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ABSTRACT

!A‘

Data supplied by the Natal Education Department indicated iy

women are unequally represented 1n the promotional hisrarchlesz in

schools. While 78 percent of the lncumbents In post level one
positions are women, only 16,3 percent of post level six positions

are held by wonen.

From & revisw of selected literature a 1lizft of poszible barricrs
to  the advancewment of wonen was drawn up. These barrierzs  fell
Into btwo broad categories - lnternal barrlers, relating te pay-

chological factors; and external barriers, which related to 1n-

stitutional, =ocietal and organizational structures.
s -

A gueztlonnalre was designed to educe sowe concluslons regarding
the asplrations of =elected women teachers and thelr perceptlons

regarding pessible barriers to the advancewment of wowen educators.

The wost commonly cited ohstacle was tound to be a concern to pre-
vent role overload, which could result frow attempting to ftulfil
simultaneocusly the demands of family and career. The second most

requently mwmentlioned barrisry related to the structure o¢f  the
educational organization, Many respoadents  percelvad WOmen

teachers as avolding vertical career novensnt as 1t decreaszed

—
U\

thelr contact wlith the pupi

concerning  the position and role of women as they could forzee no
cbstacles to thely reaching thelr promotionzl potential, apazt

from a personal cholce to limit Ethely horizons.
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CHAPTER 1

INTRODUCTION

1.1 CONTEXT OF THE STUDY
with the rlse of the so-called Women's Lilberation Movement
in the 1960s, the role of women in all aspects of llfe has

attracted considerable 1interest in the media. 1In addition

the research area of women 1In administra-
tlon, management and leadershlp is recelving
increaslng attention.

(Adkison, 1981; p.311)

This focus on the role of women 1in organlzations; particul-
arly formal, hierarchical organlizations, has ralsed
questlons about the woman's position 1n the fleld of educ-

ation. Schmuck (1986; p.173) avers:

In all Western countrles women are a dis-
tinct minority in management and adminlstra-
tive positions in schools.

It was declded that thls statement deserved to be tested
against the situation as 1t occurs 1n schools administered
by the Natal Educatlion Department. In recent years major
restructuring of the hlerarchy has occurred, with
substantial alterations and 1Increases in the type and
number of promotion posts. while a superficial study
appeared to suggest that more women were entering promotlon
posts than previously, an In-depth 1nvestlgation was

Indicated.



A brief historical revliew of schooling for Whites In South
Africa was undertaken and the position of women educators in
Natal was analysed in some depth. It became obvious that
while there has been an increasing number of women entering
the education systen ggey are still underrepresented 1n ad-

ministrative positions.

A survey of the literature led to the finding that while
much had been written in the 1970s, both in South Africa and
in other Western countries, on the constraints on upward
mobility of women in the business sector, studies within
educational administration have only recently been conducted
In countrles such as Brltain and the Unlted States of
America and research in this field in South Africa appears
to be substantially limited. gpg writer reviewed research
on women In managerial positions in both business and
educatlion and analysed theories which had been put forward
to explain women's experiences in organizations. After
scrutinizing wvarious theoretical perspectives the writer
was able to develop an inventory of possible barriers to

the advancement of women educational administrators.

B guestionnalre was then desligned to attempt, on a small
scale, to ascertaln 1f any congruency could be identified
between the Dbarrlers perceived by other researchers and
those which women suggest exist in schools administered by

the Natal Education Department.
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2

OBJECTIVES OF THE STUDY

The objectives of the study may be summarised as follows:

2)

3)

4)

5)

To review the development of schoollng for Whites 1In
South Africa in general, and Natal in particular, in as
much as it relates to the employment of women educators

and their promotion to senior posts.

To obtain and analyse data relating to teachers in
government secondary schools administered by the Nafal
Education Department, in order to delimit precisely the
nature of the 1imbalance which appears to exist 1in

respect of promotional hlerarchies.

To investigate both the attitudes and aspirations of
women heads of department towards promotion
possibilities and opportunities, in order to determine
what barriers are percelved to compromise women's

progress within the occupational hierarchy.

To educe tentative conclusions as to what barriers do

exist and how they might be overcome.

Although it is not the primary purpose of the study to
identify or suggest pollcy optlons, nevertheless, it 1s

hoped that such findings as do emerge might have sone



utility in raising problem-consciousness amongst

teachers and employers. The promotion of such aware-

ness might have some instrumental value in a process of

change.

DEFINITION OF TERMS AND ABBREVIATIONS

For the purpose of this study the following definitions have

been established.

Complicated school

Department (N.E.D.):

Educational
admlnlstrator

A school which due to size, heter-
ogeneity of pupils or presence of
handicapped pupils 1involves addi-
tional administrative duties and
requires a strong managerial component.
Natal Education Department within the
Department of Education and Culture.
This 1s the government department res-
ponsible for formulating and implement-
iné the educational policy of the South

African White community.

An employee of an educational
department whose job description
includes tasks concerned with school

organization.



Education Planner

Principal

Head of Department

High school

Parallel medium
school

An officer who is responsible for plan-
ning educational provisions of a macro-
level and is not directly involved with

classroom activitlies and teaching.

(Also known as the Head.) The most
senior administrator within a primary
or high school. Has a high degree of
control over the staff but is seldom

personally involved with teaching.

A teacher on the 1lowest promotional
rung., Has both a teachlng and a
managerial role, with particular emph-
asis being\ placed on their pastoral

role wlithin a speciallzed area.

Often used as synonomous with a second-
ary school. A school providing educ-
ation from not lower than the eighth up

to but not exceeding the twelfth level.

A school attended both by puplils
studying through the medium of Afrlk-
aans and by puplls studyling through the

medium of English.



Private school

Subject adviser

FTE

School administered and financed elther
partially or totally by non-government

organizations.

A subject speclalist whose responsib-
ility lies in development of the
subject on a macro—levei,. through the
organization of courses for the
development of teachers and advising
teachers on content and methodology

relating to their field.

The recognised abbreviation in the
Department for 'full time equivalent'
units. This 1is a computer—aided'stat—
istical tool whereby the number of
posts can be computed based on total-
ling all details of staff time and con-
densing time inteo units based on the
amount of time used by a full time

member of staff.



OUTLINE OF THE BTUDY

Since socialization may be consldered to be an 1mportant
aspect in studying barriers to promotion of women, and the
historical time influences patterns of soclalization,
Chapter 2 deals with a brief historical revlew of the exist-
ence of women educators in South Africa and thelr ranking in

the education system in Natal in particular.

In Chapter 3 evidence is presented of the fact that the
number of women in educational administration is disproport-
ionately lower than the number of men in congruent
poslitlions, both In Natal and In many other areas of the

world.

Chapter 4 deals with perceived barriers to the promotion of
women. These Dbarrlers are categorized into those which
appear to occur due to internal constraints and those which

owe thelr existence to external environmental factors.

Various questions relating to the attitudes of women
educators towards aspirational barriers were derived fromn
the literature search. These questions formed the basis for

the research, and are articulated in Chapter 5.

The choice of research instrument to gain Iinformation Iin
order to answer the research questions 1is dlscussed 1Iin

Chapter 6. In addition the procedures employed in obtalning



the data, certain methodological concerns regarding research

of this type and limitations of the study are discussed.

The focus of Chapter 7 1ls a detalled examlnation of the res-
ponses to the questionnalres and an analyslis of the data
obtalned. In addition tentatlive answers to the research

guestions are put forward.

The final chapter provides an overview of the study.  Con-
clusions are drawn out, both from the analysis of the data
provided by the Natal Education Department, and from the
questionnalire. Implications of both the limitations which
were 1mposed on the research, and of the data which were
obtained are assessed. These impllications provide the

foundation of both the recommendations for further research

and for actlon.

Various appendices are attached, including specimen copies
of the research questionnalre enmployed and related

documents.



CHAPTER 2 9

A BRIEF REVIEW OF THE HISTORICAL POSITION OF WHITE WOMEN

EDUCATORS IN SOUTH AFRICA, WITH PARTICULAR REFERENCE TO

THEIR SITUATION IN NATAL

2.1 INTRODUCTION

It may be suggested that any study of women 1in school
administration should be grounded upon an understanding of
the historical foundations of the educational system and the
role women have played in the development of educatlonal

institutions.

The development of schools for Whites and the employment of
women teachers In Natal In particular, form the foundation
of thls chapter. 1In additlon an gxamlnatlon of the progress
made by those women who have actéd as ploneers In attalning
promotlion posts in schools and in the inspectorate, 1is under-
taken, and the predomlnant factors whlch appear to have
limited +the promotion of women teachers during thls perlod

are dlscussed.

2.2 DEVELOPMENT OF SCHOOLING : 1652 - 1920

From the inltlal colonlzatlon of the Cape by Whltes in 1652
until the early 1800s, education was of a very basic and in
many cases translitory nature. A rudimentary schoolling was
glven by ltinerant 'meeaters', many of whom were deserters
from naval or mllitary establishments of the Dutch East

Indla Company (Bond, 1956; du Tolt, 1975; Malherbe, 1925).
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The 13800s saw the development of wmany private girls!
schools, modelled on the Victorian English 'dame' school,
such as had been established by Catharine Beecher, to
educate young women In homemakling, embroidery, darning and
other handicrafts (Shakeshaft, 1987; van der Westhulzen,
1953). These schools, although run by women, were small,
often of short duration, and were not part of the govern-
ment education system. An exception was the 'Skool vir Jong
Dames' which was opened in Cape Town in 1805 as a hostel and
day school for glrls. It was run by a married couple, Mr
and Mrs Pahud, whose salarles were pald by the school
commission, a government department. It 1s obvious that Mrs
Pahud was the senlor teacher as not only was her salary
double that of her husband's, but while her husband was
employed to teach languages and.@he sclences, she was to
control the administration and financlal aspects ‘of the

school (van der Westhuizen, 1953).

The colonlzation of South Africa by Whites was accelerated
in 1834 by the migration of people inland in what 1is now
known as the Great Trek. Behr and Macmillan (1971) state
that by 1850 pragtically the whole of what 1s now known as
the Republic of South Africa was occupied by White settlers.
However, education, in both depth and type, wvaried from
region to region, with uniformity only being attempted after

union in 1910.
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Serlous penetration of Natal by Whlte settlers began in 1837

(vietzen, 1973). While on trek educatlon had been left to

the parents, especlally the mothers, or to the 'meesters'

who Jolned the trek (Behr & Macmlllan, 1971; Vietzen, 1973).
Mention was made by both Gert Maritz and Piet Retlef of women
'meesters', they being wives of other 'meestexrs' (Buys,
1375). Once settled, the pattern of education followed that
of the early days of the colonization of the Cape, a typical
example belng the school opened by Mrs Oekermann in Pieter-
maritzburg in 1849, for 'the tultion of young ladies in all
sorts of pialn and fancy needlework' {Steenkamp, 1941;
Vietzen, 1973). In the same year the first government school
was opened In Pletermaritzburg. The teacher in charge was
J D Marquard (Behr & Macmillan, 13971; Nuttall, 1949; Vietzen,
1973). Few glirls attended the\government school as the
atmosphere was considered to be unsultable for ‘'refined

ladies'.

Up until 1856, when Natal recelived its independence from the
Cape, control of education had lain in the hands of James
Rose-Innes, the Superintendent-General of Public Education,
flrst for the Cape Colony and later for 'all settled parts
of South Africa' (Bond, 1956). To improve the guality of
education Rose-Innes selected tralned men from Brltaln to
teach 1in the colony. These men fllled many of the hlgher
poslitions 1ln educatlion as 1t developed (du Tolt, 1975). It

1s not surprising therefore that when Natal became
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Independent an all-male 'Chief Central Board of Education'
was appointed, with R J Mann selected as superintendent 1in
1859 (Steenkamp, 1941; Vietzen, 1973). Due to a colonial
preference for separafe schools for each sex Manh triled to
implement the policy of separating the sexes where possible.
This policy may be argued to have been beneficlal for the

career development of women educators.

Private schools for girls continued to flourish and in 1867
there were twenty prlvate schools for glrls 1In Durban alone.
In 1879 the first government girls' school opened in Pieter-
maritzburg. The 'Girls' Model Primary School', as 1t was
called, was run by a headmistress, Mliss E C Broome. 1In 1882
the government opened a similar school in Durban. The head-
mistress was A Day (Colony of Ngtal, Blue book, 1886). As
further government schools developed there was a reduction in
the number of private schools for girls. 1In the Cape and the
Orange Free State similar advances had been made, with a
headmistress being placed 1in <charge of the 'Good Hope
Seminary' in Cape Town in 1872 (du Toit, 1975) and Miss Laird
arriving from Scotland to open the 'Eunice Dames Institute!’
in Bloemfontein in 1874 (van Schoor, 1975). ﬂIn some cases,
however, this separation of sexes did not advance the woman's
career position in education, as certain girls' schools had
headmasters, for example the 'Hugqguenot Seminary' which opened

in Wellington in 1873 (du Toit, 1975).
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During the Anglo-Boer War (1899 - 1902) there was an Influx
of teachers, malnly women, from Great Brltaln, to teach in
the concentration camps scattered over the Orange Free State
and Transvaal (Behr & Macmlllan, 13971; Coetzee, 1975). Many
of these teachers remained after the war. Bot (13936; p.167)
quotes the figqures for teachers in the service of the
Transvaal Education Department in 1903 to havg been 328 men
and 591 women. This influx of women teachers raised the
level of schooling and in 1902 five government high schools
wvere opened 1ln the Transvaal, two wlth headmlistresses, In
Natal, where the 1nflux of teachers had not occurred,
progress was slower. The number of women In the teaching
force was further reduced by the lmplementation of regulation
4 of Notice 206 of the Natal érovincial Gazette of 30 October

1912, which stated:

All women teachers must vacate thelr appolint-
ments on marrliage.

