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1. SECTION1: -

INTRODUCTION AND RATIONALE FOR THE STUDY : , I
Persistent gender imbalances in the workplace, but particularly in the Science, Engineering
and Technology (SET) sector continue to impact negatively on South Africa’s global
competitivenéss in growing and sustaining its economy, particularly its knowledge economy.
One of the major challenges confronting post-apartheid South Africa is that of delivering
Increased economic growth, wealth creation and improved quality of life for all its citizens.
The legacy of apartheid, characterised by racial, gender and social class inequalities, among
others, continue to impact negatively on the availability and quality of skills needed to grow
the atonory. Coritributing to these inequalities and to the shortage of skills; particularly in
the SET sector, Is the colntry's failure to develop, harness and utilize the SET potential of
wemen who constitute over 50% of the national population. Studies commissioned by the
Departmerit ‘of Science ahd. Technology/NACI/SET4Women' have all clearly demonstrated
the under-representation of women in the SET sector, particularly at senior levels and, in
specific fields within the sector. For example, the CREST report’ recounts that alttiough it
2001 women represented 53% of all Higher education enrolments, -only 31% of Doctoral
enrolments ‘in the. Natural Sciences arid Engineering were female. Only 7% of Doctoral
graduates in engineering were female. The study also showed that only 9% of the teaching
staff and 14% of résearch staff in engineering faculties were female. Furthermore, the report
observed that female scientists received only 21% of all research grants awarded by the
Natiohal Research Foundation (NRF). Of particular concern Is the fact that iess than 6.4% of
all publicly funded research projects were identified as having an explicit ‘gender dimension’.
Thus, despite the marked increase in women’s entry into the higher education system of
South Africa’ during the past decade, women remain under-represerited within the SET
sector. Thé bottleneck gets, even smaller at postgraduate degree levels, particularly, ini the
field of engineering. This fheans that only a small proportion of Sauth African-women end up
warking in the SET secior. As available literature suggests, an even smaller number ends up
being retained and moving up the promotion ranks within the sector. To illusirate, the Wormen
in Cofporate Leadership Census (Business Women Association and Catalyst, 2004) shows
that women who enter the SET. industry are also under-represented at senior leveis given
that approximately 60% of all bompanies have no women bbard difectors. The study
measured the numbel of women ‘on bdards In executive management of every listed
company on the Johanhesburg Sécurities Exchange (JSE), as well as 17 of the largest state-
owned enterprises for the first time in Solith Africa.. The results revealed that women heid
only 221 of the 3125 directorship positions in these companies and that out of a total of 364
chairs of boards, only 11 were held by women. Furthermore, compared to, 357 ‘male CEOs
and MDs, only seven were women. As Kahn (2004) conciuded, such “stark imbalances in
gender and racial representativeness in the science and technology System [...] require
urgent attention”. Critical to addressing these imbalances is the need to Increase the rate and
quality ‘of ‘innovation in Science, Engineering ‘and Technology. (SET), and to produce a
diverse, well-trained .and innovative SET workforce that can spearhead economic growth,
wealth creation and the imiprovement of quality of life for the people of South Africa. I
Challenges such as gross disparities between the rich and the.-poor, high unemployment
rate, the HIV/AIDS pandemic have in a sense. "forced” the public- and private sectors to
create demand for innovation in an attempt to deal with the double challenges of economic
competitiveness and social development (Abrahams & Galant, 2005). These authors argue

" See for examiple the Facing the Facts report published by the Depariment of Science and Technology/NACI (2004).

? Facing the faicts; Women's particioation, in Scierice, Enaineering and Technology {2004), published by the National Advisory
Council on Innovation (NACI) and the Department of Science and Technology {DST).
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that bne st_rétégﬁ_i’i)r :éddréfss'ihé the issué s to grow & natiorial -knbv'\iléag;__e base whlch is able
fo create and sustain levels of innovation which tontributes to annual GDP per capita growth
as well ds ensure scientific and téchnological inriovation is of benefitto the poor. -
A isecond : strategy involves ai::ldr'es.sihgf the -gender imbalances " identified- above and
increasing the recruitment, retention and participation of women in the economy, particularly

in the SET sectar. Increasing the number of women in the national syster of innovation is
both & human right &s well as a development issue. As the DST acknowledges: -~ - -
Access to Scierice and Technology (S&T) for womern is necessary to transfer pattems of
productivity, contribute to job creation and ‘new ways of working and in promoting the
establishmant of & knowledde-based socisty resulting in weslth creation. Access by wornien
1o Science ahd Technology also has the potential to positively contribute to improving the
quality of life of women, their livelihoods and hotiseholds (http://www.naci.org.za/ accessed
Jo this end, the stéted goal of the Department of Science and Techriology.is “ [:..] to
dstaplish a gender eqtity policy for the Science,: Engineering and. Technology sector within
Sduth Africa’s Natlonal System of ihnovation (NSI) which wili inform the sector’s Initiatives
with: respect t3-gender. equity mainsireaniing”. . This goal is: cohsistent with. South ‘Africa’s
National Policy Framework for Women's lEiﬂpoin’r_é"r’men?ahd Gender Equality prepared by the
Office: of the' Status of Women'in-2000. ~ This framework specifies the key institutional
processas, role players, kéy partriers, and mechanisths required to achieve gender equality
in: both the public and the private sectors:of the Souith African ecoriomy. A gerider equity
policy forthe SET sectorIs an essential slément for the realisation of goals enunciated in the
niational policy framework for the empowernient of women and achieving gender equality in
A thiird strategy involves research and innovation within the various- Science, Engineering
and. Technalogy (SET) fields, which have been recognised as sighificant in_the efforts
towards improving the quality of life and weaith creation opportunities fof women globally. As
Marip Ramos, ‘group chief executive of Transnet, comerited in the Women in Ctrporate
Leadership Census (2004), “unless you measure; you do hot know where you are going o
ligwyou aré going to get there” (our. emiphasls). In this régard; the DST's National Résearch
& Developmen t (R&D) strategy recognises the cntical imiportarice of nurtliring human capital
necgssary for a robust NS1, and also articulates the numerous challenges confronting Séuth
Africa in this respect, including. the fact that the South African scientific popuilation is agirig
and shrinking, whiile our proportion of 1.9 researchiars per thousand workers is comparatively
low (NACI, 2005). The conséquénce of aging and shrinkage is a shortage bf highly: skilled
worKers in the fields of Sciénce, Engineering and Technology (see for exampie Lawless,
2005). Ariother ‘of the féctors contributing to the shortage is that of outward mobility of R&D
workers (see Kahn. et al.;; 2004). To address this, the R & D strategy takes 4 strong policy
position on the empowérment of women;, and particularly for increasing their participation jn
the economy, including the SET sector. This is evidenced by the appointment of the Science;
Engineering . and . Tachhology for Women: (SET4W) as a permanent national atvisory
committee of the National Advisory Council on Innovation (NAGI). Sk
The Departmeént of Scighce and Technolbgi; (DST) is currently invoived in a'series of studies
on jssues affecting the’ effective recruitment, advancement and retention of women in the
SET sector in South Africa. These studies include in-depth interviews with university
students and graduates iri Scierice, Engineefing.and Technology disciplines, focus group
discussions on the needs of women in the SET sector, consultative conferences on wonien
in the SET sector arid e-mait discussion forunis and interviews with successful women in the
SET sector.. The findings from these stutlies will culmiihate in the development of a gender
equity policy for the SET sector in South Africa; . _ .
The HSRC (Gender and Development Unit) was responsible for the overail ranagement and
co-brdination of the projécts. The Gender and Development Unit was also tasked with the
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responsmllrty of USing F ndlngs from the above studies to develop, together with the DST and
other stakeholders; a gender equity policy for the SET sector in South Africa; It was in this
context that the Gender and Development Unit undertook the quantitatwe and qualltatrve
assessment of the partlcspatron of Women in Industry in the Industrial Science;. Engineering
and Techinology sector on behalf of the Science, Engineering and Technology for Womeni
(SET4W) (also previously known as South African Reference Group t)n Women m Scrence
and Technology - SARG) : e

The stated aim of the assessment was to *[...] determine factors contnbutlng to or |nh|b|tmg
women's partlcrpatlon" in the SET sector of South Africa, In partlcular the project objectlves

were as follows

Undertake an enwronmental scan to determine comparable research in South Africa and
rnternatronally in this area. ' This entailed conductmg desk research oh mtematronal best
practlces wrth reSpect to women s participation in the SET sector. . . T

Quantrfy the number and status of women SET workers in companies W|th a SIzeabIe
technology base. -Among other things, this quantitative compohént of the project. prowded
information relafing to Issues such as the level of qualifications; fields ‘of: study, length (e
time. Spent) in the industry, personal experiences and percentages of women W|th|n each of
the aforementloned SET sectors, : o .

Identlfy gaps in gender representatavrty in industry and the key: workplace factors blockmg
progress, ~ Questions relating to the first part of this objective: {i-e.- gaps in- gender
representatlwty) were included in the survey while the factors blockmg progress were
explored using a qualltatlve method. . )

Develop a best practloe guideline document with regard to gender equlty mamstreamlng for
the. relevant technology intensive SOEs and private sector compariles and. produce &
oomprehensive report for submission to SARG including all the compiled databases. Using
information en the rnternattonal best practices on women in the SET-Bector as benchmarks,
as’ Well as findings. from-. the quantitative and qualitative studies. descrlbed above a Hest
practrce guldehne document end the report was submitted to SARG o o el

Thus the study in thls report aimed to identify and analyse the vanous factors |mpact|ng on
thé participation of womeéri in the SET sector in South Africa. The study alsp-ained t6; Jidentify
the strategies employed by those compariies that have been stccéssful In. recrurting -and
relamtng women in.the Industry, and from these, to develop a best practlce ‘duiideling
document for the Department of Science and Technology and the SET sector in South Africa
for the effectlve recrurtment and retention of women in the sector. .-~ l

Tl’ie report is. divided into five sections:
Sect:on 1 mtroduoes and prowdes a context for the study.

In Sectlon 2 a review of the local and international iiterature on the partlclpatlon of women m
Industrial Science, Engmeerlng and Techriology Is presented. The section, briefly examines
two_theoretical perspectives focused on the lack of women's partlcipatlon in SET: betore
turmng to a discussion of the gender of engineering and information technology respectwely
Some specific barriers. experienced by women, such as sexual harassment workirig time
constraints and famity. commitments, are highlighted. The section :is coriclided. with )
refléction on best practice that would increase women's partrcrpatlon |n SET as well as how
gender pollcles could achieve this. o e ) e

Sectron 3 describes the research design and methodology in thls project Some Challenges
encountered durlng the research process conclude this section. . .

In Sectlon 4 the ﬁndmgs addressmg the three objectives of the study are presented

. Objective 1 serves to examine the gaps in gender representatiwty in industry A
quantitative methodOIOQY. in the form of a balanced score-card questronnalre that
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réquired infqnnatiﬁn'_ébbui women's participation in _ea:"c':‘h'_bf the éérhpéniés} was seﬁt_tb

an_identified contact person in each company to complete: A statistical analysis was
performed 6n the data. Due to the limitations of the information provided by participarit
rompanies and the fact that the weighting procedure for gender equity assessment
within the SET séctor of South Africa has not yet been formulated and agreed to at &
policy. level, & full balanced scorecard for each company could not be computed.
Instead, a summary of the informatioh gleaned.:from the data with respect to some of
the key indicators that wouid form part of a balanced scorecard is presented in the

Objbctive 2 was _to determine the faclors contributing to or inhibiting women's

participatiort in the 'SET sector of South Africa. Both quantitative and qualitative
fnethodologies weré, émployed. The latter used in-depth interviews and the former
Used a sutvey method (specifically questionnaires) to gather data. The in-depth
Interviews {qualitative) gathered comprehensive verbalftextual expressions of women's
éxperiences and perspectives of their pariicipation in the SET industry from the most
seénfor woman in the industrial SET company as well as the company's CEQ or his of
her designate. - The questionnaires (quantitative) captured numerical {mostly) ratings of
womel's (with-a SET background) experiences in each company. A thematic analysis
Wwas. performed:on the data from the in-depth interviews and a statistical analysis was
performed on the data from the questionnaires.

Objactivé 3 was to_identify local and international best practice informed by the
literature survey condutted in the study, and, based on that, as well as on the empirical
fesearch described in objectives 1 and 2, develop a best practice guideline document.

Section § presents a set of recommendations (with examples) for policy and practice
aimed at increasing the participation of women in the SET industry. From these, a
guidelines document almed at guiding the DST and industry towards developing
policies ‘and support and development siructures for improving the participation of
worrien in the SET sector is presented {see Addendum 1),
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2 SECTION 2: . TR A SR e
WOMEN'S PARTICIPATION IN . INDUSTRIAL SCIENCE, ENGINEERING AND
TECHNOLOGY: A REVIEW OF THE LITERATURE - - -« -~

Until women are fully represenfed in the fields of science and

engineering, soclety is losing out on the talénts of.a vast number of

potential contributors (Carol B Muiller, duoted by Kgabi, 2005:1).
This study is premised on findings froni Iocal and intefnational literature which suggest that
on the one hand, women have made strides (with tfieir numbers continuing to grow) in
accessing jobs in the fields of scierice, enginaering and technology, particularly in the pubtic
SET sector. For example; in South Africa, the 2004 NAC| Report, Facing the Facts,
Women's Participation in Science, Engingeririg ‘and Technology reported a 10% increase in
women's participation in the; public SET workforce from less than 30% in 1992 to 40% ifi
2001. Furthermore, the report concluded that .~ - o0 L i -

Within the science councils and other government SETIs; female R&D

personnel increased fromi 35% in 1996 to 42% ih 2001 Despita these

improvements, ' “some'  imporfant inequities remain.

. (http:/Awvww.naci.org.za} retrieved June 29, 2008)... © .

Onh the other hand, availablé, literature suggests that the more advanced the level of study in
SET at universities and techinikons, the fewer female ehrolments. To illustrate, in
comparison to 68% men erirolled for dactorates. in the Natural Sciences and Engineering in
2001, women comprised only 31%. Ini tefms of graduatioris.in Engineeririg, the situation is
similar, with 7% women graduating with doctoral degfees Compared .to 23% men (NACI &

DST, 2004). Following this ¥ehd, although womsn’s. participation has increased in the public
SET workforce over the past, decade, woriven still occupy fewef $paces than males in the
sector - this inéludes académic Btaff in_uriversities as. well s research and development
{(R&P) staff in sclence councils. In 2001; this-proportion of female. academic staff was 40% in
comparisorl to 60% male staff; -whilé female ‘R&D staff i the sclence councll sector
accounted for 42% compdred o 58% .male staff.” While tHese numbers might seem
reasonable, the majority of these women were white and Ibc¢ated in the Social Scierices and
Humanities, rather than the Natural Scierices and Engineering (NACI & DST, 2004).

Within the SET industrial {private) secto, the sitilation is dire, with-wamen remaining under-
rapresented, more so at the top corporate leadership positions.. To illustrate, extrapolating
from 2003 statistics, Kgabi (2005) noted that coftipared fo 40.7% iri government and 51% in
higher educationi, women coristituted only.37% of researchers in the business sector. From
these trends, Esler, Shackieton gnd Chinsamy-Turan (2006) conclude that a huge gender
gap remains in relation to research productivity. and. leadership diversity. Furthermore, a
2007 Businesswomen's Association (BWA) census found that. women directors as a
peréentage of all directors ‘on JSE listed. companies stood at 8,3%, and that women’s
representativity in these companies was 10,3%. ‘Furthermorg, according to this census, only
11% of JSE listed companies (35 ‘of-318) have 25% or more women directors
(www.fin24, com/articles/defavilt/dispiay rettieved July:10, 2008). Thus, this study aimed to
identify reasons for this under-representation. - - =l PN

Literature from other countries, including the so-called first-world countries, suggests that this
is a.global phenomenon. For example, careers in. Science, Engineering and Technology
have been chosen by more wommen today ahd.account for half of the Bachelor Degrees
conferred. In the United Kingdom, of the 44% of Masters degrees and 37% of PhDs
conferred in SET, women orily comprise a quatter of the Sciéhce and Engineering workforce.
In 1997 in the USA, women received 18.7% of the Bachslor's degrees in that year, 19% of
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the Masters degrees and 12.2% of the Docloral degrees in. Engmeenng (Englneenng
Workforce Commission, 1998). Most European countries have fewer woinen in Engineering -
Denmark (6.4% female Engineers); ireland (2% female Engineers) and France (5% female
Engineers). Furthermore, research conducted by the European Commission (2003) reflects
that despite the increase in women’s educational attainment in the EU membeér states dunng
the iast 20 years, the number of women in industrial research is lower than in other sectors:
In- eight of 10 EU countries, women censtitute between 18% and 20% of aII mdustrial
researchers. Furthermore, it appears that women participate more substanttally in mdustrlal
research areas which focus on health, social work and financial intermediation. Both
international and local literature confirms that as & result of many factors, women in. Industrial
S¢ience, Engineering and Technology are generally inhibited from participation in the séctor.
Constructions of gender differences appear to be one of the main factors highlighted in. all
the Jiterature, with the European Commission (2003) highlighting that womeri. frequently are
forced to choose between family and children, and a professional career. As a result of this
ferced choice and most émployers’ traditional perceptions of ‘miothers’ as jimited: in tHeir
performance capabilities, SET loses out on the potentiai of -talented female sclenttsts,
engineers and technologists.. Simllarly, research conducted in ‘SET- iridustries i Australia
{1995) Highlights that the sector fs consistently constructed as. a masculiné arena which
excludes, marginalises, alienates and isolates women within the mdustry I

Partly explaining the above trends, Evetts (1998 283) notes that englneering and
marnagement in Engineering are archetypically men’s careers”. This is the prevalent mmdset
in most facets of the engineering industry. Engineering. is percelved as a masculine
professmn and consequently women entering the profession are regarded as mtruders and
cannot expect the same opportunities afforded to their male counterparts it is dthcuIt to
ascertain the impact of gender on SET in South Africa as a resuit of the dearth of ItteratUre
on the subject, a gap this study hepes to contribute towards filling. I .

The study reported n thls docurnent was therefore aimed at uriderstandmg and explalnlng
women's rates of participation in the SET sector industries and to |dent|fy ahd analyse the
various factors that. facilitate or Inhibit their effective participation therein While there is
considerable literature on women in SET available from counfries of the geograpﬁlcal north
(the United States and the United Kingdom, in particular), there is a pauolty of literature on
the South African SET sector. Thus, the literature review in this sectlon exarhines women's
patticipation in Industrial Science, Engmeenng and Technology (SET) both mtemationa!ly
and locally. . In particular, the review examines the specific factors that aﬂ'ect tHe recmltment
advancement and retention of women in the sector. - T

8o, what might explain the under-representatlon of South Afncan women |n the SET sector”
In order to understand this, it is essential to explicate the key theoretlcal formulations that
underscore and motivate the argument. :

21 Some theoretical perspect:ves

Available literature suggests that explanations for the irends in the participation (or Iack
thereof) of women in the SET sector derive from theoretical perspectives (mostly gender and
feminist theories) as well as evidence from empirical research. This section reviews some of

the possible theoretical expianations.

2.1.1 Socio-cultural norms and hegemonic masculinity

One explanation for the poor participation of South African women |n the SET sector lies in
the dominant socio-cultural norms in the society. In any society, social norms tend to
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mﬂuence men and women's work and in partlcular the gender drvrsron of Iabour in familles
communities, and consequently in nghts and responsibilities between the two sexes. This
often means that women’s responsibilities revolve around the home while men are expected
to go out to work (Serugama & Kotze, 2004). Informed by these norms, some companies
may. exclude women from jobs/positions considered to be approprlate for men or men whao
are seen as falling outside the set norms. “Furthermore, due to these socially ascribed roles
and responsibilities for men and women, motherhood, in particular, tends to limit women’s
access to the labour market and to progression within industry, resultmg in them entering and
leewng more frequently, as well as lack of progression and skills development on their part.
Based on these social norms, starting from the family and extending into soclety and the
worlgplaoe certdin tasks are considered more appropriate for men of women. In rélation to
technology in particular, Noble (1891) explalns that historically it has been man's quest to
gdin control and domination- over nature (in Faulknér 2000), thus the ‘mastery of nature
remains @ powerful embiem of . technology” both wrthm Engineering and the wider culture
(Fauikner, 2000: 90). Consequently technology is perceived as a “masculine . oultur:e”
[Wdjeman, 1991) [Faillkner. {2000) posits that it is essentral to explore in-depth the relative
links' between gender structures {occupation and education), gender symbolism {cuitural
associations between masculmrty and . technology), and gender identity (how people see
themselves as women and men) i in the gender-technology association, =

Lmked o the above, a second explanatron lies in what has been referred to as hegemonlc
masculinity, Connell (2005) defines hegemonic mascullnsty as a type of gendered praclice
which functions to exemplify and legitimise patriarchy (male authority and power).and the
domination of some men .over others (e. g., those who are viewed as behavrng outside the
notm; such as for example, homosexual men) and the subordination of worhen. Thus, it is
the benchmark against whlch other men are measured and is used as a ‘means of excludlng
tHosd men who are viewed as not measuring up, as weli as women. (Faulkner,.2000: 91). As
a benchmark hegemonlc masculinity is counterpoised to subjugated femrnrnrty" and is used
to |dent:fy & certain type of manhood associated with-men in power and to sanction those
who behave outside of such. gender norms.- As such, it Is “the normative ideal of masculinity
to.which men are supposed to. aimh” (Wikipedia). Most men in Kimmel's (1994) opinioh do not
meet the standards but perform within the confines of masculinity for the benefit of other
méh. According to Brod and Kaufman (1994) the mdnwdual does not feel powerful although
men as a.group hold and exerclse power -

Faulkner (2000 90) clelms that “both technology and hegemonlc masculrnlty are hlstorlcelly
assbciated with ‘industrial capitalism; they are linked culturally by themes of control and
dommatlon ‘Closely related to cultura problems is the “power position in the gender and
technology debate whlch appeals to the understanding of the social context within which
particular gender tohstructions and partlcular tectinologies appear” (Faulkner, 2000: 90).
For example, this might explain why, internationally, including in deveIOped countries, despite
the numerous campaigns to encourage the progress of women in Science and Englneenng,
women are not playlng a significant rolé in design roles (Faulkner, 2000). Henwood (1996)
claims that there is a mlsoonceptlon that women s socialisation has to be modified to match
the role of an Engmeer and not vice versa. It may thus be assumed that the reason. for
failure of the initiatives to get more women recognised in Science and Engrneerlng stems
from the strong operation of the symbolic assoclation of masculinity and technology. There
are a series of highly gendered dichotomies that may be discerned within this association.
Faulkner (2000) identifies three of these dichatomies. - The first relates to the distinction
between being people-focused and machine-focused: this is one version of the sociological
distinction ~ betweén masculine instrumentalism (machlne-focused) and feminine
expressiveness (people—focused) In this regard, it appears that if a woman chooses to work
within the techriology sector, she is potentially rejectrng any meaningful engagement in the
social world and thus faces gender inauthenticity’ (Kelier, 1985).

10
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The second dichotomy relatés - to the distiriction between hard ‘technology and soft
technology, with the latter being associated more with women (domestic appliances). - Arising
from this hard/soft dualism, s a third dichotomy; styles of thought, since accomipanying:the
association of Engineering with Science! is the éstablished gender dualism (Edwards, 1996).
On the one hand, objectivist rationality connected to émotional detachment énd absfract
reductionism approaches to problem solving is glaimed to be masculine. On the otheér hand,
subjective reality is associated with emational connectedness related to concrete, emgirical,
and holistic approaches to problem solvirig. Abstract thought and work (scienific reasoning)
is generally associated with masculinity, while concrets thought is associated with femininity.
However, Fautkner (2000) argues that both gides of the abstract and concrete dualism-are
requisites within Engineering. _In science; these dualisms.“are witlely held ds truths ‘by
technical and non-technical people, women and men [...J" (Faulkner, 2000: 84). Niimerous
studies tend to confirm the operation of the. three sets of dualisms, namely; people Versus
technology focused, soft versus: hard techriology and concrete -vérsus -abstract,~ These
dualisms ‘are evidenced in:schools and Institutions of Higher education .where 'girls dre
petcelved fo be out of their depth in the male domiriated. Science @nd Engineering
professions and tend to be discouraged or actively excluded from the field, -~~~ =y @ -+
While some strides have been made-in .overcoining these norms and ufiderstandirigs and
many women are now working:in jobs which were traditionally perceived as mate, the fact
that women generally still tag behind in théir participétion in the SET is cause for concerri,
Thus Faulkner (2000: 95) sees a crucial point that is often overlooked: the “huge mishatches
between the image and the practice of technology with respect to gender,” 'The South
Affican literature does nof. highlight thi$§ mismatch but. Stephen (2000) statés quite
categorically that society's atlitudes to Women in science in South Africa is not encouragirig
as society concurs with the global notioh that.scientific careers are incompatible with d
woman'’s life. b= o B ol WP ‘ o

In this regard, it Is necessary o examine what sb effectively maintains ihis male domiriated
domain. Considering. the fiéld: of engineerihg as. a tase.in point, an exploration. of the
dichotomous ways in which:work in this.fiefd is categorised might Help to".understand the
complexity. . The distinction betwser manual-labour and the professional graduate éngineef
fs tHe most obvious of these dichotomous ways: .“Thase two- versions of masculinity embody
the often gendered dualism of mind and body” (Wajcnian; 1991: 95). Mén-are consigdered fo
be-“natural” technologists because they have whét is. perceived as the suitable rationality atid
meichanical skills required by the profession.-. Until-recently higher status.and crédit wits
attached to the more mathematical and abstract analytical work (ofteri associated with men)
and less to hands-on concrete work within enginéering education ‘in. the USA. Bt s there
any fact in the understandings of engineerirg &s a field most suited to men?:. So_far, fia
empirical evidence exists to confirm any inborn diffefences i the technical ability of males
and fémale and the way that males and females engage in technical tasks (Faulkner; 2000).
However, there is evidence to suggest that thére are:some differences in particular settings
as found by Turkle and Papert (1990) in"their study. . Women and girls tend to adopt'an
interactive approach while men and boys ‘adopt a more linear and formal approach that
comprises hierarchical planning. .In IT a‘number tf female programmers have beéeri found to
favour abstract approaches but the conclusion thdt Turkle and Papert (1990: 132) arrived at
is that “the computer supports epistemological pluralism but the computer culture dogs not.”
In both design and programming there are dorhitiant gendered assumptions that males have
an innate aptitude and value homiinally mascilling styles. These assumptions ate suétained
despite the counterevidence. Consequently aspiring womaen technologists are exciuded. -
This notion begs the questioris “Could engineering support different epistemological styles of
work? Should such a powerful occupatiori as éngingeririg- bé predemihantly shaped by a
singular set of values and styles” (Faulkher,;:2000)? Campaigning for équal opportunities has
emphasized the benefits that malé dominiated areas would receive by including both women
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and ethnic minorities. The diversity position purports that women. contiibute differerit
approaches and priorities. This assumption however, may be intérpreted as essentialist
because it fails to challenge stereotypical constructions such as femininity being associated
with subordinate roles and masculinity as the controlling force in society. - If -the
representation of women in Science and Techriology improves_then it contributes. io the
transformation of technological products as well as the procedures used (Amold & Faulkner,
Rose (1983) argues that women are more likely to bring a caring rationality to technical work.
However, the evidence Is limited and inconclusive. The exclusion of women based on these
assumptions may possibly be identified as onie of the reasons that inhibit the participation of
womeri in SET. The South African literature has touched on this aspet i a limited way. - For
example, Mabandla  (UNESCO, 1998) states that “we should riot cortinue, to wastd ' our
human resourceés by excluding women since very few women in_Africa were employed in
Sclence and Technology occupations®. - Thus far various aspecis relating to women's
extlusion from SET were discussed. - T TR T

A third thedreticai perspective that miﬂght‘ex'prlla'in the poor‘participati,’ér;i‘:vfr_ofﬁerj in the SET
sectar is related to the subjective realities of those employed or working in.the SET sector.

