in marriage and career (App. 2, 
Q. 1, p .  49) by rank order, both of lowest and highest level of commitment in relation 
to oc�upational field. The data concern both married and never married graduates . 

TABLE 5.3 
RANK ORDER OF LOWEST AND HIGHEST DESI RED LEVEL OF WORK COMMITMENT 

ACCORDING TO FI ELD OF WORK 
Lowest , n  work Highest in work 

F i e l d  of work commitment co111T1itment 
N % Rank N % Rank 

order order 
Medici ne 10 4,2 10 88 37,3 2 
Business 26 16,8 7 50 32, 1 3 
Un i vers i ty educa t i on 30 7 ,7 9 169 43 , 6 1 
Human science 23 12,3 8 47 25, 1 4 
Education (Lib.Arts) 288 20,8 3 310 22,4 6 
Education (Science) 54 18, 1 6 68 22,8 5 
Home economics 35 25,7 1 15 1 1  , 0 10 
Natural science 79 19,3 4 70 17, 1 8 
Li bra ry work 7 1  18,6 5 68 17,8 7 
Clerical 113 22,6 2 66 13, 2 9 

Heading the list of  highly work committed graduates by own choice are still 
the academics, doctors, women in business and human scientists, a s  they likewise rank 
lowest in domestic orientation . The numbers desiring deferred or part-time work in= 

volvement have been omitted from Table 5 . 3, but les s  than half (48,7 %) of the univer= 

sity staff desire such employment . University lecturing is more flexible than most 
profes s ional work. Just over half (51 ,3 %) of the busines s  women similarly desire 
les s er work involvement . In comparison, nearly 60 % (58,5 %) of the physicians would 
rather work onl y part-t ime or ful l -time onl y after chi l d-rearing .  1he h i gh actual l a= 

bour force activity rate medical doctors register (Figure 5 . 1), probably underwrites 
their preparednes s to serve on the strength of consideration for shortages in their 
profes sion. Both doctors and human scientists desire les ser work comnitment in rela= 

t i vely h igher numbers than teachers. 

Graduates in home economics are qualified secondary school teachers. A some= 
what oppo site trend is to be observed in their ca se than for other teachers namely 
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the lesser likelihood of their pursuing full-time careers . In comparison home econo1 
mists are the most domestically oriented among the graduates in the 10 selected fields 
and least likely to want full-time careers, followed by clerks, teachers from the Arts 
faculties, natural scientists and librarians. 

_ Some tentative conclusions may be drawn from the data collected . The work 
commitment of women who have careers in masculine fields of work is greater than that 
of women in female professions, a finding supported by Tangri ( 1975), Angrist and 
Almquist (1975). Tangri has also suggested that role innovation plays a part in women ' s  
penetration into fields historically dominated by men. Such a relationship could not 
be established when traditionals and non-traditionals were grouped together (Table 5 . 2) .  
Work commitment, however, has been found to be positively related to a unconventional 
attitude towards women's role in society, and the notion of role innovation relating 
to type of work aspired to, must be examined further .  

5 . 2  TYPE OF WORK, ROLE ATTITUDE AND CAREER ORIENTATION 

The purpose is to explore if any systematic differences in role attitude and 
career orientation exist between women in terms of type of work . Table 5 . 4  contains 
information on the level of career orientation and the role attitude of graduate women 
in 10 selected fields of work. 

TABLE 5. 4 
MEAN SCORES OF CAREER ORIENTATION AND ROLE PERCEPTION AND RANK ORDER OF MOST CAREER 

ORIENTED AND MOST ROLE INNOVATIVE GRADUATE WOMEN ACCORDING TO FIELD OF WORK 

Role perception Most Career Most 
Field of work inno= orientation career 

N x s vative N x s oriented 

Medicine 236 2,3 1 , 1 7 1 236 3,8 0, 9 1  1 
Business 157 2, 4 1 ,26 3 156 3,4 1 , 21 3,5 
University education 390 2,4 1 ,20 3 390 3,7 1 ,02 2 
Human science 186 2,4 1 ,24 3 187 3,4 1 , 10 3 , 5  
Education (Lib. Arts) 1389 2,7 1 , 29 8 1390 3, 1 1, 16 6,5 
Education (science) 299 2,7 1 ,39 8 299 3, 1 1 , 13 6,5 
Home economics 135 2,6 1 , 35 5,5 136 2,9 1 , 20 9,5  
Natural science 411 2,6 1 ,33 5,5 411 3,0 1 , 18 8 
Library work 382 2,7 1, 28 8 381 3, 1 1 , 12 6,5 
Clerical 501 2,8 1 ,29 10' 501 2,9 1 , 1 7 9,5 

Mean scores in Table 5 . 4  show women in medicine, business administration, 
university education and the h uman sciences not only to be the most strongly career
oriented but also to exhibit a more unconventional attitude towards the female role . 
Neither physicians nor academics are significantly different from business women or 
human scientists in terms of non-conformistic role attitude . Women in the traditional 
female fields of teacher, librarian and clerk hold more traditional conceptions of 
women's role than physicians, academics, h uman scientists and business women, but it 
is only medical women and academics who demonstrate a more innovative female rol 
attitude than natural scientists and home economists. 