The first government boys' high school 1n Natal was opened
in 1863 (Behr & Macmillan 1971). It was not, however, until
13914 that the Superintendent of Education, Province of Natal

counld report that

...the Glrlzs' Model scheol, Durban, event-
uated In the Durban High School for Girls.
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Miss E Walton became the first woman principal of a high
school, albeit only for girls, in Natal. 1In 1920 Pletermar-
itzburg Girls' High School was opened, under the princlpal-

ship of Miss C N Burns.

FACTORS LIMITING PROMOTION OF WOMEN

A review of the lliterature suggests that there appears to
have been three major factors which retalned women 1in the
junior posts in education. The first was that as women were
discharged on marriage few remained in education long enough
to <rise up through the ranks to the senior positions. The
second reason was that many glrls who became teachers did not
write the matriculation examination which would have
permitted thelr entrance to uhiverslty, but wrote a
provinclal examination which provided them with a school-
leaving certificate which was recognized as an entrance
quallfication to the teachers' tralning course leading to the
second-class teacher's certlficate (Malherbe, 1977). As the
majorlty of women teachers were less gquallfled than the men
teachers thelr progress to higher positlions was restricted.
A third factor, possibly the least 1mportant onhe, as the
situation merely followed the general state of affairs,‘ was
that headmlstresses earned less than headmasters. For
example 1In a May 1918 Natal Provinclal Gazette (No. 461,
p.-237) the starting salary of a headmaster of a secondary
school was gquoted as £500 per annum whereas that of a head-

mistress of a secondary school was £350.
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PROMOTION OF WOMEN WITHIN CO-EDUCATIONAL AND BOYS' BCHOOLS

IN NATAL

By 1937 co-education, which was 1lnitially only tolerated as
a flnanclal necesslty, had become accepted. The Education
Commission of 1937 recommended that principalships of co-
educatlonal schools should be open to both men and women.
The Commlssion did note, however, that whlle women teachers
wvere found ln greater numbers than men, more women had only
two years training (rather than four years) and 80 were pre-
doﬁinantly placed 1In primary schools. Az schools grew
larger and further managerial posts were created the
posltlion of women was once agaln revliewed. The Provincial

EBEducation Committee of 1946 recommended:

In co-educational schools where the Principal

is a man and numbers Justlfy a Vice-Prlnclipal,
that post should be filled by a woman, and
where there 1is no Vice-Principal a senior
woman assistant should be appointed.

(Report of the Provlinclal Education Commlittee,
Province of Natal, 1946; p.184)

As women wvere In general less qﬁallfied academlcally than
MEn, and marrled women were only employed as temporary staff
and were therefore not eligible for promotion, there were
numerous occaslons where no sultable woman was avallable to
f£ill the post. It was declided 1n 1958 that the Director
migh? appolnt, In co-educatlonal schools with enrolments of

over 600 pupils_where the Vice-Principal was a man, a senlor
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woman teacher to a post of speclal responsibility
(Provincial Notice No. 603, Natal Provincial Gazette, 13
November 1958). The constraints placed on women by thelr
training, and in many cases by marriage, effectlively
restricted them to the 1lower 1levels 1In co-educatlional

schools.

While unmarrlied women were regularly appearing at the top
of the promotional ladder in glirls' schools and some attempts
were being made to accomodate them in certailn senior
positions in co-educational schools, thelir presence, at any
level, was actively resisted in the boys' high schools. It
must theréfore have been & bitter plll to swallow when,
because of the continulng shortage of male teachers,
it was found necessar; to break with
tradition and appolnt women teachers at such
schools as Maritzburg College, Durban High

School and Glenwood.

(Report of the Dlrector of Educatlon, Province
of Natal, for the year 1965; p.6)

WOMEN PRINCIPALS IN NATAL : 1954 UNTIL THE PRESENT TIME

As wmore women were drawn Into the profession the number of

wvomen principals 1increased. The proportion of women

.principals In government prlmary schools tfor Whites 1in

Natal, over the 30 years from 1954 to 1984, i3 illustrated

in Table 2:1.
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Table 2:1 Total number of primary and Infant =zchoolz and
the proportion of women principals

Number of Number of pringiggl posts
Year Schools women principals held by women
1954 142 20 14,1
1963 170 47 27,6
1973 190 52 27,4
1984 195 49 25,1

source : Province of Natal - Table of Educatlonal Statlstles;
appendix to Annual Report of the Director of
Education.

The sltuation in high schools 1s not as favourable, however,
as women continue to be restricted to filling the
principal's position only in all-girl schools. Thils situation

is illustrated in Table 2:2.

Table 2:2 Total number of government hlgh schools and the
proportion of women principals

% of
Number of Number of principal posts
Year s5chools women prlncipals held by women
1954 32 5 _ 15,6
1957 38 6 15,8
1963 42 7 16,7
1973 655 11 16,9
1987 74 12 16,2
Source : Province of Natal - Table of Educational Statistics;

appendix to Annual Report of the Director of
Education.
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WOMEN IN THE NATAL EDUCATION DEPARTMENT INSPECTORATE

At the same tlme that women were making tentatlve advances
within the schools, the inspectorate remained an all-male
preserve. The number of staff at the head office of the
Education Department of the Provinclal Administration had
grown to seventeen by 1937. The superlintendent was asslisted
by slixteen inspectors, elght of whom were solely concerned
wlth native education. In a far-slighted move the Education

Commlsslion of 1937 advlsed:

The 1inspectorate should 1nclude offlicers who
have had wide experlence as head teachers and
also officers who have had intimate experience
of primary work, and 1t is no longer necessary
or desirable that it should consist solely of
men. The Commission recommends that the next
vacancy that occurs be fllled by the
appolntment of a woman, provided a sultable
candidate 1s available. \

(Province of Natal, Report of Education
Commission, 1938; p.7)

During the vyears 1837 to 1946 the head offlce staff
Increased with the Introduction of the posts of 0Organisling
Instructor and Instructress. Instructresses were employed
to oversee work In the fields of infant teaching, homecratts
and health education. While no women had yet entered the
inspectorate they had not been 1ignored. The Provincial
Education Commlttee of 1946 reiterated the recommendation of

the Education Commission of 1937 when it stated:
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Evidence was submitted 1n favour of the
appointment of women to the Inspectorate.
While thexre are practical difficulties, the

Commlttee accepts 1In principle the appointment

of women Inspectors.

(Report of the Provincial Educatlon Committee,

Province of Natal, 1946; p.l1l67)
As the Natal Educatlon Department grew, so dld its need for
more head offlce staff, and the addlitlional postz of Deputy
Director of Education and Educational Planner were created.
These admlnlstratlive posta were filled by men; women
remaining 1in lower-~level posts such as Subject Inspector.
In 1971, of the thirteen Subject Inspectors' posts, elght
wvere filled by women, these being posts for Art, Domestic
Sclence, Physlcal Educatlon, 1Infant teachlng and farm
schools. In addition to the Subject Inspectors there were
seventeen Inspectors of Education and sixteen more senlor

positions in the Department (Province of Natal - Table of

Educational statistics, 1971).

As subJect content developed and became wmore speclallzed,
especially at high school level, 1t became necessary to
dlivide the 1nspectorate 1Into two groups - the BAcadenlc
Inspectors who exerclised control over specific disciplines,
and the District Inspectors who co-ordinated and evaluated
the teachling of all disciplines within schools In demarcated
Zones. In 1972 Miss R J Allsop became the Inspectress for
Biology, a position she held for four years. To assist the
Academic Inspectors, Subject Advisers were appointed 1in

certaln flelds. Mrs H du Tolt filled the position of Sublject
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Advlser for Afrikaans as Second Language from 1977, and 1n
1980 Miss M Ferreira became Subject Adviser for Art. With
further reorganization, which Included certain title
changes, the Academic Inspectorate were aligned 1Into an
hierarchy as follows

Princlpal sSubject Advlisers

Senlor Sublject Advlisers

Subject Advisers
Mrs L Bell took up offlce as Principal Subject Adviser

(English; second language) in January 1982.

The Advisory Serviceas now fell under a separate Deputy
Director of Education, with a clear hilerarchy of positions,
as shown in Table 2:3.

\

Table 2:3 Flowchart of the Advisory Services

Level 1 : Deputy Dlrector Advisory Services

Level 2 : Chief Education Acadenlic Phyalical Educatlon
Flanner Projects Amenities Services

Level 3 : Princlpal Educa- *p.P.P.P.P. P.P.P.P.P. P.P.P.

tion Planner

Level 4 : Senior Educatlon Education
Planner fleld studlies

source : Province of Natal - Educatlonal Statistlcs, 1984

* P. represents Principal Educatlon Planner.
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In Janhuary 1984 Miss L Hogg took up a posltlion as Principal

BEducation Planner (Academic Projects), the most senior
position in the Natal Educatlon Department to have been held
by a woman (Report of the Director of Educatlion, Province of

Natal, 1984). she held thls positlion until December 1987.

The present post structure for the professional section of
the head office of the Natal Educatlon Department shows only

minor changes (see Table 2 : 4).

Table 2:4 Flowchart of the Senlor Posts In the
Professional Section

DEPUTY DIRECTOR OF EDUCATION
(Inspection & Advisory Services)

Chief Inspectors Chief Education
of Education ' Planners

Inspectors Principal Principal Principal Principal
of Subject Education Education Education
Education Advisers Planner Planner Planner
(Curriculum (Education (Physical
Affairs) Services) Amenities)
Senior Head: Head:
Sub ject Language Media
Advisers and Service
Publication
Service
Adapted from : Province of Natal - Educational Statistlics,

1988.
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While some posts 1In the inspectorate are fllled by wonmen,
especially in academically-orientated fields such as English
(second language), Afrikaans (second language) and Art, the
Planning Department has no women 1In senlor management

positions at present.

CONCLUSION

It 1=z apparent, from thls brlef review, that when women do
move into senior posltlions they still retaln some contact,
however tenuous, with teachihg, whiie many men move out of
this milien Into a purely administrative, planning

environment.

Having brliefly surveyed the development of career opportuni-
ties for women teachers and the -progress which some women
education administrators have made since the initial evolu-
tion of schoollng for Whltes In the Cape, the focus now moves
onto the present sltuatlion of women educators. In the
followlng chapter data relating to the proportlon of women In
achool management 1In general are supplled, and particular

reference 1s made to the situatlon in schools adminlistered

by the Natal Educatlion Department.
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CHAPTER 3

THE PRESENT STATUS OF WOMEN IN MANAGEMENT, WITH PARTICULAR

REFERENCE TO THOSE IN EDUCATION

3.1 1INTRODUCTION

The scarclty of women In managerial positions in education
i1s not a uniqué sltuation, as they are Just as uncommon in
many other occupatlions. In a survey of Jobs ranked as
managerlal in the manufacturlng industry In Great Britaln in
1968, 1less than one percent were fllled by women (Davies,
1975). A later study by Donnell and Hall (1971) noted that
while women formed half of the work force in the Unlted
States of America they only formed elghteen percent of the
managerlal complement.

An Investlgatlon of the grading of posts 1n the Natal Educa-
tion Department and the relative proportions of men and
women employed on each post level form the focus of this

chapter. Before proceeding to thls lnvestligation the career
status of women teachers in certain other countrles 1is
briefly dlscussed. A comparlson 1s thereby nade posslble,
to ascertaln whether the gender hlerarchles which occur 1in
the Natal BEducatlon Department are unlque, or 1f a shared

posltion, common to all the countrles mentloned, exists.
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STATUS OF WOMEN EDUCATORS IN SELECTED COUNTRIES

The respondents, Iin a 1965 Harvard Buslness Revlew survey of
male and female executives, felt that opportunities fox
women ln management lay onlygin education, the arts, soclal
services, retall trade, offlce management and personnel work

(Kanter, 1981). For many people:

The teachlng profez=zlon has generally been
regarded as offering egual opportunities for
both men and women to obtain employment and to
progress ‘to senilor appointments.

(Bradley & Silverleaf, 1979; p.1l5)

while educatlon 12 consldered by many wrlters to be one
fleld where the progress of women executlves 1s unimpeded,
when data are analysed 1t Dbecomes obvious that though
teaching 1is a predominantly female occupation there is an
over-representation of men at the hligher 1levels 1in the
promotional structure. Shafer (1974), In a =ztudy of factors
affecting the wutillzatlon of women 1In professlonal and
managerial roles, noted that ln East Germany 70 percent of
the teachers were women whlle only 25 percent of the
principals were women.
In a like manner

As teenage glrls look up the admlnistrative

hlerarchy 1n England, the plcture character-

istically before them 1is a headmaster 1in
charge of theilr school 1f 1t i3 a mwmixed

school. Only 1f their school is single sex
are glrls 1likely to have a headmistress to
gulide them.

(Shafer, 1974; p.3)
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The 1lncreased ratlio of men to women as one moves up the
educational administrative hierarchy, especially in

secondary schools, is clearly shown in Table 3:1.

Table 3:1 Details of full-time teachers in maintalned
schools In England and Wales

Sex¥ Balance - Percentages

Teachers Men Women
% %

PRIMARY

Head teacher 57 43

Deputy Head 39 61

All teachers 23 77

SECONDARY

Head teacher g4 16

Deputy Head 82 _ 18

All teachers 36 44

Adapted from Ball, 1987; p.l193 - Dept. of Educatlon

and sclence : sStatlstlcs In Educatlon, London, HMSO,
1979.
Similar patterns are evident for other countrles. In

BRustralla, for example, 45,3 pércent of all teachers 1in
secondary schools in New South Wales In 1979 were women, yet
only 11,8 percent of the prlncipals' posts were held by

women (Marland, 18983).