-+242 - - SubjectiveRealities | ‘ R
Accordifig to Kimmel (1994) the engineering fraternity is a homo-social performance that
affirns a specific version of masculinity which is also a primary resource in advancing the
positions and interests of male engineers. Engineers enjoy high status “in -certain
organisations and disciplines and thus. théy benefit froni the “power to create a work style
comfortable to them.as men” (Mcliwee & Robinson, 1992: 138). To illustrate; when stress ig
placed on the centrality of technology and when competencs is displayed aggressively as
mesns t6 Secure top jobs and assignments in an organisation, men tehd to benefit at the
expense of wormen. Furthermore, career progression. in the engineering field is generaliy
based on involvement in successful projects and membership of netwotks of dontacts and
mentors (Melstrdm, 1995), which- women do not have access to. - Most women. wha Initially
lack the hands-on experience and confiderice, despite their compétence, do hot experiénce
the thiill and obsession of their male counterparts (Mcliweg & Robinsbn; 1992: Melstrém,
Based on these patterns of homo-sociality produced by engineering, it is not surprising that
many women engineers opt to leave the profession. Alternatively they lose out as far as thair
careers in Engineering is concerned since they do not belong to the ‘men’s club’, In addition,
It is hardly surprising that the access of women into engineering is greeted with hostility by
many of thelr male counterparts. Muiray {1993) believes that this challenges what it means
to be a man (or the entry of women might spail their fun) Do not understand the meaning of
this bracketed phrase. =~ Wil SRR R e
Available literature identifies the subjective realities of individuals and groups ifi the sectof as
significant in explaining the participation {or lack thereof) of women; Faulkner (2000}
identifies three subjectivities of engineers for this purpose: These reldte to “the pleasura
engineers so palpably take in technology, theé exclusion of womeh based on: these
assumptions may possibly be identified as one of the reasons that inhibit the pafticipation of
women in SET, their ambivalent relationships with power and the identity. work they Ho”
(Faulkner, 2000: 104). Faulkner (2000) argues that engineers’ pieasure in techinology and
their close identification with technology are fundamental to the individual identity.and shared
culture of Engineers. A fratemity is cemented among engineers which ingvitably exciudes
women from significant internal networks. According to Hacker (1989), part of the pleasure

Py
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of engineering is a pleasure derived from dominatiori and ¢ontrol over staff and the natural
world. The author suggests that the fun that engineers experience with technology may be
seen as compensating for the contribution to Jarger systems of dominance and controi. This
pleasure may also be seen as a reward for the fragmented rolés engineers play in the labour
force as well as the limited job satisfaction they experierice in other spheres (Hacker, 1989).
Hacker's (1989) intention was to demonstrate how the power and pleasure of engineering
are linked. She claims that men in engineering have their limited strength or potency
symbolically extended through the power of technology. Men who relatively lack power in
other spheres of life tend to gain the most pleasure in technology. Henwood (1993: 41)
explains: “Technology offers a symboiic' promise of power, as well as the potential to
compensate materially for their relative lack of power.bya strengthening of their gender
power through the acquisition of technical expertise”. Further, aptitude in mathematics ang
technology offers some enginéers’ certain: compensation for a iack control in various areas:
“Engineers .routinely feel powerless themselves but. are viewed as highly empowered by
oUtsiders” (Downey & Lucena, 1995:172).. . .~ . 0 * .|

Engineers have an ambivalent -relationship with power and are rooted .in their structural
lacation within the capitaiist Industry. Due to the ambiguous location between capital, labour
and the state, engineers tend to identify themselves ‘with technology since this self
acknowledgment provides theni with apparent neutrality (Befnier, 1992). A number of studies
report that most engineers are. interested in’gaining organisational power (Mcliwee &
Robinson, 1882). Engineering may thus he. viewed as a fraternity constructed around this
shared identity with, and pleasure and pride. in‘ technology. - Obviously, women tend to fall
outside this socially constructed fratemnity, which might explain why their recruitment into,
progression and retention in the SET remains problematic. . - -

This. study aimed to identify factors that influence the poor participation of South-African
women ih the SET sector, The haxt sectioh reviews literatire that addresses this question.

2.2 What factors explsin the low participation of women In SET?.

Although there is considerable literature available on the participation of women in Science,
Engineering and Technology, most of it i& found in the so-called developed first-world
countries.. Specifically, studies of. women in science have heen conducted aimost entirely In
the developed countriss of the north. (Campion. & Shrum, 2004), Even there, empirical
studies that examine the influénce: of gehder are starce (Faulkner, 2000). This section
reviews literature which identifies 5ome important factors that influence women's participation
in SET internationally. - AT B

221 Key obstacles faced by womenin SET* - - . = = oo o By
Liu and Wilson (2001) have identified four main obstacles that restrict women from working in
or pursuing a career in IT. - These are gender Stereotypes and attitudes, family responsibility,
working time constraints and lack of corifidence: - Firstly, the duthors assert that cne 6f the
mdjor restrictions on women's development and career advancemerit in T is the gender
stereotypes and attitudes of male colleagues.  Gender stereotypes and attitudes emanate
from family values, societal and miedia influénce as well as education. All these contributs to

shaping beliefs, ideas and values. . These forms of behavioural and mental conditioning
underpin many assumplions and stereotypes. that . are carried “into the - workplace.
Traditionally, men are expected to hold senior. positions while women are employed in lower
positions despite the number of women who have entered the IT field. Empirical résearch
has highlighted the fact that occasionally these misguided expectations lead to segregation
of the sexes (Liu & Wilson, 2001) resulting in the gendered division of labour so that there is
no even distribution of women across thé various occupations and industries. I the UK, for
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example, many of the women worked in genhder segregated jobs, confining them to lower
levels in the job hierarchy and denying them a voice or the power to imprdve their positions
{Steven, 2000). R B T R e T L s e FN
Gender stereotypes inciude the notion that ¢ woman's role is to simply serve, nurture and
care. For example, as the only worharni.on the management team sheé would be expected to
take the minutes at a senior managers’ meeting. - Women managers who reject these
expectations are labelled troublesome, unfeasonable and aggressive. Commshts made by
male colleagues towards female colleagues are often derogatory and demeaning; particularly
with reference to women not being.techiically minded and_the possibility of falling pregnant
on the job. In additien, Trauth (2002) found that men make also’sexually explicit comments:
These derogatory comments and skewed perceptions may impact negatively on a woman'’s
cdreer, e e RS RO e A
In Liu and Wilson's {2001)-study. men’s hegative attitudes increased towards women whé
were- promoted to managerialpositions; . Life for women in the workplace.is made very
difficult by these gender imbalances arid petcsptions. Thus It is'assumed that women sutfer
mbre hostilities in the profession than men, éspecially those worrien who hold positicns. of
atthority. Simpson and Holly (2000) assert that gerider imbalance creates an organisationaf
culture that is hostils or resistant to wamen. Furthermore, she points out that orgarilsations
with reiatively few women in positions of authority afe experienced as less welcomirg to
worhen and less accepting of women’s values, attitudes and behaviours. -Women .in South
Africa and Africa are being encouraged to fitirsue careers in Science. At & conference held
in South Africa in September 1998, the issue df attracting and retaining wornen in sciende
and technology was discussed. Governments of African countries wete urged by ieading
women Scientists, academics.and politicians from Southern Africa to, increase opportunities
and dccess for women's participation in_Sciencé and Technology in. South Africa (UNESCO,
1098). In their study Lui and Wilson (J001) found that femiale managers identified gender
stereotypes and men'’s attitlides &s the second largest restriction on women’s careers. . . .-
Secandly, sexual harassment n"the workplate was Identified as another problem that
women face. According to Evetts (1998), sexual -harassivierit in the workplace -is riot
uncommon; The author claimsé that some. of the relational difficulfies of being a wonian in the
field of Science, Engineering and Techriology. would be accurately described ‘as’ sexual
harassment. Many women  in this field- refrairi from. reperting such iincidents for fear. &f
victimisation and being ostracised. This male dominatéd world: does riot; view  such
complaints empathically and instead women afé made out to be résponsibie for-invokirig
Such behaviour by men, ~ Evetts (1998} tells: of - a young wonian in an . Enginesring
organisation who was touctied, whistiéd at, Ieered}at,rin’s_uﬁed} and patted on the head.
Although she was with her manager who: witnessed some of this behaviour, hothing was
done about it. . It is incumbent upoh mariagemerit to have a clear policy on -sexual
herassment and that all employees are fiiade aware of the. consequences of such acts.
Sexual harassment may not be perceived as such by women who take tinequal treatment for
granted as they do not fully grasp the sexual harassment and challenges to their competence
until it is pointed out to them (Trauth, 2002). " > .- .. - .. - . 0.7 wr L
Although, no literature could be found on sexual harassiient in SET in South Africa. ‘It does
not mean that women in SET have niot encountered sexual harassment.. Ag ‘more
information becomes available in South Africa and Affica, there may be reports on sexual
harassment in SET. Many women comiplained :about working time constraints which was a
further inhibiting factor in theif careers and which s takenup below. , . . / . |
Thirdly, another key obstacle that restricted women's development is working timé
constraints. In order for women to be both mother and employes; it is necessary for
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employers to deviate from the norm and allow more WOI"k time flexublllty The f xed worklng
times make it difficult for motherslworkmg women. -As a result many women leave
permanent employment and opt for part-time employment Apart from childcare, worneh
have domestic I’E’.’SpOﬂSIbllltles Inflexible worklng time can restrict women’s development in
techinology. Time constraints in the workplace tend to have a restrictive impagt on women’s
careers as well as their chances of breaklng the glass oelllng (Liu & Wllson 2001)

Fourthly, a major obstacle for women in’ the IT freld as weII as in SET in general is famlly
responsibilities, since the belief shared by employers is that women lase their ability to
compete when they became mothers. and are less likely to be ﬂex1ble in the workplaoe -As a
result of these distorted beliefs, ‘glass céilings’ (see below) are created for wornen workmg in
the IT profession. Earlier studies have indicatéd that employers obstruct the promotion, of
women in IT and provide less tralnlng JIri “addition, they are averse 1o accommbdatlng
women's home lives that involve childrén (Kavanagh *1999). In their. study, Lui and
erson {2001) found that female managets Identified gender stereotypes and men's
attliudes as the second largest restrlctron ori - women's caréers. Family responslbllitles
wete cited as the largest restriction on women's careérs in IT, according to Liu and Wilsan's
study (2001). An lnterestlng paint from:Campion and Shrum'’s (2004) study of Seisntists in
Ghana, Kenya and india, was that 95 per ¢ent of the men ‘were marrigd compared. to thred
quarters of the women. Women ‘had fewer chlldren whereas men. had.more.’ erteen
percent of the women were: pUrsuing a professional caréer in: Science with no chlldren
Given the similar age structure. of. the men and women, this suggests that men and, women
handle their professional and fam|ly llves dlfferently

in South Africa, available Ilterature unfortunately does not address this issue across race
groups but Serumaga and. Kotze (2004} found that rharriage. @nd children affect white
women’s participation In the South African labour force.  Role strassors, which include fole
emblgurty and role conflict, are found o |mpact negatlvely on women. To illustrate, role
conflict refers to incompatible expectations associated with'a work roie which often arises
when two or more conflicting demands ocour (Igbaria & Chrdambaram, 1997). Schwartz-
Cawan (1979: 67) argue that “fien continue to pefceive -wonjeén as the rearers of their
children, so they find it understandable, indeed" appropriate, that women should renounce
their careers to raise families.” A a result, women may leave thelr jobs and concentrate on
family responsibilities.  In thelr study, Igbana and Chldambaram (1997) examined gender
dlfferences in role stressors (role amblgwty and role confhct)

Role ambiguity is faced by many women |h SET as they are unclear about their job duties,
performance and standards or level of job performance. . ‘Wormen. are socialised to-develop
different job-related expectatlons In specific occupations than men-and If they are unabie to
meet these expectatzons it may tause role stréss throughout their careers. Consequently;
wommen may experience higher levels of role stress.. Role theory is based on the premise
that individuals have limited resources in terms of tlme and physical, mental and emotional
energy (Igbaria & Chidambaram, 1997)., The demands and requirements of women playing
multiple roles with regards to famiily and Career, bften create role confiict, role overload and
role strain on women (Galhvan 2004) ,

Because women have to Juggle thelr roles WIthm the organrsatlon and at home they are
invariably not giver the opportunity to take on challenglng assignments and as a result are
overlooked for salary raises and promot|on "8ince men have fewér career interruplions they
acquire more experience, education and. hiuman capital.. As a résult, family responsibilities
impact seriously on women’s career development as “withidrawal from the labour market
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influences wages through human capital depreciation and unde'riﬁveiéfherit in on-the-job-
training” (Mincer & Polachek, 1974, in Chaung, 2003). S P

It has been argued that women often experience ‘role overload’ which occurs when they
undertake paid empioyment, and have to concurrently maintain resporisibility for domestic
tasks, family responsibilities and child rearing. Women executives have reported that they
carry a disproportionate share of the responsibilities for home chores (Schwartz, 1989), As a
consequence, women may face a greater confiict between household and child rearing
responsibilities and organisational duties than do men. The potential for. stress and strain
arising from work and family domaihs is heightened as women ‘are réquired.to baldnce the
Simultanéous demands of career with those of family where they are essentially responsible
for household chores and childcare (Gallivan, 2004; igbarig & Chidarnbaram, 1997). -Ancther
factor that causes role stress is the fact that women's salaries are lower than mefts. itis
argued that since wives only enter the workforce during periods of temporary sconomic need
and leave thereafter, they earn the requisite (lower) salaries. The lower salaries and lack of
recognition of their abiiities and capacity in the field may lead 1o a lack of confidence in.
women in SET. ' = e e

0 o

Fifthly, lack of confidence has alsc been identified as a factor impacting . negatively orj
women’'s participation in the SET sector. For examiple, despite . their . educational
qualifications, a number of women believe that they. lack competence to execute their. jobs
effeclively. Women in SET have inevitably suffered some form of-f_low;,s,e.ff'-conﬁdenee at
some point in their working careers. This low self esteem and low self-confidence. may ke
attributed to_fears of failure and fears of being iabelled incompeteént {Lul & Wilson; '2001}.
Lack of confidence is a barrier to seif-development in SET, and fow self-esteem can also be
quite restrictive. .. I L R R o
In addition, there Is a tendency among some ‘men to see women as the ‘Weaker sex’. ‘If
womaen are asserlive, they may be negatively iabelled by their male counterparts and .this
contributes towards women losing their self confidence. Recent resedrch has highlighted the
tact that a ack of confidence may lead to attrition as well as restricting the developmient of
worhen in the profession. The numbers of women in Science and Engingering is*declining, at
an -alarming rate and this attrition may be attributed to the loss of -gelf-esteem and self-
canfidence. = Greater in-depth investigation has to be conductéd -into the reasons. that
underpin women'’s loss of self esteem and lack of confidence. - Added to the lack of self
esteem and lack of confidence, is age as an obstacle. Liu and Wilson (2001) ajso point ouf
that male IT workers earn a higher salary than females. Other issues that were highlighted in
their study were a lack of childcare faciitles, lack of IT skills and lack of fifarice, . . P B

In addition to the above, available literature also suggests other factors. which
negatively influence women's participation in SET. -One such factor is'age, It has.
been suggested that male and female managers differ in their. success.and this could
be due to the average male manager being older and more. experienced than the.
average female manager. For example, the majority of women in SET ‘are.in the age-
group 25-29 and 30-35 (Igbaria & Chidambaram, 1997). Wormen are said to possess
tomparatively less life and work experience and fewer . skills, * Therefore’ it js
suggested that women in the workplace are likely to be younger and hold lower
qualifications (Igbaria & Chidambaram, 1997). Socio-cultural influencés play an
important role in SET as well as in IT,
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So::lo-cultural mfluences have also been |dent|fled as mtpaottng negatlvely on women in
SET: Recent studles (e.g., Trauth, 2002) sUggest that women experience 4 variety of socic-
cultural mﬂuences which elther encourage or dlscourage ‘their partlclpatlon in the .IT
professmn Every woman is an individual who possesses dlfferent technologlcal talents and
msponds to -8ocial shaping in a unique’ and. individual 'way.- -The [T field is socially
constructed as a tradmonally male domiain wh|ch prévents women's participation at a hlgher
lével. . Trauth (2002) observes that whereas women from communist countries wers
encouraged to pursue & caréer in IT, others had to resist a cultural riorm where worklng is
unacceptable. and in IT, even more unusual Fot her, cultural influencés are experlenced as
a restraint in. some countries where women ‘are often’ relegated.to the pnvate sphere (the
home) and not the .IT, workplace Schsols have ‘also beenh. cited as promotrng “gender
segregatlon in cértain coursas, Spe0|f|cally in mathemahcs and computer Gourses. Further,
certain ‘staff members favour ‘gehdet- ‘segregation when they encourage males and
dlscourage females from pursumg Scuence and Technology - L

Moreover as observed by other authors C|ted in thls rewew orgamsattonal culture has also
been found to slgnlflcantly impact on worien in SET; ‘wheré the gendered expectatmns and
_processes within an. organlsatlon contribite to the real dilemmas that womén facé in their
careers : In. technology (see for example,. Evetts; 1998). Women. are ‘made - to - feel
Unicomfortable in the ¢rganisation. ~intruders in a male’ domain, ~ For exafnple, in. Evetts’
study, women employees: in' Eng’lneenng and. Technclcgy dited. examples of organtsatlonal
gulture that ‘required them to be' submissive,” where managers had specrﬁc expectations' of
professmnal employées ‘and’ these expectahons were gender. specﬂ” c. [f women were
perceived as’ confrontational or too aggréssive, it could be t6 their detriment with regards to
prormation or other work-related opportumtlest On one hand, some women become reS|gned
o Organlsatronal expectatlons and behave in @ specific manner in.order to satisfy the
orgamsatlohal culture where women ard expected to be tolerant and accepting of gender
challenges and not provokmg confrontatiori (Evetts, 1998 Trauth, 2002). ‘On the other, this
behawour is balieved to be problematic as women are percerved as too weak, submissive
ahd passiva. to be promoted and are judged as, unsmtable fcr career progress and
development ‘-':__ o BT R o, e o e

FUrtHerrnore, organlsatlons fend to take ort a more compet|tfve and mascullne cultul'e whioh
negates the presence 'bf women especrally in :senior, decisionzmaking, managemeht roles
(Trauth 2002). Genider imbalances in ai organlsatlon create an organisationial cultiire that
can bé described as hostile or resistant to women. As a result wonien are overlodgked for
premotion and encouraged to stéer away’ from the ‘managerial route as'a cdreer path. For
exarriple, two cafeer ladders were identified by Trauth (2002) - prcfessronal and managerlal
cafger ladders. In many organlsatlons ‘women are éncouraged to pursue the professmnal
rather than the managerial route. COnsequently, while women become _ highly skilled
Technical Specrallsts in the professlon, the: managenal route is closed to them and they
therefore do. not have a voice in’ managerlal decisions.. The professmnal path tends to be
Seen to be mOre appmprlate for women. W|th famlly commltments (Evetts 1998) -

The above gbes together W|th tradltronal belrefs (formed through soclal and cultural
condltlonrng) which hold that thei'e are’ appropnate foles for men and. women: and these
beliefs ekert a major inflience on employment opportunltles ‘and’ experiences for women,
The traits and behaVrours stereotypically’ viewed: as appropriate and possessed by men; for
example COmpetltlveness Jogical and tnttlatlng behaviour, persuasrveness and aggressmn
are believed nat fo be attrrbutes assomated with women. Therefore, women are riot suited for
cartain pbsrtlons which require leadership; professional or teéchnical skills (Worrel & Rener,
1996). In Nrgerla the -United .Nations - declaration, . 1976 —~ 1985, . spurred the Federal
Government on to |mplemeht aft" rmative action. Affirmative action accounts for miuch change
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with regard to.the promotlon of worr]eh’ (Chovwen 2003) Slmltarly, South Africa has
implemented the policy of affirmative acﬁon which, saw many women in top managerial
positions. However, these statlstlcs still remain far below that of men in managenal positions.
Since the perception that women should not pursue the managenal route persists, some
organisations allow women to progress up the - Iadder but onIy as far as what is generally
called the ‘glass ceiling’ and ho further ' T _

But can the glass ceiling be penetrated to allow Upward moblllty of wonien in SET? Th|s is &
question that is probably on the lips of many womeh in SET, who have reached the glass
celling, and for whom upward mobillty i5 not poSsrble due to an. organlsatlonal culture that
favours men in senior posrtrons A study conducted by Simpson. and .Holley (2000)
rnvestlgates the impact of restructunng on the career progression .of women in Transport and
Logistics. The findings could have significance for wornen in SET who have encountered a
‘giass ceiling’ and are restricted by’it. The study Iooks specifi calty at organrsatlonal change
and gender impact. Findings suggest that women are particularly vulnerable during times of
organisational change as they are less Ilkety to be seconded into other functional areas, thus
limiting access to new skills and management expertise (see also Woodall, Edwards &
Welchmani, 1997). Further, as the major toncentration of worrien is in junior or middle
management, ratrenchments .and demotiari at these “fevels suggest that the women
mgnagers are reduced, thus maklng the glass ceiling even mbre impenetrable with fewer
wamen ellglbte for promotion to. seriior poslttons Déspite equal opportumty measures being
in, place, they are not likely fo be oohsrdered fav0urabty dunng tlmes of organlsatlonal
change 6 1% ‘ N ‘

In a study by Simpson & Holley (2000) women |n the USA mdicated that they were negatlve
about their career prospects since they belleved that men’s remuneratton was higher and
their progress was faster than their female counterparts Addrtlonally. women were frustrated
by. the sexual discrimination and ‘old: boys’ networks’ that favoured males in hiring and
promotion decisfons. For example men in. Loglstlcs still hold senler posts although womeri
Laglsticiang hold higher qualtfieatlbns mpludmg & more participatory style better suited to the
cutrent competitive environment. Further, d study of 300 transport managers established that
75 percent believe that theif careers have been restricted by a glass ceiling and sexism in
the Transport industry (Holley, 2000}, Woimen ih IT are invariably faced with sex bias which
suggests that various mechanisms inhibit women from ‘upwiird mobility irrespective of their
qualifications and experience. Ewdenoe of gender bigs. agalnst wotfien is prolific especially at
hrgher corporate levels. Several papers are cited that suggest the existence of a glass ceiling
that inhibits women from reachlng the top (Bilimoria & Pidérit, 1804). Globally few women
and fewer still in Nigeria have managed fo. penetrate the glass ceiling (Chovwen, 2008)
These sentiments (examplés, factors?) can similarly .be applied to SET as women are not
risirig-to top management levels as thay should be: There has been’ widespread research
over the past 20 years to understand what factors’ mﬂuenoe job ‘satisfaction and the high
attrition rate (Niederman & Moare, 2000) Acoordlng to Mooré, (2000) job stress and
burnout were leading causes of .IT employees high attrition rate. IT personnel research has
sought to identify gender differences that- ‘may eXpIalh the low participation of women in the
IT industry. Because of the socio-cultura). influences, prejudloe {gender segregation and other
barriers, the atrition rate in SET is high (lgbaria & Chidambaram, 1997). Social and
structural barriers impact oi women's. perslstenoe, retention’ arid advancement in IT. and
consequently women are offered fewlr opportunltles for promotlon and professuonal
development. In New Zealand, for example; a womaryifi IT was forced to resign from her job
because there was no maternlty leave - avallabte ‘and the ‘organisation -could not
accommodate her on a part-tlme basis tTrauth 2002) -Chgvwen:- (2003) found that women
who persist with pursuing thelr cdreers- in the face. of opposition, experierice extreme
frustration and consequently leave the organlsatton This can cost the organisation talented
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indlvuduals To add to these problems experienced by women in SET, many mentioned the
lack of support and mentorship (Trauth, 2002).

o

|he literature reviewed in this section confirms thal recent studies have paid considerable
aﬂentaon o women in management positions worldwide and have reported on the
demographlc changes in top and senior management positions by debating the status and
conditions of profess:onal women. Despile these advances, women still occupy secondary
positions worldwide and are also being under-utilised (Mathur-Heim, 2005) and gender
mequahty is still evident in the labour force.

In South Africa, only recently has attention been focused on problems faced by women in the
wurkplaoe and in management positions. Despite the voluminous documents on equality and
wdmen’s rights, women employees are stifl found in the lowest ranks. of orgarilsations,
expenenee difficulty with Lpward mobility to senlor and executive management levels and
are not benefatmg from government policies and legislation to advance their careers. This is
the case in spite of the tremendous advances that South Africa has made to promote and
advance women and equity in the workplace. According to Catalyst and Opportunity Now
(2004) women are still underrepresented in corporate boardrooms with only 7.1 percent
women directors in the country. South Africa still lags far behind the rest of the world whose
statistics are also low (Mathur-Helm, 2005).

Whal attempts have been made to address these challenges intefﬁétiehaiiﬂ

Towards tdentlfymg ‘Best Practice’

To remain competitive in this global and technological world, lnstltutlons and organlsatlenq
throughout  the .world need to move forward and create a well-trained, diverse. anhd
multicultural workforce. Necessarily, such a workforce must meanihgTully include women at
ail levels of the organigetions. For example, with the decrease;of géneral” mterest in 8ET
careers and an increase In the demand for Engineers and Scientists wotldwide it is: asseritial
that organisations look beyond the traditional pooi of talent (predommantly men) and target
thé other half of the population - women. Aclion can be taken at schoal, umversnty and the
work place level individuaily as well as in partnerships across the three Ievels ' .