Whereas women in medicine and university education do not differ significantly 
in terms of career orientation, they are significantly more career-oriented than both 
women in business and h uman scientists, who on their part still exhibit significantly 
stronger career orientation than the women in other fields . No significant differ= 

ence was found between the mean career orientation scores of teachers from the Arts 
faculties and science teachers, nor between those of home economists and librarians , 
though librarians were shown to differ from clerks at the .05 level of significance 
in terms of career orientation. 

- 38-

_J 



When the various  components of the traditional and non-traditi onal groups are 
compared, certain relationships tend to become more apparent. The finding that the 
more masculine the field the greater the work attachment (Table 5. 3), also  means that 
women penetrating into masculine work fields as a gro up, share a pattern of career 
orientation to a greater extent than do those  in traditional feminine fields. This 
does not neces ::.arily mean that very highly career-oriented women will not choose tra= 

ditional fields, but one would expect only highly career-oriented women to choo se 
masculine fields. 

One more differentiating variable of significance between women in traditional 
female occupations and those  in traditional masculine occupations is attitude toward 
women's role. Women who are more traditional in their role attitude are more likely 
to choose feminine careers than women who exhibit a more unconventional attitude. 
Comments on the q uestionnaires on the matter of occupational choice provide supportive 
data for the theory that women tend to view an occupational role as favourable or un= 
favourable for them because their ideas of that occupation either do or do not fit 
their role concept. Whether a work field more clo sely related to traditional female 
activities reflects an attempt to resolve the family work role conflict or whether it 
is the women's earnest interest in service and nurturing activities, cannot be deter= 

mined, yet it must be as sumed that their work aspirations are largely controlled by 
s ociety's image of women. 

The precise extent to which women's exclusion from certain fields of special= 

ised training is the res ult of self-imposed exclusion as a result of sex role s ociali= 
sation, would be difficult to determine; b ut however apparent it seems that choice 
of work role and family role is not a s  problematic a s  was once the ca se, the main 
choice for women at this stage still seems to be between working and not working 
rather than a free choice among a variety of work fields.  
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CHAPTER 6 
CONCLUSIONS AND RECOMMENDATIONS 

The sampl e for the study compr i sed univers i ty-educated women and generalisa= 

tions from the findings beyond the graduate popul ati on shoul d be made cauti ously . 

In contrast to the earl ier singl e  al ternative, marriage or career, women's 
choice ca n now be marriage er career or both, and th i s  study shows that university 
women genera l ly l ook forward to a l i fe wh i ch wil l i nc l ude both marriage and work in 
the tota l pl an. A widening variety of choice of feminine l ife patterns is revea l ed, 
but the dominant view i s  a ful l  fami l y  l ife with room for s ome work at convenient  
stages of the fam i l y  l ife cycle. 

Three types are character i sed in terms of the l ife-styl e preference dimension : 

(i ) Non-careerists with fami l y-centred aspirations comprise the smal l est 
group ( 18 56 ) .  

( ii ) A second gro up inc l udes the l argest proportion of women in the sampl e 
(59,6 %), primaril y  family-role-oriented, who will work only at those ti mes of their 
lives tha t permit working . 

(iii) The careeri st group (22,4 %) exh i bi ts career-centred aspirations, those 
of continuing a ful 1 -t ime career . A negl ig i ble 1 �� of  the married graduates and 14 ,4 ;; 
of the never marrieds want careers at a l l co sts, with or without the famil y  ro l e. 

Resul ts indi cate that many factors are re l ated to the women ' s  des i re for a 
career, a desire found to be rather one of organising occupat i onal decisions around 
home responsibilities . This  study of women ' s work commitment dec i sion therefore takes 
into account both the role multiplic i ty that women antic i pate and the changeabi l ity i n  
thei r preferences as a resul t of family circumstances . The focus of the research i s  
to as ses s  the effects of situational and individual variables on women's career aspi= 
rations. 

In summari s i ng the situational variabl es which appeared infl uential in decis i on 
taking, the ro l e  combination plans of never married and those of married graduates were 
found to be identical  and marita l status is an insigni ficant var i ab l e in the work i n= 
vo l vement preferences of graduate women. Chi ld-rearing is c l o sel y re l ated to wor k 
commitment and is a s i gn ificant variabl e in the decision to take up empl oyment. 
Mothers general ly demonstrate a l ow desire to work fu l l -time, with the anticipated 
work commitment at its lowest where there are pre-schoo l ers. Thus for most grad uates 
work becomes a definite el ement only during the earl y and l ater stages of the famil y 
l ife cycl e. Preference for part-time invo l vement figures prominently i n  the decis i on s  
of  those who expect to  work after marriage ( 41  ,9 % of  married and 23, 6 % of the gra= 
duates now sti l l  singl e). The need for a more flexible workday to accommodate more 
of the country's highly trained housewives  in industry is regarded as of the highest 
priority. 