26

As one moves out of the schools to locatlons within the
central controlling authorities the position of women 1s
still further attenuated. Shakeshaft (1987, p.20), uzlng
data collected for educatlion systems in the United States of
America, noted that in 1984-85 only 3,0 percent of the
district superintendents were women, although 50,1 percent of
all secondary school teachers and 83,5 percent of all
elementary school teachers were women. The ratio of women to
men school 1nspectors 1n New South Wales In 1977 was 1:42
(Marland, 1983), while the posltlion in New Zealand was, by
comparison, far better, where in 1975 21 percent of the
positions in the central Department of Education were held by

women (Malcolm, 1979).

STATUS OF WOMEN EDUCATORS IN THE NATAL EDUCATION DEPARTMENT

In Natal the educational hierarchy is in a constant state of
flux, both 1in the central controlling body and within the
schools. The system presently operating in the secondary
schoois was flrst introduced in 1978, when the posts of
Vice-Principal and Senior Asslstant teacher were abollshed
and two new poslitlons were Introduced - the Deputy Principal
and the Head of Department. A further development in 1984
led to an 1Increase in the number\of Head of Department
posts, and in 1988 the structure was agaln altered,
resulting 1In the creation of the post of Senlor Deputy

Principal and stlll further Head of Department positions.
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Prlor to the creatlon of the post of Senlor Deputy Principal

the Post Level structure for government schools was as

follows:
Post Level Posts
1 Teacher
Senlor Teacher
2 Princlipal: Primary, Grade IV
Head of Department (Primary)
Head of Department (Secondary)
3 Principal: Primary, Grade III
Deputy Principal (Primary)
Deputy Principal (Secondary)
4 Princlipal: High, Grade II
Principal: Primary, Grade II
5 Principal: High, Grade I
Princlpal: Primary, Grade I
6 Prinelpal: Large Complicated

School

(Full detalls of the post level= for all posltlonz are zet
out in Appendix 6.)

The researcher was2 granted accezs by the Natal Bducatlion

Department to the data obtalned from the 1987 statlstical

returns from government schools 1including pre-primary
schools. The detalls relevant In the present context were
extracted and tabulated in Table 3:2. Figures are based on

full-time equlvalent units (F.T.E.).
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Table 3:2 FTE unlts of personnel at each post level 1n
government schools administered by the Natal
Education Department

Post level Men women Total
1 1 183 4 197 5 380
2 345 366 711
3 142 138 280
4 94 39 133
5 93 13 106
6 36 7 43
TOTAL 1 893 4 760 6 653

The pattern becomes clearer 1f the data are presented as the

percentage of women at each post level (Figure 3:3).

Fiqure 3:3 Percentage of women at each post 1level in
government schools 1In Natal

100
90

80

70 78%

60

50

40 51,5% 49, 3%

30

20 29, 3%

16,3%
10 12, 3%

1 2 3 4 5 6

Post level
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The decrease In the percentage of women fllling each post
level 1is noticeable, with only a slight 1increase in

percéntage occurring from post level 5 to post level 6.

1f, however, the proportion of women filling each post level
1s compared with the total number of women employed, and
slmilar figures for men employees are tabulated, 1t 1s
apparent that a man who enters the teaching professlon has
more opportunitles for upward mobllity than a woman entrant

(see Table 3:4).

Table 3:4 Sex of teachers occupylng each grade, as a %
of the total number of teachers of that sex

Post level Men Women
1 62,5 88,2
2 18,2 7,7
3 7,5 2,9
4 5,0 0,8
5 4,9 0,3
6 1,9 0,1

While, as 13 expected, a decrease 1n percentage as one moves
up the levels occurs for both sexez, due to the hlerarchlcal
nature of the promotion structure, it is of a far more acute

nature in the percentage profile for women.
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Of the principals on post lgvels 4 to 6, 20,9 percent are
women, whereas women form 71,5 percent of the total teaching
force employed by the Natal Educatlon Department. This
finding shows a strong parallel to the situation mentioned
previously, which existed in East Germany in 1974, where 70
perxrcent of the teaching force were women but only 25 percent
of the principals were women. sinllar trend is evident

when data from Great Britain and Australia are studied.

Of the 64 senior positions In the head office of the Natal
Education Department, ten posts are held by women (Depart-
mental statistics, March 1988). This proportion 1s higher
than the 1 : 42 ratio for New South Wales referred to earl-
ier in this chapter, but as only 15,6 percent of the
positions are held by women the percentage is lower than that
quoted by Malcolm (1979) for New Zealand, that being 21

percent.

CONCLUSION

From the evldence presented 1t 1ls clear that the 1mbalance
in respect of career potential for men and women educatbrs
in countries such as Great Britain, Australia and the United
States of America, is also present iln government schools ad-

ministered by the Natal Education Department.

as 1t would appear that the wvertlcal segregation of
education posts 13 a widespread occurrence, a study of

posslble causes of thls lnequality, as perceived by writers
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from various countrles, could be of value 1n declding which
factors have possibly influenced the upward mobility of
women educators in the Natal Education Department. The
focus of the following chapter 1s therefore on the barrlers
which women might face and which could be the causes of the

vertical segregation of posts 1ln educatlion.



CHAPTER 4

POSSIBLE BARRIERS TO THE UPWARD MOVEMENT OF WOMEN EDUCATORS
- 4.1 INTRODUCTION

¥hat way be consldered to be a promotlional barrier by

researcher may not be seen as such by another.

32

one

The

perspective 1is determined by the theoretical standpoint

adopted by the researcher. Acker (1987) percelves feminlsn

to have three possible focl. The 1liberal feminlist

concentrates on such aspects as equallty of opportunity,

socilalization, sex stereotyplng and sex discrimination.

soclalist feminlist focuses on the position of women wlthlin

The

the family and the economy, while the radical feminist avers

that gender oppresslon pre-dates all other forms

of

exploitation and the fundamental nature of society must be

investigated In orxrder to understand the barriers operating.

Acker (1987; p.421) deflnes a 'theory' as

...the construction of sets o0f Interrelated
statements about how some aspect of the world
operates.

It 1z through thls perceptlion of how the world operates that

one can develop a theory about the sltuation. Feminist

theory has a dual purpose, first to inform an understanding

of gender Inequality and, secondly, to gulde possible

action. After delineating possible areas in which women

appear to experlence obatacles 1t 1z necessary to determlne
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the exact nature of the obatacle 1n order to act In a pur-

poseful way to remove 1it.

Obstacles to vertical movement appear to fall into two broad
dohains - internal barriers, which relate to psychologlcal
factors; and external barriers which relate to organlz-
atlonal and szocletal astructurez. To overcome the former
obstacles 1t 1s necessary that the Individual alters, while
changes in organlzational structure, instltutlional practlces
and socializatlion would be requlired to remove the latter

obstacles.

The posslble Internal barrlers to career development which
will be discussed In this chapter are those of personality
characteristics and the confllicts which could arise out of
the multlpliclty_ of roles which women hold. External
barriers to promotion which will be elucidated are those
arlsing from the Institutlonal, socletal, organlzational and
political environment which forms the milleu of the woman

educator.

INTERNAL BARRIERS

Internal obstacles can be dighotomized Into personallty
barrlers and multiple role barrlers; the former deallng wlth
deep-secated characterlstics and the latter with the
confllicts which occur within the multiple roles which women

perform.
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4.2.1 Personallty

It there was consensus on the ldeal style of leadership or
I1f one could designate the vital tralts of a good manager,
then to determine the personality requirements for promotion
vould be a falrly siwmple matter. 1In addition, 1f there were
no differences Dbetween the behavliour of men and women 1In
administration or 1f women had never served as principals,

then 1t would be relatively easy to develop a general

personality outline of the typlcal educatlonal administrator.

There has been a tendency to lgnore women admlinlstrators,
elther alleging that their experience would not differ
signiflcantly from that of men, or by considering that as
they appear 1in such small numbers thelr influence |is
unimportant. This has led to the development of the Male
Managerial Model (Kruse & Wintermantel, 1986; O'Leary,
1974). Characteristics such as sensitivity, emotionality,
gentleness and Intultlveness are seen as belng typlcally
female and non-managerlal, whereasa the percelved managerial

characteristics of aggressiveness, obijectlivity, declsiveness

competitiveness and 1ndependence are consldered to Dbe
typical male tralts. This wviewpolint has led to the phrase:
'"Think manager - think male' (aAndrusklw & Howes, 1980;

O'Leary, 1974).

In addltlon to women's alleged emotlonal frallty they have
also Dbeen thought to be both physically and 1intellectually

Incapakle of handling adminlstrative functlons (Trotman,

4
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21z of this 1dea 1= based on the

T

1984). Perhaps the gen

cliché that during the Industrial Revolution work was taken
out of the home. This effectlvely made women 'invisible',
thereby undermining thelr conflidence and self-esteem

(Sspender, 1982).

There 18 evldence that women have Internallzed cultural and
socletal attltudes so that external barrlers have Dbecome
internal barriers. Thls has led to them havlng doubts about
theilr abllity and competence. Sutherland (1981) notes that
in a number of investigations it has been found that girls
tend to be more anxlous than boys. Anxlety 1s used here to

describe:

not a pathologlcal state. but rather to
indicate feelings of uneasiness about ablillty
to cope with certaln situations, a lack of
confidence in oneself in certain circumstances.

{sutherland, 15%81; p.89)

Although it must be accepted that such findlngzs wlght not he
accurate as femalez would more readlly admlt to such
feelings than males, there does appear to be a definlte

tendency for women to display more anxlety than men.

One area where thls anxlety 1ls sald to manlfest ltself 1= 1In
fear of succesz. In 1368, Horner assessed women's and men's
attitudes towards success and concluded that women shy away

from successful achievement as 1t wmay result in loss of
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qffiliatlon (Johnson, 1980; sassen, 1980). Hoffman,
however, averred that it is not the possibility of success
that 1s In question, but its desirabllity (Johnson, 1980). A
different perspective 1is adopted by Andruskiw and Howes
(1980), who conclude that the problem lies in the perception
of what has resulted in the successful performance - In women
it was attrlbuted to luck or perhaps ln some cases effort,
while in men 1t was related to their ability. Each of these
theories has been widely tested and debated but perhaps what

1s needed 1s a major paradigm shift.

Shakeshaft (1987) hlghllghted a new perspective when 2he
explalned that the effectlve woman manager should not
blindly copy the effective' male manager as she will often
find that what works for him will not necessarlly work for
her. Van der Merwe (1979) suggests that women, through thelr
internalization of fhe Male Managerial Model, have developed
a negatlve 1mage of thelr self-worth, undermined thelir
abilltlez and magnlfled thelr limitatlonz untll they now are
too Insecure to ask for promotion and accept second best as

a guard agalnst possible fallure.
women have been
condltloned to thlnk themselves unsultable

for positions of skills or authority.

(Davies, 1975; p.13)
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It appears then that personallty 1In 1tself should not
present a barrier to promotion. For certain women the
obstacle can be removed by trainlng in assertiveness, which
would Increase their confidence and allow them to adopt the
traditional managerial style; while for others the answver
lies In the reallsatlon that thelrs 1z not an lnferlor ad-

ministrative style but merely a different one.

4,2.2 Multiple Roles

while few people hold to the 'Victorian' assumptlon that a
woman's economlic role ls secondary to and lrreconcllable with
her role as a wife and mother; marrlage and family commit-

ments do Influence the career development of women.

In promotion Interviews women aré frequently asked questlons
relating to their private 1ives and will only recelve
promotlion 1f they are judged to be competent in thelr female
roles as well as thelr occupational roles, whereas men tend
to be evaluated only on thelr level of effectlveneas at work

(Blklen, 1980).

As many profeszlional women are marrled to profezssional men,
wrlters such as Elleen Byrne (1978; p.235%) feel that thesze

women would experience

lesser drive for either greater responsib-
ility or more money because of thelr satis-
faction in home life and thelr protection of a
double incone.
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Byrne 1s suggesting that marrled women are lesz llkely to be
committed to their careers and on marriage will stop, or at
least postpone, thelr careers. This attltude has been termed
'blaming the victim' (Rimmer & Davis, 1985) and denles that

women have an existence or needs outside these roles.

Hall (1972{ clted 1in O'Leary, 1974) developed a model of
role confllict coplng behaviours. These are as follows:
I - structural role redefinition - The external,
structurally-imposed expectations relative to

the person's position are altered.

II - Personal role redefinition - Alteration of the
person's own expectations and behaviours.

III - Reactlve role behaviour - An attempt 1s made to
meet all the role demandz experlenced.

In an Ilnvestlgation of 260 womeﬁ school adminlstrators 1In
the United States of America, by Paddock (Adkison, 1981;
p.316), 1t was noted that the respondents mentloned the
divided 7role more frequently than any other Dbarrier; 42,7
percent reported that they took full responzslblllty for
housework and cooking at home, and were experlenclng role
overload. These respondents who were attempbing to fulfil
all their tasks relating to homemaking while performing
effectively as administrators were applylng strategy III of

Hall's model.

shakezhaft (1987) s2uggests that, as stated 1n Hall's/
strategy II, marrled women do not apply for promotlon, not

because they have less drive than men or slngle women, but
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because they are belng reallzstlc, having found that Juggllng
home responsibilities and administrative tasks decreases
thelr feeling of the worth of each role. In a study of the
executlive role of women In New Zealand education 1t was

—

observed that

for the majorlty of theze women teachers
marriage and home took precedence over any
career aspirations.