But to what extent and in what ways dofcan organisations’ achleve thls‘? Interventlons that
have been implemented internationally can be broadiy divided into; Workplace poiicies,
training and support for women; and gender mainstreaming. -

2 2.2 Workplace Policies

lnternatlonally, scholars and pohcy makers. agree that the first step towards achlevmg gender
equality in ali fields of employment and spheres of life generally, and in the SET sector in
particular is to develop and institute an adequate social mfrastrudure and pollcy environment
that makes it easier for women o enter the employrent arena, get accéss to premotlon and
remain employed (see for example, Ainuddin et al, 2005). Numerous policies have been
introduced over the past decade o make the workplace friendlier to women employees with
discrimination visible against women in the workplace because of family responsmilltles and
motherhood, one of the most far-reaching policies is that of the _éxtension of parental and
family leave. Despite the human rights’ discourse penetrating the ‘world, this' has not
eliminated gender inequality. According to Gottfried and Reese (2004), there are no wormen-
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friendly policies promotlng gender justlce by breakmg down gender—based hlerarchles
enhancing women's independence and’ increasing their capacity to support and. sustam an
independent household. Thus, at the giobal level, informed by a human rights framework,;
policy initiatives such as the Cohvention for the Elimiriation of Dlscrlmmatlon against Women
{CEDAW) and the Milienium Development Goals (MDGs) ds a global compact have sougtit
to put pressure on States to empower worhen generally and to prevent thelr dlsmmlnatlon |n
all spheres of life. B " _ ; . .

As a signatory to these lntematlonal treatles and conVentlon South Afnca has also
developed a policy environment that seeks to empower women and facilitate their
advancement in areas from which they have been prevrously excluded For example the
country implemented equal opportunity and affirmative action leglslatlon as a system of
national strategy to redress the past lmbalances .that ‘were . craated by. the previous
dlSpensation after the first demiocratic electmns ih 1994 (Mathur:Helm;" 2005). ConSBQUently
women's issues were h|ghl|ghted .such as their rights, equality; welfsre and empowerment
and attention was focused srourid these, issues. Subsequently in 1996, the Souih African
Government approved the lnternatlonal Cohvention on Elimination of* All Fermis “of
Discrlmlhatron (CEDAW) by passmg the Gender. Policy Framework - (GPF) (Mathdr—HeIm.
2005). The main aim of the GPF was to Integrate gender policles by takmg lnto aocount that:.

Women's nghts are perceived as: human nghts women have equallty as actave 0|t|zens, their
economic empowerment _ is, promoted “their socral upliffment_ is given pnorlty they are
included in decision makmg. they are benef‘ iciaries in economic, somal and cultural areas
affirmative action targeting women needs to be lmplemented : -

The GPF guided the process of developrhg taws, pohmes and. procedures to ensure equal
rights and opporlumtles for South African-woimen. Accordlng to thé GPF, if South .African
wormen do not have equal opportunrty. ‘@i6egss fo rescurce sharing, control and. demslon-
méking, the aim behind the GPF would not have been actiieved (MathUr—HeIm 2005)

However, while the pollcy envirpnment i§ well developed and attempts to address gender
inequallty, indications are that this is not. enough and that unless thé broader sociai and
organizational environments facilltate WOmens participation in -various sectors,” gender
equality will remain etusive; In. particular; ‘within the SET sector,. which has historically
excluded women locally and globally, brogder national and local policies are obvrously not
eriough to remove centurigs-of negative attrtudes,, perceptions ant practices in relation to the
partlclpatlon of women. As sych, avallable literature niotivates that in . terms of policy;
organizations that seek to attract employ, and. retaln wonien at all ievels tend to’ devefop
contextualized {particular to the sector). workplace policies that are specifi cally geared
towards attracting, advancing and retamlng women ln the organlsatlon What are some
examples of such policies? s ‘ .

First, like any other field, the recmltment of wonien |nto the SET sector reqwres 4 supportlvei
policy environment. For example, the report by Emmerson, Williams ‘and  Sherk- (2001)
identifies, among others, the foIIowmg chatacterlstlcs ‘of orgamsatlons that are sucoessful |n
recruiting, advancing and retalnlng womeh at all Ievels of the organlsatlon '

* g clear, zero-tolerance pollcy on sexual harassment and harassment preventlon 3

. comprehensive health and safety pollcles also ensure a physnr:ally safe enwmnment
in which to work; o 3 ER e :

» strong health and beneﬂts packages whlch have prowsmns for coverage of partners
and children; : T

e aternity/paternity and famlly Ieave prowsrons, and
« @ balance of career and personal ||fe dnd career development
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These family friendly pollcles (Slmpson 1998) are rntroduced as both a pult strategy (to
attract women into the sector) and to address the challenge of women havmg to juggle thelr
roles of motherhood and employees - : . o -

In a similar  vane, accordlng ' to European Commlsston . report
(etc.europa. eufresearchlsclence-socletylirlomhnlmrlpdffwrr—best—practroe en.pdf, retneved
July 10, 2008), SET companies that have been successful in recrumng, advancing and
retaining women have mstltuted polrces and programrnes whlch encourage

Sound work/lifé balance - polrcles maternlty and patermty Ieave childcare facilities or
subsidised  care, emergency lgave to care for SICk dependents, and re-entry policies and
mechanisms (aﬂer materriity ledve for example or after a Iong absence from the job market
when women are engaged In ralsing chltdren). SO S

Ftexlble work schedules oppdrtunltles for drstanoe worktng |f appropnate alternatives to
excessive traveling at certdin times in the Ilfe Cycle, thrdugh use of new technologies or
reassessment of essential ]ob features; : A

A commitment from the top to- gender equallty (tncludmg equal pay for equal work by men
arid women), diversity pollmes and drgnlty at_work — |ntegrated into strategy, reporting
machanisms and performance review systems

Acoordmg the report, these rneasures cannot be successful qntess they are accompanied by
continuous maonitoring,. evaluatlon audltlrig, statlstlcs surveys, staff consultation regarding
the polices and prOQrammes as well as -arialysis and revision of the policies and
programmes as conditions (Iocal natronal and international) change

oo CLtE e "'.-

Furthermore a 2006 OECD workshop on Women m Screnoe Engrneenng and Techno!ogy
(SET} Strateg:es for a Global- Workforeé (. ‘identified “the ‘Implementation of gender
responsive budgets by. governments, gender-balanolng the. oomposmon of decision bodies,
integrating - gender in research agendas and programmes, implemanting diversity
management in industry and also in academia, and re-defining the assessment of excellence
with respect to funding and reorulting policies  and practices” as key to increasing the
participation of women in the SET seotor (www oecd. orgldataoecdl30f34138819188p_d_f_

refrieved July 15, 2008).

From this workshop. three maln polrcy recommendatlons emerged
The production of sax-drsaggregated statlstlcs to analyse trends and outcomes and monilor
progress; : . L ‘

Gender’ equitable evaluatfonlassessmeht cnterla and evaluatlon methods that are fair,
transparent and gender neutral and ' b e

More rigorous research to assess the retationship between gender diversity and firm and/or
research performance: Does - gender dlverSIty. _ parhcularly at senior levels, affect
performance? This type of work may be ‘able_to demonstrate that gender equality has
quantnt” able benefits that can be linked to econoric growth or improved social outcomes.

223 Gender Mainstreamlng
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To address the sexist socio-cuittural bélisfs ‘and gehder stereotypes that are pervasive in
society and therefore, in most ofganisatiohs (ndt only in the SET sector), most research in
the international peer-reviewed literature conclude that successful companies often have top
leadership leading organisations that aré highly.éommitted to diversity more generally, and
to'gender equality more specifically. For-example, according to Emmerson, Williams and
Sherk (2001), “effective leaders will present the objectives with a tationale and a commitment
to. success that reorients organizational thinking and opens the way for viable new traditions”;

including respect for gender equality (hitp://wwiw.mun.ca/cwse/BestPractices.pdf. retrieved
June. 28, 2008). This could explain why; @s Simpson (1998} argues, women in organisations
where they are In the minority .tend o, expérience greater carser barriers than in an
environment where the gender balance is thore eéqual. The SET sector in South Africa; where
women do not appear fo b penstrating the glass ceiling to top manadgement positions,

s&ems to mirrof this trend. . "7, T

To address the above, those in power should .influente .change within the organiisation.
Attempts should be made by employérs. to eradicate. negative gender stereotypes and
attitudes and to play an active role in removing traditional concepts of a ‘'woman’s place’. To
achieve this, successful SET organisations in particular, mainstream gender in all aspects
and at all levels. This is often to institutéa paradigm shift:from fraditional thinking towards
women working i’ SET, towards dn brganisational_culture that values gender equality
réspects. women and -believes in. thélr “capabilities for -SET-reldted skills. . Gender
rasiinstreaming for example; s the “pracess of creating this knowledge and awareness of -
@nd ‘. responsibility. for * -- gender afnorig -.alt " [employees. in  the: organization]’
www.who int/gender/maingireaming/resqurcesien, retrieved July 10, 2008). It helps
individuals ‘and groups to uhleatin .unconscious biases arid assumptions about men and
women, and to learn to respect viomen a5 equally capabilé in SET skills and performance.

‘ . ¥ o

Local and international iiterature cconfirms:that in organisations, different ways of viewing or
approaching problems, different  priorities, professionalism atid- power factors such as
tompeting for scarce resources, often contribute to hierarchicat cultures in the workplace.
Newcomers to &n organisation can feel excluded as.a resuilt of the organisational culture and
it may take a long time for that individual's ontritiution to be. acknowledged. If older staff fee!
threatened by the newcomer, the sitliation worsens. Orgariisational level can also be divisive;
as managers tend to exploit their powsr in the workplace: Gender inequality exists at ail
levels and particularly in' managémenit where ifportant organisational decisions are made.
To address this, a consortium of 11 non-govemsentat organisations from Europe, Asia and
North- America {ACCORD) is devoted to tommiunity based and gender sensifive poverty
alleviation in Africa (Hadjipateras; 1997). Although Accord does not deal with gender in SET
per se, valuable lessons can be learnt from them about policy formiulation and best practice.
They adopted an analytical framework comprising five steps along the path towards equality
between men and women. These are improvément for worren.in termis of welfare {survival);
access fo resources (including ' oppartunities. for self. realisation), conscientisation (an
awareness of and will to alter gender inequalitiés); participatioh (including an egual role in
decision making); and control (in both- the personal and public domains) (Hadjipateras,
1997).  Although these five steps were used fo develop a policy for women in Africa more

generally, it could also be adapted for use in SET.

However, commitment to gender equality alone i not enough. As sich, the third broad best-
practice strategy adopted by organizations relates to ftrairling and support, including SET
skills training for women recruits and gender training for rmanagers and other employees.

22



Report: An assessment of the parttcipat:on of wornen in SET Industry for Departmenl of Science and Technology

2,2 4 Tramlng and Support 5 3 ¢
F‘nrst speclal tralnlnglooachmg for women with high SET potentlal has been ldentlf' ed as
fac:lltatmg the sucesssful recruitment, advancement and retentién of women |n the sector:
For, example “with- partnerships between industry and schools and umversmes g:rls and
young ‘Women are identified and channeled into SET-related fieids’ of study and, supported
fmlancually and through mentoring programmes by SET companies, when they ccmplete their
stt.:dies they are recrwted and mentored into pesitions within orgamsatlons - Sl B

Dnce they are employedf many companies continue with on-the-job tramlng ll’l order to
8dcidlize: the riéw recrits Into the organisational culture and to Build théir. capécity for
5ucoessfltl perfonnance within the organisation. For example ‘Opportinity Now, -*a

membershlp orgamsatlon for employers who are commlttod to creatmg an’ Inolusiva
WOrkaace BT Ty AR Foe ya=y, -" " women”

BX; ml rettieved July 11' 2008) recommends that sucoessful companles Where possmlé
uss emale trairiers to prowde _— . A

: - cdnfidence bul!dmg fraining and training In areas such as customer service, heaith
and safety. persohal effectiveness, team working, and Pl SR ST

.. job specif ic tramlng

e ,UnfortUnately, many organrsatlons are averse to mvestrng in women w1th regard to
" upgrading qualificgtions and reskiliing. Organisations would ratfiér invest in males’ as
. ..*"-they are seen to have a good return (Igbaria & Chidambarani, 1997). Consequently
S there aré fewer WOmen in SET as they do not get the support or mentonng that men
Feiddl. F : L
in atidltton to tralning women employees, successful ccrnpanies also tram thelr staff for the
welcoming and- suppert of the new women recruits, as well -8s . managerenit in. gender

sensitivity and stratagies. for recruitment and retention of wonten scuentlsts (Emmerson
Willlams and Sherk 2001) G o )

Seoond in. addltlon to tralnmg, available literature identifies support ‘and mentot'lng as
strategles for addressmg the plight of women in SET, with several studies. concluding that
mentars are necessdry, as women invariably feel excliuded in the SET sector (Igbana &
Chidanibaram, 1997; Liu ‘& Wilson, 2001; Trauth, 2002). Orgamsations that pay particular
attention to. prowde support and mentoring stand a better chance of successfully recrumng
and retammg women in the sector : ; coe

Third aIIled to the Iack of support and mentorship is the fact that there are very few WOmen‘
role models in SET as the majonty of women who could rise to senior miariagement Ievel.
aré restrlcted for the’ various reasons explained earlier or tend to teaVe organisatlons before
they could rise up ‘the ranks. Men stili occupy senior positions in management. and If a
woman is promoted there wil! be no female role model to support het More positive. female
role models are’ needed as it would help to promote soclety’s awareness of womens
potentlal to exceI in the hlghest ranks possible, while aiso empowenng ‘and encouragmg
other: asplrant wornen. . Many women in SET have experienced exclusion by thelr male
counterparts and management
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Recent studies reviewed by Lange (2006) suggest thaf WOmen tend to benef‘ t more from
having same-gender role models than men (h tp://www.findarticles, com/plarticleslm

retrieved July 15, 2008). Thus, more férfiale role models are required and womeri rieed t6 be
given greater access to advanced, specialist | trarn:ng to management and technicaj skills.-In
order to boost self-confiderice it would be necessary to train women in essertlveness
Salaries should be negotiated in accordance with women's achievements td pave the i way for

equality in SET.

2 2.5 Conclusion

Literature reviewed in this study demonstrates and conf”rms that while in the pubiic sector,
the numbers of women in science are growing, in !ndustry warmen continue to be under-
represented Reasons for this are varied and include sexism, socio-cultural perceptlons and
stereotypes of women, workplace policies and practices that favour men and tend to
mergrnallse women and othérs. As indicated eaflier, this study addresses the question: What
tactors prevent women from entering, suooeedrng and remaining in the SET sector in South

Alrica?

The next section describes the research demgn and methodology that was used to address
the guestion.
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3 SECTION 3:
RESEARCH DESIGN AND METHODOLOGY

As inqicate in the sections above, this study addressed the question: What are the factors
that contribute to or inhibit women's participation: in the SET industry ¢f South Africa? A
mixed method approach, which entails both quantitative and qualitative methodologies

(Tashakkori and Teddlie (2003, p. 62), was used to address the question (see Figure 1).
Figure 1: Research design and Methodology
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In order to ‘address the research question thrée objectives were identified: Objective 1
served to examine the gaps Iin gerider teptesentativity. in industry. A quantitative
methodology, in the form of a balanced scoré-card questionniaire: that required information
about women’s participation in ‘each of the ‘tompanies, was sent to an identified contact
person in each company to complete. - This mearis that numetical data was collected about
the representation of womeni in each of thé participating companies using a survey method.
A statistical analysis was perforriied on'the data. Due fto the limitations of the information
provided by participant companies and’ the fact: that the weighting procedure for gender
equity assessment within the SET sector of South Africa has not yet been formulated and
agreed to at a policy ievel, a full balanced scorecard. for éach company could not be
computed. A summary of the information gléaned from the data with respect to some of the
key indicators that would form part a balahced scorecaid is presented in the report.
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Objective 2 was to determine the factors tontribuiting to or inhibiting worien’s participation in
the SET sector of South Africa. *Both {quantifative ‘and . qualitative methodalogies’ weré
employed. The former involved a survey method (specifically’ questionnaires), ‘while the
latter used in-depth interviews to gaither data. The in-depth interviews (qualitative) gathered
comprehensive verbal — or textual - exprassions, 6f women's experiences and perspectives of
their participation in the SET industry from the.most senior woman in thé industrial SET
company as well as the company’s GEO or his or_ her designate.- ‘The ‘questionnaires
(quantitative) captured numérical (mostly). ratings of womier's (with a SET background)
experiences in each company. A thematic ahalysis was perfotmed on the data from the in-
depth .interviews and a 'statistical analysis: was. performied on' the data from the
questionnaires. Each of these aspects of the resaarch design is expanded on ih the Sectiohs
that follow, ‘[, o I e Ol

Objective 3 was to ident‘it:y focal _r'a'n&.-". iﬁiér_nétitmia_i best' 'br‘abt'iée.“,Tbjdd this logal and
internatiohal literature. was  reviéwed, ‘and;. bdsed on that, as*well 45 on the empirical
research described in objectivés 1 and 2, develop a bést practice guideline document.

3.1 Sampling R s T A R W P
Specific companies were identified by the Department of Science and_Technology - in
cansultation with the HSRC research téam.” ‘Companies that were selécted fell irito one: of
the following categorles: (1) listed on the JSE, {2) privately owned, (3)'an SMME, or (4).a
state-owned enterprise (SOE).: Altriough the aim of the study is to explore factors biocking
women's progress, and women were targeted as the majority of participants, DST requested
that somé men be included n" the samiple. . Interviewees. for the ir-depth interviews were
selected from the following two tategories: {1) a seniior-Wonan in the organisafion with &n
SET gualification "and/or experiénce; and {2) the. CEO or his. or her designateé In - the
organisation. oA DR gt e T Ol S ot e, e s 2 P

This type of selection is known as purposive or judgemental samplirig &s the *units to be
observed are selected on the basis of the. researchier's judgment abault which ones: will be
most useful or representative” (Babbie, 2007, p." 184), It is_categorised &s non-probability
sampling and therefore jt cannot be -assumed. that the sarnple is. represantative. of .the
population that it is drawn from;.i.e. the population of ali women (and ‘men) in the. SET
industry in South Africa. Resulfs can therefore riot be genieralised fo all ether such contexts.
The purpose of this study was not, however, to generalise findings to &l wornen in the SET
industry in South Africa.  Rather, it was imporiant to uriderstand & subsst :of ' women's
experiences and identify the factors, according fo these wornen (and some men), that block
their progress in the industry. -~ - s e AR PP Ay
The gender representativity survey would .be Used as a balanced scorecard to évaluate. the
status of gender equity in sélected organisations. and represents enly those in the.sample;
The sample for the questionnaire that wis sent to SET wonien in thesé organisations is one
of convenience as the respondents to the questionnaife are.those who: corpleted it and
retumed it to the research team, l.e. there was reliance on available subjetts (Babbie, 2007),

Twenty-seven (27) companies were selected as.potential participants.in the researth. " Of
these, nine were from the private, six from JSE régistered companies, six from SMMEs and
six from SOEs. In addition, the fesearch team gversamipléd by two or three ccompanies in
each category to allow for organisations who might turn down the request to bé part of the
study. Thus, 35 companies were contacted for permission to bé included as research
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participants. In the end 28 oompames agreed to particrpate However only 22 companies
respanded within the timeframe set for galnlng access and doing the fieldwork
(approximately 12 months from August 2005 August 2006) Tabie 1 contains details of the
number and type of companies that were targeted versus those compames that were willing
to participate in the study. -

Table 1 Number and type of co'mbariies‘ targeted versUS oompanres who participated

R 3 Ce B £ ’ .

Type of Compames targeted 'cor'n'panies - that | Companies that

company and contacted - -agreed " "to | responded  within
o __particlpate | fieldwork timeframe

JSElisted |9 B I T

Private 11 e g UL he

SMME |8 2 E IR

SOE 7 s N

Total R 22 |

5 2  Research Instruments

Orice the sample (N=22) was selected the research team worked on gaining access to each
of the' companies. A letter was oomposed by the DST as well as the HSRC explaining the
purpose of the study and what would be required from participants. As soon as permission
for access was granted by the organisatlon data collection commenced. Informed by the
thecretical and research llterature rawewed in th|s study, a set of data collection instruments
were developed and used. These mcluded ' ) :

3.24 Gender representatlvity survey J; L D iy

The alm of the gender representatlvrty survey was to ldentify gaps in the representatlon of
women at various levels within organlsations ‘with a’ sizeable technology base. This was
actomplished by quantifying the number and- status of women SET workers in companies.
(See Appendix A). The survey also provided data relating to issues such as the levei of
quahﬁcatlons fields of study, years in the industry, persohal experiences and percentages of
women within each of the aforementloned SET sectors Th:s information was used to
generate a Balanced Score- card

A member of the HSRC research team asked e,ach organlsatlon to identify the person who
could assist with the completior of the survey The mstrument was sent to this individual to

fill out and return to the HSRC

3.22 Questionnalres .1. "-.': - % :

In order to explore the factors blockmg progress df women rn the SET mddstry a
questionnaire was administered to ‘women . in parﬂcupatmg (see Appendlx B). - The
questionnaire contained both' closéd- and .Gpen-ended quiestions. The latter were included to
allow the respondents to express any add|t|onal perspactives that they may have ori the

topic.
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The qq&gtiéﬁhaire ‘Wé.s'i'é{i‘nailed_ to 'each,org'aniﬂsétid‘n_ so that respondents could compléte it
electronically or on paper. The completed questiorinaires wers retumned via e-mail or
collected by a member of the HSRC team. -

in addition to'the quantitative data from the questionnaires kéy. workplace factors blocking

progress were explored. in ‘in-depth_ interviews. A semi-structured interview guide was
developed (see Appendix C) to direct the interviewer through an open conversation with an
intefviewee about his or her perspectives on women’s participation in.the SET industry. . .
éri’dpﬁ_]bd_t‘ri“‘thg_,?cj.,'erilo_r’ SET. wortian and CEO - or desigriate in. thé organisation had beén
identified, two interviewers (usually one inale and one female) from the HSRC teani travelled
to-the organisation and conducted the interview either in the interviewed's-office or in another
sitable Iocation like @ bogrdroom, = Cin T T e T
The interview was. initiated with an introduction to the study so ds to obtain the participarits'
informed . consent and to’inform the pafticiparits.of their autoriomy, thelr right to privacy as
well as to withdraw sholild they so wish. The interviewer began by asking a general question
abiout the interviswee's pefspective on the under-representation of women in the SET sector
and probed further for certain issiies as the interview continued. Genearally, intervieivs lasted
betwéen 46 minutes and an Hour, -~ . . e

33, Ethlcal consideratioris = "t 0 LT e
THls study adhered to generally dccepted éthical corisiderations for soclal sclénce researcit;
Orgahisations were iriitially contaicted for permission 1o include them In the ‘sample informed
consent was obtained from esch participant by providing eath with a Participant Information
Shiset that described thé broad:aim of the study and set out the rights (to autonofy-and
anoniniity) of the participant. This included, for example, that the intetviewee could end the
interview at any time without providing an-explanation and that he or she fieeded to consent
to’ the ‘irterview being tape-recorded.  (Some of the: participants did: not consent to the
recording and thus the interviewer made detailed notes during and after. the interview.) The
inferviewees were’ asked to sign‘a Participant Consent Form that confirmed that they had
redd and understood their righits.” Pfovision of personal information ot the consent form was
voluntary. Eagh-form is stored ‘ofi file.at the HSRC Gender-and Development Unit's offices.
The perspectives provided during the interviews remain ‘confidential; ho statement cari be
attiibuted to a specific individual. For the questiannaires, respondents did hot have to includé
any personal information that would identify them. They therefore remained anonymous.

First, *data obtained from the _gender representativity stirvey were analysed ‘i order-to
éxamine. the nature and extent of worrien’s .involvement in the SET companies that
participated in ‘the study. A full balarcéd score card for each company could not be
computed becausé:
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The weighting procedure for gender eqwty a*ssessmeht wrthrn the SET sector of South
Africa has not yet been formuIated and agreed to at poI|Cy level .

Some of the companies drd not provrde the requested mfonnatron (eg W|th respect to
ownership, post-tax profrts etc) & _ .

Second, descriptive statistrcs Were catculated for the demographrc charactenstrcs of the
respondents. Frequencies -and percentages were denerated for the’ statements in the
questionnaire and cross-tabtilations were peiformed acoordlng to the type of SET industry,
age of respondents (recoded to riatch the life-cycle approachj and posmon in the ccmpany
(récoded to management and non-management Ievels) ‘ . 1

Third, the audlo-cassettes from the mtervrews ‘that were tape-recorded were sent to |
transcriptionist for verbatim transcnblng into an. electronrc format. Two reseaichérs read
through each of the transcripts and. generated categones from the meahing units identified
during the reading. These categorres weré captured onto ‘an Excei spreadsheet wheré a
freQUency of one was allocated each tlme the t:ategory was ralsed by an lntervrewee k

The utegorles were then . used to perform é thematrc content analysre of the. data This
method allows the analyst to group commion’ categories under -d theme, and describe the
huances of the themes, as well as calculate basic statistics on the: data._ The:theémes
represent the perceptions of the interviewedes ‘about the partlcrpatlon of . women in the SET
industry The perceptions reflect. the belrefs of the women and fen who were intefviewed
and do not necessarily reflect some universal fruth. The description. of themes includes
direct quotations from the interviewees, to illustrate some aspect of the theme elther in the
text or in & box with other similar ‘quotations. : As muich detail as possrble about the context
(gender, position in company, type of cempany etc.) of the irterviewse who made & specrfrc
commment is included withouit divulging the identity of partlcrpants "The themes are preserited
in a separate document (Appéndix D) for the sake of keeping the report to a reasonabie
length.

* Sea Appendix D for a short description of the methodological procedure that is followed when eomputrng values of a balanced
scorecard
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4 SECTION 4:

PRESENTATION OF FINDINGS R ‘

The first research question in the study sought tc examine the gaps in_ gender
representativity in industry. To achieve this, a gender representativity survey was conducted
and 16 companies completed and returned it. - = o

4.1 Examining the gaps in gender representativity in SET indu#trj e

The results are presented in the form of a balanced scorecard below, Table 2 below shows
the mean and standard deviation scores for the percentages of womeri who are employedif
all the SET companies as a function of level of seniority and benefit from SET sector. Given
the limitations of the data provided by the participant companies a summary -of the
infdrmation gleaned from the data with respect to some of the key indicators that wolild form
pert a balanced scorecard is presented here.