No markedl y  strong re lationship was observed between degree of desired work 
commitment and l evel of career orientation and for some high CO women career or ienta= 

tion remains an insignificant predictor of the probabi l ity of emp l oyment even when 
bolstered by such s i tuati onal attribute as absence of chi l dren . The evidence is c l ear= 

l y  that a high l evel of career orientation does not necessarily turn a woman i nto a 
career woman and the effect of particular i ndiv i dual variabl es which might enhance the 
graduate ' s  pred i sposition towards career pursuit, had to be tested . 

Attitudinal variab l es studi ed, i nc l ude ro l e  perception and self-image. Where= 
as  the majority of the subjects emerge a s  neither soli d l y traditiona l nor high l y uncon= 

ventional i n  their attitude towards the ro l e  of women i n  the family, the findings show 
a moderately strong relationship between work commi tment and ro l e  perception. Ro l e
innovation i s  shown a s  a more reliabl e predictor  of high work corrrnitment than career 
or i entation. 

Though no re l at i on ship was found between leve l  of career orientation and sel f
concept, a pos i ti ve s elf-image is positively related to both innovationa l role att i tude 
and high l evel work commitment in graduate women. 
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The res earch shows how notably women are influenced by their traditional 
funct i on and i t  would not seem pos s i ble for a woman to commit herself to a career to 
the extent a man can. Simi larly, value s about the type of work chosen have not been 
found to be a major aspect of the career aspi rati ons of women who have tra i ned at 
uni vers i ties , but the compat i b i lity of work w ith domest i c  respons i bi lit i es plays a 
very s i gn ificant role in the ir  occupational choi ce and li fe-style aspirat i ons. Whi ch= 
ever work the women i n  the pres ent study chose, the majority expect i nterrupted careers, 
and this wa s found to be true for both high CO women and those who are not very highly 
career- ori entated. However, the work comm itment of women followi ng careers i n  
mas culine fields has been found to b e  higher than that of women i n  traditional female 
occupat i ons. Both career or i entat i on and role percepti on are s i gni f icant i n  the d i ffer= 

entiat i on between women pursu i ng trad i t i onal female careers and those i n  male dominated 
occupa tions, yet although attitud inal differences provi de relevant data, it remains 
insufficient for adequately conceptuali s i ng personality types of women i n  relat i on to 
career and domestic preferences. 

The study offers many lead s  for further research and should st i mulate investi= 
gat i on into the relat i onsh ip  between soci ali s at i on patterns and adult femi n ine role 
percept i on i n  both men and women, a s  well a s  re searc h  a i med at the pred i ct i on of 
women ' s  occupat i onal choice on the bas i s  of femi ni ne role percepti on. 

In general the fi nd i ngs are cons i stent w ith  the s i tuati onal explanati on for 
marri ed women ' s  work commitment by oversea s  i nvest i gators.  It i s  ev i dent that only i f  
women ' s · work i nvolvement rema i ns constant throughout the li fe cycle can pred i ct i on of 
female labour force participati on rate s be faci litated. However, t he i mpli cati ons of 
the pre sent find i ngs may be profitably explored further i n  terms of the i r  relevance 
for predi cti ng labour force behavi our i n  women. Yet, i n  order to speak mean ingfully 
of the work comm itment of women, res earch  must also cons i der the i mportance of such 
reality factors as  i nadequate child care fac i l it i e s  and more part i cularly the lack of 
support from i ndustry in areas of job s hari ng, part-t i me employment and flex it i me. 

In th i s  i nvest i gat i on h i gh work corrmitment in  uni vers i ty women was related to 
career interests and the des i re to work for a greater number of years after marri age. 
Since the more educated women are probably more li kely to s eek the extra st i mulat i on 
that worki ng affords, it  i s  suqgested that the vali d i ty of the pres ent e st i mat ions of 
women ' s  des i re to work be tested on populat i ons d i ffer i ng from t h i s s ample in educat i on 
and occupat i onal cho i c e  when econom i c  level and husband's percepti on of the fem in ine 
role could a l so be taken i nto account. 

Even if the find i ngs suggest that women ' s  ma i n  li fe-style cho i ce i s  one of 
accommodat i ng both parental and occupat i onal roles, at lea st as  i t  appli e s  to uni vers ity 
women , soc i ety ' s  value system continue s to d i ctate the extent to wh i ch and at what 
stage a woman w i ll f it  work into her li fe. Si nce cultural values may change over t i me, 
re search on women ' s  career aspirati ons w i ll have to be revised conti nually in the 
future. 