(Malcolm, 1979; p.104)

Another influence of marriage is that it can 1limit the

mobillty of the indlvidual and,in many Iinstances, this
restriction of geographlcal area can reduce promotlon oppor-
tunities (Biklen, 1980; Bradley & Silverleaf, 1979; Byrne,
1978). In Britain and‘the Unltgd States of America, In a
study of moblile and non-mobile sectors of the populatlon, 1t
was observed that the mobile group included a significantly
larger proportion of Indlviduals enmnployed 1n wmanagerial,
adminlstrative and professlonal occupatlionz (Bradley &
S5llverleaf, 1979). While there are some more recent cases of
dual-career famllles movling to enhance the promotlonal
positlion of the wife the reverse situation 1s still the norm.
Thus, in the Bradley and Silverleaf Further Education survey,
2,1 percent of women had moved geographlcal zone three or

more times 1In order to galn promotlon whereas the comparable

figure for men was 6,3 percent (Marland, 1983).
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In additlion to the dual role of admlnlstrator and wilte,
women have frequently interrupted their careers for chilld-
rearing. Men often make cruclal career moves iIn thelr late
twenties and early thirties, which frequently colncides with
the period of time when women have interrupted their careers
to ralse a family. This career break can create an obstacle
to further promotion, In addltloen to the fact that zome women
experlence a loss of confidence in thelr ability 1f they
remain away from the workforce for any 1length of time

(Fogarty, Rapoport & Rapoport, 1971; Marshall, 1985).

Untll soclety 1Is made aware that c¢hild-rearing respon-
slbilities are not the «concern of the mother only and
successful career mothers stop succumbing to the charge that
they are neglecting their chlildren for thelr own selfish

ends, this barrier to upward mobility will remain unbroken.

EXTERNAL BARRIERS

These barrlerz are lmpozed on the indlviduwal by varlous fact-
ors external to thelr own state, and may be sub-divided into
four areas, namely: 1nstitutional, socliletal, organizatlonal

and political.

4.3.1 Institutional

These barriers occur due to the educational, economic and
legal constralnts operating within the educational 1nstitu-

tlon.
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4.3.1.1 Educational , \(

The varlations 1In length and type of Job tralning cause a
dlifferentlial 1In the promotion rates of men and women. It
appears that women teachers frequently hold lower qualifica-
tions than men teachers, and women who asplre to teachlng as
a professlon more frequently enter Colleges of Education than
universities, and so have fewer promotion opportunities

(Davies, 1975; Jones, 1973).

It has been mentloned previously that schoollng facllitles

for glirls in Natal developed later than those provided for

boys. Even when glrls had obtalned equal access to educatlon
they seldom progressed as far as boys as there were few
educated women in schools to act as role models towardz whlch
they could asplre. As more women make use of the educational
facilities available so their aspirations should 1increase,
although 1t 1s a slow process. In a United Kingdom study of

women's asplrations from 1966 to 1976 it was noted that

while women's expectatlonsz about gradua-
ting with honours and taking higher degrees
had improved during that decade, their expect-
ations remalned lower than the men's in 1976.

(Sutherland, 1981; p.S0)

At the end of a high =chool career in South Africa a pupll
can obtaln one of two types of certlificate. The Senlor

Certificate 1s a school-leaving certiflcate whereas the
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Matriculation Exemptlon ls a necesgsary regquirement for entry
to university. Malherbe (1977) studied the white high school
population In South Africa for the years 1959 to 1973 and
observed that not only did more boys than girls complete
their high school careers successfully, but girls more
readily avalled themselves of the opportunity to do the
gchool-leavling certificate examlnatlon rather than
matriculation. Exceptlons to the latter statement occurred
in 1972 and 1973, perhaps showing an increasing interest by
women in improving their educational qualifications (Table

4:1).

Table 4:1 The percentage of boys and glrls in Standard VI
passing Standard X

a) With matriculation exemption
b) Wwith senior or school-leaving certificate

Boys Girls
Year
with Matric. Sen.Cert. With Matric. Sen.Cert.

1959 20,8 10,3 14,1 11,4
1960 20,2 12,1 13,7 13,4
1961 20,1 15,4 12,9 16,4
1962 19,3 14,3 13,6 - 15,7
1963 20,7 13,7 13,8 17,9
1964 20,6 16,4 14,7 17,2
1965 21,1 18,3 14,7 18,7
1966 21,2 19,4 15,3 20,1
1967 21,5 20,4 16,1 20,9
1968 24,1 23,7 17,0 22,1
1969 23,2 22,5 : 17,3 21,6
1970 23,8 25,8 18,2 24,3
1971 23,9 25,9 18,5 23,3
1972 28,6 23,8 22,9 20,3
1973 28,3 25,7 23,7 22,1

Source: Malherbe, Educatlon in South Afrlca. volume II,
1977; p.299.
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Since Malherbe conducted thls comprehenslive 1nvestigation
into the progress of year cohorts from 1959 until 1973 no
comparable study has been undertaken In South Afrlca.
Certaln conclusions can, however, be drawn from the lnvesti-
gation undertaken by Terblénche, Jacobs and van Pletzen to
examline the educatlonal levels of people in the labour force
in 1980 (clted iIn van der walt, 1986; p.33). They noted
that while twenty percent of both wWhite men and women held
qualifications above standard 10, only six percent of the
women held degrees, while ten percent of the men were grad-
uates. The remainder in each case held post-matriculation

diplomas.

It would therefore appear that many women in the 1labour
force who have attalned Standard 10 elther do not hold a
matriculation exemption and therefore could not enter
university, or chose to study for a diploma. This lack of
higher educatlional qualification could present a barrier

should they asplre to senlor poslitlons in the work force.

The Natal Education Departwment haz made =aome concessions,
however, and eliglbillty for promotlon 1s now based on a
combination of educational qualification and experience. It
Is therefore now possible to galn promotion with a Category C

(three years post-matriculatlion) qualification.
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Table 4:2 sets out the minlmum number of years experlence
required in conjunction with each qualification cateqory, for

promotion to each post level.

Table 4:2 Minimum Service Requirements (vears) for promotion

Post Category Category Category Category Category
Level C D E F G
(m+3) {(m+4) (m+5) (m+6) (m+7)

2 6 5 4 3 2

3 7 6 5 4 3

4 8 7 6 5 4

5 9 8 7 6 5

6 10 9 8 7 6

7 11 10 9 8 7
Source : Natal Education Departme%t : annexure C to

circular minutes advertising promotion posts, 1987.

4.3.1.2 Bcononlc

This type of barrler 1z not pecullar to educatlon and 1z

perhaps relatlvely unimportant because women are soclallzed
to expect 1less remnuneration than men. Malherbe (1977)
studlied median incomes at different levels of vocational as
well 3 academlc training and concluded that the 1ncome of
White women in South Africa in 1970 was only 48 percent of
that of Whlte men having the same qualiflicatlons. The
average annual salary of a Whilte man with a Bachelor degree

was R5 623 whlle the salary of a comparable Whlte woman was
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R2 378 (Malherbe, 1977; p.642). W¥Whlle dlifferential remun-
eration practices still exist for women and men teachers
on post level 1, as from 1 November 1987 women on post level
2 and hlgher have recelved the same salarles as their male
colleagues (News flashes from the Teachers' Federal Council,
August 1987). This barrler has therefore been effectively

removed from all promotlon posts.

4.3.1.3 Legal _

In the Unlted statez of Amerlca attemptzs were made in 1964
‘to prohlbit dlscrimination in all aspects of ewmployment by
the enactment of the Civil Rights Act (Title VII), and 1in
1965 and 1967 provislons were made for afflrmative actlon,
In 1975 Britaln introduced the Sex Discrimlnation Act which
prohiblted discrimlnatlion in the workplace, 1Includlng a
prohlibition of discrimination iln respect of opportunities
for promotion and dismlssal procedures on grounds of gender
or marriage (Dex & Shaw, 1386). The provisions of the Sex
Dlscrimination Act led to the rullng that the holder of a
thlrd-tler post Iin co-educatlional schoolz had to be of the
opposlite sex to the Deputy Head. While on flrat lnspectlion
this appears to be a means of improving the position of women,
it 1s a breach of the right to appolnt the best candidate for
the Job and presumes that certaln functions can only be
adequately dealt with by members of a particular sex. Elleen
Byrne (1978) in her twenty years of staffing British schools,

had notlced that senlior masters dealt wlth school
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organlzatlon, curricular reconstruction, resource allocatlon .
and examinations, while senior mistresses dealt with soclal
functions, entertalnling wvisitors, school attendance and
dlfficult parents (p.233). 1In this way, while 1t is laudable
that some attempt has been made to improve the position of
women, in many instances it merely entrenches them in low-

power, low-status Jobs.

South Africa, unlike the two countries mentioned previously,
has not introduced any Act to remove sex discrimination. In
all advertisements it is permissible to request that
candidates of only one sex apply, and thls system 1ls wldely

used by government agencles as well as In the private sector.

Another slignlflcant aspect 1is tth of dismlssal of women on
marriage. In all countries married women were at some time
excluded from the profession, and éouth Africa, as already
mentioned 1in Chapter 2, was no exception. Marrled women
noved Into teachling to £111 the gaps left by wen teachers
during the Second World war and found that the posltion
linked well with thelr roles of wife and mother. They becane
a strong lobbying group and by the early 1960s married
teachers 1in Natal could hold permanent positions in the
profession. In many ways Natal was a leader in this field as
It was only In 1970 that the Transvaal Educatlon Departwment

allowed the permanent appointment of married teachers.

o]

However, marrled teachers were stlll bound by many

regulations; one of the most problematlc belng that 1n order
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to remaln on permanent staff they had to stay In a particular
post. In order to be eligible for promotion it was necessary

that married women restrlct thelr geographlcal mobllity.

As from 1986 this discrimlnatory practlce has been removed.
The situatlion now exlists that certain posts 1ln schools are
deslgnated 'permanent' whlle others are deslgnated 'temp-
orary'. In this way marital status no longer creates a

legal barrier to promotion in schools.

4.3.2 Sociletal

Soctlallzatlon is a two-fold proceszs. For the indlvidual it
is the process of learning to particlipate in soclal 1life, as
was described 1In the section headed 'Internal Barriers'.
There 15 however another aspect; which may be ¢called the
group process. This involves the position of the individual
in terms of the values, bellefs and norms of the group and
how the group Interacts to further its goals (Clark &
Corcoran, 1986). It 1s thls Interactlon whlch can produce
obstacles to the promotlon of women. Adkison (1981; p.314)

percelives discrimination appearing from three sources:

Communitlies do not accept women In leadershlp
positions, declision makers will not recruit
and hire women for managerial positions, and /|
potential colleagues and subordinates do not |/
want to work with women.

The influence of the community In determining who fllls

senior posts has increased recently with the formation of
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Parent Bodles which are actlvely 1involved 1In obtalning
finances for the school. The 1deology of these outslide
resource providers 1s often patriarchal 1In form due to gender
stereotyping in schools through the curriculum, the contents
of textbooks and subject choices (Walker, 1983). Males are
seen as able to link the school with the external power
gtructure, glving 1t a hlgh '=zoclal credlt rating' (D1
Nitte, Martin & Harrison, 1982). Even when attempts are
made internally to stop discriminatory practices they can be
harmful to the institution as there 1is frequently a
concomitant loss in financial security and prestige. It is
also thought that men would communicate more effectively
wlth the school hoard as the board 1s llkely to be domlnateqd
by businessmen. In a dissertation by Lipscomb on the
attitudes of Board members towards candldates for the super-
Intendency, it was observed that botﬁ women and men board
members of three districts of different types and sizes in
Californla rated the women candldates lower than the men

candldates on the selectlon criterla (Lilpscomb, 1986).

A second group in soclety i3 the declslon-makers. These

'gatekeepers', who are predominantly male, are inclined to
choose to work with men as it 1s often thought that the main-
tenance of a homogeneous staff ;ho share commonh qguallities 1s
conduclve to a harmonlous existence {(Lyman & Spelzer, 1980;
Spender, 1982). schmuck and Wyant, 1in a research project
conducted 1in Oregon In 1981 (Schmuck, 1986), noted that the

chance of a woman belng hilred by an all-male selectlon



committee was 20 percent, whereas when there was at least
one woman on the committee the odds rose to 35 percent. In
research on male promoters' attitudes by O'Leary (1974), it
was observed that although the promoters felt that promoting
women would have no negative effect on production, one thilrd
of them felt they would have a 'bad' effect on employee
norale and 51 percent said that women were temperamentally

unfit for senior positions.

The third group to be conzlidered 13z the appllcants!
colleagues and subordinates. In a study of attitudes ot

executiv

M
[47]

, men were found to be 'anti-female executive' in

principle (Andruskiw & Howes, 1980). Much of the research

in this field has led to conflicting results. Over half the

adults 'surveyed in the 1975 Seventh Annual Gallup poll 1into
Public Education in the United States of America, were not
concerned whether a school principal was male or fenale.
Research arising from this finding educed that favourable
attitudes towards women administrators are assoclated with
increased education and urbanization (aAdkison, 1981). An
in-basket study of the attitudes of 135 graduate students
attending Educational Administration classes at Georgla state
university waz conducted by Frazher and Frasher in 1980, In
this study the ftictitious female superintendent operating
identically to the fictitious male superintendent was rated
by the students as being significantly more unfair, as
equally weak and as mnore inflexible. Scores indicated that

the rulebound woman was more inflexible than the rulebound
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male and that the flexible woman wasz less flexlble than the
flexible nmale. It would appear then that the sex of the
applicant. does Influence the perceptlons of thelr
subordinates about thelr managerial skills. 1In contrast,
Bunuso and Shakeshaft (Shakeshaft, 1987) in their study of
school superintendents in New York State, asserted that males
and females were not evaluated dlfferently, but rather that
positive ratings went to those candidates who were tall and
of 'ldeal welght' while short, ‘overwelght' candidates
received the lowest ratilings. If however tall 1mplies

leadership, more men would be seen as being leaders!