Table 2 Balanced score-card

LEVEL OF SENIORITY Mean:

% share of direct sharehoiding by women in the company (direct 0%
shareholding refers to employee share schemes ¢

% share of indirect s'hareholding by women in the company (ownership of 0%
women outside the organisation) °

% of women members of boards of directors 10.88%
% of Women in Executive Management 11.63%
% of women in Middle Management 26.10%
% of women supervisors 29.52%

% of Highiy skilled women who are not in management / supervisory 18.03%
positions T

%,of wornen in the junior professional category | 28.04%
BENEFIT FROM SET Mean
% spent on skills development for women in past year 001%

% spent on procurement from women empowerment companies in last 13.27%
year i

Some of the furthier insights from the survey include the following:
Oniy cne company reported having a gender equity policy.

Women are better represented at the lower levels of the 16 industrial _SE'i' corfipanies that
formed part of the survey. Women of colour are less well represented than white women in
these companies at all levels, and especially at executive and managemeht levels.
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Only one of the companies has a female CEO.
Shareholding by women is low in the companies who participated.

Alih_bugh some of the companies are spending large amounts on social development and
other strategies that encourage women's participation in industrial SET, information about
women beneficiaries has not been recorded by any of the companies.

4.2 Wonien’s Experiences in SET sector

The second research question in the study sought to identify South African women's
experiences in the SET sector and the factors contributing to or inhibiting their participation.
To address this, a questionnaire was administered to a sample of 80 women in SET
companies across South Africa.

424 Demographic characteristics of the respondents Coo
Tablé 3 below presents the demographic characteristics of the respondents in the é't'u'dy.
Table 3 Demographic characteristics of respondents to questionnalre (N=90)

Variable % Variable %

Merital Status Cormnpany type e
Single 37.8% Private 34.4%
Married 43.3% State-owned 45.6%
Living with partner 8.9% JSE-listed 11.1%
Separated/divorced/widowed  10% SMME 8.9%

Race Number of children currently living at home
African/Black 35.6% None 41.1%
Coloured 33% One 13.3%
indian 12.2% Two to three 42.2%
White 46.7% Four to five 3.3%
Other 2.2%

Home language Position in company
Afrikaans 33.3% Executive management  1.1%
English 25.6% Senior management 4.4%
IsiZulu 6.7% Junior management 16.7%
IsiXhosa 8.9% Supervisory level 10.0%
SeSotho 5.6% Skilled professional 58.9%
SePedi 6.7% Trainee/Internship 4.4%
SeTswana 67% | Other — Junior 3.3%
IsiNdebele 1.1%
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e - e

Other 22% Cost to sonjpeny ey

IsiZulu & SeTswana 1.1% Less than R100 000 - 8.7%
English & Afrikaans 11% R100 001 -~ R150 000 37.8%
English & German 1.1%. R150 001 — R200 000 21.1%
) B R200 001 ~ R250 000 11.1%
Top 3 reasons for work interruptions ‘R250 001 -~ R300 000 11.1%
Maternity leave 60.0% R300001~R350000  2.2%
Study leave 125%  R350 001 - R400 000 5.6%
Child-rearing 50% ' R400001-R450000  3.3%
‘A R450 001 — R 500 600 1.1%
Age .
20-24 years 11,4%
25-34 years 636%

35-55 years N 25:'9_% -

2

i —————— ] —

P

Of particular significance In the flndmgs frem the questlonnaire as presented in the table
above are those which suggest that

AIITtost haif (45.6%) of the reSpondehts were frorﬁ state-owned enterpnses

Almost 60% of the respondents reponed that their posmon In thelr company was skilled
professmnal o

Almost 40% of the womeri had a eost to nompany of between R1DO 001 and R 150 000. The
cost to company of six of the respondents was.less than' R100 000 and only one woman
reported that her cost fo company was between R450 001 and R500 000.

W:th regards to the personal- charactenstlcs of the women who responded to the
questionnaire, two-thirds (63, 6%) were in'the age group of 25-34. years, while 43.3% were
married and 46.7% were white. A third (33.3%) of the reSpondents home language is
Afrrkaans 41.1% of the worneri had no children Ilvmg at horie, while 42,2% had two to three
children currently living at home: LastIy, 60 % of the women reported that they had had work
interruptions due to maternlty leave. - :

4, 2.2 Women’s Experiences In SET companlee

Flndmgs that represent the respondents (women) experlences in the SET companies
(private or JSE listed compames SMMEs and SOEs) they were employed in and the factors
that faciiitated or inhibited théir parttmpatlon in these oompanles are presented in Tables 4 to
7 (See Appendix E). The data are represented in a three paint scale (Disagree, Neutral and
Agree) for all the women who responded to. the questlonnalre and are expressed as
percentages. The responses’ are . categortsed into_the followmg types of experiences:
Feedback on work performance, Remuneration and promotlon opportunities, Work
environment, Gender relationis in the workplace Mentorshlp and career development, Race
and gender in the work environment, lmpllcattons of & career on in SET for family life,
Experiences in the SET mdustry -

4.2.2.1 Overall views of women rn.SET 's‘ect'a‘r
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Firstly, how do women in the SET sector generally view their work env:ronment?
Notably, as Table 4 indicates, the fi indings suggest that, firstly, with regard to the wormen's
views of the work environment, just over a one thlrd (39%) of the respondents felt that the
working conditions in their SET companies take into consideration: that they -are women:
61.1% view their jobs as stressful, and more than half (52.8%) believe that. women deal with
obstacles that men don't have to deal with. Secondly, with regard to remuneratlon and
promotion opportunities, more than a third of the respondents felt that, as women, they were
not sufficiently rewarded for their efforts, while 50% felt that men, are often more easily
promoted than women, 64% felt that male colléagues earn more than women . at the sameé
level, and 57% thought that men in SET sectors have more oppertUnltles and- -advaritages
than women. Thirdly, when asked to rate their companies’ feedback on work performance
surprisingly, the women's responses suggest that they -were not _éxperiencing -gender
refations in their SET companies negatively, with 95.6% stating they felt conifortable working
with their male colleagues and that 91.8% observing  that -their -male colleagués . felt
coitfortable working with them. :Fourthly, when asked to comment, through the seale; on
mentorshlp and career devaiopment opportunltres in their compahies,: -again the women’s
responses were positive, with 53.9% suggesting . that they were. given ‘the necessary
resources and training to do their work, and 62% indicating that they weére assigned work | that
demonstrate their capabll:tles However, while literature reviewed in Section‘ 2 of thig raport
suggests that women generally 'do better when they are assigiied & mentor partlculariy a
woman mentor, 51.2% of the respondents in this study pointed out that they did rot, have
any: Fifthly, contrary to expectat!ons the respondents also ‘comiiented: posmvely inj- relatlon
to the lmpllcatlonsllmpact of a career in SET for family life, with only 10.7% feéling that famlly
iife suffers due fo work-related responsibilities and 10. 5% mdlcatlng that family life suffers
due to work-related travelling. This is even though 40.7% of them indicatéd that their
oompames often expected them to work overtime. While these are positive résults and may
suggest that gender mequallty is on the decline in South African‘SET ¢ompaniés, it is also
possﬂ:le that these women's responses camouﬂage their true experignces and feelings arid
are a reflection of their awareness that in order to succeed they cannot .admit to being
dlsadvanteged or to feellng that they should be allowed time and space for thelr famllies | O

Slxthly,;m relation to their expenences of race and gender ln thelr workplaoes the
respondents in this study notably juts under 50% of the respondents felt that black women
tended to experlence more obstacles that other employees did’ not, with 62.2% of them
lndlcatlng that black women were-marginalised in their companies. However, only 14.6% of
the respondents falt that black women were hot given the necessary-tools to perférm their
duﬂes suggesting that organisational culture and climate tend to play a.more signifi iearit role
in -how worrien . experience their workplaces in the SET sector than fesources. and
Opportunitles Lastly, with regards to their experiences in the SET sector.in partlcular as the
table -above suggests, the responses were again positive, with. only "48.8% of - -the
respondents suggesting that they sometimes felt marginaliséd. in_the "industry; .and. a
surprising 85.4% feeling that women should be encouraged to enter the SET: sector; 81. 1%
suggesting that black women in particular should be encouraged to enter the sector ahd
71.% feeling that there were excellent career advancement opportunltles | the sector.

4.2, 2 2 Women's views by pos:tron fn Company

The second question addressed by adapt presented in. Appenidx E was Does a
woman’s posttlon {(Management or non-managementy) in the SET:sector make ‘a
difference in how she experiences working in the sector? Table 5 (in Appendlx E)
presents findngs related to the respondents’ experiences accordlng to. thelr position in the
SET industrial company: management or non-management. First, the findings abave indicate
some differerices in the ways in which women in management and those In non-
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management positions rated their experiences of the work environment. For example, 80%
of those in management felt that their positions were challenging ‘compared 'to 61.2% of
those in non-management positions. Similarly, 70% of the mahagers felt that théir jobs weré
stressful compared to 59.4% of the managers, and 60% of thé mangers and 50% non-
managers felt that women have to deal with more obstacles that'meni. In contrast, only 25%
of the managers and 27.5% of non-managers felt that their working. environment was iore
suitable for men than for women. The latter may suggest that that the respondents
interpreted the question to mean that women should not be in the SET sector than the fact
that the working environment has transformed to be more inclusive of women. Further

studies should utilise in-depth interviews to investigate this issue fore fully.. .- .-

Sacond, in terms of remuneration -and  promotion opporturilties; agaln, - wémen- "if
mahagement tended to express different views to those not.in njansgemenht, For example;
whille 40% of the managers felt sufficiently rewarded for their efforts at work, only. a third
(33.3%) of non-managers did. Understandably, compared to only 26.3% of the ‘managers;
57.8% of the non-managers felt that men tended to be easily promoted than women in'the
SET. companies. However, there was agreement in relation to_whether men in the SET
sector have more opportunities and advantages than women, with 55.6% of the mianagers
and 58.2% of the non-managers responding in the affimative. Similarly,. 58.3% of the
fangers and 67.6% of the non-managers felt that their male colleagués, earhed mara thari
wdmen at the same level. ' Dy e ' a1y o R e
Third, compared to non-managers, women mangers generally felt more positive in relation to
being given regular feedback on work performance. To illustrate, 80% of .the managers
reported that they were given regular formal performance evaluation. compared tg 62.7%
non-managers, and 80% of the managers reported being given regular informai evalugtion
compared to 53.6% of the non-managers. While it is understandable that managers; should
be given more feedback on their performance, the phenomenon might alsp explain why
women tend not to progress as fast and as high as their male courterparts in the companies,
and also why they may feel marginalised and ignored. ' e LY R T R

Fourth, confirming the findings reported above, the women in this stiidy generally reparted
pasitive gender relations in their companies, with all (1 00%) the managers and 94.2% of the
non-managers indicating that they felt comfortable working with their male colleagues, ahd
95% of the managers and 90.8% of the non-managers suggesting that their miale colleagues
felt comfortable working with them., = N =T i O aa- TN A

Fifth, with regard to mentorship and career development oppertunities; on one harid, most
managers (78.9%) and non-managers (56.7%) indicate that they are ‘given ork
assignments that reflect their capabilitiés and resoufces and training necessary o do the
work (65% and 50% respectively). On the other, less women in both categories reported that
they were given adequate opportunities for professional development (55%of the managers
and 44.9% of the non-managers). Of particular significance are the women's indications of
whether they had a ‘coach’ at work who helps address technical jssues. (55.6% of woiman
managers and only 39.1% ron-managers) or a mentor in the organisatign (55.6%. of the
managers and only 26.2%). Few women in both categories felt that they had excellent
career advancement opportunities in their companies (45% of the managers and 36.5% of
the non-managers). These findings may mean that some of the woneh who have advariced
lo management positions may have done so because of the support they got from their
‘coaches’ and mentors and that those who have not lack such support. Urifortunately, .the
questionnaire did not ask about the sex of the mentor or ‘coach’ and the study, therefore,
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cannot assess the impact of the sex of the mentor on these respondents experiences and
advancement (or lack thereof) in thelr orgamsatlons el fy s

Sixth, with regards to the |mact of a Career |n SET on famlliy llfe it is worth noting that very
few women in both categones felt that famlly life’ suffers due fo work related respondibilities
(15% of managers and $5% of non-managers) or that famlly suffers due to work related
traveliing (16.7% managers and 8.8% non-managers) ‘This is even though more than a third
of them indicated that they were often: expected to work ‘overtime (41.2% managers and
41. 3% non-managers). Seventh, on their experiences. of race in thelr respective SET
companles more. women Who were no. hanageérs terided to feel the negative impacts. of
race and geder than managers. .For example riotably, 56.3% felt that black women needed
to prove themselves cormpared to 28. 8% :of the managers However, both categories
disagreed with statements suggestmg that . black women find themselves without the
necessary instruments to perform (7 1 % -and 1 8 2% respectlver)

Lastly, with regards to therr expenenees iti. the SET Industry, rt is worth noting that most
women in both categories feit that ihare were excellent career advancement opportunities in
the SET industry &5% of thé maragers and-70:3% of the ron-managers) and that they had
not experlenced any difficulties: éntering’ the sector (65% and 58.5% respectively). Most felt
that women in general should be enoouraged fo enter the SET. sector { 90% and 83.8%
respectively) and that black women in partlcular should be encouraged to enter the sector
(84.2% and 79.6% respectively) N ‘ .

4.2.2.3 Women's wews by Age

Thirdly, does a woman’s: age inﬂuence the way in whrch she experrenoes workmg in
the SET sector? Using the life-cycle approach (20-24 years of age, 25-35 Years | of age of
35.55 years of age), Table -6 {in. Appendix E) presents, the. fi t"ndings acgording - to. the
respondents’ age group (n—Qd) “The findingssuggest that, first, with regards to.the. work
environment, most_of the: resporidents. in-all three  cateigories Kelievs- that their clrrent
pbsitlon is quiet challenglng (70%, 62. 5%£ and 70% reSpectlver) Similarly, WOmen in all
categories believed that their working environment was sfressfuil- (50%, 60.7% and 63.6%
respectively). Very few of the .worhen.in_ the three categories (10%,16.4% and- 18.2%
reSpectwely) felt that women' often find themselves without the necessary tools to. perform
their work. However, notably, the findings sluggest that age plays a role.in the ways in which
the women experience some aspects of the work environmerit, with womién in the younger
age group feeling more positive about their expenenoes than the oldér woinen. To lllustrate
while 70% of the women on the 20—24 yeérs age. group agreed that thefr working conditions
togk info consideration that they were women, ‘only 30.6% in 25-35 age group. and 42.9% of
those-in the 35-55 years age. group felt the sare. Furthermore the older the respondents,
the more they believed that _Wofhen have’ to deal with. more obstacles _than men in-the
workplace (30% 54.5% and 59.1% respectlvely) On the one harid, this may suggest that
gender things in the SET sector are.changing arid that gender equalrty is improving. Oh the
other, it may be that the younger women eithier do not have enbugh experience in the sector
or do not reflect enough on |ssues of gender (and raoe) equahty to offer any useful mput in
this study. ‘ AR , e

With regards to remuneratron and promotton opportunltles the younger women (66 ?%) felt-
sufficiently rewarded for theit efforts at work compared to 31. 5% in the 25-34 and 31. 8% In
the 35-55 qge groups. In contrast, moré of the dlder women (63.6%) felt that fien are ofter
more easily promoted than womeén compared to 44.2% of those In the 25-34 age group and
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37.5% of the 20-24 age group. Similatly, more womien in the older age group {76.9%
compared to 63.3% and 20%) felt that their male collesgues earned more than women at the
same level. Just over a third of women ih the older age group (47.4%) and the younger age
group (33.3%) felt that other people were moare easily promoted than black women, this
compared to only 28.6% of the women in the 25-34 years age group.

I relation to feedback on work pérformance, more than three thirds of respondents in all age
groups reported being given regular performaice evaluation, as well as regurla informal
feedback on their work. However, on the provision of mentorship and career development,
the responses tended fo generally decrease with agé; To illtistrate, while most women in the
20-24 years age group (90%) reported heing given the resources and training necessary to
do the work, 80% of those in the 25-34 yéars group and ohly 50% of those in the 35-85 years
age groups reported the same, Similarly, 66.7% of the womeri in the younger age group
reposted having a ‘coach’ at work who. helps in. addressing technical issues, compared to
42.3% and 35% in the older agé groups respettively. Notably, women in the middle age
group (25-34 years) séemed to differ from the other two ends of the spectrum in their views
of some aspects of mentorship and career development opportunities avai;able to them at
their workplaces. To illustrate, 80% in the 'younger age group repdrted being given adequate
opiportunities for professional deveispment cormpared to 42.8% in.25-34 years age group and
50% in the 35-55 years group. Similarly, while 77.8% of the: younger age group, and 77.3%
of .the older group reported being: given work assignments that reflect their capabilities, only
51:9% of the middle age group reported the same. There may be several explanations for
these differences. One explanation may be that things are changing for the younger age
group and that gender equality is.improving, or again, it may be that the younger women are
nat reflective (or do not care) encugh about issues of gender equality. For the older group, it
may be that they have learnt to fight for their. righits or that thiey have been in the system long
eriough to understand how and where to decess resources in their companies. Further in-
depth. qualitative studies would assist in' investigating the extent to which the qualitative

experiences of women are changing in the SET sector. .~ . .-

The findings in this study seefi 6 suggest that age generally does not make any difference
in how women view the impact of a career in SET on family life. ‘To ilustrate, very few in all
three age groups felt that family life suffers dug to work related responsibilities, with none
(0%) of those in the 20-24 years dge group, 11% of those.in the 25-34 group and 15% of
those in the 35-55% age group Indicating that fgamily life suffers. Similarly, few indicated that
family life suffers due to work-related travelling (16.7%, 12% dnd 5.6% respectively). Again,
this is even though slightly moré indicated that they weré often expected to work overtime,
uniderstandably with more of the oldest grolp answering positively to this than the ydungest
group (20% of those in the 20-24 years age group, 42.9% of those in the 25-34 years group
and 45% of those in the 35-55 dge group), .~ -. - . . .-

The respondents’ views about:their egiberie_h'c:e_é in the SET:industry suggested that age
terded to influence them differently in relation to different aspects of their work. To illustrate,
most felt that there were excellent career advancément opportunities in the SET sector, with
the number decreasing with age (87.5% among the 20-24 years age group, 74% of the 25-34
years age group and 66.7% of the 35-55 years age grolip). Just over a third (40% in the 20-
24 and 25-34 years age groups) and slighitly more than half of the older group (54.5%) felt
that they constantly needed to prove themselves becduse they were women. The number of
women who feit that men in SET sector, have more opporiunities and advantages than
women increased with age (from 40% &miong the yolingest women, to 54.7% and 66.7% for
the middle and the older age groups). '
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in terms of views about gender relatlons |n thé work place age dld not seem to make : |
difference in how women in the three age groups experienced their workplaces in the SET
sector. For example, 100%, 92.9% and 100% of thé womien. inthe three age:graups
respectively indicated that they felt comfortable working with maie colleagues. Simitarly, an
overwhelming majority (100%, 90.4% and '90.9% respectlvely) felt that their male colleagues
were comfortable working with them. Less than a third in all age groups (20% 9% and
27.3% respectively) felt lhat thelr male oolleagues dld not take them serlously ‘ S

1-

Lastly, in terms of race and gender ege seemed to play a signlt' cant role in somé’ aspects of
the women's expetiences than others. ‘Notably,: while only 33.3% of the youngest women
(20-24 years) felt that biack. .wgmen often had: to deal with rore obstacles: than others have
to, 44.1% of the 25-34 years age group "and ' 75% of those'in the 35-55. yeers age droup felt
they did. Similarly, while only- 25% df the youngest women felt black women werd
marginalised in the SET sector, just ovér half of the older women felt SO (54 5% of those i in
the 25-34 years age group and 55.6% of these in the 35-55 years. age group). "These age-
related differences in the views of the wormen may be attributable to the legdey of aparlheld
anid the fact that the older. younger women had not experienced it and theit views arg
informed by their expenenoes in the post-apartheid era. A more qualltatrve study would assrst
to analyse the nature and reasons for thése wews ) : o

- 4.2.2.4 Women's views by type of company

The last question addressed in the rosponses tabled m Appendlx E (Table 7)
investigated the extent to, &@nd | ways i which the types of SET industry (private, SOE,
JSE and SMME) the women.(n=90) in-this study were émployed Influenced the nature
and quality of their experletices. in. their- workplace First, the fi ndlngs §uggest that irf
terms. of the work environnient, the JSE companies tended to be viewed more negatmely
than the other types of companies. To lllustrate, 80% -of the women respondents viewed the
JSE companies as quiet’ stressful compared fo 64. 5% of tHe women in anate compames(
51% in SOE companies and 62: 5% in SMME companies, Simllarly, 40% of the respandents
from JSE companies indlcated that. women - find: theiselves’ without the necessary
lnstruments to perform duties oompared to only 0% from private, 17% from SOE and none
{0%) from SMME companies. ‘In addition; ‘only'22% of the respondents from JSE coripanies
felt that working conditions take irto' account that they: dre women compared to 34.5% from
private, 43.2% from SOE and.57.1% from SMME oompamest The majonty of women, in three
of the four categories of companies felt that women deal with obstacles that meri dor’t haVe
to (61 3% from private companies, 80% from. JSE and 75% from SMME) The exoeptlons
were women from SOE oompames (35% percent) who thought 5|m|IarIy : _ _

Second, the JSE compames, followed an most lnstanoes by pnvate compames had the
least number of women who '’ felt posmvely abolit, their remuneration. and promotlon
opportunities in their workplaces. To. illustraté, only. 11.1% of those in JSE companies felt
suffi c:ently rewarded for their efforts compared to.34% in SOE, 37.9%.in private companies
and 50% in SMMEs. In contrast, an- ovenrvhelmrng majorlty of respondents (90%) froni- JSE
companies felt that men are ofteri more easily promoted than women, followed by 60.7% of
women from private companies and 14.3% from SMME arid 38.5%. from SOE .companies.
Similarly, 100% of respondénts from: JSE oornpanies followed by 82.4% from pnvate
companies felt that male colieagues eam moreé than women at the same level compared to
66.7% from SMMEs and 39.1% from SOEs:. Furthermore,” 160% of the respondents from
JSE felt that men in SET sector have more ‘gpportunities than ‘worhen compared to.44.7%
from SOEs, 56.7% from private and 62% from SMMES. Similarly, inore JSE employees
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(66.7%) felt that other people more easily promoted than Black women 6oﬁ1péred to 25%
from SMMEs, 29.4% from SOEs, and 36% from private companies. : . = . .- S

Notably, with regards to mentorship and career development, again respondents seemed to
view JSE companies more negatively than other types of companies. For examgle, only 30%
viewed JSE companies as having given them the resources and training necessary to do
work (compared to 33.7% for private, 53.7% for SOEs and 62.5% for SMMEs). However,
70% of JSE employees indicated that they were given adequate - opportunities  for
professional development, while 39% of SOEs, 45.2% of private comipany, and 65.5% from
SMMEs reported the same. Significanily, just over a third (40%) of respondents from all foiir
types of companies indicated that they had a ‘coach’ to assist with technical Issues at work.
in terms of mentorship in particular, the picture was even dire: with the ‘SMME scoring the
least (14%), followed by JSE companies (30%), the private compariies (32.3%) and the
SOESs (36.8%). T L

The findings in this study suggest that the women'’s views régarding the impact of & career in
the. SET sector on family life were generally similar across all types of companles, with the
majority believing that family life does not suffer due to work related responsibilities (0% in
SMMEs -14.3% in SOEs) and family life does not suffer due to work related travelling (0%.in
JSEs -17% in SOE), Again, slightly more than half in each category indicated that they werg
often expected to work overtime (27.8% in SOEs; 42.9 in SMMEs; 51.7% in private and

55.6% in JSE companies). . PR

The majority of the respondents also. felt that they had exceliént career advangeinent
opportunities in the SET seclor (from 55.6% in JSE companies, §7/1%,in SMMEs, 66.7%:in
private companies and 82.1% in SOEs). Of significarice are the findings which suggest thaf
80%: of the respondents in JSE companies felt that as wothen they sometimes feel
marginalised in their industry, compared to 30.6% in SOEs, 53% in privdte; and 62.5% .in
SMME companies. Similarly, most respondents in all company types feit that they were not
taken seriously in their industry (62.5% in SOE and JSE companies and 70%. in private and
SMME companies). Notably, the majorily felt that women should be ehcouraged to access a
career in SET sector (from 75% irf the SMMEs to 100 of those in JSE companies). - ..

The .findings suggest that company type seemed to influence: the. réspondents’: views
regarding race and gendef. To illustrate; the majority of women felt that black womien were
narginalised in their companies (100% in JSE and SMMEs and 61.5% in private commpanies,
with a siightly better showing in SOEs at 39.3%). More in the JSE corhpanies (100%) felt that
black women often had to deal with obstacles others don't have to, compared to 37.8% in
SOESs, 50% in SMMEs and 57.1% in private companies. Just over a third.(33%) in the JSE
companies feit that black women often find theniselves without the necessary instruments to
perform duties. S W a

With regards to gender relations in the companies, the majority of the respondents. ranked
thieir companies very highly in varicus aspects (e.g., their views regarding workirig with imalé
colleagues, their views about how their male colieagues felt about working with worien, ete);
One exception was related to the fact that more in the JSE companigs (60%) felt tHat men
are taken more seriously during meetings (compared to 25% in SMMEs, 26.3% in SOEs, and
44.4% in private companies). Similarly, 70% of them (JSE) felt that women were not taken
seriously in meetings. ‘
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4.3 Senior management's percepttons of mmen s partlctpatron in fndustrial SET

The second objective in thls study was to deterrmne the factors ‘contributing to or inhibiting
women's participation in the SET sector of Sotith Africa. In. -addition to the gquestionnaire
whose results are presented in the section above m-depth mtemews were conducted with
the most senior woman in the industrial. SET tonipany ag well ‘as the company's CEQ or his
or her designate (n=38). These aimed to gather data related to comprehensive verbal — or
textual - expressions of women's experiences and perspectwes of their parttc:patlon in the
SET industry from. A thematic analysis:of the fi ihdings and the managers’ views related to
recruitment, retention and advancement of WOmen in the sector are presented below.

431 Managers’ Views on Recruntmeht of Women :n SET Industry

The senior women and CEOS mterwewed in thts study (n-38) identified several factors
as negatively impacting on the recru:tment of women m the SE T sector

The mascutme Image of sctehce

The managers lntervnewed in the study Identut‘ ed the maseulme image of science as one of
th¢ factors that negatively impacted onh wormen'’s recrmtment intd the SET sector. For them,
the masciline image of SET-means that women often feel that they do not fit into the male-
dominated culture. Women tend to view therriselves as not_capable of doing science,
“Women don’t think of becoming a- techn.'cian. It is a man’s worldl’ (Female Human
Resources manager at a pnvate company) o .