F i nally a follow-up study on the present subjects fi ve or ten years hence i s  
recommended i n  order to determine not only whether they have rema i ned constant to 
their expres s ed work-i nvolvement dec i s i on, but also whether they have reali sed the i r  
asp i rations. 
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Afr i k a a nse vrae ly s  op aan 
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QU EST IONNA I R E 

THE  CAR E E R  O R I ENTAT IO N  OF  U N I V E RS ITY T R A I N E D  
W H I T E  WOME N  I N  T H E  RSA 

ST R I CTLY  CO N F I D E N T I A L  

Mar k i n  t h e  appropr ia te  sq uare 

Never  Mar r ied Widow D i vorced 

marr ied 

2 3 4 

2 F I E L D  O F  ST UDY 

2 . 1  What was t he academic f i e ld o f  s t ud y  wh ich you pursued a t  un i ve r s i t y 1 ( Ment ion  ma 1or  sub1 ect s 
where appropr i at e ,  for example  B .Sc . ( Botany and Zoology ) ,  B .A .  ( Soc i a l  Wor k ) 

2 .2 Did you purs ue the  academic  f i e ld of s t udy i n  wh ich you were i n t e rested at t h at stage 7 

Yes Pa r t l y  No 

2 3 

I f  N O .  in wh i ch f i e ld we r e  you  i n t erested 1 ( Ment ion major sub1 ects wher e appropr i ate ) 

2 3 What rea so n  or c i rcumstance was decis ive i n  your dec i s ion to pur sue  t h e  f i e ld of st udy ment ioned 1 n 
Ques t i on  2 . 1 1 Supp l y  o n l y  one . t h e  most i m portant  reason 

2 .4 On ly  persons in possess ion of  teache r ' s  d i p lomas should an swe r Ques t i on  2 4 

2 . 4 . 1  D id  you  obt a i n  a teache r ' s  d i p loma a s  a r esu l t  o f  you r  1 n te re<st  i n  the  teach 1 r19 p ro fe ss 1on l 

Yes No 

2 

2 4 2 I f  N O ,  why d id you obt a i n  s uch a q ua l 1 f 1 ca t 1 on 1 Supp ly  on l y  one .  t h e  most  i mpo r tant cons ,de r a t , o n  
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3 D id your mother ever work away from home when you were at schoo l '  

Often Seldom Never 

2 3 

4 Wi th  whom do your genera l  persona l i ty  characte r i st ics co r r espond most ,  those of your mother or those o f  
y o u r  fat her ? 

Mother F at h er U ncer t a i n  None of e i ther  

2 3 4 

5 R ead the fo l lowing statements and mark the  one wh ich appl ies to you .  A teach ing post is a fu l l <iay  post .  

I am work ing a t  present and occupy I per manent  post 

I am wor k i ng at present and occupy a t emporary fu l l <i ay post 

I am wor k i ng at present and occupy a temporary pa rt -t ime post 

I am not work i ng but would l i ke to work  fu l l -t ime 

I am not  wor k i ng b ut wou ld  l ik e  to wor k  par t -t i me 

I have wor k ed and have a l r eady at1a 1 ned the age o f  r et i re ment 

I am not wor k i ng and a m  not i nterested i n  wor k i ng 

I work (at  home or e l sewhe re )  as 1t su i ts  me 

6 Read a l l  t h e  fol low ing statements and mark one answe r ,  t h at wh ich act ua l l y  i nd icates your 1 n ·  
ten t 1on 

It 1s my i ntent ion 

not to work 

to work unt i l  I marry and then to stop work U'\g  

t o  work unt i l  I start a fami ly  and then t o  stop working 

not to  marry and to work unt i l  I at ta in the age of  r et i rement  

to  work  1nte rm 1 t t en t ly  a f ter  my marr i age 

to work most o f  the t i me and to comb i ne career . marr i age and motherhood 

to  resume wor k  1ng permanent ly  as soon a s  my ch i ldren st art go i ng to school 

to res u me wor k i ng perma nent l y  after my ch i ldren have completed thew schoo l careers 

to work 1 n t e rm 1tten t l y  (as  a mar r ied , d i vo rced or widowed per so n )  

to work  permanen t l y  ( a s  a mar r i ed .  d rvo rced or widowed per so n )  

Ot her ( specify ) 

7 OCCUPAT I O N  

I : 

i 

1 

2 

3 

4 

5 

6 

7 

8 

1 

2 

3 

4 

5 

8 

i 9 

7 . 1  I f  you a re  work i ng a t  present . what i s  t he des ignat ion o f  t he post  wh ich you occupy , ( F or e xamp l e  
p r inc ipa l  o f  a schoo l .  l ect u rer . medica l  o ff icer , etc . )  G i ve a br ief  i nd i cat i on o f  t he dut i es ( na tu re ) o f  t he  
wor k  you are do ing a t  pr es ent ( for i nsta nce t rans l a t i ng ,  lect u r i ng , etc . )  
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I f  you are not work ing at prMent b ut  d id work i n  the  past , what wH the  d es 1gnat 1on of the lut post 
wh ich you occup ied ) ( for e xa mp l e  r esearch ott 1cer . n ursery schoo l  teacher .  etc . ) . G i ve a b r i e f  1 nd 1ca · 
t 1on o f  t he du t i es ( nat ure ) of the wo rl(  wh ich you performed ( for inst ance t rans lat i ng ,  lectu ri ng ,  etc . )  