If the malor reason for not accgeptling women admlnlistrators
is fear that one's own slituation might be In Jjeopardy, it is
easy to see why the following groups have more favourable

attitudes toward female administrators

- female teacher= wvers=sus male teachersz

- older male admninlstrators versus younger
male administrators

- married administrators versus unmarried
adminlistrators

- educators from medlium to large districts
versus educators from small districts

(Shakeshaft, 1987)

In the casez lizted above the tenure of the former 1z more
secure than that of the latter, or the former group contains
fewer members who would be actlively striving for promotion,

thereby reducling conflict.
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The reszearch listed previously lnveolved a study of attltudes
and not actual behaviour, which may differ from the stated
attitudes of the respondents. It 1s hoped, however, that as
the numbers of women in executlve poslitlons 1increase and
they prove their competency, prejudice towards them will

decrease.

4.3.3 o0rganlzational Structure

While many barrlers +to promotlon 1lle iIn the cultural or
national foundations of a soclety, certaln barrlers transcend
theze boundarles and lle In the organlizational framework of
the educational institution. Kanter (1981} P.395) writes
Despite a prevalent image in soclal science
of modern organizatlons a= unlversallstlic,
sex-neutral tools, sex 1s a very Iimportant
determinant of who gets what in and out of
organizations.
Early organlzatlon theory, as propounded by Frederlick Taylor,
emphasised routines, rationality and hierarchy as central
princliples (Taylor, 1911). Weber stressed that the vertlcal
line of authority found In bureaucratlic organizatlons led to
thelr efficliency {(Weber, 1947). Modern bureaucratlc
organizatlons are founded on an 'achlevement principle' which
negatlvely affects women's opportunities in two ways. The
first 1lles 1In the concept that a 'top-down' authority
structure 18 the most succeszful style, the second lles in

the meaning placed on the term 'career' (Shakeshaft, 1987).
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Within - an organlzation there are gsectors which are
considered to be part of the formal structure, such as
positions, functlons and divislon of labour; and sectorsa
such as participation, communication patterns and leadership

style which fall within the informal organizational zone.

Two dlametrlcally opposed zatyles of leadershlp have been
educed. The style which i3 sald to match the typlcal Male
Managerial Model most closely 1s that of the 'gamesman'.
Maccoby invented this term 1In 1976 to descrlibe the
successful man in & corporate environment. He saw him as
detached, emotionally 1inaccesslible and having no close
personal relationships (Sassen, 1980). Investigation into

this wviewpoint 1led ¢to thé formulation of the following

managerlal role requlrements

1) Aable to maintaln good relatlionshlips with those above
him.

2) Has a competltlive element, wlll compete for avallable
rewards.

3) Is assertive.

4) Exercises power over his subordlnates so that they will
meet the organizations objectives,

5) Has high visibility.

6) Must meet the routlne admlnistrative requirements.

(Minexr, Rizzo, Harlow & H1ll, 1974)
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Women have in general grown up with a set of relatlonzhlp-

orientated structures and so perform better when using a

relatlonal rather than competitive style of leadership. In

a review of selected research 1t was stated that evidence had
been found to show that female principals are more likely
than male principals to involve themselves In 1lnstructlonal
superviaion, to exhlblt a democratlc leadershlp style, to bhe
concerned with students and to seek community involvement
(Adkison, 1981). In another attitude survey 1t was noted that
women principals 1in New Zealand ran schools in which there
was higher student morale, . frequent parental approval and
more poslitive teacher attitudes towards education (Malcolm,

19799 .

Donnell and Hall (1971) postulate that hlgh achlevers rely
heavily on subordinate participation 1In work-related
decision-making and promote mutual trust by being open and
candid In thelr 1Interpersonal relationships. The high
achlever ahows concern both for pecople's needs and product-
lon goals. ;'They determined that the only two signlficant
differences between men and women managers were §hat men are
more open and candld than women and whlle women see positlve
work relationships as 'satisfiers' on Herzberg's model of
motlvation, men see them as merely 'hyglene' factors (adalir,

1%83).

A conflict exists between the traditional view that the

democratic leadership style as frequently dlsplayed by women
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1s aberrant and the raplildly developlng viewpolnt that the

style of leadership displayed by many women would lead to a
more effectlve administration. In order to remove the
conflict and break down this obstacle to promotion 1t should
be realised that no one style of leadershilp is preferable,
the decision 1lies In the type of situation in which the
person has to work. Carlson (1986), ln a survey of attltudes
of Utah elementary teachers towards elementary school
principals, determined that while sex was not considered to
make any difference in job competency, in general a woman was
preferred in the areas of curriculum guidance, Iinterpersonal
relationships and public relations while men were preferred

in administrative areas and for school discipline.

Another organlzatlonal influence 1s on the meaning placed on
a 'career path'. sShakeshaft (1§87) postulates that the
traditional wview of a career is a pattern of organized pro-
fesslonal actlvlity, wlth upward movewment through stages. By
thls definltlon women teachers are only Ilnvolved in a careser
as opposed to a job 1f there 1s evidence of upward nmnovewment
through the hlerarchy, and career commitment 1s demonstrated
by a lack of lnterruptions in the career path. Jans (1985,
p.383) describes a different concept developed by Scheln.
scheln postulated that career transitions could be described
In fterms of movement along one of three possible dimensions
in the 'career cone':

v a vertical dimenslon, experlienced by

changes 1in rank, authority, and pay; a

horlzontal .... dimenslon, expressed by the

functional or technical fleld the person could

work in; and a radial dimension, experienced

by movement toward and away from the inner
core or 'axis of power/influence' of the cone.



A3 =chools become more bureaucratized and hlerarchlcal,
vertical movement is perceived as the only valid career path
and career aspiration then means wanting to become a princlpal
and not wanting to remaln a teacher. This 1leads one to

question the purpose for which people enter teaching.

Schmuck (1986) analyzed soclallzatlon flndings and noted
that some of these findings showed that men entered educatlion
-to glve them mobility, using teachlng as a stepping-stone to
their ultimate goal of mwoving into nanagement and
administrative positions, whereas women entered education to
be of service to children, and were orientated towards others
raﬁher than towards ‘'winnlng'. Women have therefore
traditionally made horizontal career wmoves in their desire to
malntaln dlrect contact wlith chilgren (Malcolm, 1979). Those
women who do enter school admlnistration tend to do so0 via
the radial dimension, that is through specialist positions or
supervisory posts, rather than through the line posltions
whlch are fllled predomlinantly by men.

~

Fogarty, Rapoport and Rapeoport (1971) cenducted & c¢ro

it]

[ —
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i

sectional survey of the components of career aspirations in
graduates from British universities in 1960. When comparing
the 'vertical' aspirations of men and women at secondary
school, unlverslty and elght years after graduatlon, the
aspirations of men were shown to have increased over time
whereas the asgplratlons of women, at all times lower than

those of men, decreased from the time they went to secondary
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school to the time they entered unlverslty. when, howeaver,
both 'vertical' and 'horizontal' elements of asplratlon were
included in the survey 1t was found that certaln aspects wers
Indicated as belng deslired 'very much' more frequently by
certaln groups of women. While all groups of women aspired
less than men to being famous, 1rich or powerful, their desire
to be creatlve was equal to that of slngle men and marrled men
with chlildren and higher than that of married men with no
children. The researchers postulated:

women tend to have wlder Interests than men,

and to be less exclusively motivated to reach

top levels of power and wealth. Their

ambitions tend to be 'horizontal' rather than

‘vertical'.

(Fogarty; Rapoport, & Rapoport, 1971; p.395)

It was noted, however, that single women showed more vertlcal
amblition than married women. This might demonstrate that

gender is only one facet in determining a preferred career

path,

& further observatlon made was that whlle remuneration was
desired to be of a sultable professional level by women,
they would not pursue a certaln career path merely in order
to gain the maximum attainable earnings, but would reject an
area of work 1if it d4did not appeal to them, Iirrespective of

the pay and status offered.

women educators appear to percelve many admlnlistrative

posltlons as entalllng too wmuch paperwork and not enough
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educatlional content and za redect theze Jaobs asz uri-
interesting (Shakeshaft, 1987). Their reluctance to apply
for senior positions 1lies not then In thelr lack of
asplratlions, but in their alternate view of what constitutes
a career. Sutherland (1981), 1in an investigation in British
schools, noted that women were more llkely to seek deputy
headshlps than headshlps, as the former would allow them to
maintain a higher level of pupil contact. This resulted 1in
only 16 percent of the women gquestioned asplring to headship
while 54 percent of the men wanted to be heads. Hawthorne
(1986) 1in a study of female adninlstrators Iin Georgla Public

Schools observed that most of them did not intend to actively

geek other adwmlnlistrative appolntments

It 13 not clear 1f women prefer hqrizontal and radlal career
paths or if they have been obliged to move Into these paths
through discriminatory practices but it is important to be
aware that
teaching, where wmoszt women remaln, 1= low
In opportunity and power In the educational

hierarchy.

(Schmuck, 1986; p.181)

4.3.4 Political

Apple (1983) states that schoolz are 'state apparatusesz' and
so are under pressure to act 1in conformity with the

prevalent ideology. The education system exercises a
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selectlive Influence, relnforcing trends seen as worthwhile
and discouraging those which seem undesirable. The State
has an interest i{n promoting conformity. It does 30 by
promoting and legitimlzing particular models of the family

and the position of women (Trotman, 1984).

Tetreault (1985) has derlved a model which 1ldentlfles flve

stages of thinklng about women. These are

1) Male s3schelarship - assumes that the male experience 1is
universal and representative of all humanity.

2) Compensatory scholarship - men are perceived as the norm
to which some women fit while others are seen as
deficlent.

3) Bifocal scholarship - women and men are seen as
different groups, complementary but equal.

4) Feminist scholarship - women are seen not as a single
homogenous group and sexism is related to their
historical, ideological and cultural context.

5) Relational schelarshlp - awarenessz that one should ztudy
hunanness. The guestlion 1s asked 1f gender 13 a

dlfference that wmakes any ditfference.

wWhat are percelved as barrliers to the opportunitles of women
ls largely determined by the observer's political state, that
1s, at whlch of Tetreault's 'stages of thinking' one is on.
It 13 sometimes thought that all barriers to the advancement

of women are determined by the prevalent scholarship stage



operating in thelr environment, and the personal perspectlve
they hold. It may be suggested that this aspect subsumes all
the other career conditlons which have been dlscussed in thls
chapter. For thls reason while it 1s a useful tool to divide
possible barriers into the two categories of internal and ex-
ternal barrlers; when applyling the theory to practlice it is
difficult to determlne a clear demarcating llne between, for
example, attitudes seen as developing from an Internal
personality disposition and those developling from experlences
recelved through Interaction wlth colleagues, superlors,

family and friends.

CONCLUSION

In the foregolng chapter the tollowlng lzsuea were adjudged

as having an lmpact on the career development of women

1) the persconallty of the educators, ezpeclially the
influence of anxiety on thelr percelved and actnal
success,

2) the conflicts which arlse between the numerous roles
which married women are expected to performn, especlally
as many women attempt to meet all the role demands
experlenced.

3) the 1level of educational qualification of the asplirants.

4) the remuneratlon of men and women,

5) the presence of laws regarding discriminatory practices.
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6) the =oclal background of those persons who are able to
influence the choice of candidates for promotion; fellow
employees and the family.

7) the level of bureaucracy in the organizatlion and the

emphasis placed on vertical career development.

From the dlscusslon of the vertical segregation of posts 1in
education and the possible reasons why many women do not move
up the education hierarchy, conducted in this and the preced-
ing chapter, 1t may be suggested that an investigation into
the aspirations of women educators in South Africa, their
promotional opportunities and thelr perceptions of possible

hindrances to their advancement, would be of value,

These concerns are addressed in the following chapter, where
a general orientation of the research investigation 1is

given.
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CHAPTER 5

DIRECTIONS FOR RESEARCH

5.1 INTRODUCTION

As women form a significant proportion of the teachlng force
it 1is of interest to study thelr attltudes and develop an
awareness of any common or disparate features they have, so
as to formulate means by which thelr skills can be fully
utilized and to allow them to reach thelr maximum potential

within thelr careers.

While career fulfilment cah be galned through movement 1n
elther a radial ox a horizontal direction, as mentioned 1Iin
Chapter 4, 1n a bureaucratic organizatlion such as a school
vertical mobllity Is seen as leadlng to the greatest satis-

faction for the teacher.

wWomen who have Dbeen promoted to the posltlion of Head of
Department are found to be In the Interestlng posltion of
having certaln administrative dutles and responsibllities
whlle 3tlll remalning In many ways 'the teacher in the class-
room'. It was therefore thought that thls group of Qomen
would be able to supply a meaningful contributlion to a study
of the percelved and actual barriers to the upward movement

of women educators.
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IDENTIFICATION OF THE ISSUES TO BE RESEARCHED

When an examination was made of the historical development of
the careers of White women educators in Natal, certain issues
which had hampered their progress came into focus. Further-
more, having ascertained that the upward mobility of White
women educators in Natal is notably more limited than that of
their male Coﬁnterparts, it was decided that an investigation
should be undertaken to determine the extent to which this
phenomenon could be attributed to the barriers noted by re-
searchers Iin other countries or possibly under different
circumstances, a falrly detailed discussion of which was

conducted in Chapter 4.