In addltlon women feel that they are measured agalnst a mascullne image of science, (for
example, that science is for big, strong men who are willing to get their hands dirty).. For
example ohe interviewee felt that because she is physlcaliy small during ;ob interviews she
is offen perceived as young and unable o perfonn the physlcai tasks required from her’
Foliowing this image of wommen as small and softfragile, bbdth men and women interviewees
spoke about women being. recruited into! thie SET sector becatsé they are expected fo bring
a softer, feminine, rore hollstic, mdre erriottonal more empathic understarding side to the
industry. Women were also described as.“‘more patient and willing to work with more routine
type of work” and that they “fend. fo. geét &l the other stuff that nobody wants to take
responsibility for’.” There was also a perception among the: interviewees that deeper
cohsideration goes into the decisions thdt women make and that women are outpefforming
men in the SET sector. This is mostly seen as . benefit for women in the workpiace. In
contrast, men were constructed as’ quick decision makers oonf dent and not affected by
fmoods, but aiso as very shiart sighted. - As such, women were reportedly recruited to
Compllment men's roles in the'sector. The followmg excerpts from mterwews illustrate:

And then a man comes in and even if he is m a suit and a tfe he s got broad shoulders and
he sits and he fills up the whole chair and they say now he is gomg fo go out and get himself
wel, he's going to get the job done \ ] ]

- Senior woman at an SMME

My friend is also in my department We were _,'thf chatt.'ng the other day because we
are carrying these buckets and we aré doing somethmg really dirty ... can you imagine
a nicely dressed young lady with Iovely painted nails and high heels do.-ng this job so it
does come from your childhood and it doks come, from the way you are brought up
because if you are like a Barbie doll you are not going to do chiemical engineering ..

- Senior woman at a JSE listed i company
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I

Recognising the myth in these views, a third women commented:

But in the office environment | have found women to be much more product:ve than the
men in my section where eighty percent are female and all races of women,

- Senior woman at a JSE listed company

In a similar vane, one senior female at an SOE felt that the type of dlsoeurse whlch clalmed
that women are ‘softer’, more emotional and so forth, functioned as dlscnmlnatory

1 don't like the implication that women are softer, they are more creat.-ve 1 don’l like that
because thal stereotypes you and questions your ability to run a JSE company, for
‘example. We have proven that women are performing. ‘ .

She argued that there are few differences between women and men gnd that the dlfferenees
befweer people of the 5ame sex could be greater. In essence, she believed that woihen and
men face similar challenges in the SET lndustry ~ ST -

Similarly, a male senior group executive felt that women in the mdustry tended to be more
‘level-headed’ and practical than men. He observed: . L

{ found my female colleagues to be a Iot less given to emot:onal outbursts in the work
‘environment and had a more level-headed approach to some of the problem-solwng
issues. Some of my male colleagues. however, have tended to go oﬂ’ on a tangent

Certaln SET fields, such as working on_oll rigs, were viewed as unavellable to women As
one male interviewee in an SMME puts it: N

It could be that civil engineering have some logistical issues, e.g. have to go out to sites that
are quite rugged and carry heavy equipment.

He further commented thal other fi elds within the sector are more suited to women's
normalized. roles in sociely like electrical engineering, “With electronic you can sit in a lab
and design”,

A oontrastmglmmonty view from some of the interviewees was. that of women as Iess
demanding in terms of career movement, promotion and remuneration than men and
perhaps as better to recruit than men. While. this might mean that women get recruited Into
careers in the SET sector, it may also contribute to their unequal ireatment in terms of
benefits and promotion.

The next section examines a second factor identified by the respondents as negatively
impacting on the recruitment of women into the SET sector; Gender-blind recruitment

strategies.

Gender blind recruitment strategies

Using the discourse of meritocracy, six of the 38 interviewees reported that recruitment in
their organisations was based on talent and not on race and/or gender. To illustrate, senior
women in SOEs felt that although it was imporiant to recruit more women into the SET
industry, this should not merely be done as a way to fulfil affirmative action quota. A
comment by one of them illustrates:
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/ want to see more women but we must not do that for the wrorig reasons. We must rict
force gender representation, which is a worldwide problem, particularly in Engineering.
That would be very irresponsible.

- Senior woman at an SOE

Lastly, it is difficult even for private companies to attract top professionals to certain
geographicai regions in South Africa like the Eastern Cape according to a female HR
executive:

For black people generally it is more difficult because they believe it is more hip fo be in
Gauteng, There is more stuff happenmg internationally and what kind of entertainment

do you have in the Eastern Cape.
This statement intersects race and gender.

The next section examines the factors that facilitate or mh:b:t the retantion of women in the
SET sector.

4.3.2 Factors that inhibit the retention of women in the SET sector

Literature reviewed in Section 2 of this report suggests that the few women who initially
manage to access jobs in the SET tend to leave their companies after a few years of
employment. This study sought to establish the reasons for this. These are examined below.

Gender blmd retention strategles

Dne of the factOrs |dentrf‘ ed by | the interviewees in this section of the study, particularly those
in private scompanies he notlon of meritocracy referred to above. This is premised on the
belief that people {both men and women) get ahead (get promotion and recognition) based
on merit and hard work and not baséd on gender (or any other Iidentity). The senior
employees in this study further justified this gender-blind view with the explanation that the
company's aim was not to specifically retain women, but to retain talented people. in these
tompanies, no polrcnes or strategles that particularly target women (their recruitment and
retention) exist. ‘In particular, six of the 38 interviewees (across the spectrum of
organisational context) specified that their organisations make no effort to retairl female
empfoyeas For example, one female senior employee cntlcally observed:

At our company, they just say take it or leave it and that's how they work with
everybody, men or women. If you don't like it, we will get somebody else

- Female senior emp!oyee

Simllarly, male participants in senior posmons aiso used this gender-bllnd discourse in their
responses. Like the women, most described their companies’ practices as aiming to retain
competent ‘people’, and not necessarily competent women. Again, from their responses, it
became obvious that gender was not a factor when decisions were mads in management
regard-ng the retention of employees and that no effort was made to target women for
retention in these companies. A senior male employee summed it up thus:

it's on merit, capability, personality, skilis, value fo the workplace. It's really not gender,
race or age.

- Senior male af a private company
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However, it was not only men who bought into this discourse. Some of the woien seemed
to have internalised the notion that women were inferior and that |t was better to work W|th
male employees. For example, a female HR executive remarked:

t am very male-orientated so | actually prefer working in a male enwronment than a female
one. | actualiy changed to a company that was all female and | didn’t fike it.t am used to how
they think and their dealings are not so intricate. Women can be emotlonal sometrmes

A second factor inhibiting the retention of women in the SET oompanles partwupatmg in thls
study was related to the view that woimen ware often cast into supportive roles for men. The
next sectidn is addressed in the next section,

e -f‘

Castmg women into supportwe roles for men

The views of most senior staff members. and surprismgly mcludnng thbsa of women m the
SET companies sampled in this study, seemed to suggest that women. can orily be expeoted
io. play supportwe rather than substantive technical or prof3551onal roles in the SET sector,
For example, in' interviews with senior employess in various compariies, women werée often
described as 'submissive’ and ‘lacking confidence’ when compared to.meri. In oné case. a
woman scientist at an SMME reported that she was being paid lgss thah the men sclentlsts
because she was not perceived to be the bréadwinner. She contlnued ' A -

And also males and females they do complement one another because one has got
strength ... and the fact that a man is always seen as a strong persori as opposed to
the women e

- Senior executive female at an SOE

Further evidence of this view and casting of women in supportwe roles for men was
illustrated by both men and women respondents who reported instances ift their workplaces
in which women are expected to perform activities traditionally associated. with wormen, such
as making tea and looking after otheérs. One interviewee . (a femaie at an SMME)
differentiated women who fulfil traditionat female roles in the workplacs and women who-tend
to get mamied or become housewives from “your real professmnal WOmen real career
women” who would settle for other jobs if they left the company. - T I

One female respondent also described women as complicit in thelr own oppresslon and
marginalisation in the SET industry. She elaborated: . : " T L

{ think because they don’t have one iota's notion of what it is lrke to be mdependent and
to take care of yourself and to take responsibility for yourself, | think they carinot relate
to it and so yes that is all they know themseives, their identity in relation to mén, they
ton't actuaﬂy know anything else. | think women until actually for themseh/es start fo
experience that and start to realize it actually feels a lot better your seif esteem is a lot
more intact If you are doing it for yourself and you are respons.-bte for yourself byt I
think there are & lot of women that are not even they cannot even see the possibilities,
they only see themselves in relation to their husband, in reiatron to therr chrldren thats

their lot in life.
. -Female engineer at a private company

Furthermore according to a maie interviewee in a pnvate oompany, one of the reasons why
women leave SET companies is that they tend not to do snmulatrng work i

Don't give them boring monotonous work, 1o, involve them i everythmg and make
them part of the team and feel at home.
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Some of these views seemed to be countered by views from sen;or women particuiarly
those in SOEs who stated that male and female staff in SOEs complemented each other in
terms of the work they put out. However, their responses suggested that they were
reinforcing the view of women as a support base for men and as merely adding orealive
touches to the ‘real’ practical work the men were expected and ‘known to do. One of the
senior women's views captures this view well: :

If you give men a task, they will just want fo finish it qu:ckly The quahty and beaui‘y wn'l
come from the female counterpart, like placing the diagrams o s _

- Senior woman at an SOE

Lastly, one view emerging from the responses in the |nterwews 5uggesied that women may
be leaving because they do not have the same levels of technicaf sxpertise &8 men.
Confirming the notion of meritocracy, a senior HES manager at a prlvate company explained

On the technical side people admiré you for the output of- the techmcal work that you
are doing. - Lots of female coniractors on our site, female engineers who do._excellent
WOrk and when work is produced nobody looks at them ... there is ho difference,

Femafe HES manager at a private company

The Mascuiine image of science

One wew from the respondents regarding why women leave the SET seclor was
related to the image of science (and engineering and technology) as a masculine field
and the faﬂure/mabdity/unw:ﬂmgness to assimilate into info prevailing masculine
culture. Hewover, some women were reported fo resist this assimilation, arguing
instead for carving out their own space within the SET sector industries. According to
a female interview in & JSE listed company, this was evidenced by women wearing
"pmk and frills” to meetmgs rather than “dark suits”.

A senior executive female interviewee’ at an SOE blamed infighting among the women
themseives, claiming that women can also be their own worst enemnes

. because now they have to fight one another instead of fighttng the issues or if for
example they have differences amongst themselves they take it personally which is
different with men

Her solution to this problem was to build a network with spaces for women to discuss
comiion issues that they face;

. because you always see men often going to play golf, they talk there but you never
see a forum where women come together and chat about business issues, when they
talk it is about children ... we must also have such forums even if it is informal......
there is a fantastic young lady in production, she is brilliant and she is definitely going to
go places, but she is emulating [the men’s] bad behaviour and that worries me why
does she do that. You don't have fo become cne of the guys to be as effective ... she
Is doing all the right things studying, whatever, to get there, but she is going to be heid
back by her aftitude and | have been in my current position for five years but this is my
first job from tech so | haven't been exposed to any other industries but | would like to
think the way | have carried myselif is | don have fo change who | am to fit in.

~ Senior woman at a JSE listed company

Also emerging from the interviews was a view that women in SET industry tend to
leave because they struggle in this male-dominated sector and that they seldom speak
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when they are marginalised. For exéﬁb{e", wbmén respondents clanned that women
either assimilated into the male culture or became silenced within that environment.
Overall, women in SET industries generally had to work extra hard to be recognized as
‘good workers’. A comment by one of them captures this view: . . e
Women have to work extra hard to earri respect and & lot of them assutne that in ordef
fo make it in a man's world, you must behave like a man and you actually Have to do
better than a man in his work. P
- Senior woman at an SOE

Confirming their views of women as different from men and of the need to give them
-appropriate’ (gender-specific) roles in thé workplace, some of the wormen interviewees felt
that through assimilation Into masculine culture, women were denying thelr ‘true’ selves ~
their ‘femininiities’. They believed that women were naturally more nurturing and caring.than
men and .less wiling fo take risks, and were therefore more cautious in techmical
environments.

4321 The challenge of balancing work and family commitments

Contrary to the findings from the questionnaire which suggested that women in SET did not
view balancing family and work responsibilities as a challenge, the interview respondents
identified this as a reason for the low retention of women in the sector. According fo them,
although companies generally accommodate women's commitments to their families, such
as allowing them to work from home when a child is ill or working flexi-time, women are
expected to deliver the same outputs as men whiie having to simultaneously be a primary
caré giver.. On one hand, the women intérviewees spoke of their companies’ willingness o
accommodate them in a positive light, particularly, how, as-a result, they cope with the work-
life balance and even succeed in the SET sector despite having an extra load to deal with.
On the other, they acknowledged the fact that being perceived as the primary care-giver in
society, women lack mobility to participate in work-related demands such- as travelling and
doing fieldwork. As a result, they sometimes have to drop out because they cannot balance
their work with family commitmients or are surpassed by women (young and single) or men
who are mobile. To illustrate, two of the senior women commented: '

I do think that the family set-up is the core of any nation and | don't necessarily think
that it is a good thing that women have other people to raise their children. So that is
the biggest problem and we have to face it ... And it is not for me ta say that | don't
want to employ a female engineer cause she might have babies cause a male engineer
can leave the company in three years’ time. So you have to pian for movement of both
genders.

- Senior man at an SMME

| stiil think for @ womarn her family comes first-and the construction industry is a very
hard industry and i don't think if you are a quality marnager your husband is going to
move all over the place for you like one day in PE and hext in Botswana and | think that
this is once of the factors that make women not want to stay.

- Senior woman at a JSE registered company

In tandem with this view is a fear to have children because of maternity leave policies that
bind women to working for at least a year and a half before taking this benefit. Women may

44



Report An assessment of the partlcipabon of wormen in SET Industrv for Department of Sc:enoe anid Technoiogy

thus -be indirectly forced to exit the sector if they do not oomply wn‘.h employment
requirements. . . , _ :

Linked to the challenge of balancmg work and family responsmrllty was a common theme
amongst female employees in the SET mdustry that companies were often not- flexrble
eriough in terms of accommodating women's family oommltments ‘and chlld-reanng
responsibilities. This is not surprising when one considers mternatlonaI Ilterature such ds the
European’s Commission's (2002) report which highlights _thie -.fofced ~ ¢hoices female
employees in industry often have to make between family and children and a professuonal
career, often with little accommodation from the employer. One female mterviewee in thls
study reported: : o c

I have a child of two years. On Tuesdays, 1 have to be at the- factory at s:x o’cfock My
chiid has to wake up at five o'clock so that he cen be ready for.school. He then has.io
sit with his father. You get men who can do it and men who can’t; ahd my | husbgnd
doesnt doit. if my husband isn’ there, then | have to drop my chrld oﬁ‘ at my mother at
a quarter to six to be here at six and a? work, all they say is sorry L= e

- Female semor employee

To address this, 8 cantrary and :nteresting view. emerged from the mterwewees suggestmg
that while companies are flexible .in terms of women's: t‘amlly and chrld—reanng
respon5|b|imes their policies do not take meri’s roles for such oommﬂments senously Thair
view was that it was important that female employees’ male partriers to pldy a role in. these
responsibilities so as to provide support for women to advance m thelr professuonal cereere
For example a senior woman at a JSE listed company observed: . «

Women must develop a situation where they can cope in: thefr home enwronment by
balancing things on the home front as well as the work front because that's ivhy. women
are always moré tired than an ybody else because they have to do all those thmgs

Another senior woman at an SOE also commented on the changing roles of men In socnety
and the need too change company pollcies and practices accordlngly B : )

How are young husbands coping with a young mother who has to be sent on busmess
conferences, who has to travel around domest:cally, itisa chalfenge, it was aIWays a
challenge but I think there again the perception is i is & new society. - ft:is riore
advanced bul it is so interesting the same social issues that affacted us twerity years
ago affects the community now so we are finding that we have to COme m bnng m the
partners, speak lo the husbands as well. T et e s

Confirming this view, a male Human Resource Director commented

if you get invoived in the food business, you can only go home once me job ts done
That is reality so we need to be aware that when you appoint a manager you also
appoint a mother and the kids do go {o school, they are small and they do get sick. The
role of the father at home is also changing and that allows the mother to become more
focused on her work environment by sharing the load. But ff a. worman in a work
environment does not have the support of the husband, then ‘she_will “find it very
difficutt. Personally, | feel very strongly that the mother is the comerstone of thé famn'y
and we are Iosmg that. iy R S

Male HR director

Participants’ discourses in the interviews suggested that the low- retentlon of women in the
SET sector was due to the fact that ideas around what constitutes good $cience’ and who is
representative of a good scientist’ are framed within masculinist térms.’ In other WQrds ‘good
science’ means hard science (Engineering, Biology, Physiclogy) best practlced and executed
by those who have been constructed as more practicai, techmcally minded iridividuals —
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men. This leaves little space for women to be constructed as 'good scientists’, particularly
when their roles as mothers, caregivers and homemakers requires that flexitime is often a
necessity within the SET industry. According to a male HR executive at a private company
its a “struggle to prove competence all the time” as women are seen as less committed when
they are absent from the workplace in order to fulfil their family commitments. However,
interviewees raised the important role of technology (such as electronic communication) in
affording women the opportunity to execute their work duties without being physically present
in the work space. Women and their employers are or could be making use of technological
means to satisfy the needs of the organisation as well as women who have family
commitments. In some cases organisations are functioning by focusing on outputs rather
than on time spent physically in the workplace, but in many cases this shift needs to be made
lo..accommodate nmore women. According to them, this kind of arrangement is easier to
implement at senior levels. At lower levels of the organisation women often havé to.be
pliysically present in order to do her job {e.g. working on a production line). This makes
women vulnerable in the recrulting process ‘as their role as child bearers is seen as an
inability to be physically present in the workplace at all times. Confirming the notion of a
gender-blind meritocracy as a strategy adopted in his company, a male CEO pointed out
that: '

OLr strategy Is more to retain competence and that is kind of gender-blind. We want to retain
people that we believe can add value to the company...parlicuiarly the ones we have
Invested in.

This contrasted with a female HR Director's view that:

A good scientist does take time for maternity leave. But it doesnt have to be for
fourteen years. You can work on flexitime for fourteen years but you remain a scientist
So there is no either/or, you find this in-between space.

- Female HR Director

In their responses, the interviewees also came up with possible strategies for retaining
women in the sector. To illustrate, a senior woman at an SOE felt that women needed to be
retained in the company by accommodating for their needs. In other words, women shouid
not leave because the SET environment has not accommodated for their particular physical
or sccial needs. instead, the SET environment needs to change to accommodate for these
needs. According to her:

It should be a requirement that when a woman is appointed in a particufar position, we
need to ensure that we have protective clothing which includes making the working
environment conducive for them. They shouldn't leave because conditions are not
conducive, they should leave because they are incapable of doing the job, not because
of the masculine environment looking after only men’s needs. '

- Senior woman al an SOE

Similarly, a male executive at an SOE believed that the industry needs to accorimodate for
women’s physical needs. For instance, he fel that it is problematic that women do not have
separate change rooms or separate ablution faciiities at train control. centres and that these
issues needed to be dealt with effectively. When the SET environment only caters for the
needs of men, women have few options but to assimilate into this masculine culture, ot to
leave.

Gender disctimination, abuse and masculine culture

Some female employees in the SET industry felt that women left the industry because of
éxperiences of gender discrimination, sexual harassment and abuse by male employees.
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They reported feeling that they were often not treated like professmnafs but were mstead
judged on their physical appearance. For example, one commented: -

It's not nice for a woman to work in production. Often people don’t take yoy ser.'ously
and in a factory environment, men will whistle at women. Once | was Wearing a short
pants because it was so hot (and you couldn’t see my pants because of the long coat)
and when it came to me washing off my boots, this one guy was Iy.-ng down and trymg
to see what | was wearing underneath my coat.

- Senior female
Another added:

Women exit because one is reliant on & network (who you know, who you p!ay golf
with, drink in pubs with). | refuse to compromise. The organization tried to make me
play goff by paying for it but | don't enjoy it and I don't do it anymore. Many deals are
made on the golf course and in pubs and as a woman if you are excluted from these
events you do not make the same deals as your male colleagues and you are told that
you are not perfonmng Eventually you give up and leave.

- Female IT division manager gt an SOE

Moreover Black women aiso spoke about how they felt discriminated against on the basis of
race 4ds well as gender and how this made them feel invisible in the workplace. A comment
by senior female at a JSE reglstered company illustrates:

i went to one of the more progressive mills, it was like stepping back in time, the white
managers would not even greet me ard | am not talking about ten or twently years ago;
this was 1999, It was like being on another planet and so how can you talk about even
respect for other cultures or race or gender or anything whern they do not see you, you
do not exist ..

Annther confi rmed this view:

1 got such uphill from the guys who were applying for the job and they basically 1mphed
that they would make my life an absolute misery if | got it ... and it was because | was a
woman but it was also because | was a youhg Indian woman that they would be
reporting to.

- Senior feriale at a JSE reglstered company

This was complicated by wh:te women’s perceptions that gender becomes subjugated by
raoe in order for 'race quotas' to be filled.

Furthermore, the respondents in this study also cited the fact that women are not given a
chance to prove themselves in the workplace as'tasks of significance are given only to men
asa reason for the low retention of women in the SET sector. According to them, a related
redgson is the fact that women are also 'protected’ from potentially harmful situations and
places by not involving them in fieldwork, shift work ot placing them in positions where there
are other women:

... but there seemed to be no advancement for them because they were put on a site or
Just sort of left one side, but | also suppose it was for their own protection because
there were so few of them, but | do think there are people who are interested but they
seem fo end up doing engineer consulting work and not fieldwork.

- Senior female at a JSE registered company
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Lastly, while some senior women felt comfortable with assimilating into the masculine culture
of the SET industry, others felt that this male-dominated environment often lsft women
employees feeling marginalised and silenced. Two interview comments iliustrate: On one
hand. a senior woman in one of the companies commented:

You find these companies that are run predominantly by white males that they are not
open to give opportunities to engineers out there who have a brilliant mind and can
actually meet some of their requirements. Its even more difficult for women including
black and white women to actually make inroads or penetrate that block.

- Female general manager at an SOE

Tha_requhdents also identified financial rewards and marginalisation of scientists as
teasons for their low retention in the SET sector.

4.3.2.2 Low financial rewards and the marginalisation of scientists

A.number of interviewees in this study perceived the SET sector, particularly engineering
companies, as riot a preferred industry or indusiry of choice because, according to them, it.is
not a very lucrative industry to be in. An example they gave related to the fact that
sometimes ‘engineers struggle to get their fees accepted and so they gravitate to other
industries, This retention problem is blamed on the market forces aperating in the industry.
This challenge is not differentiated for men or women, but may be a factor that also affects
wormen being retained in SET.

Similarly, according to the respondents, engineers are often marginalized and undermined in
tetms of their status and credibility. They identifled two forms that this marginalization takes:
Race and globalisation; and poor rewards and recognition for work. To illustrate, firstly, white
people feel they are marginalized by the process of transformation where PDls with no
qualifications are put into positions (especially in government) that took someone 20 or 30
years to advance into. This causes men and women to move away from the industry or
emigrate. Compared 1o the past South Africans are welcome everywhere and there are
many international opportunities. Secondiy, people are not recognized for their efforts in an
industry that demands high intellactual capacity and input. This causes men and women to
move away fo so-called softer targets where their intelligence is recognized. Softer targets
are often defined as the financial services sector or ‘business’. In order to recruit more
young people into the SET sector, the sciences need to be sold as exciting and socially
relevant particularly to young girls.

Linked to the above is the impact of national polices targeting employment equity in various
sectors. The participants observed that women often move around companies because they
are in high demand for companies seeking to meet their employment equity targets. To
ilustrate, a female executive in a SOE observed:

... people keep on poaching them, each and everyone out there is Irying to push their
numbers so they are under pressure because of the few numbers that we have so we
experience huge problems’”. Invesling in women does not ensure that they will be
retained in the organization: “You will recruit a woman, take her overseas to overseas
fraining courses and all that, when she comes back she leaves, somebody else atiracts
her, they give her a higher salary because you have to pay a premium all the time when
you are a female.
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The last category of factors examrned |n thls study are related to the reasons for the pocr or
lack of advancement of women in SET companles These are examined next

4.3.3 Factors that Inhtb“'. the advancemént cf women In SET sector

Literature reviewed in Secﬂon 2 of this report sUggests that very few women rnake it to the
top of the ladder in the SET, including in those which have made soitie strides in recru;tlng
high numbers of women. Thus, this study, also sought.to examine the factors that inhibit
women’s advancement or promotlon W|th|n the SET sector ‘ y

Limited advancement opportunltles for worhen

Women interviewed in thls study felt that there were Ilmlted Opportumtles for them to
advarice, particutarly those working in “SET fields iike oonstructlon and others 8een as
partlcularly masculine and swtable for men One WOman explamed N o

But | fee! in our mdustry it i very difficutt for a Worh@n.... you have a.'! the tools, yeu do
all the work and you are still overfooked and they kripw you.are very :mpon‘ant to the
company, but they are strlf’ 1ot going to go that exira ‘mile to say we have got e femafe
director or something, :t is Iike they are.saying 'No not n our mdustry' R L

-Senior female at a JSE reglstered company)

Adcordtng fo the respondents even whén women do advanoe and exoel |n the SET sector
they dre not respected in the same way as men are as, *Men do respect meri.more and they
don' like having a woman as the.'r boss“ (Senlor femaie at a JSE reglstered company) N

The respondents also felt that advancement opportunltles can also depend on how physmafly
able women are perceived to be for a.certain ij Many of the interviewees spoke about
women not being able to advance to positions where safety s an issue or where a woman's
physical make-up is regarded as unsuitable or inadequate for performing certaln duties such
as holding a heavy welding’ gunina manufacturing workshop L o

Other reasons identified related to gender mequallty and sexist tendencles amng the men |n
partlcular For example a female executlve at an SOE noted NN . 5

And then the other chejlenge maybe w.-th the males :f they have fo report fo -] semar
person who is female they also tend some of them to. experfence @ problem beceuse
they are saying oh you know it s very diffi cult for: them: o accept that things &re
changing to the direction whereby females can- also take up top: positions and
superviscry positions and they can be superior to them so sometimes i becomes very
difficult to accept that Whereas if you put & male leader ora male superwsor then they
just run around you know they are eager to deliver whereas if it is a female they just
adopt a slow attrtude

4.3.3.1 The hew glass cemng

Ori one hand, some women and men spoke about the lack of opportumties for women to
advance in the SET lndustry, others werg posltlve about the pos5|b|||t|es for women to exoel
within the sector. A senior woman at a JSE ||sted oompany noted that: - S L

You know, if you really beheve in yc)urseif and your own capabflrties and the thmgs fhat
you can do you will be successful There is no _reason at aff why you cannot be
successful, o % ot TN, e LB
Such possibilities, however were seen as p035|ble for women who are oompetent and who
deliver good work. In some companles women were said to have been given fast-tracked

career paths to increase representatwlty in terms of gender and raoe . In addition, the
respondents also identified the presence of senior women that serve as role riodels, and
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policies for the advancement of women as factors that facilitated the advancement of women
in. the sector. However, drawing on the notion of meritocracy referred to eariier, women also
spoke of advancement being based on individual characteristics such as drive and ambition.
For example, a male CEO of a private company reported that he did hot believe that the lack
of advancement of women in the SET sector is due to a lack of opportunities. Rather, for him,
this was do not make use of the opportunities that are offered to themi:

On the other hand, even though some of the women believed that tﬁérg W"e_r_e proﬁuhiiiés
for them to advance and ultimately break through the glass ceiling they identified & new bne
which was reversing these' advances, particularly at the positign of CEO of managing
director. For examiple, a senior woman at a JSE listed company declated: - . (e
! would agree women do leave the industry because their-growth_prospects are
hampered. They can only reach one level and not beyond that.and that is why if you
look at the iarge industries in the country today there are very few wanmen CEOs that
actually run large corporations, they are executive directors and they can run ‘the
‘company but they don'. S ER
Family responsibilities versus work v ol T ATl e N
Again, family responsibility and its burden on women in our society emigrged as a reascn for
the poor advancement of women in the SET sector. The women in the study spoke about
foregoing opportunities for advancement in their organizations due to family comritments
eveh when these organizations were willing to promote them. A senior woman at a JSE listed
company remarked: e RSN Y
I feel almost like & let down for not wariting to go further but | heed £0 put my needs; Fny
family’s nqeds first, but if it wasn' for my children and let's say | wanted to progress 1
am still confident fmy compeny] would support me. - e AR
Higher positions can involve shift work or require a woman to work extra and flexibls, 4 well
as be mobile, things that wornen often feel they cannot do due to famity comiitments. Soma
women ascribe the stagnation of their careers to the life phase that theyareint - ...~ .
And | think it is great for people to want different things, we are all in. different piaces; if 1
didr't have children, if | wasn’t married | would consider going into Africa it will be an.Bxciting
opporiunity and there are endless opportunities for engineers in Africa so where | am right
now ... o '

Senior women at a JSE registered company

Sinsjle women without children are seen as more fortunate as théy can take the same kmds
of opportunities in SET that men do. -

Women's PDI status Sk | e

Another view which emerged from the inferviews was thal women were leaving the SET
sector because of their own complacency due to their ‘previously. disadvantaged individuals
(PDI) status and are establishing bad track records. For example; a female intetviswes in a
senior executive position at an SOE warried that women were becoming complacent as they
became more popular to appoint due.to their PDI status. Atcording to her, women’s

attitudes were becoming careless in terms of their work which she desé!’ibed_ as: -

...a recipe for disaster because at the end of the day you are juéf digfgirig jyoi:r own
grave. No one would want you and you must also think about your track record that
you have made because people will talk, they will say oh sorry.