7 . 2  What i s  (was ) your  most i mportant r eason to r accept i ng t he appoi nt ment men t ioned 1 1 1  Oul's 1 ,on 7 .  1 )  
Read t h e  fo l lowing st atements and marl( one on l y . tha� wh ich  app l ies spec 1f 1 ca l l y  to you 

I do not l ike work i ng but need ( ed )  the  money ( h usband does  not earn  enoug h ,  I am a widow,  
d i vo rcee )  

I d o  not l ik e  wor k i ng b ut want ( ed )  t o  have m y  own money 
--

I l i ke wor k i ng  a nd t h i s is the  work i n  wh ich I am (was )  most  i n t e res ted 

I l i k e  wor k i ng and t h is is the  on ly  work for wh ich  I have been t r a i ned 

I do not  l ik e  wor k i ng b ut  had to t ake  over my husband's  ( fa the r ' s )  bu s iness  ( pract ice )  

I do not  l i k e  work i ng b ut accepted the  appointment  on the  s t rength o f  the  considera t ion  t hat  
t here a re  l abour  shortages i n  my profess ion 

I l ike work i ng and th i s  i s  the occupat ion wh ich can best be  adj usted to the ro l e  of  housew i fe 

I l i k e  work i ng a nd t h i s  is (was ) the  on ly  work I was ab l e  to obta in  

I l ik e  work i ng  and the  work presented a cha l l enge 

8 L E NGTH OF S E R V I C E  

8 . 1  State complete number of years 

du r i ng wh ich you have been (wer e )  in  the employ of 

your present ( former )  emp loyer  . . . . . . . . . . . . . . . . . .  years 

wh ich you spent a l together  In the occupa t ion ment ioned in Quest ion 7 . 1  . . . . . . . . . . . . . . . . .  years 

which you spent a l toge t her 1n work i ng away f rom home 

i nd icate  1 n  the sq uare  whet her you have been (were ) i n  the se rv ice of your presen t  ( fo rme r ) 
employer  for l es s  than a f u l l  year 

yea r s  

you have  been  (were ) 1 n  t h e  occupa t i on me n t i oned 1 n  O ues t 1on  7 1 fo r  l e s s  t h an  a fu l l  yea r  a l t oge the r  

you have been wor k i ng (wo r k ed )  away f rom home for l ess  than a fu l l  year a l toget her  

8 . 2 I f  you a r e  wo rk ing at present , how long do you i nt end r e ma 1 n 1 ng w i t h  t h e  o r g an i sa t ion  wh i ch  
1 s  employ i ng you7  

mon �h s  

yea rs 

or ma r k  h e r e  D unt i  I a ge of r et i r ement  ha s  been a t t a i ned 
1 

8 3 Why do you  say t ha t ) 

Answe r Quest ion  8 3 1 or 8 3 .2 
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8 .3 . 1  I f  y o u  do not i ntend wor k i ng longer t h a n  a f ew months o r  years ,  m a r k  on, reason o n l y ,  t hat wh ich i s  
your m o n  i mportant  cons iderat ion at t he present J unctur e .  

Am goi ng to marry a nd  w i l l  n o p  wor k i ng , 
Am expect i ng a baby a nd w i l l  stop work i ng 2 

Do not l ik e  wor k i ng away f rom home 3 

Do not l i ke the type of work 4 

Am not happy 1 n  the job 5 

Have prob lems i n  car i ng for the  chi ld ren 6 

There are other domest ic prob lems 8 

Do not w i sh  to work on a fu l l -d ay b as i s  8 

Do not w i sh to work  part -t i me 9 

For hea l th reasons 10 

Do not need the money any longer 1 1  

The comb i ned i ncome ta x pa id by t he fam i l y  i s  too h igh 1 2  

The per iod o f  appo in tment i n  the  post i s  exp i r ing 1 3  

Prefer  to r ender votuntary 11rv1c1 b y  mHn& o f  women's  organ 1sat 1ons 1 4  

Other  ( spec i fy ) . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

8 .3 .2 I f  you wish to work unt i l  you att a i n  t he age of ret i r ement . mark on, reaso n  on l y ,  that wh ich i s  the 
most i mportant considerat ion at the p resent j uncture 

Must be se l f -supporti ng and l ik e  work i ng 

Do not l i k e  work i ng b ut must be se lf -support i ng 

Need not be se l f -supporting b ut l ik e  wor k i ng 

Do not l i ke  wor k i ng but it wi l l  be a f i nanc ia l  necessity i n  order to supplement the fami ly  i ncome 

It w i l l  be a f i nancia l  necessity in  order to supplement the fami ly i ncome a nd l i k e  wor k i ng 

1 5  

1 6  

1 7  

1 8  

1 9  

Ot her  ( specify )  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

9 .  OCCUPATI O N A L A M B I T I O N  
There 1 s  a great d i fference between a post ( a  job ) a nd a career . I f  y o u  were faced w i t h  t h e  cho ice , 
would you mere ly  want  a job or a r e  you rea l ly i nterested in a career , which i mp l ies  a permanent 
pos it ion  in wh ich you would wish to remain and would be prepared to accept promotion with its 
concomitant respon1ibi liti11? (Assume that domest ic duties do not play a ny ro le  at a l l  in th i s  case ) . 
What would be your des i re ? Job Career 

2 

What is your reason for t h is cho ice ? 