An investigation of hindrances to the upward movement of
women, combined with the reseafcher's own observations,
formed the foundation for the formulation of the following
questions, which constituted the focus for ‘research and
which guided the development of the formal research

instrument, namely the mailed questionnaire

1) what importance do women heads of department attach to

personality traits when assessing promotlon potential?

An attempt was made to discover whether women heads of
department percelived their female collsagues to be emotion-
ally, physically or intellectually incapable of holding

promotion posts.
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2) (a) Are women heads of department career-minded?
(b} Do social and financial commitments influence the
career patterns of women heads of department?
(c) TIf so, how much influence do these commitments have
on the career development of women heads of

department?

While many married women have entered teaching as a career
because they envisaged it as one profession where 1role
conflict between their multiple roles of teacher, wife and
mother would be minimal, this has often been found to be a
faulty perception; and the conflict appears to become more
pronounced 1f the women move into promotion positions. It

has been stated:

Women who wish to work and have families must
perform a 'balancing act' between the roles of
wife, mother and worker, while men are freer
to make career goals their primary pursuit.

(Di Nitto, Martin & Harrison, 1982; p.33)

In order to crystallize the influence of role overlap on
career conceptlon, pattern and development, a number of var-

iables were lnvestigated.

Flrst, Dbasic factual information was requested, to ascertain
the presence of any multiple role situations. Secondly, res-
pondents were required to analyse their own attitudes to
their careers, and asked to cateq&rize thelr past career

patterns and future plans.
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3) Do any women heads of department consider that lack of
higher educational qualifications hinder wupward pro-

gress?

First, an attempt was made to discover the qualification
levels held by the women heads of department, as this would
give a rough indication of the progress being made by women
to remove this barrier. In addition the heads of department
perceptions of the role of academic qualifications in the

attalnment of promotlion were Investigated.

4) Do any of the women heads of department consider that
the present staffing system dlscriminates agalnst wonmen

and would prevent them reaching their full potential?

At present the staff quota at each school is determined by
the demographic features of the school. The distribution of
women heads of department was investigated and respondents
were given the opportunity to mention any difficulties they
had experienced 1in relation to the present occupational

structure.
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5) (a) Did the women heads of department receive any
encouragement In their attempts to gain promotion?

(b) Is it the opinion of women heads of department that

women teachers experience social pressures which

prevent them from applying for and gaining promot-

ion?

The roles of supporters, colleagues, mentors and models in
the advancement of women were studied. First, an endeavour
was made to ascertaln what support the women heads of depart-
ment had received in thelr applications for their 1initial
promotion to their present positions. Secondly, the women
heads of department awareness of women educators In senlor
posts, who could encourage them by example, was lilnvestigated.
Finally an attempt was made to ascertain the perceptions of

women heads of department regarding the influence of

colleagues, husbands, senicrs and tradition on women

teachers' promotion potential.

6) Do women heads of department consider that women choose
to limit thelr career horizons as they enjoy personal
conktact more than the adnlnlztrative tasks lnherent in

senior posts?

The perceptions of women heads of department of the possible
preferance of thelr colleagues for teaching rather than ad-

ministration were investigated.
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CONCLUSION

Feminist thecory, as mentioned in the previous chapter, has
fthe dual purpose of raising the awareness of people to any
gender 1lnequality which exists and then to guide the reader
to contemplate possible remedial actions which could be imp-
lemented. In the following two chapters details of the
empirical 1investigation which was undertaken to answer the
questions posed in this chapter, and so contribute towards

the fulfilment of the flrst purpose of feminlst theory, as

ztated ahove, are related.
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CHAPTER 6

"RESEARCH METHODOLOGY AND PROCEDURES

6.1 INTRODUCTION

In thls chapter the research Instrument which was used to
galn insight into the answers to the questions posed in the
previous chapter 1s outlined. In addition the cholce of
sample, the administration of the guestlonnalre and the

response rate are discussed.

The research instrument used was a guestionnaire, which was
mailed In July 1988 to women heads of department employed in

government secondary schools in the province of Natal.

6.2 PRELIMINARY METHODOLOGICAL NOTE

While questions of a demographlc nature were included in the
questionnalre in order to determline some of the characteris-
tics of the group being analysed, the major emphasis of the
Invezatlgation lay 1ln studylng the attitudes of the respond-
ents towards factors whlch are Conzidered by certaln wrlters

to form barriers to the promotion of women.

As the research involved the measurement of attitudes it was
conzsldered wuseful to note sowme of the problems inherent In

such a study.
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Many definitions of the concept 'attitude' are based on the
observable, outward manlfestatlon of the attitude, rather
than what 1t 1s intrinsically. However, Lf one's attltude
to a particular situatlion determines how one behaves or what
one says in the situation, then to obtain some clue to the
attitude held by the individual 1t 1s valuable to study thelr
patterns of behaviour and the statements they make.
Henerson, Lyons Morris and Taylor Fitz-Gibbon (1978)

contend:

We can only infer that a person has attitudes
by her words and actions.

Evans (1972) suggests two possible methods of studying attit-
udes . The first system relles on the lnvestlgator observing
individuals and 1inferring attitdides from their behaviour.
Not only is this method cumbersome and time-consuming  -but it
also relies heavily on the assumed obJjectivity of the invest-
igator. 1Investigators can, however, do nc more than make a
subjective assessment of the attitudes of the individual by
extracting that data which might be conslidered relevant, from
the range of information availlable. What often results 1is
that the investlgator pays attentlon only to thoze clrcumst-
ances which correszspond to the expected pattern, 1lgnoring all

those situations which do not £it the norm.

The alternative method advanced by Evanzs 13 the atudy of the
expressed oplnions of the respondents. In such a study the

relationship between the 1investigator and the respondent Is
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of wvital lmportance. Attempts should be made to reduce the
possibility of the respondents formulating what they consider
to be 'suitable'’ answers in an effort elther to oblige the
investigator or to show themselves in a favourable light. To
reduce the tensioh between the lnvestligator and the respond-
ents 1t was declided, In the present Ilnvestigation, to include
with the questionnalre a covering letter which explained why
the research was considered to be of value and emnphasised
that the respondents' replies would rewmain anonymous, In
additlon the coverlng letter waz an Inportant means ot
indicating to the respondents that the Investlgation was=

belng carried out wilth the permlssion of the authorities.

CHOICE OF POPULATION

The existence of constraints on time and opportunity meant
that 1t was not possible to research all women educators 1in
South Africa. As attitudes, aspirations and oppbrtunities
nay be significantly 1influenced by differing | cultural
considerations, 1t was declided to limit the research to a
study of White women. Furtherﬁore, slnce the organizatlonal
constralnts on educatlonallsts 1n private schools and instlt-
utions o©of higher educatlon might well dlffer from those in
government schools, 1n order to sustalin a manageable homogen-
elty of the group to be studied, only teachers 1in schools
controlled by the Natal Educatlion Department were considered

for inclusion in the investlgation.
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Within each school women might be found filling posts from
level 1 - teachers and senlor teachers, to level 6 -
principals of large ‘'cowplicated' schools. A study ot
teachers on post level 1 would include many teachers not
eligible for promotion elther through lack of academic quali-
fications or lack of experlence and the introduction of these
issues would have made the research cumbersome. According to
data gquoted previously there were in 1387 366 women on post
level 2, the lowest promotlon post, and 197 women filling
positions on post levels 3 to 6 inclusive. By restricting
the investigation to women on post level 2 the population
became more manageable and the study of the attitudes of
women in the 1lowest promotion post, where the interplay

between thelr teaching role and thelr administrative role was

[87]

greatest, was made possible.

As fewer men enter the primary school system than enter
secondary schools 1t was consldered that Lf competitlon
between men and women for promotion posts existed, 1t would
he more evident in secondary schools. The selected
populatlion wasz therefore drawn from the 77 secondary,
agricultural, s=peclal and technlcal hlgh schools  adwmin-

iatered by the Natal Education Department.

DESCRIPTION OF THE POPULATION AND SAMPLE

A 1llst of government high schools and the number of women
heads of department at each school as at 30 June 1988 was

supplied by the Natal Educatlion Department, The total
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population of 159 was reduced to 155 as the four women heads
ot department employed at the school in which the
investigator was teaching were excluded, as they had assisted

the Investigator in the pretesting of the questlionnalre.

The presence of women heads of department in hilgh schools
which catered for each sex was noted (Table 6:1). Of the 77
schools delineated previously one glrls' school was excluded,
thls being the school In which the pretest was carrled out;
and In 11 boys' schools and 7 co-educational scheols no women

heads of department were employed.

Table 6:1 Types of =chocl In which sample were emploved

Type of school Nuamber of employling schools (N = 58)
Boys only 3
Girls only 11
Boys and girls 44

To obtain further depth of understandling the dlstributlion of
women heads of department in the various types of school was

recorded (Table 6:2).
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Table 6:2 Number of women heads of department employed at
each type of school

Type of school Number of women (N = 155)
Boys only 3
Girls only 64
Boys and glirls 838

Table 6:3 1illustrates the distribution of women heads of
department in =chools offering tultlion 1In each language

mediumn.

Table 6:3 Distribution of women heads of department in
schools with different wmediuwms of instruction

Medium of Instruction Number of women (N = 155)
English t92
Afrikaans 28
Parallel - medlum 35

While it 1s assumed that the group selected forms an lmport-
ant reference group, 1t 12 reallsed that any concluslons
drawn can only be substantiated for this sample and cannot
necessarily be generalized to all women educators in South

Africa.
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CHOICE OF RESEARCH INSTRUMENT

It was declded that despite the well documented limitations
of wusing a mailed questionnalre (Moser & Kalton, 1971;
Chapter 11), 1t would be the most appropriate research

instrument for the present investigation.

Flrat, as the target populatlon was large and scattered over
an extensive geographical area it would be costly both 1in
ferms of tlme and transport to obtaln oplnlons ot

respondents through individual Interviews.

Secondly, the anonymity of the respondents can be malntalned
when a malled questionnalre 1s used whereas this 1s not
possible in person-to-person interviews, In addition, res-
pondents would have more time to\consider each answer given
and 1t 1s advisable when asking for an attitude or opinion
to glve the respondents ample opportunity to deliberate on

their responses.

Thirdly, as the rezspondents were hlghly educated it was
azzumed that they would be able to understand and answer the

questlions unequivocally.

The major limitation of using a malled questionnalire 1s
usually considered to be the poor response. various nmeans

were implemented to improve response rate. These will Dbe
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discussed presently. It was also thought that as the popu-
latlon were Intelligent and suffliclently l1ntegrated into
the organization to hold promotlon posts, they would vlew

this type of research in a favourable 1llght.

ADMINISTRATION CF THE QUESTIONNAIRE

6.6.1 Pretesting the questlionnalre

The llterature suggests that 1t 1=z adviszsable to pretest the
research instrument 1n order to modlfy any faults which are
discovered by this exerclse (S5ax, 1968). The pretest group
should have characterlstlcs closely parallel to those of the
selected population. Nisbet & Entwistle (1970; p.393)
assert:

\

The pilot run 1s done with a sample which is
simllar to the group from which the sample
will be selected.

As the anonymity and objectivity of the management team at
the school where the investlgator was emnployed were
compromlzed, they were asked to aszslzt wlth the pretesting

of the questionnalire and were then excluded from the final

sample. The three women headzs of department and an actlng
head of department perused and commented on the
questionnaire. The questions were tested for ambiguity, and

the Investigator was alded In the cholce of language and
asslsted In revlising the order of certain guestlons in a way

which waz deemed to be more meaningful to the respondents.
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6.6.2 Procedures for data collection

Letters were malled to the prlnclpals of the 58 schools
forming the sample, requesting thelr assistance 1in the
dlistribution of the questionnalres enclosed wlth the letter
(Bppendix 4a and 4b). 1In additlon to the questionnalre each

respondent was sent a covering letter (Appendix 3a and 3b)

and a stamped addressed envelope In whilch to return the
questlonnalre. A refturn date 28 days atter malling was
requezted 1n the covering letter to colleagues. One week

¥}
It

prior to this date, by which tlune a 63,2 percent response

had been obtalned, the reminder letter was sent to
colleaques (Appendlx 5a and 5bh). Replles were recelved up

to 17 days after the return date.

In the adwmlnistratlon of the questionnalre every attempt had
been made to reduce non-response. These actions, some of

which have been alluded to previocusly, were as follows

1) The guestlonnalre was set out In an uncluttered format
Lo enhance easx readlng and completion.

2) The guestlonnalre was wmade as interestlng az possible
and included many clozsed queztions Lo reduce the tine
needed by the respondent to complete the questionnaire.

3) The questlonnalre was avallable In both English and
Afrikaans, to enhance a positlve response as  the
respondent could then reply in the language of her

choice.
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4) An introductory letter was Included, explaining the
reazons for the engulry and emphaslzing that the project
had the approval of the Natal Educatlon Department.

5) The questionnaire Vas malled at the start of the third
schoolHterm. Thls time was selected as one 1n which the
regspondents were llkely to have the opportunlty to deal
with the gquestlionnalre as few schools conduct
examinations for puplils in Standards six to nine during
this term and testing would take place predomnlnantly
towards the end of the term.