She added:
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If they can show that they are good and they can perform then they should get
promotion but as | said they disappear before they can have impact. So ! think there
will be advancement for them if they could just stick around longer and not go looking
elsewhare.

- Senior female at JSE listed company

This interviewee slated, however, that we should perceive women being head-hunted and
maving from one company to another within South Africa in a better light than the current
exodus of young scientists from South Africa.

3 32 Sexual harassment in the workplace

The respondents in this study also felt that women viewed as "attractive’ tend to face more
challenges 1n the male dominated workpidce of the SET industry than other women. This
type of discourse, utilized by a female HR Group Services Manager of a major private
company, suggests that profess:onal women who are considered to be ‘attractive’ would not
necessarily be taken seriously in terms of their competencies and capabilities in the SET
industry.. She observed:

We have just. promored a female engmeer to an industrial engineer and she both
internal and external customers are going to have to put up with her and she is a
hugely attractive girl so it is going to be very interesting.

Annther senjior woman frOm an SOE added: .

Remember you are entering an arena which men think’ is theirs so when you step in
you have gol to prove to them that you know what you are doing and as a result of that
1 have had to leam a lot of things to tope ... | always look for something that has not
been pointed out and that makes you confi dent and it also shows them that you know
you see, you look at the loapholes and you deserve to be there.

in addition to identifying barriers to the recruitment, retention and advancement of women in
SET, the respondents in this study also identified strategies for addressing them. A few of
these are listed below. - :

Strategles for |mproving the recruitment, retention and advancement of women SET industry

Part of the in-depth interview with senior staff at the 38 companies focused on the strategles
aimed at, or that can be adopied to attract, keep and advance women in SET industries.
Workplace policies were identified as a possible strategy to achieve this. Across the 21
organlsatlons that partlmpated in the study, 15 of the 38 inlerviewees affirmed that their
organisation had a gender or equity policy or some type of non-discrimination policy. 14
interviewees reported that their organisation had gender specific targets, did head counts or
tracked equiity in terms of race and gender. In addition, 15 interviews confirmed that their
coimpanies had policies aimed at combating sexual harassment, 12 interviewees said that
they did not have a gender policy, but what they called a "people policy", perhaps capturlng
those companies and senior managers who subscribed to a gender—bllnd dlscourse |n
dealing with the employment of women. A

The teported strategies that orgamsahons uSe to support the imp!ementatlon of these
policies are presented in figure 5 helow:
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Strategies fo support I_i'nplpi-nhntnﬁoh of policiés
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Figure 5 Sirategies that companies use to support the implementation of policies - ..
The interviewees identified the- national policy framework; community-based intetvention;
workplace policies, partnershigs and bursaries and. lsamerships as some of the strategies
that are and can be used fo réoruit, retain and promote Wwormen's patticipation in the 8ET
sector. With regard to policy-interventions; the.participants felt that while the national policy
framéwork was forcing companies to recruit a diverse workforce, these, were not translating
into the retention of women in, SET companies. The reasoris given’ for this included the
masculine image of the sector and the marginalisation of women, particularly black women
therein. An HR Executive's comriient aptly captured this view: = .. -~ . . .o
... with the BEE charters wha is géing to be forcing industries to look more on Women,
predominantly black women. | mgan if you could find a black woman enginéer | think
you would pay the carth to have her in your. organizafion because' of the points
allocated to something fike that so | think companies are going to be forced if they dont
have the culture already they will be forced to adopt that culture. - =R

Ih addition, workplace policies that target women were also identified as necessary strategies
for addressing the problem. According td the participahts, generally, the workplace policies in
their companies did not specifically address gender iséues, Foliowing the gender-blind
discourse referred to above, both. men ;and women did not régard them as important,
especially at SMMEs. Orie of the female interviews at an SMME stated thdt there were “No
real issues that women have that requiré them to get special treatment’: For some df those
that reported having a gender policy, incorporating issues for worhen into a gender policy is
constructed around women as child-bearers {so0.policies ard concerned with such issiies as
maternity leave benefits). The more substantive issues around gerider inéquality and
harassment of women in the workplace dré not addressed, = - ... .0
Interviewees at SMMEs perceive having policies like sexual harassmenit policies to bé linked
to the size of a company and.so because they seg themselves as ‘small’ they do not see it as
necessary to have these kinds of policies. in, place. One Interviswee (senior male) at an
SMME said that they “would go to what the labour laws say” if sexual harassment did take
place. One male CEO of a private company stated that the company did not have a sexuai
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harassment policy, but that these matters were dealt with as a contraVentlon of the
company’s code of conditions of service. P e

There appeared to be a lack of female mentors in private pompanles Thfs |mpl|es that mala
seniors often mentor young women entering the industry. A male CEO cenf' rmed that

For the young ladies in the company, we have relatively few peOpIe we can choose
from to be menlors and unfortunately we dont have senior enough or exper;enoed
enough women (o act as mentors. o . -

However, the participants also observed that having policies, however gdod they may be
cannot be expected to soive the problem of low participation of women in the SET segtor. As
one female engineer noted, it a positive organisational culture that sngnlf' cantly contnbutes fo
improving the participation of women in any company, and partlcularly SET companies. Fof
her when women feel “accepted, acknowledged and recognized” that they will be retained in
the SET industry. For example, commenting on her success |n her own company she
elaborated: - _ ! S

| am part of the company, people know me, people recogmze me and I don’t feel
alienated and on my own. | have male colleagues that | can go to and say. you know
this Is the situation and how would you deal with it so 1 havee got those structures and |
have got the acceplance and recognition and | den't know hew you would mstd that ff It

is not there.

Addlng to this, a female HES manager described how this had erked for her |n her
company: T

Wren. | was very il with my baby and this company Went to great Iengths ta
accommodate me with my leave and my sick leave and all thé things they did and | will
always remember what the refinery manager said, he said “if. we assist her now we will
retain her, if we don't assist her we would lose her” and if was ihe: sdamé words he used
when | went to university to do my honours ... he had this whole dpproach “if we da
little favours for people; little th.'ngs to make the:h happier, more comforfable, outside of
a poficy we will retain people” and | thmk this has been more our strategy as bppased
to making everythmg pohcy _ .

Accordlng to a female executlve interviewee, the solution is to ensure a WOI’kIng enwronment
that is conducive, very welcoming and enabling, but high salaries and top posmons remain
the best way to attract women. . , ¥ <

In addition, participants in this study, parhcularly those from prwate eompames highllghted
the use of flexi-time as an ameliorative strategy for women’s successful participatiot in SET
industry. According to them, flexi-time makes it easier for women with farniiy corimitments: t
be retained by the organisation. This works on an output model (i.e. you are judged by the
work you deliver and not on the time you spend in the office). Other ways of accomniodatmg
women include hiring them in half-day jobs, althcugh benefits are cut accerdlngly

Followmg the trends in the literature reviewed in Section 2 of lhis report while many of the
women in the study lamented the low participation of women in the sector, partlcularly their
retention and advancement into higher positioris, some also cautloned againat advancmg
women too quickly in the organisation. In particular senior womeri in. SOEs generally felt that
advaricing women too quickly could be counter-productive for both the employee as well as
the company. This type of fast-tracking just to meet gender equity targets at the top was
seen as setting the female employee up for failure. According to a senior manager in the IT
division of an SOE:
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There is a drive to put women into management positions and so they can't become
specialists if they want to. Hs too rigid; people should be placed where their interest
lies.

A senior woman added:

In our haste to empower women, and this could relate to affirmative action in terms of
race as well, people who have all the professional qualifications have sped through the
ranks at such a pace that sometimes they are set up for failure, where they might have
benefited from a slightly siower path to development,

What these women proposed instead were specific programmes targeting women and taking
them, through the various levels of the company sc that they can leam its operation before
they are expected to lead/manage it. An HR manager advised:

I think whilst we need specific programmes for women and we need to focus on that we
also need now to start taking care of the  ageing workforce, unforturiately it is white
“male mostly, we need to start appreciating the value those people still have to enhance
skills development for our people because.that is where the knowledge is.

According to these ageing but otherwise knowledgeable and experienced employees could
be called upon to train and mentor younger employees generally, but women in particular.

Again affirming the gender-blind discourse adopted by many in this study, a female manager
director of technology added:

Gender representativity is a world-wide problem in engineering so when it comes to the
seclor in South Africa | don't think we should ever need to feel that we must force
numbers for the sake of gender representation because we ourselves could be very
iresponsible when we do that because we could be forcing another kind of
discrimination between male and female ... of course | wanf to see more women with
the right reasons where those women themselves must support ... our youth Heeds fo
participate in the SET sector not just women.

]’Hi_s_would suggest the need for gender sensitivity training in the sector and particularly
gender mainstreaming, where companies adopt & gender approach equity approach to all its
programs, including recruitment, retention and advancement. :

Some interviewees felt that there needs to be a national strategy for the SET sector. This
strategy should be focused. on retaining women in the specific Science, Engineering and
Technology industries through a quota system. In other words, the strategy needs to clearly
indicate the number of women needed in each sector to balance the playing flelds. SET
industries would then have a framework from which to develop their employment equity
strategies in the workplace.

Summary and Conclusion OSSR S P e RO A

In this section the findings from the three datd sets are intégrated into broad themes to
provide a holistic picture of the gaps, in the participation of women in industrial SET and.the
reasons for them. The first themme can be broadly identified 4s the discourses of difference
between men and women as a reasori for the low participatior] of wormen in the SET secior.
In this discourse, both men and women in the study conistructed women as’ differerit frofm
men on three levels: First, the participants in the study saw womien as emotiénally different
as they are regarded as 'softer’; ‘feminiine’; more emotional and bririging a more empathic
understanding to the SET industry. Second, women are constructed as different on a
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cagnitive level. They tend to think holigtically and deeper ' consideratiori ‘goes into- the
decisions they make. Thirdly; they are constructed as differént on a biological level. They are
physically weak and fragile- and canriot participate in tasks that_dre’ considered heavy of
unsafe, many of which are a significant aspect of ‘the. SET 'sector (s.g;, engdineefing,
construction and others). There .are ‘dlso contradictions -in * whit “womeri- say about
themselves. They coristruct themselvés as, differént to men, say that this difference. is
necessary as they bring new attribujes to the workplace; but at the same time that they want
to be equal. Women are ofteh cast in_suppdrtivé role for mieh in the workplace which
mirrors the typical role that women play fii thé. home. RO R LR e R
These discourses serve to gssgntialise gender by cldiming fixed; unified and opposed'male
and female natures (Wajeman, -1991:9).:In: industrial-SET - this, assertion:foclse¢ on. the
inherent difference between men and womeri-t6 elucidate their differences in the sector gnd
by Inference; thelr participation, - ‘This inferprétation: coricurs withi the Uitersituire in Section 2
thathighlights constructions of gender differenices as one of the main factors that force
women out of SET. However, the participsants also” ackriowledged that women -are not.a
homogeneous group and the reasans for their participation or hon-participation in the SET
sector will ‘also differ. As-illustrdted by the findings from the questiofinaire compiletéd. by
women in industrial SET, there is a condiderable degree of diversity in.terms of the specific
experierices of individual woriien across ‘SET workplaces .(e.g., social class, ags, race,
position in .company), This:suggests that a:‘dne size fits all' solutiori will hot stccéssful
improve the participation of worhen In the sector. SRR O e
At a macro-level, however, similarities do exist with vériations beliig more apparent; in terms
of magnitude, severity and .impact on-thé women invoived. . Front -a national policy
perspective the nuanced niature of this redlity, though impartant, is not .of primary concern;
Of particular interest Is the need to address the existing gender imbalances in the SET sector
of South Africa through a systemiatic process that ensures women's full, participation in and
benefit from the SET séctor. This is éxamined in‘the séction below. ..~ == " - . . .

Linked to the discourses above is the secoiid: theme. or réasan:for tHe paor participation of
women the SET sector: the masculine Jmage of science. In lind’ with thé - notiori:. of
heemonic mastulinities describéd in’ Seclion 2, and the fact that SET is regarded as the
domain of men, woriien oftén fegl. that they: do not fit into a maje-dominated- culturg as thi
benchmark: for a successful scientist is a man and dlso that women miust charigs in spe
way to match the role of the'male scientist. 'Assotiated with, this ﬁ}ngUlghe'ihjageiof,gciedoe
is. thé gendered dichotomy: mei are maghine-focused, rational and abstract thinkers while
wamen are’ people-focused,- emotionally” esnnected, cohcréte thinkefs. This view ‘works 1o
exclude women from SET as the dichotmy commuriicales to women who aspire to a
successful career In SET arid the men wh. support that idea and-work towards ‘achieving
that they are not being authientic to their geriders. - Although research stiows that both of
these types of thinking are required in SET. fislds meh continue td dominats. More résearch
needs 1o be conducted about the relationship between contintied male dominahce as well ag

thé masculine images of technology and how they are sustained. - . -* """
The third there In the findings ‘is related to the gender-blind policies and strategles that
were said to be adopted by organisations and individuals in them in terms of recruitment,
retention” and advancement . opportunities: : This' i’ tHe riotion 'that. women’s increased
participation must be a natural evolution rather than a targeted policy approach.. There
seems to be a belief that it is riot policy that will change women’s participatiori in the SET
industry; it is a natural evolution as more woirien enter-thie sector. . Also, the percéption exists
that women should not be advanced too quickly:as théy will expérience démands beyond
their capability and eventually they will-burmnt cut. What these positiohs, fail to take into
account, however, is that women do not ofteh sustain lorig-term careers in the séctor. In this
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résearch, as in previous studies commissionied by DST, males and females say that
scientists often exit the SET sector for moré lucrative career paths in other sectors within the

country or internatichaily. -

However, like other studies reviewed ih this report and élsewhere; findings in this study
suggest that women also leave due to gender-based obstacies such as discrimination;
harassment, exclusion and family commitments. The ‘cohstruction settor seemis to be a
particularly harsh environment for wormien. " Intérniationai _studies also show that the
participation of both men and women in sciencé and technology is declining. Added to thig
problem, is the trend of women exiting the SET sector and the seeming reluctance of the
sector not o do anything about it. The results from the in-depth interviews show that women,
especially in private and JSE-listed companies, tend to exit the organisation to begin their
own business/consulling practices. - Thesg women are in the ideal position to. act as
enfrepreneurs and should be supported by fuhders and government to_ensure their success.
This might be one way of increasing women’s participation In industriat SET.:! .1 .5

Increasing women’s participation int the SET industry should not be leff to natural avolutior.
The European report on science and techriclogy indicators (2003) examined a number.of
studies that make it clear that gerider equality will never occur if left to “natural redress”. The
report states that ‘It is clear that ‘simply waiting one’s turn’ is not an option for today's
women. Moreover, mersly condoning a short wait would also be a patronising atfitude
towards the question of women’s participation in science” (p. 265). - - Rt IS G
The fourth theme identified as inhibiting the participation of women in the SET sector is
gender inequality between men and womeit, According to the participants in this study.men
and women In industrial SET are unequal in a number of ways. Firstly; there was. a
perception that men and women receive different remuneration for the work of the samie
value and on the same level. : This perception is supported by the theory of human capital
that asserts that inequality irl career success is a result of differances in men’s and wormen's
human capital. - Salary inequalities between men and wamen are also a tonseqgtience of
human capital (Igbaria & Chidanibaram, 2004). Secondly; some women feel that they are not
taken as seriously as men. . This is often raised when women talk of having to work harder
than men to prove themselves.. Women's, competence to practice science is sometimes
questioned by men and their. confidence may suffer as a result. As reported in the literaturé
this lack of confidence may lead to attrition as well as restricting the developrnent of women
in the profession. Thirdly, there is a difference befween men and womer in how much

actess they have to networking opportunities. -Women are ofteri excluded as networking

typically revolves around aclivities such as golf and drinking in pubs after hours, a time when
worhen are taking care of family commitments. These hetworking opporiunities are perceived
by women to be of great impottance in' doing businéss and sonie blame their lack . of
performance, and departure from the SET sector.on the frustration they fee! in not being able
fo Hetwork to the same extent as their male colleagues. - This_doncurs with the literatute
discussed in Section 1 about engineéiing as a homa-sacial performarice’ where' career
progression for men, -especially in the engineering field, is based on involvement in
successful projects and membership of rietworks of contacts and rmentors (Melstrom, 1995).
Most women who initially lack the hands-on' experience: and: confidence; despite their
competence, do not experienice the thrill and obsession of their malé counterpaits (Mcliwee
& Robinson, 1982; Mellstrm, 1995). Worhen do rot bélong. to the ‘club’. and are greeted
with hostility by many male engineers; they Iose_out bh their careers and it is not surprising
that many women engineers opt to igave the profession. - SRR .

Lastly, participants in this study identified a new glass ceiling that women cannot break
through.. The new glass csiling relates. to_ttie ‘highest position in the organisation. Thus,
women feel that they are able to reach mandgement and even execiitive management and
board of director level, but are very seldom appoirited to head a company as CEO or
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managmg dlrectcr The fmdlngs from the gender representatiwty survey SUpport the
observation by the research participants that women are. well-represented at the lower levels
of industrial SET. companies, but not at the level of chairperson of the.board, ‘CEO, board of
ditectors and executive management ‘Other. research (Blau & Ferber, 1989) has alst
suggested that great returns on investment are primarily received by whlte males as opposed
to ' women and. ‘minority’ groups irrespective of educatronal Ievel Skl"S and work effort a
clalm that i is particularly relevant to South Afnca o N . -

Other factors that mhrblt the partlcrpatloh of women |n mdustnal SET are related to systems
both in the companies themselves, but also in .national structures as well. For exampis,
inadequate record keeping on women in |hdUstr|aI SET was rdentlfled as an |nh|b|t|ng factor
in this study.  As Maria Ramos observed in the South African- Womeh in Corporate
Leadership Census (2004), measurement is ah essentral cdmponent of establrshlng and
planning for the progressmn towards gender equity. - -South Africa’s National. Poltcy
Framework for Women’s Empowerment:and. Gender: Equality prepared. by the Office of the
Stafus of Women in 2000 also’ ‘pecifies the Key institutionai processés, role’ players, key
partners, and mechanisms requited to aemeve gerider. equallty in bath the publrc and the
private- seclors. of the ‘South Aftican gconomy:” - It seems;”howevar,. that thése -national
otjjectlves are not being mtegrated into the strategic management plans: of &ll organisations
in the industrial. SET sector. "Far’ example, the responses to the gerder represehtatwtty
survey uncovered the lack of adeguate tecord-keeprng by some companies of initiatives that
incredse women's partrcrpatron in the séctor,. Some responses recerved (|nforrnat|on not
avallable’ or.‘no precise record of thls ) shcw that ‘companies do not track essential indlcatcrs
of how they are increasing women's part|0|patlon In addition, the womer and men who were
interviewed tended not to view. the lack:of pollcres (such as gender and. .sexual- haras.sment
polrcres) and strategres focused on retaining women in thelr organrsatlon |n a very senous
lrght o v K &, . L .
The majonty cf responslbrllfy for increasrng womens partlcrpatlon i industﬂal SET in the
perceptioh: of the research. partrcrpants seems tc be located with national government.. For
example, among- partlclpants in, this study, ohe: drscourSe revolved -around the funttion. ‘of
quotas, (Le. government needs to formiu ate polrcy and put qUotes in. place fo enSure an
increase in women'’s partrcrpatron) Another discourse. is about percetved inequalrty in roles
regardmg reSponslbrlrty -This drscourse caiie frbm SOEs who . complalned that: the bulk of
the pressure to ensure equrty, _especlally In*science, ‘engineering and te,shnology is.on their
shoulders due to them being an organ of the state. According to SOEs there: is no_hational
strategy in place- tHat compels all rcle-players to contrlbute equally: They see themselves asg
hamng to take the Ieadershlp role to achreve govemments objectlves of gender eduallty In
the workplace . L , REE ot .

So; what amelloratlve strategles can be adcpted by natronal structures as welI as compahles'
and other organrsatlons to lncrease the récriitment, ratention and advancement of women ln:
the SET sector? Section 5 below examlnes thrs questlon
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5" SECTIONS: . -

RECOMMENDATIONS FOR INCREASING THE PARTICIPATION OF WOMEN IN THE
SETINDUSTRY .\, oo’ = = o0 oo
Recommendations to incréase, sirengtHen.and consolidate the participation of women in the
SET industry include aspects that need to be addressed by industry, national government,
fiinders and universities. Throughout the report, evidence confirms a growing consensus that
the'basis of a sound economy is integrally linked to the developmient of a good talent pool of
human resources. to bé drawn from thé science, engineering and technology sectors. The
policy vaiue of the former is of direct relevance to South Africa’s research and developmerit
strategy which recognises the: rieed for a'new’ generation of scientists within the broader
development of Hurhan capital and transformation in the.science, engineering and technology
sector. Slich a transformation calls for a well-balanced human resource development plan in
which .girls -and -women_afe largeted, nurtured @nd developed in the transition to. a
kiowledge-based economy.: - Of equal importance Is the ~ Additionally, the media could be
used effectively by these entities to showcase more inclusive images of what it means to be
a Scientist, and what a.good scientist entails. The media’s role in this respect is aiso related
to posifive, role models_ of woiien in. science and industry. NACI's recent publication,
Changing Perceptions:of Worieh in Scierice, Engineering and Technology is an important
publication’ that could be used as tool to_popularize the fields of science, engineering and
technology through othér media and forums. - = - - .
Global consensus. indicates four major aspecls that are-.central to the advancement of
worhien in the SET sectors, d@s evidenced from the four major world conferences on women
held by the United Nationg® -~~~ .. ... - .

* education and training in SET; .. .- -

«  ability to use SET to imibrove their living conditions; ~  +*

s ability to develop SET or to betome scientists and technologists and the ability to participate in

decision-making. processes.and structtires ‘or in directing the development and application of
00 SET;—"_i_ndqﬂihg_’ the setting ,qf priorities; and finally - . - -

e el_li'r:_nfhatio_l"i_"df; the  negative .impacis, .- particularly .of ;Iie new technologies such as
: . biotechnology, _informati_on and commuriication tectinolagy; on wamen.

Résponding in. part to the above factors, and to close the. gap between policy and practice,
based on thé empirical evidence outlined In previous sections of this report, some key
recarmmenidations. follow that offer some: guidance .to respond to the mismatch between
policy. and. practice. The following areas of immediate concern are industry, national

gdvernment, universities and funding.