9 .2 I f  you a re  wor k i ng at presen t , o r  wish to wor k ,  a r e  you i n t erested 1 n  progress i ng to the manage r i a l  
l e ve l  or  another respons ib l e  pos i t ion :> 

Yes No Am a l r eady occupy i ng 
such a post 

2 3 
Why do you say that ? 
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1 0  OPPO RT U N I T I ES F O R  P ROMOT I ON 
If you are work i ng at pFesen t . a re you ut 1 s f 1ed wi th  t he  progress you have made  or are mak i ng and 
with the promot ion ach ieved ? 

Why do you say that ? 

Yes I No 

2 

1 1  C A R E E R  WOM A N  CUM H O U S EW I F E  

1 1  1 I f  vou are unmarr i ed and ha ve no fami l y  dut ies . ma rk  N i a  he r e  a nd go on to Ou est , on  1 2  

1 1  2 I f  you a re  marr ied , do you th i n1<  t hat your  ro l e  as housew i fe/mother  may i n  any way be an impedi ment 
in  accept i ng a h igher a nd more respons ib l e  post w i th 1 t s  complex d ut i e s  as a resutt of ( mark one o n l y .  
the most probab le  f actor)  

your neces sar i l y d 1 v 1ded attent ion  between two r espons ib l e  roles . housewi fe/worker  ! 2 I t he  en fo rced absence f rom work  t hat somet i mes occurs because of unavo idab le  ci rcumst a nces a t
i home 3 

domest i c  prob l ems wh ich may a r i se if your work  r eq u i res you to undertake  bus i ness  t r i ps or I 
occupies unusua l l y  long hours  I 
your husba nd ' s  r e luctance to accept t he  idea t hat h i s  w i fe occupies such a n  i mportant post I 5 

i n st ab i l i t y  because you have to be sudden l y  replaced i n  the post 1f your h usband 1s t ransfer  red . I or for another  domest ic reason 

� 

ma r i ta l  problems wh ich d i vert your  attent ion 

not at a l t  

1 2  HOW I MPO RTANT DO Y OU P E RSQN A L L  Y R E GA R D  T H E  F O L LOW I NG JOB C H A R ACT E R I ST I CS 
O F  A N  OCCUPAT I O N  ( E M P LOY M E NT O R  CA R E E R )  AND TO WHAT E XT E NT DO E S  YOU R 
P R ES E NT OCCUPAT I ON SAT I S F Y  T H E S E  R E OU I  R E M E NTS' 
( i f  you are  not working at  present, assess your previous occupation ) .  

I nd icate your personal opinion on t h e  scale i n  Col umn A .  I n  Column B ,  indicate the extent to 
which your present (or previous ) occupation satisf ies these requirements. 

A B 

Job cha racter , st i es E xtent  to wh ich char acte r - E xtent  to  wh i ch  my  
1 s t 1cs a r e  persona l ly  1m - occupat ion  comes (came)  
portant  to me i n  an  oc -
cuµat 1on  

I Very im l mpor - Less 1m -
oortant  tant portant 

up to  my expecta t ions  

F avour - I 
able 

I 

R ea,on - \ Poor 
able 

Scale 1 9  8 7 s ! 5 4 3 2 1 9 s j 1 6 5 
4 ! 3 1 2 1 ,  I 

Oooortunity for promotion I I l i i 
Chal l enge wh ich work o tters ;, l I l i I 

I 

I i 
I 

I I I i I 

Good salary I 
I I ! I i 

i I i ! i I I I 

Good fr inge benef its I I I ; I I I l I I I I I 
J I I : ' t 

I 
I I i 1 Litt le rout i ne work I I I i i i 

Opportun i ty for usi ng �rsonal ab i l 1 t 1e s i I I I 

I i I ! I I I 

H igh degree o f r�pon s 1b o l 1 t y  i I I : I : 

Secur i ty  which work  o fl e r s  I 
I ; 
I 

I ! 
--� r I Share ,n 00 1 ,cy dec 1 s 1on s  I 

I 
I --� 

Promot ion  accord 1 na to mer i t  - I 
-,-T- - �-T Good ua t f  r elat 1onsh 1DS 1 : , , · 1 , • I 

----------------+-------+-� , : l' . - I I, P leasant  pt'1ys 1cal wor l"ng cond 1 T 1ons 
I '. -� _j_ i : : 1 
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1 3  H OW DOES T H E  SYST E M  O F  JO I N T I NCOM E T A X  F O R  M A R  R I E D COU P L ES I N F L U E N C E  YOU R 
P R E PA R E D N ESS TO WO R K ">  Ma rk.  on l y  one statement wh ich  app l ies to you . 