6) Stamped addressed envelopes were included.

7) A reminder letter was sent out.
RESPONSE DATA

6.7.1 Response rate

Of the 155 questionnalres distributed 114 responses were
recelved, but seven responses dld not gqualitfy for inclusion
In the 1lnvestlgatlon for reaszons outllned below. This red-

uced the sample to 148 of which 107 usable responses, O

Ui

72,3 percent, were processed.

Three questlonnalres were excluded from the analysls az they
had Dbeen completed by acting heads of department. It was
consldered that the homogenelty of the group would not have
been maintained 1f these replles had been included. In
addition, certain questions could only be conpleted by women

holding the post lh a permanent capaclty.
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A further three gquestionnalres were returned by princlpals as
the women heads of department on the staff at their schools
did not qualify as they had held thelr posts for less than
slx months. During 1988 the promotion post structure had

been altered and additional Head of Department posts had been

created., In certaln clrcumstances the person selected to
£i11 the post would only take up the position In 1989. It
was therefore declded that these women would be excluded from

the =tudy az they had 1llttle or no experlence of the pozsible
constraints which operate on persons fillidg the position of

Head of Department.

another quezatlonnalre was returned as the expected respond-
ent had resigned and left the Department.

0f the four questlonnalres returned by princlpals, one was
returned by a boys' school and three from co-educatlonal
schools. The medium of iInstruction was English in all four
cases., Two;of the questionnaires returned by acting heads of
department were from teachers at glrls' schools where English
was the medlium of Inatructlon, the other helng from a teacher
at a co-educational establishment, who teaches through the

medium of Afrikaans.

The followlng table Indicates the adjusted populatlon at each
tYpe of school and the response frowm each type of school

(Table 6:4).
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Table 6:4 Target population

according to tvype

78

responses conpared

Type of school Number of women Number of % of
in target population usable usable
responses responses
(N = 148) (N = 107)
Boys only 2 2 100
Girls only 62 51 82
Boys and glrls 84 54 64
While the rezponze rate from co-educatlonal zchoolz waz  not
as high as that from slingle-sex schools, the number of usable
responses tormed over 50 percent of the total, therefore
forming a significant basis for research.
Table 6:5 delineatezs the rezponse from schoels of each
medium of instruction.
Table 6:5 Target population and usable responses compared
according to medium of instruction
Medlum of Number of wowmen Number of % of
Instruction in target population usable usable
responses responses
(N = 148) (N = 107)
Engllsh 86 64 74
Afrikaans 27 19 70
Parallel-medium 35 24 693

baged on medium

of instructlon reflect

a
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Thirty percent of teachers in government schools in Natal
use Afrikaans as theilr home language according to Department
of Statistics figures for 1971 guoted in Malherbe (1977).
Thls percentage correlates closely to the response obtalned,
in which 31 respondents (29 percent) replled in Afrikaans

and 76 respondents (71 percent) answered 1n English.
From the data outlined above and frow the fact that an
overall response of 72,3 percent waz obtalned, 1t would

appear that a fairly representative fractlon had replied.

6.7.2 Non-response

& non-response cannot be lgnored as thls =zector of the pop-
ulation may differ substantlally from that portlon which dlad
reply. In the present research numerous attempts were made
to reduce non-response, as already discussed, and when study-
ing data relating to the ethnlic background of the members and
the types of school at which they are employed, congruence

between the sample and the respondents was obs

T

rved. Respon-

G

al

L
ot
A1)
—

the Lypes

o
[

zes were recelved from respondentz teachlng

of schools and in both official languages, showing a dliverse

spectrum with representation of all paossible sltuations.

It 1s unlikely that elther lncorrect addressing of the quest-
tonnalre envelopes or unrellabllity of the pestal service

contributed to non-response as addresses were obtalned from
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the offlclal statistlcs booklet, lettera wers addreszed to
princlilpals by name, and replies were recelived from diverse

geographlical areas of Natal.

Nash and Davis (1278) argue that while the major share of
responsibility for non-response 1ls usually placed on 'system
characteristlics' 1t 1ls more likely that non-response 1s the
result of lack of interest and perhaps even apathy on the
part of ilndividual reszpondents. From comments made by =2one
respondents and from discusslion with staff members of part-
icipating schools, it would appear that lack of interest

could account for a substantial proportion of the 27,7

percent non-response.

QUESTIONNAIRE DESIGN

£.8.1 Introduction

In addltion to all letters formulated, the questionnalre was
produced In both Afrlkaans and Engllsh in order that respond-
ents could answer in the language they preferred,. An
luportant conslderation was to ensure comparabllity of all
questions, with speclal attention needed in those cases
where a response Lo a statement was required. To this end
the parallel versilons were formulated after discussion with
teachers who are fully conversant in both officlial
languages. The questionnaire was then perused by members of
the research dlvislon of the Natal Education Department, who
made minor adjustments which improved the concord between

the translations still further.
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Each respondent received a gquestionnalre printed 1in both
English and Afrikaans, copies of which are Included for
reference in the appendices (Appendix 2a and 2b). The ques-
tion format was identical for both languages, with the
parallel wverslons printed on reverse sidezs of the paper to

reduce the bulk of the document.

Both factual and attlitudlnal gueztlons were employasd In  the
gqueztlonnalre, In the former'case 'clozed' questions were
asked as the answers requlred were stralght forward, whlle in
the latter questions the respondent was permitted greater

flexibility by the introduction of 'open-ended' questions and

f1

opportunitlies to expand or explain a cholice if he 350

4

6.8.2 Description of the guestionnaire

The questionnaire was divided into sl% sectiong. The 1lnstru-
nent  was used to formulate answers to the gquestions posed in
Chapter 5. 1In the followlng dlzcussion the 1ltem numbers cor-
rezpond Lo thoze of the malled questlonnalre (z2ee Appendlx 2a

and 2b).

Section One(Questionnaire page 1 - 2)

Thlz part of the lnstrument reguired that the respondents
answer factual queations relating to personal detalls, these
being thelir age, years of teaching service, qualification

level and thelr responsibilities to other members of thelr
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households. The purpose of these questlons waz to develop a
profile of the woman head of department by determining common
attributes stated in answers to thls sectlon. As attitudes
axe. affected by past experiences, the knowledge of those
demographic factors which wmight impinge on the respondents'

present attitudes, could assist In the research.

[81]

While sowme correlation was expected between the respondent’
age and her nunber of years Teaching experlence (Items 1.2
and 1.1), 1t was consldered that her career-mindedness (Ifewm
-3.7), her career pattern (Items 3.8 - 3.10), and her possible
commitments, elther in financial aspects or in termz of tine
gpent with another perzon (Item 1.4), could Influence the

correlation. These data were used to answer research ques-

\

tions 2a, b and c.

While it is not necessary to hold a qualification higher than
Category C to obtain promotlion, 1t was considered to be of
value to know the qualificatlion level of each respondent
(Item 1.3), and to obsgerve if thls factor was clted az a
potentlal hindrance to the attalnment of the rezpondent's
percelved capabllity (Item 6&.3). These ltems eliclted

information concerning research question 3.

Section Two (Questiocnnalrs page 2)

This part dealt wilth the echool zetting of each rezpondent.

The data obtalned here were used to determine which =chools

T
)
%9
49

had responded. A conparison between the target population

and the usable returns was thereby made possible.
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An analysls of the answers to item 2.2 appears to have an
additional 1Interesting ramification as the gender of the
pupils has, as previously observed, some influence on the
choice of persons eliglble for promotion. Each of the boys'
schools 1in the target group employed one woman head of
department, in co-educational schools an average of two women

heads of department were emnployed, whereaz all headzs of de-

fev]

partment In glrls' schools were women (zgee Tables 6.1 and
6.2). It wmust also he remenbered that while only wouwen
principals ér& found in girls' =chools, men £111 thls pozt In
all boys' and co-educatlional schools. If in schools where
mern dominate In the promotion posts there is an eftect on

the attltud

e
0

of the women heads of department, an analysls
of the replles to item 6.3 in conjunction with the type of
school involved would be worthwhlle (Research question 4).

Section Three (Questionnalre page 2 - 4)

Items 3.1 and 3.2 were used to gain information regarding the

o
Fr

ages and lengths of teachlng experlence the respondents at

the tilme of thelr promotion. The medlan age and years of

—

experience could then be calculated.

Since the linceptlon of the post of Head of Department the
number of such posts has bheen increaszed, It was therefore
expected that an Inverse relatlionship between numbers of

years experlence and nunber of women heads of department
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would be found. This assumptlon waz tested by asking each
respondent to state thelr number of vyears experience in

thelr post (Item 3.3).

Items 3.4 to 3.6 provlided the focus for research qguestion 5,
whilch sought Insight into the respondents' personal exper-
lence of the promotion opportunities which they had recelved
and thelr reasons for making use of these opportunities.
Item 3.4 dealt In partlicular with rejectlion az a posslble
barrier to promotion: how many respondents had experienced
this rejection and how often they had to persevere in order
to galn promotion. Item 3.6 was used to establish whether
reszpondents had been supported in thelr applications for pro-

motion and if so, by which sector of their social circle.

Ttems 3.7 to 3.10 dealt with the depth of career commitment
of the respondent. Item 3.7 provided 1Inzight Into the
centrality of the career to the respondent's life while items
3.8 to 3.10 expanded the concept In order that concluslons

could be drawn about the focus of the respondents' lives.

Section Four (Questionnalre page 5)

bS]

—+

ectlon four wazs set cut ln the form of a 1llst of statements

¥,

to which respondentz anawered on & Iflve-polnt scale. Each

ztatement provlided a posslible reason why women are under-

represented Iln the prowmotion atructure, The 1llzt of poszlble
reasonzs was bazed on dizcusslons wilth colleagues and a survey
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literature.
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This sectlion was designed to

the attitudes of heads of department towards women

teachers as a group.

statements
promotlion,

These items

1 - 8 dealt with perceived Internal

were used to

barriers to

relatlng particularly to the personality of women.

provide Information regarding

research guestion 1.

statements

women

was as follows

Statements 9,

teachers.

13 : The

- 15 dealt With the =zoclal relationzshlps of

The particular emphasls of the statements

loss of time which could he =pent dev-

eloping relationships.

Statements 10,

pupils and
question 6).
Statement 14

zenlor

m
P

atement 15

e
(g d

Sectlon Five

In addition

soclal clrcle

ernal

Biklen,

that

menbers

11, 12 The confiict between time spent with

spent on adwmninistrative tasks (Research

The relationship between the woman teacher and

|

of =taff.

Ll

The lnternal soclalization of gender blas.

(Questlonnalre page 6)

the asslstance and encouragem

b

nt given by the

(Item 3.6), which, 1t 1s felt, can reduce Ilnt-
barriers to promction, many writers (Adkison, 1981;
1980; Mumford, 1985) argus that the harrlerz would
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diminish 11f women were aware of successful role models,
Items 5.1 and 5.2 were included to test this awareness and

the depth of the awareness.

Sectlon Six (Questlonnaire page 6)

Having drawn out the respondents' personal exXperiences in
Sectlion 3 and thelr attitudes towards the promotion of wonen
teachers in general 1n Section 4, thiz part dealt with thelr
future asplratlons and thelr oplnions as to which hindrances,
1f any, they consldered might influence thelr attainment of

thelr goals.

Through the =21x sectlionz of the quezstlonnalre a pleoture of
the woman head of department was pbullt up - her characterls-
tics, aspects of the sghool in which she works, her attitudes
towards her own promotion and the promotlon of other wonen

teachers, and her asplratlons towards further promotion.

6.8.3 psubsequent modification of the guestionnaire

In 1ltem 3.6 the category 'Deputy Head(s) and Head(s)' was
Inadvertently omitted from the Afrikaans verslon of the ques-
tionnalre. When analysing the English answers 1t was noted
that respondents frequently indicated that support had Dbeen
obtalined from both H.0.D.(3) (Category 5) and Deputy Head(s)
and Head(s) (Category 6). 1It was therefore declded that cat-

gories 5 and 6 could be c¢ollapsed and re-classified as
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'school management'. In addition, 1f the support of elther
the Deputy Head or the Head was mentioned elsewhere in the

gquestionnaire this information was noted under item 3.6.

CONCLUSION

This chapter has dealt wlth the cholce, deslgn and admin-
Istration of the research instrument. In additlon the

problemz of measuring attltudes and of non-reaponse were dls-

41

cussed as they are pertinent to the present research. The
following chapter focuses on the data obtained and an
analysls of these data. Methods of analysls are dezcrlbed

in context.



CHAPTER 7

ANALYSIS_AND DISCUSSION OF RESEARCH FINDINGS

7.1 INTRODUCTION

Thls c¢chapter 12 concerned wlth the reportlng of the res

of research conducted by means of a questionnalre which,

88

ult

a5

Indicated 1n the previous chapter, was malled to women heads

of department employed in schools admninistered by the Natal

Education Department.

T

. The flndlngs are reported 1n the szam

appear on the questlonnalre, Each zectlon relates to

section with the same heading in the questionnaire. E

section will conclude with a brief summary, whlle at the

of the chapter the flndings will be articulated

gequencea as the ltens

ach

end

and

discussed in relation to the research questions previously

identified (refer to Chapter 5).

7.2 BNALYSIS OF RESPONSES

7.2.1 Sectlion One - General

The ltems 1In this zectlon were alwmed at determining sone

the general characteristics of the respondents.

Informatlon relating to the present age and experlence

egorles of the respondents (gquestlonnalre items 1.1 and

ot

cat-

1.2)

has been allgned and presented 1ln the form of a table szhowlng

the percentage of respondents in each category (Table 7:1

).