Recommerdstions orinaisty © .
Industry plays ‘a" criciai fole iri. déveldping the potential of women in sciehcs through
réseafch, development and innovation. Industry in the broad sense is a key mover In the
research and development sector and canh be importantto: = . .. o o
Create d work ehvironment where inrioyation.can ficurish, where wonier dan develop
thelr careers according to their life-cycles and where they are measured by their

“Achiriad, S. and Hermawati, W. Gender In Science: The Case of lhdonesia and the Regional Secretariat for Gender, Science

and Technology in Southéast Asia and the Pacific | Paper td the UNESCO Asia-Pacific Corifarence on Scierice for the 21st
Caritury, 1-5 Decernber, 1998, Unlversity of New South Wiilas, Sydney, Australia,
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output instead of the hours they spend in the off' ice. Thls mlght Include technologlcal
solutions and infrastructires that ‘accommiodate .a ‘woman's  need  for. flexlblllty
regarding work hours and specrflc work actIVItles such as tllsproportlonate traveilmg

implement flexi-time arrangements for women across all SET mdustrlal settors as equal
access to these arrangeménts does not currentiy exist. FIexr-tlme should also be considered
for men, where necessary, $o that there Is gender equity in terms of. child-rearing and
nurturing responsibilities in the development of healthy parenting and child development The
gendered dimension of labour time and feSpOl’iSIbilltles especrally within: the: SET- sector
renders women vulnerable to pohcles that i ‘may be hostile to their maternal respcnsibllltles
Public sector-specific reforms and state action-to encatirage change in employet attitudes
toward social issues affecting ‘wdren (é.9.° chlld-rearmg and flexible” working hotirs - that
support the development of parerithood) could impact posltlvely on. the- particigation of
women in the SET sactor. i and-when womeh are on r;qatennlty leave afd retutts fo.the
industry after a few years, mdustry shotild: develbp and have in:place specrﬂc programmes
that accommodate women who returri to SET after a penod at. home wrth ehlldcare
respohsrblhtles _ i S R o

Develop and provide pol|c|es that mamtaln a WOrk-Irfe balance (m agreement wrth current
South African labour laws).’ This: would "nclude matemity and paternity leave, thild-caré
facilities and family responsublllty leave’ especially for’ caring for sick family members. I the
context of HIV/AIDS, and other terminal:diseases (such-ds cancer. which affects a Iarge

percentage of the populatlen) the burdei of reéponsmmty often falls on women-to care for the
il and aged. These respon5|b|l|tles usua]ly fall on women and girls, rnespectlve of whether
they have careers, and can be attributed to the patnarchal ba5|s of our society where the
task of nurture and care—glvmg is asmgned to women ' Ll g ‘

Refrain from treating women as though they are a homogenous group leen the fact that
women have diverse histories, _éxperiences ‘and educatiorial _batkgrounds; their lives are
shaped variously by a range, of factors. This wouid mean. that not all women in the sector (or
outside the sector) may be drsadvantaged “Given the histarical legacy of apartheid-and.the
triple oppression of black wafmen-in’ part{cular arid degpite strides in polltlcal representation
of black women, the SET sector (partrcularly in industry) reflects an underi-representatron of
black women. Important dlfférences may exist in terms of this needs and priorities for Women
from different racial, soclo—economlc and age groups and across SET sectors that mdustry
shouid continuously evaluated and momtor 0y X : o

Create a work env:ronment that allows women to explore and develop thelr mterests .Il.’i
technical fields without feellng pressured to ‘accept mariagenient .positioris for: the’ sake of
representatron Shop-floor ledming and lnformal resedrch within the work environment could
help. to renew and update the knowledge base of women. Such top-up and’ bndgmg tourses
cotld be also used as evaluatory tools it a performance management system that remforces‘
the career pathing of wormen within the sector. The monltorlng of recrultment retention and
advancement of women in_ the organlsatlon accordlng 16 speclf" ¢ targets could . b
strangthened by in- -house trammg programmes - Another’ concrete strategy to achreve thls_’.
within the work environmerit is to assign.’ menger ‘and/junior- staff. to ‘role. models or
champlons within the workforce {who part of their job descnptlon) wotild ensure mentonng of
the younger/junior member. Eqmty pnnciples in line. with the equity act should govern the'
selection, recruitment and appolntment of worhen inta the sector that takes irito account thg
specific to the needs of the ‘sector; the representatlcn of women in that 'sector, and thé
development of a capacity and skills in tl'le sector. Eqmty procedures should also be the
basis for fair wage and salary practlces for both women and men, ensurmg equal pay for
equal work across genders : : R P

Provide alternative networklng opportunlttes for woman that are net Ilnked to actiwtres that
males traditionally use to do business such as playing goif and/or meeting in pubs after
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hours. The latter, are traditional masculinist and often gender-biased zones of social bonding
i the work environment that exclude worhen. If altémativeés are to be created that provide
Hetworking opportunities for women, women stiould be consilted within the SET sector for
their- opinions on appropriate opportunities that will value their own development il the

broader context of the industry within which they work.

Record statistics or other data from initiatives thét support and encourage wonien internally
to the organisation or éxternally such as entrepreneurial development programmes,
procurement practices .and/or {industry-specific  social developiment projects. Use this
information to.determinie whether, the organisation is on target for increasing the participation
of women, in industrial SET. Monitor the_exit of women from the organisation or SET sector
ard use the infdr'm_ationh gained from feetiback exercises to improve retention strategies.

]

Davelop:and arrange partnarships with. schodis, tertiaty . education and private Institutions
that will entourage girls to enter the SET sector. -Such partnerships may include internships,
fellawships, role models; mentors, speakers and supporting events such as the Take a Girl-
child: to Work Day. The.sector should .ideafly contribute to sdientific. communication that
popularizes stience as a viable and attractive career option through strategic partnerships.
ﬁéq;oinnféndafiéh's; fq}iﬁétibq"ai 'g};'vemménr-’ . ‘:' i R

It Is the case that the bulk of the burden will fail‘on‘the State and government departments
ahd seléct agencies to ensure that the policy framework is conducive and promising for
womeri enitering the SET sector. Some ‘of the following recommendations address specific
aspects and areas requiring interventions fo: * - .

Stipport the unique position that women are in as entreprenieurs when they choose to leave
formal employment and establish 'smal[ businesses or be’_com‘_e‘ consultants. Specifically

gtvemnmient could: = i E R ] T R

Provide public funds to maich private sources of finance; - .. -."

Provide financial suppoft fqr"reséarbhefs (e5pecially women) at universities who want to test
and possibly patgnt ihnovative ideas before they are placed in the public demalin;

.Gather sex-disaggregated statistics on entrepreneurs in industrial SET including details of
who applies for and. takes patents to be conducted In partnership with HE researchers by
commiissioning research on women entrepreneurs in research and development to determine
the factars (structural  or~otherwise) that - limit their participation’ in industrial SET. The
collection, analysis and publication of statistics that define anhd identify industrial researchers
asd catégory and disaggregate these statistics by sex are crucial to ensure a clear picture of
the “demographic change(s) within the ‘SET :séctor. In .conjunction with State Research
Councils arid HE Institutions, commission studies, that examine women in industrial SET and
thé policies-and practices of companies to determine progress in thé sector. This information
shoulf be disseminated as widely as possible and should be used in the planning and
revision of national policies, -+« - .-t T T

Deévelop a natiorial strategy for increasing wonren's participation in industrial SET at all levels
of the organisation conducted in' partnership with the ministries of Science and Technology,
Tréde and Industry, Minerals and Energy, Education and Labour. )

Ensure that legislation is in place that addréssés discrimination. on the basis of sex and
confinually. review the legislation to ascertain whether if is working or not. Such legisiation
may facilitate the creation of an enviroriment that supports wornen jn industriai SET such as
revising tax laws based on the breadwihnér/homemaker modei (where necessary) and offer
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subsidising care. for. children or elders that is often a woman's responsibility. Government
should specifically address the issues of equal pay for equal work. Any legistation should that
hds to be:develdped .should be conducted in partnership with the relevant and directly
relevant govemiment departments (such as the Departments Science and Technology;
Trade and. Industry; Minerals and Energy; Education and Labour) even though such
legislation may be led by the Science and Technology Department.

Cénitinue to, debunk stereotypical views of women as well as of people of colour in terms of
their. ability to perform science. More inclusive images of the “good sclantist' need to be
brisadcast to the general population that challenge sociai conditioning through gender and
traditionat beliefs about women. Initiatives may Iinclude gender awareness campaigns and
equality : training, : While 1t -ig the role of government to ensure perceptions change, such
eatiipaigns. should e conducted in conjunction with relevant ministries (Science and
Technology,. Education, . Minerals and Energy, Trade 'and ' Industry, Labour), nori-
governmentsl organisations, schools, HE institutions and the media. Part of the strategy
could-be the organisation of conférences, forums and networking opportuniities for-women in
the “SET "industry; not. necessarily about SET but about gender and women's issues with
clear-objectives In termis of what the aim is. | -

Support Initidtives such as the Take a Girl-child to Work Day especially where womeh are in
the minority liké the SET sector, done in conjunction with core ministries that have a stake in
the SET seotor. ", = . -

Barichmark support for women in industrial SET nationally using existing structures such as
CEDAW ‘and framigworks sich as the GPF, and internationally with entities such as the

I

RHelsirki - Group a_‘h_c__l_Aéooi‘d, Good practice should be adopted and publicised wherever

Recognition® by policy-makers and implementors that women are a homogenous group.
Because of the various differences across race, age, class, women enter the SET sector
through a different set of experiences that will demonstrate either their positions of privilege
or-disadvantage. It is necessary for policymakers to understand that the SET sector should
priaritise women's participation, entry and retention to ensure diversity In iefms of race and
class, Importanit.differenices may exist in terms of the needs and priorities for women from
different racial, socio-econonmiic, and age groups and across SET sectors. Policy needs to
address each stage of thg woman's lives. : :

Recomimendations for édiicational and research institutions

A number of possibilities exist within the high school and post-schooling system to
strengthen the role of women in mainstream science and technology and to highlight
the importance of women’s technical knowledge. Some of the following could be
prioritised By: . * - -

providing compulsory courses in business skilis to ail under-graduate SET students as part of
their brogd curiouluri. . |
prowdlng fabil_ifiéjs'_fdg' §ﬁjdéhts who want to test innovative ideas before they enter the
workplace throughi sponsorships and partnerships with industry stakeholders..

fesearch that ‘surveys. HE and the vocational sectors to determine whether mentoring
schenie¥ for worhen in SET-based education, tralning and employment exist, and if so, the
extent to which siich schemes are working positively for women’s entry into the SET sectors.
Such reséarch should slsc draw on examples of best practice for men and women, which
could be applied in industry and the broader education sector. Research that could be
initiated jointly by the Research Councils of the State, Deans of Science, Engineering and
Education Faciilties at univérsities could interrogate the gender issues (such as gender
biases, for example} inherent in curriculum design of SET courses to help identify factors i
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the cuiriculum that discourage girls and women from entering the SET field. In partnership
with. non" governmental organisations, HE insitutions could research and advise on the
formulation and implementation national policy ori SET within schiools and HE institutions; as
well :as. suggest ideas arising out of the research fo develop .monitor and &valuate
programmes for atvancing women in SET. Research that is required should also offer a
disaggregation of statistics that providé a discigline breakdown of the SET fields and the
levels of seniority of women within the work environment, their employment status (whether
part-fime, casual, permanent etc.). N oo B

Recommeridations for furiders of entrepreneurial projects | .
Poiley points in this categary highiight. the business case for gender .diversity in science,
engineering and .tectiriology. The policy Implication is that the socidl value of women's
participalion. in"the SET.séctor is underpinned by econdmiic' and fiscal - conditions. that
neessitate finaricing and funding for the sector. In the palicy context; this essentially mears
thiat theré is an éconiorhic valize for gender diversity iti the SET sector: In conjlinction with the
relevant Ministries (Science’ and Technology, Education, Mirierals.and Energy; Trade and
Industry, Labour) and private Institutions; the foliowing should take place: < -

Mbl;i_&dr_éﬁiﬁliéﬁﬁofis'-aﬁﬁ ﬁiinhéf:s"bf tender bi’ds by seéx. D A :
Benchmiark the number of wofrien supported with othef institutions that provide financial
supportfo enropretieurs. o

Ensure gender equity of forums where decisions are made about funding in the SET sectors:
Be pro-active in encouraging applications from women entreprenieuirs arid women who want
to, establish part-imé busiriesses. - : . 0 "o
Facilitdte thé establishment of companies by women who have had a period of work
interruptior, L e, e
Identify and/or promote networking opportunities and mentoring schenries dmongst ‘Wofrien
entrepreneurs or business rietworks.
Figure 6,below presents thése recommendations grouped into major-areas that should be
addressed ' by the role<players and stakeholders who are able to increase women's
participaition in industrial SET.
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POLICY

Wbrkplaca gender aequity
Work/life balance

' Equal pay for equal work
Naticnal strategy
Revise tax laws -

RESEARCH &
MONITORING

Studies on policies & practices -
Using research 1o plan & review
national pulicy

Monitor progress on ,
reCruitment, retention & . -
gdvancement in Industrigi SET
Investlgata womien exlting SET
sactor

Monitor funding for women
entreprenaurs in industrial SET
Record statistics required by
govemment

Benchimark nationally &
internationally

FUNDING

Manitor & benchmark number of
women who wih bids

Ensure gender equity on
decision-making forums
Pro-actively encourage
applications from women
Provide facilities for tertiary
students to test innovative ideas
Provide public funds that match
private funds -

INCREASING WOMEN'S
PARTICIPATION IN
INDUSTRIAL SET

" RE-CULTURING SET AS A FIELD

OF STULY AND SECTOR

Debunk ‘masculing Image of
science and scientists;

Support - Inltiatives  that sell
science as socially relevant
especlally to the glrl child durlng

'WORKPLACE.
ENVIRONMENT

Flexi-time
Child-care facllifies
Waork-iife balance
ininavatior
Exploring technical instead of
management areas only . -
Usinig technology fo facilitate
work inferféce” -
Strategies to retain women’

CREATING NETWORKS

Alternative workplace
netwarking opportunities
National forums & conferences
for women

Identify & promote networking
opportunitios amorigst women
entrepreneurs

Partnerships with schools &
tertiary institutions

Figure 6 A schematic representation of recommandations to increase women's participation

in industrial SET in South Africa
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6. CONCLUSION

The aim of this. report was to present fi ndmgs ftom orie- of the research prolects undertaken
by the Gender and Development Unit of the HSRC on behalf of.the DST in preparation fdr
policy formulation to address the lack of paiticipation of women in the South African SET
sector. Many studies, as evidenced in the literature review documient and highlight the
inequallttes women face in. the :science, engmeenng. and technology fields. Bartiers that
have dlsadvantaged women. pornt to the historical and cultural -aspects that have soclally
excluded women from receiving education ‘arid training to take advantage of economic
opportunities. The historic agricuttural and industrial revolutions resulted in women toiling the
fields and men entering industry; with. thé added burden of womeén tasked ‘with ¢hild- l'eanng
Another barrier is the idea and. belief tHat men aré better:suited to Skllled labbur and are
better equipped to manage advanced technologles than “ are, women. insplte of the
achlevements of women in science, engmeermg and technology. worien’s Hind men s folé
within an outside the mainistream of science -and technology. reqlnres change Despite
progress; many gaps, barriérs and mequalltles persist. Clearly urgent action is hecessary- o
mobilise women as.a neglected reservoit of. talent into the SET sector Actron ori ‘several
fronts is requured that strengthen thie role. of women in mainstream science and teChnoIogy,
as well as an appreciation of the knowledge that women bring o these flelds. Research
suggests and debunks the myth that women are technologlcally inefficient. i o=t

As hrghhghted the a:m of the research was fo determine factors eontributlng to or lnhlbltlng
women’s participation in the SET sector of South Afnca The current situation wrth regards to
gender representativity in the partlcrpatlng companies demonstrates thiat women In these
companies are under-represented and espemally so at the hlghest most senior Ievels of the
organisation. Perceptions about women's parhcnpatldn show that although more wo;:nen are
entering the SET sector, stience: continues to maintain its mascuhne image and all the
negative - connotations that - accompany this image shewing. men as. the leadérs and
innovators In science, as wéll as the gatekeepers of the professrorls Recorhmendations for
changes that will assist in mCreastng womnen's recruitment, retentlon and advancement in the
industrial SET -sector . mclude debunking. the masculine image of . science (the céntra
perceptlon that 'science’ is @ maseuline field of expertise), examinirig ways I which. WOmens
fife- cycle reeds can be accommodated iri the work. énvironmerit, - lncreasmg fundmg for
women in the sciences,. sspeclally for thOSe who' becoriie entrepreneurs and creating
hetwbrks amongst sc:entlsts that do not rer on actuvrtles that men tradltlonally uee to dd
bualness G : : : , . -

Overall the polltlcal |mportanoe of thls resaarch is that |t wm Iead to pollcy changes that
transform the and diversify the workforce to develop a new cohort of skills and leadership in
the SET sector; and to curb poverty in the country by improving access to technology that
develops economic resources for women as a dlsadvantaged grt)Up to pursue careers |n
SET ' - . : ; :

It rs therefore |mportant in the Ilght of the ohallenges that women faoe m the SET sector that
government has taken the initiative to f’ormulate a gender .equity policy that addresses
women’s lack of participation across the SET sectOr from school to the workplace.

Furthermore, it is crucial to. monitor &nd evaluate the policy’s impact on women's
participation. For example, although SOEs. Rave risert to the challerige. of compllance with
gender equity requirements, an important thallerige remains for departments such as DST
and DTi to bring private and JSE listed companiés to comply.
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10 APPENDIX C: Balanced score-card methodology

Background . o . s L R, -

Like many governments around the wdrld the South Afncan government has adopted the
Baianced Scorecard approach as a tool for, among other thlngs evaluating ‘and monitoring
various aspects of social transformation in the country. Indeed, the Department of Trade and
Industry (DT1) issued the Balanced Scorecard a$ one of the:Codes of Good Practice towards
the end of 2004, and, requested various .industry sectors to use this fiexible framework to
draw up their BEE Charters, To date, a humber of such Charters have been developed for
the various sectors of the Sotith African Economy (e g the Transport sector the Tourrsm
sector, the Agricultural sector, etc) i : B .

Although fhe DTI's Codes of .Good Practice were demgned wuth Biack Economlb
Empowerment in mind, it is apparent that the same methodoioglcal framework can be tised
to .assess .women's participation in . various -sectors of:. the South - African eeonomy
Development of the Balanced Scorecard presented below was based oh & detailed review of
both local .and international (notably from the, UK) literature available. ori, websttes. and
government publications. It i§ useful to highlight the fact that, internationally, the Balanced
Scorecard came into focus in the early 1990s thus commdmg with the blrth of a. new
democratic dispensation in South Afrlce : el =

In time, and to its credit, the South Afrlcan govemment selzed the opportunlty presented by
this development in the area of perforn‘iarIOe measurement and management, and adopted
this approach in its development of the ‘Broad-based Black Economic -‘Empowerment
Framework', published by the DTI towards the énd of 2004. Section 12'of the Broad-based
BEE Act of 2003 makes provision for the development of transformation charters for the
various sectors of the South Africari economy: Section 8- of the same act also- makes
provision. for the development of what are calléd Codes of Good Practice. The first draft of
the Codes of Good Practice wés . released by the DTI in December 2004 and includes the
DT Generic Scorecard. . ;

In .developing the Balanced Scorecard for Women in the SET sector presented in thls
document, the DTl Generic Scorécard was used as a guide. In many ways, the challenges
faced by the government with regards t6 BEE, are quiite similar to the challenges faced with
regards to the empowerment of women in the SET sectof. Thus drawmg on the exlstlng
tools used to foster BEE is not without reasonable justlt' catlon . Co

Whgt is a Balanced Scorecard?

Prior to the development and introductlon of Balanced Scorecards |nto the management
processes of companies-and government departments around the: world in the early 19905,
management theories stressed fi nancial performance above other’ measures of success.
Developers of the Balanced Scorecard felt that this approach did not glve an accurate’ plcture
of how well specific organizations were performmg with regards to. the overall goals set qut in
their strategic plans. Thus, they created a methodology that included & number of non-
financial measures, in order fo produce a mote 'balanoed' picture - -herice theé name
‘Balanced Scorecard’. An examination of Gode of Good Pragctice #000 published by the DTI,
as well as several other Balanced Score Cards (e. g. the Trarisport Sector BEE Scorecard;
the Tourism Sector BEE Balanced Scorecard) as welt as preséntations made by the Deputy
Director General (Enterprise and Industry Development DIVISIOﬂ) of the DTl was instructive in
terms of clarifying our understanding of the major INDICATORS of a sourid Balanced
Scorecard, which we deduced to be: .

Ownership — Voting rights and economlc interests assocrated W|th eqwty holdlng Votlng
rights afford the nghts to determine strateglo and operational policies, while economic
interests afford women in the company to rebuild and accumulate wealith.
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Management — Control of economic activities and resources: power to determine policies as
well as the direction of economic activities and resources. This indicator can be sub-divided
into: ‘Board of Director’ level; and ‘Execiitive Management levef. : .

Employment Equity -~ Mechanisms used to adhleve gendér equity in the workplace, This
includes strategies for promoting the  elimination of Linfair gender_discrimination in ‘the
workplace, as well as implementing affirmative dction in order to achieve equitable gender
representation in all occupational categories and levels in the work place. L

Skills Development - DevélQbmeht bf.c@ré- ix_impetenbies arhohg women in order to faciiitéte
their integration into the mainstream of the economy. -

Preferential Procurement - Strategies for measuring the widening of women's access to the
company as a market for the“_i.r_;prf_giducts {e:9- @ manufacturing firm may have In place a policy
of preferential outsourcing of its marketing, :advertising and recruitment functions to agencies

owned and run by women or egmipahies in which.women are active playsrs.

En;g;g rise _Development <~ Strategies --fof:-.'aséiéting .and fa'ccglerating the development of
operational and financial capacity of enfrépreneurial ehterprises owned by women.

Residual factor ~ includes any - residual fattors such as sodial development initiatives,
community development, industry-specific ifiitiatives, ét. . © = .

Weightings. All Balanced Scorecards invbive a process of weighting, whereby the relative
importance of the various indicators is determined. Similarly; sub-indicators are appropriately
weighted. This issue requires:a.consensus {d be reached with all stakeholders. in this project.
The research team proposes the weights. indicated in the Balanced scorecard shown in this
document, but, wé are opeh 1o siiggestiohs régarding this matter. -

Scoring. Al properly constructed Balanced Scorecarts invalve the calculation of final rating
score, usually out of 100. The safipie scarecard prasented in-this document illustrates how
the final rating score is determined, However, the final stbre is dependent upon the final
weights to be agreed upon by the stekeliolders through. a ‘consultative process. It is
envisaged that each company.will be ‘appropriately: scored, dfter which data within the
various sectors identified will be aggrégatéd to obtain an indication of how the various
tompanies and sectors within SET fair relative to each other. -

Usefulness. The last seniterice in the precedirig section on scoring makes the usefulness of
the Balanced Scorecard methodoiogy apparent. The rasults from this component of the study
can be useful in terms of identifying transformation targets for companies and sectors within
the SET sector, an output that couid be of tremefidous benéafit in térms of the on-going policy
formulation and Implementation processes with the Department of Industry and Technology
in South Africa. SR O . |

Table 1 shows the proposed Balanced Score card for Women in industry study. Table 2
shows a Model Balanced Scorecard, complete with iflustrative data.
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‘i'éble 1. Bélancéd scoreéard for women in the SET sector of,ébuth Afrfca

CATEGORY OF WEIGHTING SUBWEIGHTING
INDICATORS

OWNERSHIP

MANAGEMENT

EMPLOYMENT ¢
EQUITY '

SKILLS
'DEVELOPMENT

PREFERENTIAL
PROCUREMENT

ENTERPRISE |
DEVELOPMENT

INDICATORS (i.e. data to be collected
from each aentity)

NB.1: All data to be collected, broken
down by previous racial groups

NB.2: For skiils development, preferential
procurement, enterprise development,
and residual factors — ALL % should be
for the previous financial year

. % share of direct shareholding by women

% share of indirect shareholding by
women

NB: Direct shareholding = empioyee share
schemes;

Indirect shareholding = ownership by women
outside the organisation

% of women in the Boerd of Directors

___% of women in Executive Management

___% of women in Middle Management
____% of women supervisors

% of women highly skilled/professional
category

____% of women junior professional category
. Women as a % of Total Staff

___ Presencefabsence of gender aquity
policy

___ % of payrall spent on skills development
on all employees

___% of payroll spent on skills development
aimead at developing women's skills

___Number of learner ships as a % of fota

employees

[l Number of women learner ships as 3 %
-of Total learners

__% spent on Women Empowerment

Comparies /individuals as a % of Total

procurement

% of p_os’t—téix_pfléﬁfs spent on women's

-entrepreneurial development

__% of employes time contributed to

‘enterprise development
__% of twinning initiatives facilitated for:
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RESIDUAL
FACTOR (Social
Development and
Industry-Specific
Initiatives)

H

TOTAL '100%

100%

women-owned SMMEs, as a % of the Total
revenue of the company/organization

___% post tax-profits spent on education,

community programmes, job creation,
training, heaith, conservation, community.
tourism and marketing activities to develop
participation of women

___% of new recruits with no prior work
experience

Table 2. Model balanced scorecard for women in the SET sector of Sogth__ Africa

CATEGORY OF INDICATORS

OWNERSHIP

MANAGEMENT

EMPLOYMENT EQUITY

SKILLS DEVELOPMENT

PREFERENTIAL
PROCUREMENT

WEIGHTING

5%

10%

20%

20%

10%

ENTERPRISE DEVELOPMENT 5%
Foakl o

RESIDUAL - FACTOR (Soclal 20%

Development  and
Specific Initiatives)

TOTAL

WE Score > 65 = Good

<40 = Limited

100%

TARGET ACTUAL CONVERSION SCORE
L LEVEL PROCESS

'50;0 1.5% 1.5%/50%X5% 0.15
50% 2.5% 2.5%150%X10% 0.50
50% 15% 15%/50%X20% 6

50% 8%  3B%50%X20% 152 |
50%  13%  13%/50X10% 2.6
50% 30% 30%/50%X5% 3 |
50% 40% 40%/50%X20 18

WE Score > 40 = Satisfactory

43.45

WE Score
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11 Appendix E: Tables of findings
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Table 3 Demographic characteristics of respondents to questionnaire (N=00)

Variable % Variable %

Marital Status Company tybe
Single 37.8% Private 34.4%
Married 43.3% State-owried 45.6%
Living with partner 8.9% JSE;Iisfed 11.1%
Separated/divorced/widowed 10% SMME 8.9%

ﬁé'c,e Numiber of children currently living at home
African/Black 35.6% None 41.1%
Coloured 3.3% One 13.3%
Indidn 12.2% Two to three 42.2%
White 46.7% Four to five 3.3%
Otheér 2.2%

Home language Posttion in company o
Afrikaans 33.3% Executive management 1.1%
English 25.8% Senior management 44%
IsiZulu 6.7% Junior management 1 6.7%
IsiXhosa 8.9% Supervisory level 100%
SeSotho 5.6% Skilled professional 58.9%
SePedi 6.7% Trainee/Internship 4.4%

 SeTswana 6.7% Other — Junior 3.3%
IsiNdebele 1.1%
Other 2.2%
Cost to compariy e
isiZulu & SeTswana 1.1% Less than R100 000 8:7%:
English & Afrikaans 1.4% R100 001 -- R150 000 37.8%
English & German 1.1% R150 001 -- R300 600 21.1%

s e __ R200 001 - R250 000 11.1%

"fop 3 reasons for work interruptions R250 001 - R300 000 11.1%
Maternity leave 60.0% R300 001 - R350 000 2.2%

Study leave 12.5% R350 001 — R400 000 5.6%

Child-rearing 5.0% R400 001 ~ R450 000 3.3%
L ) e . RA450G01 - R 500 000 1.1%
Age .

20-24 years 11.4%

25-34 years 63.6%

35-55 years 25.0%
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Table 4 Women'’s ratings of their experiences in various SET companies {n=90)

!