I a m  work ing but the  system does not app ly  to me 

I do not wor k .  s i mp ly  b ecause the 10 1 nt t a x my husband a nd I have to pay 1s  too h igh , but I w i l l  
def initely work  1 f  t h e  system 1s  a bo l i shed 

I do not  wor k a nd  do not  cons ider work i ng ,  even  t f the  system 1s  abo l i shed 

I am wor k ing despite the  t a x  bu rden  b ut am st rong ly opposed to the system 

I a m  work ing and t he h igh t a x  wh ich my husband and I pay does not wor r y  us 

I am wor k i ng but our  1o r nt i ncome 1s not so h igh t hat I regard the ta x as unfa i r  

Other ( spec i fy ) 

N UT E  
O n l y  per sons who a re  wor k i ng a t  pr esent need complete the rest o f  the quest ionna i re .  

14  W H AT I S  Y OU R  A N N U A L  ( JU LY 1 976 )  S A L A R Y/ I NCO M E ">  

1 4  1 E mployees 

1 

2 

3 

4 

5 

6 

1 4  1 . 1  P l ease fur n i sh your  a nnua l  sa l a ry  pr ior  to any  ded uct ion s .  Ove rt ime earn ings ,  bonuses, a l l owances and 
other f r i nge bene f i t s  m ust be  e xc l ud ed . You  should fu rn ish on ly  the sa la ry  which you r ece i ve in the  
d i r ect pursu i t  of your present occupat ion .  

R . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

1 4 . 1 2 Cash bonuses ( prior to ta x.ation ) ( f or e xample  Chr istmas , vacat ion bonus )  

R . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

1 4 . 1 .3 I ncome ( prior to ta xation ) earned as a result o f  

Over t i me  

Teach ing in  part ·t i me capac ity 

Consu l tat ion 

Other part -t ime work  

R . . .  . 

R . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . .  

R . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . .  

R . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

1 4  .2 Ptrsons who have their own business or practice 

1 4 .2 . 1  Net prof i t  der ived f rom d ir ect pursuit o f  your occupation (prior to taxation ) 

1 4 .2 .2 

1 4 .3  

I ncome ( prior to  taxation) 
sa l a r ied wor k  aher hours 

Total  i ncome 

R . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . .  

ea rned f rom re la ted 
R . .  

Add toge ther and s tate  tota l i ncome R . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

1 5  Wh ich one of  t he fo l lowi ng s t at emen ts appl  1es to you ? 

I work for myse l f  in my own b us i n ess or pract i ce 

I am an employ� of the  Pub l ic Ser vice 
I am  an  employee at  a prov inc i a l  ad m1 n i s t r a t 1 on 

I am  an employee of  a loca l a ut ho r ity (c i ty or  town counc i l )  
I am a n  employee o f  a sem i -go ve r n ment , gove r nment -con t ro l l ed o r  s t a te - a ided 
(CS I R .  HS R C ,  cont ro l  board s .  un ivers 1 t 1 es . SAR & H .  G PO,  SABS ,  A E B .  etc . )  

I am  an emp loyee of  a pub l i c  corpora t i on  ( e .g I SCO R .  SASO L , E SCOM ) --

per annum 

per annum 

per annum 

per annum 

per annum 

per annum 

per annum 

per annum 

per  a nnum 

'; 

organ 1sat 1 on 

M v  emp loyer  1 s  a member of t he pr i va t e  sector ( pr i va te  f i r ms ,  organ i sa t ions ,  undertak i ngs ,  etc . )  

Not  one o f  t h e  above 
( Spec i f y  t ype of emp loye r ) 
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1 6  What f r i nge benef its do you enjoy ? 
Mark 1 n  the 5quar es 

Provident or pens ion fund 

Group i nsura nce 

Med ical  aid scheme 

Annua l  bon us 

F i rm  motor -car 

Mate rn i ty  leave w i thout i n ter rupt i on  of serv ice 

F r ee ch i ld care serv ices at wor k 

Staggered wor k i ng hour s ,  that 1s f l ex ib l e  start ing a nd stopp i ng t imes 

Consess 1ons in r espect of leave wi thout pay d ur i ng schoo l ho l  1days  or 
other per iods 

Other ( spec i fy ) 

1 7  D I SC R I M I NAT I O N  
1 7  1 I nd icate below whether there a re  

1 7  . 1  . 1  any lega l prov i s ions o r  regulat ions or wr i tten cond i t ions  o f  serv ice ( preiwab4y , but  not nec�ar i l y ,  
wcth specific reference to  sections of  t h e  Act or Regulat ions)  i n  t e rms o f  wh ich female  emp loyees 
1n your orga n isat ion enjoy less favourable r ights and p r 1 v i le-ges than ma le  emp loyees ( for  ex•mple  
a s  regards sa l ar y ,  opportun i t i es tor  promotion , f r i nge benef i t s  such as hous i ng loans ,  bonuses , 