; Disagre i
Work environment : Neutral | Agree
| Working conditions take into account that | am a woman |32.9% 28.0% 39.0%
Current position in the company is quite challenging 17.0% |[17.0% |65.9%
The working environment is quite stressful 26.6% |13.3% |61.1%
Woinen find themselves without the necessary instruments to ; o " o
52 rorm Biities 71.9% 12.4% 15.7%
Working environment more suitable for men than women 84.4% 8.8% 26.7%
Women deal with obstacles that men don't have to 29.2% 18.0% 52.8%
A ra S ’ g Disagre |
Bemuneration and promotion opportunities e Neutral | Agree
Sufiiciently rewarded for my efforts at work 425% [23.0% |345%
Men are often more easily promoted than women 29.8% |202% |50.0%
Male cd"eagues earn more than women at the same level 26.0% 10.0% 64.0%
Men Iin SET sectors have more opportunities and advantages . .
tHen voted 25.6% ‘ 17.4% | 57.0%
i
Other people more easily promoted thar Black women 458% 118.1% ‘ 36.1%
. e |
\ ‘ Disagre >
Feedback on work performance e Neutral | Agree
Regularly given a formal performance evaluation 25.0% 8.0% 67.0%
Regular informal fesdback on my work 322% |7.8% 60.0%
: i
latiane i Disagre ' ’
Gender relations in the workplace e | Neutral é Agree
| feel comfortable working with my male colleagues 1.1% ! 3.3% |95.6%
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My male colleagues feel comfortable working with me 2.4% 5.9% i 91 8%
Not taken seriously by male colleagues 59.6% |13.5% : 270%
Men are taken more seriously during meetings 43.4% | 20.5% i 361%
Mentorship & career development Eisag"’ Neutral Agres
Given the resources and training necessary to do work 27.0% 18.1% ! 53.9%
Ade'qﬁate opportunities for professional development 38.9% | 14.4% | 468.7%
Given work assignments that demonstrate capabilities 20,7% l 17.2% 62.1%
'‘Coach’ at work who helps address thé technical issues 422% 1 14.5% | 43.3%
Mentor in organization - 51.2% |16.3% |32.6%
Excellent career advancement opportunities at company 42.9% 19.0% 38:1%
g:rfgzsesra mi}l;i1 ¢ career should comie before any other|i, o |4ogu | 529%
: I'n?_plicaﬂons of a career in SET for family life Eisagre Neutral | Agree
Fahiily life suffers due to work relate responsibilities 66.7% |22.6% [10.7%
Family life suffers due to work related travelling 78.9% 10.5% 10.5%
Often expected to work overtime 46.9% 12.3% 40.7%
Experiences in the SET industry Eisagre Neutral | Agree
Constantly neéd to prove myself because | am a woman 38.2% 18.0% 43.8%
As a woman, | sometimes feel marginalised in my industry 29.3% 22.0% i 48.8%
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I am not taken seriously in my industry 41.2% 21.2% 37.6%
Experienced many difficuities, challenges entering SET 60.5% 9.3% 30.2%
Women should be encouraged more to enter SET sector 4.5% 10.1% 85.4%
Black women should be encouraged to enter SET sector 81% 1'0.8% 81.1%
Excelient career advancement opportunities in SET sector 14.1% 14.1% 71.8%
|
: . Disagre |
Race & gender in the work environment b | Neutral | Agree
Need to prove mysslf because | am a Black woman 34.0% 17.0% 48.9%
Feel marginalised in my industry as a Black woman 23.8% 23.9% 52.2%
Black women oflen have to deal with obstacles that others | : o ' é
don't have to 27.1% 25.0% 47.9%
Black women find themselves without the necessary 0 A
instruments fo perform duties e Ieait 14'6 &
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Table 5 Women's experiences of the SET industry according to position in the company

(n=90)

' ‘ Disagre | | "

Work environment A N e l Agree

Current position in the company is quite challenging ALY

: | ——

Management 15.0% , 50% |80.0%

Non-management 17.9% { 20.9% |61.2%

Wbrking conditions take info account that | am a woman h

; N : T = T

Managerment 41.2% l 23.5% |353%

Non-management 20.7% |20.7% |406%

The working environment is quite stressful

Management 20.0% 110.0% |70.0%

Non-management 27.5% [13.0% |59.4%

Women find themselves without the necessary instruments to

periorm duties

Management 80.0% |15.0% |5.0%

Non-ianagement 60.1% |11.8% [19.1%

Working environment more suitable for men than women

Management 700% |50% |25.0%
 Non-managernent 623% |[10.1% |[27.5%

Women deal with obstacles that men don't have to

Management 350% |5.0% |60.0%

Non-mahagement 27.9% 221% | 50.0%

b
2 i . Disagre |
Remuneration & promotion opportunities e i Neutral | Agree

Sufficiently rewarded for my efforts at work
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Management 25.0% | 35.0% | 40.0%

Non-management 48.5% 18.2% | 33.3%

Men are often more easily promoted than women

Manhagement 57.9% 115.8% |26.3%

Non-management 20.3% } 219% |[57.8%

M_eh in SET sectors have more opportunities and advantages

than women

Management- 3B3% | 111% | 556%
| Non-management 224% |19.4% |58.2%

Other people more easily promoted than Black women

i
Management 52.9% (235% |[23.5%
Non-management 44.4% [14.8% |40.7%

Male colleagues earn more than women at the same level

Management _2:5.0% 16.7% |58.3%
Non-management 243% | 8.1% 67.6%
Feedback on work perform.ance I;_)isagre Neutral | A gree
Regularly given a formal performance evaluation ]

Management 100% | 10.0% | 80%
Non—management : | 209% |7.5% 62.7%
Regular informal feedback on my work

Management 20.0% ? 0% 80.0%
Non-management | 3%2% |10.1% | 53.6%
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Gender relations in the workplace _ :)isagre Neutral | Agree
| feel comfortable working with my male colleagues

Management 0.0% ' 0.0% 100.0%
an-management 1.4% ;L4.3"/o 94.2% .
My male collea‘gueé fééi comfortable working with me

Management 00% 5.0% |95.0%
Non-management 31% |62% | 90.8%
Nt;t tai(e'h seriousiy by male colleagues

Management 80.1% 110.0% |10.0%
Non-management | 52.9% l 14.7% | 32.4%
Men are takeri more seriously during meetings

Management 70.(_]% 5.0% r 25.0%
Non-management 339% |25.8% |40.3%
Mentorship & career development Elsggre ki I’ ity

Given the resources and training necessary to do work

150% |[20.0% | 65.0%

Man_ager_nent

{\jon-r_narjagament 30.9% ! 19.1% | 50.0%
Adéquate opportunities for professional development .

Management 25.0% .T 20.0% |55.0%
Non-management 42.0% I 13.0% |44.9%

Given work assignments that demonstrate capaBiliﬂes

Management

15.8% IJ 5.3% F?S.Q%

81




g Repbn An assessment of the participation of women in SET Industry for Department ofiScienr:.c and Technology

Non-managemeri 24% |209% |567%
'Coach at work who helps address the technical issues

Management 38.9% |5.6% 55.6%
Non-management 438% [17.2% [39.1%
Mentor in organization

Management 38.9% { 5.6% 55.6%
Nen-management 56.9% i 16.9% |26.2%
Exceilent career advancement opportunities at company

Management 35.0% f 20.0% | 45.0%
Non-management 44.4% |! 19.0% | 36.5%
Success in career should come before any other

considerations

Management 56.6% | 16.7% |27.8%
Non-management 28.8% |121% [59.1%
impllcations of a career in SET for family life _E isagre ‘I Neutral | Agree
Family life suffers due to work relate responsibilities

Management 45.0% | 40.0% | 15.0%
Non-management %3.0% 17.5% [9.5%
Family life suffers due to work related travelling

Management 66.7% . 16.7% [ 16.7%
Non-management _32.5% | 8.8% 8.8%
Often expected to work overtime

Meriagement 41.2% j 17.6% | 41.2%
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Non-management 476% 111 % 413%
Race & gender In the work environment eDlsagre I-\ietif.rai | sAbl'_eéé :
Need to prove myself because | am a Black woman _ . _
Management _ 571% _ 143% | 28 6%
Non-management 2. 0%._.'; 18.8% |50 3%
] Feei marglnahsed in my industry as a Black woman . v ' | Wi
Management 429% 143% 429%
Non—management 129% 290% 581%

Black women often Have to deal with obstacles that others
don't have to

Management

Non—management

286%_ 214% |50.0%
27 3% 273% 455%

Black ‘women find themselves without the necessary
mstruments to perform duties

-Management 557% ) 7"";'.1%,‘ ‘ 71%
Non-management 557% | 1B2% 18.2%
o g d | d Disa'g"i'e' TR S 1 N
llExperienges in the SET industry e N_eutrql" Agires'

Excellent career advancement opportunities in SET sector
Management

Non-management

75.0%.

Constantly need to prove myself because | am a woman

Management

Non-management

100% [ 15.0%

i, s%‘-' 14.1%  |70.3% -
55.0% [5.0% | 40.0%
3B8% |224% |44.4%
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As a woman, | sometimes feel marginalised in my industry

Management 45.0% I? 15.0% 7!40,0%
Non-management 23.0% i 24.6% f 52.5%
| am not taken seriously in my industry |

Management 50.0% '1! 20.0% |30.0%
Non-management 37.5% ! 21.9% | 40.6%
Black women should be encouraged to enter SET sector

Management 5.3% ; 10.5% |84.2%
Non-managemeﬁi 9.3% 11.1% | 79.6%
Experienced many difficulties, challenges entering SET

Management 65.0% 10.1% | 25.0%
Non-management 58.5% |9.2% | 32.3%
Women should be encouraged more to enter SET sector

Managemerit 5.0% 5.0% I[ 90.0%
Non-management 4.4% 11.8% l 83.8%
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Table 6 Women's expetiences of the SET industry accbrding to age group (n=80) -

Work environment

'DI#ag;e |

| Neutral

Agrée ._

Current position in the company is qui_ié éhélléﬁging
20-24 years
125-34 years
35-55 years

|70.0%

21.4%

10.0% -

{20.0%

16.1%
20.0%

700% |
62.5%
70.0% -

Working condifions take Into account that | am a woman
20-24 years
25-34 years
55-55 years

20.0%

30.8%

| 10.0%

28.6%

30.6%

70.0%
|308%
20%

The wquing environment is quite stressful
20-24 years
25_-34 years
35—55 years

B .

| 22.79%

40.0%

25.0%

- [13.6%.

10.0%
14.3%

500%
00.7%

[ 838%" |

perform duties
2(_5-24 years
25-34 years
35-55 years

Women find themselves without the necessary instruments to 3

60.0%
70.0%
77.3%

30.0%
12.7%
45%

10:0%

f6.4%

18.2% -

Working environment more suitable for men than women
20-24 years
25-34 years

35-65 years

40.0%
66.1%
727%

19.1%

30.0%
5.4%

| 28.8%
[182%

Women deal with obstacles that men don't have to

20-24 years

40.0%

30.0%

30.0%
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27.3% i 18.2%

| 54.5%

25-34 years

35-55 years 27.3% ) 136% | 59.1%

Remuneration & promotion opportunities Eisagre Neutral | Agree

Sufficlently rewarded for my efforts at work

20-24 years 33.3% [ 0.0% |66.7%

25-34 years 426% |25.9% |31.5%

35-55 years ;10.9% 273% |31.8%

Men are often more easily promoted than women

20-24 years 375% | 25.0% |37.5%

25-34 years 38.5% |17.3% |44.2%

35—55 years 9.1% |27.3% | 63.6%

Other peopie more easily promoted than Black women |

20-24 years 86.7% I 0.0% | 33.3%’

25-34 years 47.6% f 23.8%. |28.6%

35-55 years 36.8% I' 15.8% |47.4%

Male colleagues earn more than woimen at the same level _

20-24 years 60.0% |20.0% |20.0%
95-34 years 26.7% [100% | 63.3%
35-55 years 15.4% |7.7% 176.9%

Feedback on work performance IeJlsagre Notal | Aes
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Regularly given a formal performance éVéliiatio'n
20-24 years
25-34 years
{36-55 years

T ]
22.2% | 11.0% Il 66.7%
!‘ X
255% 17.3% ! 67.3%
27.3% 18.1% 63.6%

heg‘uiér i'nf‘oﬁna! feedback on my work
20-24 yaaré
25-34 years
35-55 years

20.0% {10.0% | 70.0%
39.3% [89% |51.8%

| 22.7% ‘4.5% 72.7%

Mentorship & career development

Disagre
e

Neutral | Agree

Given the resources and training necessary to do work
20-24 years
2;5_-34 years
35.55 years

10.0% | 0.0% i 90.0%

15.0% | 5.0% ’éo%

31.8% {182% | 50.0%

'Adequate' opportunities for professional development
20-24 years
é5-34 years
35-55 years,

200% |20.0% |60.0%
46.4% |10.7% | 42.9%
27.3% |22.7% | 50.0%

Given work aésignments that demonstrate capabilities
20-24 years
25-34 years
35-55 years

0.0% 22.2% |(77.8%
296% [185% |51.9%
2.1% 13.6% |77.3%

‘Coach’ at work who helps address the technical issues
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20-24 years 00% 333% |66.7%
25-34 years 442% |13.5% |42.3%
35-55 years 1 55.0% ‘ 10.0% 35.0%
{ Mentor in organization
20-24 years 300% |40.0% |30.0%
25-34 years 56.6% |57% |37.7%
35-55 years 47.6% [33.3% |19.0%
Excellent career advancement opportunities at company
20-24 years |30.0% [20.0% |50.0%
25-34 years 404% |21.2% | 38.5%
35.55 years 55.0% i 15.0% | 30.0%
Suocqss In  career should come before any other
considerations |
20-24 years 11.1% jr 33.3% i 55.6%
25.34 years 37.0% [7.4% | 556%
35-55 years 40.0% | 20.0% ! 40.0%
implications of a career in SET for family life Elsagre Netitral ; Kofes
Family life suffers due to work relate responsibilities
20-24 years 750% |25.0% | 0.0%
25-34 years io.4% 185% | 11.1%
35-55 years 55.0% 30.0% 15.0%
Family life suffers due to work related travelling
20-24 years 83.3% |0.0% 16.7%
25-34 years 76.0% 12.0% 12.0%
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35-55 years 83.3% | 11.1% | 5.6%
{ Often expected to work overtime

20-24 years 80.0% {0.0% |20.0%

25-34 years 388% |184% (42.9%

35-55 years 50.0% |5.0% 45.0%.

Experiences in the SET Industry Eis’agre f Neutral | Agree

: | i

Excel'lent‘ career advancement opportunities in SET sector _

26-24 years 12.5% i 0.0% | 87.5%

25-34 years 13.0% [13.0% | 74.1%

35-55 years | 14.3% ! 19.0% |66.7%

(?cinstantly need to prove myself becausa | am a woman E

20-24 years 50.0% |10.0% | 40.0%

25-34 years 40.0% |200% |40.0%

3555 years 27.3% |182% |54.5%

As a woman, | sometimes feel marginalised in my industry

20-24 years 28.6% |42.9% |28.6%

25-34 years 28.3% [20.8% |50.9%

35-55 years 35.0% |20.0% |45.0%

| am not taken seriously in my industry

20-24 years 55.6% |11.1% |[33.3%

25-34 years 38.5% |25.0% |36.5%

35-55 yedrs 40.9% | 18.2% |40.9%

Woimen should be encouraged more to enter SET sector
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20-24 years 10.0% | 20.0% i 17.07@
25.34 years i 36% |9.4% | 873%
35-55 years 4.5% j 9.1% ' 56.4%
Men in SET sectors have more opportunities and advantages |

than women

20-24 years 50.0% f 10.0% | 40.0%
25.34 years 28.3% [17.0% |54.7%
35-55 years 9.5% |23.8% | 86.7%
Men are taken more seriously during meetings

20-24 years 50.0% |10.0% |40.0%
25-34 years 423% |23.1% |34.6%
35-55 years 421% |21.1% | 36.8%
Experienced many difficulties, challenges entering SET

20-24 years 77.8% | 0.0% 22.2%
25-34 years 54.7% 15.1% | 30.2%
_35-55 years 63.6% [0.0% | 236.4%
Black women should be encouraged 1o enter SET sector _

20-24 years 20.0% |10.0% |70.0%
25-34 years 43%  [128% |83.0%
35-55 years 13.3% 6.7% | 80.0%
Gender relations in the workplace Eisagre N el;t al |‘ Py
| feel comfortable working with my maie colleagues

20-24 years 0.0% er.O% |: 100%
25-34 years 1.8% 5.4% || 82.9%
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35-55 years

0.0% -

0.0%

| 100.0%

| My male colleagues feel @mfbrtéblé \"ilb:rkirig with me
20-24 years
25-34 years
35-55 years

0.0%

3.8% -

0.0%

0.0%

15.8% .

9.1%

| 100%
190.4%
|90.0% -

Not taken seriously by male colleagues
:_20-24 years

26-34 years
35-55 years

| s45%

80.0%
60.0%

20.0%
10.6%

18.2% .

200%: _. -
20.1%.
273%

Race & gender In the work environment

i?iségfe
e

Neutral

Agres

Black women find themselves without the necessary|

instruments to perform duties
ZQ~24 years
25-34 years
35-55 years

o7.1%
2.7

87.5%

1219%

0:0%

14.3% .
15.2%

125%

Black women often have to deal with obstadles that others
.don't have to

50-24 years
26-34 years

35-55 years

[

2 .5 ==Y

20.4%
12.5%

333%

33.3%
26.5%

126%

33.3%
44.1%
75.0%

Need to prove myself because | am a Black woman
20-24 years
25-34 years

42.9%
34.4%

0.0%
18.8%

57.1%

48.9%
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50.0%

35-55 years 25.0% ! 25.0%

Feel marginalised in my industry as a Black woman

20-24 years 25.0% 'I 50.0% |25.0%

25-34 years 242% (212% (545%

35-55 years 222% |222% |55.6%
* Table 7 Women's experiences according to type of SET industry company (n=90)

.

Work environment Eisagre Neutral i Agree

Current position in the company is quite challenging

Private 129% [12.9% | 74.2%

8OE 220% |19.5% |58.5%

JSE 125% |125% | 75.0%

SMME 125% 1250% [62.5%

Working conditions take into account that | am a woman

Private 41 4% 24,1% 34.5%

SOE 324% |243% |43.2%

JSE 22.2% 85.6% 22.2%

SMME 14.3% [288% |57.1%

The working environment is quite stressful

Private 19.4% [16.1% |64.5%

SOE 366% [122% |51.2%

JSE 10.0% 0.0% 90.0%

SMME 12.5% 25.0% 62.5%
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Women find themselves wnthout the necessary instruments to
perform duties

Private 80.0% 10 0% 10.0%
SOE B2% 9 8%. 17.4%
{use | ,4'0'.,6% 20 0% 400% "
| sMmE 75.0% |250% - 00% -
Wbrking envirochment rﬁore suitable for men than wbnh‘én _ ‘ '
Private | 61‘.53% 32% 35. 5% .
SOE 756% |0.8% 14.6% g
JSE 50.0% |10.0% | 40. 0%-;
SMME |375% |25.0% |a75%

Women deal with obstacles that men don't have to

Private 25.8% |120% |61:

SOE 425% 22.5% 350%
JSE - 00% | 20.0% 80.0%
SMME 12, 5%}_". 125% | 75.0%

Remuneration & promotion opportunities

Disagre | . .
] .| Neutral .

Sufficiently rewarded for my efforts at work
Private

SCE

JSE

SMME

44b%  |172% |a79% -
300% |268% |34 1% g
55.6% | 33.3%  11 19%
376% [125% | 500%

Men are often more easily promoted than women
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Private 25.0% [ 14.3% 60.7%
SOE 33.3% ! 28.2% 38.5%
JSE 10.0% ! 0.0% 90.0%
SMME 57.1% 1; 28.6% | 14.3%
Men in SET sectors have more opportunities and advantages

than women

Private 26.7% 116.7% | 56.7%
SOE 316% | 23.7% | 44.7%
JSE 0.0% |0.0% | 100.0%
SMME 250% |12.5% |62.5%
Male colleagues earn more than women at the same level .

Private 178% |0.0%  |82.4%
SOE 39.1% 21.7% 39.1%
JSE 0.0% |00% | 100.0%
__SMME 33.3% 0.0% i 66.7%
Other people mare easlly promoted than Black women

Private 40.0% 1240% |36.0%
SOE 55.9% [ 14.7% |29.4%
JSE 1.1% |222% |66.7%
SMME 75.0% | 0.0% 25.0%
Feedback on work performance gisagj Neutral | Agre é
Régularly given a formal performance evaluation _—_ i =
Private 29.0% j 9.7%  |61.3%
SOE 22.5% ‘ 50% | 72.5%
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[

JSE 20.0% | 20.0% ! 60.0%
SMME 286% | 0.0% ! 71.4%
Regular informal feedback on my work
Private 258% | 9.7% 64.5%
SOE 31.7% [7.3% 161.0%
JSE 50.0% {10.0% |40.0%
SMME 37.5% |00% |625%
Mentorship & career development Eisagre Neutral | Agree
| éfven the resources aﬁd training necessary to do work N »
Private 233% |60.0% [33.7%
SOE 22.0% |24.4% |53.7%
JSE 60.0% |10.0% |30.0%
SMME 250% | 125% |62.5%
Adequale opportunities for professional development
Private 41.9% [12.0% | 452%
SOE 43.9% |i74% |39.0%
JSE 30.0% |0.0% |70.0%
SMME 12.5% | 25.0% | 65.5%
Given work assignments that demonstrate capabilities |
Private 207% 10.3% i 69.0%
SOE 26.8% |220% |51.2%
S 10.0% [200% | 70.0%
SMME 00% |143% |85.7%
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o o i — 8 -

Private 46.7% |6.7% i 46.7%
SOE 33.3% (250% | 41.7%
JSE [60.0% 10.0% f 40.0%
SMME 429% [14.3% JI 42.9%
Mentor in organization

Private 48.4% |19.4% |32.3%
SOE 50.0% {13.2% |36.8%
JSE 60.0% [10.0% | 30.0%
SMME 57.1% {286% |14.3%
Excelient career advancement opportunities at company

Private 51.7% # 13.8% 34.5%
SOE 43.2% |216% |35.1%
JSE 20.0% [30.0% {50.0%
SMME 37.5% [12.5% |50.0%
Success in carser should come before any other

considerations

Private 51.7% |10.3% |37.9%
SOE 250% {15.0% |60.0%
JSE 20.0% 10.0% |70.0%
SMME 33.3% |16.7% |50.0%
Implications of a career in SET for family life Eisagre Neutral | Agree
Family life suffers due to work relate responsibilities v
Private 74.2% | 16.1% : 9.7%
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SOE 65.7% ‘ 20.0% f 14.3%
1 JSE 40.0% , 50.0% | 10.0%
SMME 750% | 25.0% ‘ 0.0%

Farnily life suffers due to work related travelling
Private 77.8% 14.8% !' 7.4%
$OE 73.5% |8.8% ' 17.6%
JSE 100.0% | 0.0% 3 0.0%
SMME B7.5% | 125% 10.0%
Often expected 1o work overtime
Private 37.9% 110.3% |51.7%
SOE 63.9% 18.3% |27.8%
JSE 222% |222% |556%
SMME 286% 1286% |42.9%
‘ =
Eifpériences in the SET industry Eisagre ! Nettral | ASrad
. Sl S B S S o N |
Excellent career advancement opportunities in SET sector
Private 23.3% 110.0% |66.7%
SOE 51%.  [12.8% |82.1%
JSE 11.1% | 32.3% |55.6%
SMME 286% |14.3% |57.1%
Constantiy need to prove myself because | am 3 woman
Privats 433% 16.7% | 40.0%
SOE 36.6% |122% |51.2%
ISk 30.0% |30.0% |40.0%
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| 37.5%

SMME 37.5% i 1; 25.0%
Experienced many difficulties, challenges entering SET

Private 75.0% 7.1% '[ 17.9%
SOE 157.5% 10.0% 32.5%
JSE 50.0% 10.0% 40.0%
SMME 137.5% ] 125% | 50.0%
As a woman, | sometimes feel marginalised in my industry ) _
Private 28.6% |17.9% |53.6%
SOE 38.9% 1 30.6% | 30.6%
JSE 0.0% [10.0% |90.0%
SMME 25.0% ], 12.5% 62.5%

I am not taken seriously in my industry

Private 10.0% 20.0% 70.0%
SOE 21.4% (161% |62.5%
JSE 214% (161% |62.5%
SMME 10.0% |20.0% | 70.0%
Women should be encouraged more to enter SET sector

Private 6.5% |97% |83.9%
SOE 0.0% |15.0% |85.0%
JSE 0.0% ]0.0% |100.0%
SMME 25.0% 0.0% 75.0%
Black women should be encouraged to enter SET sector

Private 7.1% 10.7% i 82.1%
SOE 56% |139% |80.6%
JSE 0.0% 0.0% Il 100.0%
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SMME 50.0% f 00% | 50.0%
Race & gender in the work envi}oﬁniéﬁi Eisagre ; Neutral |Agree
L i L <

Feel marginaiis'ea in my industry as a Black woman

Private 231% |154% | 61.5%

SOE 286%  |42.1% 39.3%

JSE 0.0% |0.0% 100.0%
f sMme 00% |0.0% !100.0%

Ni%ed to prove myself because | am a Black woman

Private 53.8% |7.7% | 385%

SOE 276% |17.2% | 552%

JSE 0.0% |66.7% |33.3%
SMME 50.0% 10.0% | 50.0%

Black women ofien have to deal with obstacles that others |

don't have to | |

ériyate 21.4% |21.4% | 57.1%

SOE 30% | 30% |37.9%

JSE 00% |00% | 100.0%
‘s"r\ﬁ_ME _ 50.0% f 0.0%  |50.0%

Black women find ﬁiémselves without the necessary| -

instrumenits to perform dutles o

Private 857% |74% | 7.4%

SOE 65.5% f 17.2% | 17.2%

JSE 86.7% [00%  |333%

SMME 100.0% ! 0.0% | 0.0%
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1

|

_Geij@er relations in the workplace 27339"9 i ok f Adred
| feel comfortable working with my male colleagues
Private 0.0% | 3.2% i[ 96.8%
SOE 24% la9%  |e27%
JSE 0.0% |00% |100.0%
SMME |00%  100% | 100.0%
My male colleagues fael comfortable working with me
Private 0.0% 9.7% 80.3%
SOE 5.4% | 2.7% 91.9%
JSE 0.0% 10.0% 90.0%

1 SMME 0.0% |0.0% 100.0%
Men dre taken more seriously during meetings .
Private 33.3% |222% |44.4%
SOE 55.3% 18.4% | 26.3%
JSE 200% |20.0% |60.0%
SMME 50.0% 25.0% 25.0%
Not taken seriously by male colleagues
Private 71.0% |6.5% 22.6%
SOE 65.0% 12.5% 22.5%
JSE 20.0% [ 10.0% |70.0%
SMME 37.5% 150.0% |12.5%
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