1 6  

1 7  

1 8  

1 9  

20 

2 1  

2 2  

2 3  

2 4  

2 5  

et cetera l 26 

1 7  1 .2 anv other pract ices wh ich d i sc r im i nate aga inst you becaus.e you are a femele employee 

1 7 .2 Ar e there any a spects of your wor k i ng cond i t i ons wh ich favour you speci f i ca l l y  because you  are a 
fema l e  employe e :>  

Speci fy  
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APPEND I X  2 

R E AD I NST R UCTIONS CAR E F U L LY A N O  P L EASE ANSWE R  A L L  T H E  QU ESTIONS 

F irst mark A and then also B 
A Mark ( X )  in col umn A the one s i tuat ion appl icab le  in y o u r  case (or  the nearest to i t l .  I f  you are a l ready 

ret i red. mark that wh ich was appl icabl e.  If you are not yet m arr i ed ( h ave not y et started wor k ,  o r  o n l y  re-

B 

cent ly  got marr ied ) mark  that  which you expect would be appl i cab le .  
Mark ( X I  i n  column B t h e  one s i tuat ion wh i ch you wou l d  genu ine ly  rea l l y  prefer ( h ave pre ferred ) . 

Employed (career) means d o i ng work for rem u nerat ion  and does not necessa r i l y  refer to t h e  s a m e  job ( d i sregard 
any very short  term of  employment ) .  A 

H o u sew i fe, never emplo yed 01 

E m ployed before m a r r i age, n ever aga in 02 

Employed un t i l  b i rth  of ch i l d ren ,  never  aga i n  03 

Empl oyed u n t i l  b i rt h  of ch i ldren ,  never aga i n  except in u navo idable c i rcumstances (e .g .  hus-
band s tudy ing )  

N ever  employed w h i l e  rear ing  c h i ldren but  e m pl oyed once they f i n i shed schoo l  0 5  

Occas ional l y  employed . b u t  throughout m arr iage a n d  c h i l d -rear ing  06 

Comb1 n 1 n g  mar r i age and c h i ld - rear ing  wi th  s teady part - t ime  work ( at home or e l sewhere 
07 for  remunerat i o n )  

Com b i n i n g  ch i l d l ess  marr iage w i th steady oart-t 1me  work ( at home or e l sewhere for  remu ner- 08 at 1on ) 

Comb i n i n g  marr iage and c h i l d -rear ing  with regu l ar fu l l - t ime  career 09 

Comb i n i n g  ch i l d less marr iage w i th regu l ar fu l l - t ime career 1 0  

U nm arr ied ,  career o n l y  1 1  

A career at a l l  costs 1 2  

The pu rsu i t  o f  a career g ives ( w i l l  g ive)  r ise to a fee l i ng  of gu i l t  because 1t is not  re- Def in ite ly 

con c 1 l ab l e  w i th  the h ou sewi fe/mother ro le .  Mostl y  

D o  y o u  agree7 Mark on ly  one answer .  In a way 

I f  y o u  can not answer f ro m  e x per ience mark only that  ( one)  w h ich you ex pect the case Not rea l ly  

wou ld  have been .  Not  at  al l 

H ow i m portant  1 s  t h e  pursu i t  of  a career for  you r own self-real i zat ion ( fu l f i l me n t ) ,  I nd ispensable 

even 1 f  1 t  1 s not f i nanc i a l l y  necessary? V e ry i m po rtant  

R ather  important  

Less i m portant 

Not  at a l l  i m po rtant  

I f  you went  st ra ight  on  to u n ivers i ty after  f i n i s h i n g  school , i n d i cate to the  nearest fu l l  year: 

Nu mber o f  years s i nce obta i n i n g  f i rst degree ( post -
grad uate d i p loma)  

. . .  . . . . . years 

I N u mber of years emp l r yed al together  s i nce ob-
ta i n 1 ng f i rst degree; 

' . . . .  . . . . .  years fu l l  t ime  

. . . . . . . . .  . y ears part  t ime 

_, 

I f  you were employed before grad u a t i o n  fu r n i s h  par t i cu l ars o f :  
Age a t  I ast b 1  rthday N umber of years ( to  the  nearest  ful l  year)  em-

. years 

How many c h i l d re n  ( u nder  th e  age of  1 8 )  are sti l l  at home7 

I f  no c h i l d re n .  mark ( X )  i n  app l i cab le  space. 

p loyed a l toge t he r  

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

. years fu l l  t ime 

. y ears part t ime  

I f  th ere a re  any  ch i ld re n .  i n d icate whe1her  there a re  pre-schoolers amo ng them.  
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f N u m ber  of c h i ldren 

I None 

fves 

I No 

B 

i 

T 
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C 2 - 1 4  

---
1 5  

, ( A )  
1 6- 1 7  

( B )  
1 8- 1 9  

2 
( C l  
20 

3 

5 

4 

3 

2 
2 1  

1 

5 

4 
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