[



Table 7:1 Percentage of wonen headz of department 1n &ach
age and experlence category

Age in years

Length of

service

in years 31 to 35 36 to 40 41 or more n

& to 10 2,8% - 4,7% 8

11 to 15 9,3% 19,6% 8,4% 40

16 to 20 0,9% 12,2% 12,2% 217

21 or wore - - 29,9% 32

n 14 34 59 N o= 107

Data indicate that the median length of zervice was 16 to 20

years; over one-third of the respondents had 11 to 15 years
teachlng experience and only 7,5 percent of the reapondents
had 1less than 11 years experience. It was also noted that
no respondents were under 31 years of age, while over half

were 41 years old or more.

A positive relationship between age and teaching experlience

was expected, unless reszspondents had experlence In anobher

i

field prior to entering teaching or had Iinterrupted their
teaching careers. Wwhile the evidence suggested a high level
of connectlion, asz indicated by the zstepped llne, the trend
was not sustained in respect of the 19,6 percent of respond-
ents who were between 36 and 40 yearz of age and had 11 to 15

years teachling experlencs. An analyslzs of career breaks will

be conducted later in this chapter.



90

Another demographlc feature which was considered to ge of
value in an analysis of the characteristics of the respond-
ents was that of thelr educatlional level, Rezspondents 1in-
dicated their category classificatlon, based on thelr post-
matriculation gquallflcations. A category classification ot C
Indlcatez a three-year post-matrlculatlion gualiflcatlion =zuch
as an undergraduate teachlng diploma or a unlversity degree
without a professlional gualification. Only one respondent
fell Into this category, whlle 61,7 percent of the women held
category D qualifications. A category D qualification,
uzually a four-year teachling diploma or a university degree
plus a post-graduate teachling diplema, 1z the generally
accepted winimum qualification for entry to the stafft of a
secondary school, although exceptlions are made in certaln
clrcunmsztances, A total of 37,4 percent of the rezapondents
held qualifications above category D. Category E qualifica-
tions were held by 31 respondents and nine respondents held
category F quallflcations. Therefore, all the women heads of
department held qualificatlions of a standard fitting then

for progress to higher post levels (see Table 4:2).

The final Ltem In this sectlon was directed at  obtalning
detalls of =zoclal commltments the respondents had, as 1t was
thought that these wnlght have z2owe hearing on the asplirations
of the respondents. It was calculated that 78 percent of the
women heads of department reslded permanently with another
adult and 60 percent had dependants, of which 89 percent

reslded with the respondent permanently.
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In sunwary, the majorlty of reapondents were over 40 years
0ld, had more than 10 years teachlng experlence and held a
four-year pozt-matrliculatlon quallficatlion. No rezpondents
were under 31 years of age or had less than 6 years teachling
experlience, and only one respondent held a category C gquall-
fication. A high proportlon of the respondents reslded wlth
another adult and over half had dependants, indicating that

many respondents did have social commitments.

7.2.2 Section Two - Detalls of schools where respondents
were emploved

The purpoese of Including this section was to determline which
sectors of the population responded. The data obtained have

been set out in Tables 6:4 and 6:5 of Chapter 6.

7.2.3 Section Three - Career Pattern

The flrst six items In thls sectlon dealt with wvarlous
aspects related to the promotion of the respondents to the
posltion of head of department, whereas ltems 3.7 to 3.10
dealt with the perceptlions of the respondents in regard to

thelr career path in general.

It was declded to relate the respondentz' age and experlence
level at prowotlon, In a slwllar format to that emploved in

Table 7:1. A summary of the data can be found in Table 7:2.
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Table 7:2 Percentage of respondents iln each age and
experience category at the point of promotion

Age in years

Length of
service
in vyears 26 to 30 31 to 35 36 to 40 41 or more n
1 to 5 - - 0,9% - 1
6 to 10 4,7% 11,2% 2,8% 4,7% 25
11 to 15 - 13,1% 17,7% 7,5% 41
16 to 20 - - 13,1% 10, 3% 25
21 or more - - - 14,0% | 15
n 5 26 : 37 39 N = 107
The data set out in Table 7:2 Indicate that both the mode and

medlan number of years experlence at the polnt of promotlon
were 11 to 15 years. Only one respondent had less than 6
yvears teaching experience when she received prowmotion. No
women bhecame heads of departwent when they were lezs than 26

years of age. The majority of women (71 percent) only becane

heads of department when they were over 35 years old, while

H

over one-third (36,5 percent) were above the ag

e
il
T

of 40 years

when they recelved promotion. There 1is, however, 1little

evidence In thls table of data that women In a partlcular age

I
|

=rred for prowmotion. While

T
th
o

and exXperlence hracket ar
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h
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the highest percentage of respondents (17,7 percent) were
between the agezs of 36 and 40 and had between 11 and 15 years
experience at the point of promotlon, no trend ls evident and

respondents' categqories were of a diverse nature.
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In additlon to the amcunt of experience prior te promotion,
it was considered worthwhile to investigate the quantity of
post-pronotlion experlence the rezpondents poszessed. The
women filled in theilr completed years of service as heads of
department (questionnalre item 3.3), and thelr responses were

then categorlized into the zets ocutllined In Table 7:3.

Tapble 7:3 Women's experience as heads of department

Years Frequency Frequency %
Less than 1 32 29,9
1l to 3 48 44,9
4 to & 12 11,2
7 to 9 9 8,4
10 to 12 6 5,6
107 100,0

Mode = 3 Median = 2 Mean = 2,8

It is apparent that a substantial proportion of the women had
had 1little experlence in a promotion post. 0f the respond-
ents 74,8 percent had received promotion since the prolifera-
tion of Head of Department posts In October 1984 (refer to
Chapter 3), and almozt one-third of the women had lesz than

“perlence az heads of departunent.

VT

one year of

i
b

From a =tudy of the data cutlined In Table 7:3, it would

appear that a trend for wmore women to wmove Ilnto Head of
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Departuent postz 13 developling. To test this possibllity the
data obtained in item 3.3 of the questionnaire were subjected
to further statistical examinatlon. The number of years
experience was correlated with the number of women in each
experlence category. The Spearman rank correlation
coetfflclent (rg) and the level of =lgnlflcance were cal-
culated, wuslng formulae outlined by Clayton (1984). 1rg was

found to be - 0,843, indicatlng a strong negative correlation

]
I

(ol

rerlence of the women heads of depar

el

between the yearzs of ex

T

P

ment and the number of women involved. as the value falls
beyond the 0,1% slignificance level, there s a highly sig-
niflcant s=statlistical ass=oclatlon between the twoe data sets.

It | realised that there would be a natural decrease in

4]

nunbers of Qomen as amount of experience 1in the post
increases, due to natural 'wa&tage’ as teachers withdraw for
reasons such as child-bearing and retirement. However, the
evidence does suggest that the increasing numbers as one
moves down the levelz of experlence cannot only he attrlbuted
to natural 'wastage' at the higher levels, but could also be
the result of increasing movement by women 1Into Head of

Departunent pozitlons.

The followlng three ltems 1n the guestionnalre were used to

Inform an underztanding of zome of the
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which could have influenced the women in thelr promotion

progress to thelr present positions.
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while a full perzcnallty aszeszssment of th

T

- respondentz might
have provided I1nsight Into thelr promotional attltude=, this
was not poszlble as not only was 1t beyond the =zcope of the
enquiry, but should also be conducted by sulitably gqualified

personnel. However, it was decided that sowme tentative in-
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vestigation into the pe rexpondents  was
possible. Rezpondents were asked to note down the nunber of
times they had applled for advancement prior to recelving

promotion.

On analysis of the reszponses obtalned from questlonnalre
ltem 3.4 1t waz apparent that 76 of the rezpondents (71,0
percent) recelved promotion on filrst application, 27 (25,2
percent) on second and four (3,7 percent) on third applica-
tion. while a large proportion of the women had bheean
successful at thelr first application for promotion, 1t would -
appear that certalin wowmen in the sample had to demonstrate
some  perzeverance In thelr alm teo obtaln prowmction. Twa -~
thirds of the respondents who had to apply more than once

came from elther co-educational or boys' school

UJ

suggesting
that the type of z=chool Involved might posslibly influence the
promotion of women. This aspect will be considered later in

this chapter.

,..1
Nl

Item 3.5 of the guestlonnalre was uzed fto elucldate the

reasons respondents gave for applylng for promotion. Asg thls

wasz an 'open' question large amounts of data were generated,
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It was therefore necessary, for analytic purposes, to cat-
egorize the responses. Although respondents had been asked

to state only thelr maln reason for applylng for promotion,

many 1llsted more than one reason. In other instances res-
pondents, In thelr explanations, alluded to wmore than one
factor wilthlin thelr general reason. In these clrcumstances

all the reasons glven were noted. Consequently, the percent-
ages stated in Table 7:4 total more than 100 percent, After

scanning the replies a lizst of pozslble grouplngs wazs drawn

up. While attempts were made to derive mutually exclusive
categories, in certaln clrcunstances, as previoualy
mentloned, the reazonz glven could overlap. The reszponse

data were then classifled and the ten most fregquently stated

categories were ranked.

The wajor groups of reasons were as  follows (abbreviated

labels are glven In parentheses):

1. Desire for personal development and resgponsibility (self-
improvement).

2. Flnancial incentlve (financlal).

3. Wanted to become involved In the nanagement and organ-
ization ot the school (management interest).

4, Had ri

|'Il
IT‘

nice in the posltlon, In an acting capaclity and

IT‘

e

npe

had enjoyed it (acting experience).

wn

Wa ambltious, wanted to advance career vertlcally

w

(amblition).



&, Felt capable of dolng the work and qualified to do it
(capability).
7. Means of securling a permanent posltion (security).

8. Needed a change (boredom).

O

Encouraged by elther the principal or deputy princlpal
(encouragement) .

10. To galn status and recognition (recognitlon).

fyd

Table 7:4 sets out the categories listed above, wlth th
percentage of responses and ranking of the resgponses, for

each category.

Table 7:4 Reszspondenty stated reasonz for seekling pronotlon

Category % response Rank
Self-improvement Zg 1
Financial 25 2
Management interest 17 3
Actling experience 13 4,5
Ambition 13 4,5
Capability 12 6
Security 10 7
Boredam ] 8
Encouragement 7 9

Gt

Recognitlon 10




From Inspection of the reasons clted 1t would appear that
many of the respondents have a positive career drive; desir-
ing personal growth, further wmanagement lavolvement and
upward career movement. The evidence also suggests the
lnportance placedv oh remuneratlion, as one-gquarter of the
reapondents  noted financlal conszlderatlions az a reason  for

applying for advancement.

While wmany of the reasons stated 4143 not relate to the envir-
onment of the respondent, soclal condltions dld have sone
influence on certain respondents. The encouragement by

d a3 a reason for

|T'

zenlor wmenbers of school wnanagenent was note
applylng for promotion, both by some women who had ‘'acting’

experlence, and by otherg who lacked thls opporfunlity.

Evidence of posltlive relntorcement of the respondents by
varlous sectors of the communlty was educed frow answerz Lo
1tem 3.6 of the queszstlonnaire. Of the reszpondents 19,6 per-
cent indicated that no-one had encouraged them to seek
promotion, while many of the respondents had recelived encour-
agemant  from nUmerous sources, Az reszspondents could check
more than one scource of encouragement, 1f this was thelr

“perlence, the tofal psrcentage of responses was over 100

g1
o
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Table 7:5 1llustratsas
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rom whom the rezpondents had
recelved encouragement and how many respondents had indicated

each cholice.
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Table 7:% Ssourcez of encouragenaent fo women heads of
department when zeekling Inltlal preomctlon
Person/Group Frequency Frequency %
Teacher (s) ) ' 37 34,6
School management 59 55,1
subject Adviszer(z) 22 20,6
Inspector(s) 12 11,2
Husband 40 37,4
Female friend(s) 9 8,4
Male friend(s) 9 8,4
Mother 5 4,7
Father 4 ' 3,7
someone else 10 9,3
107

et
199
=
\,

The data szuggeat that wmany of the respondents did  ree
zome  poaltive feedback from thelr colleagues and superiors
within the schools. When the responses were further analysed
it was calculated that 73,8 percent of the women in the
ganple had recelved encouragewment frow achool perzonnel. In

addition 24,3 percent of the respondents had recelved encour-

agement from elther subject Advisers or Inspectorsz, or both.
Evidence 2uggeszats that wmoere encouragement waz obftalned from

school personnel than from head office staff, possibly
because the interactions with school personnel would be nmore

fr nt.
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The 3sSecond highest source of encouragement checked by res-

pondents was their husbands. These data assume more

w

ke

r’[\

significance when 1t 1s remembered that not all respon

were married. The encouragement given by respondents' child-

ren was freguently wmentioned under the category 'Someone
elze', While few rezpondents Ilndicated recelving encourage-

ment from parents, thls wnust be reviewed In the light of the

L

fact  that many of the respondents were cover 41 yesars of age
and had recelved promotlon relatlvely recently by which tlue
the influence of parents could be expected to have decreased.
Az  encouragewnent by frlends waz szeldom noted, evidence
suggests that the major sources of affirmation lay within

elther the teachlng environment or the family.

In summary, 1t may be suggested that the women heads of
department had an average of 11 to 15 years of teachlng
experlience prior to promotion and vere all over 25 years of
age at the point of promotion. The majority of the women in

the sample only recelived promotion when they were over 35

]

ygars of age, and almost three-quarters of the rezpondents

had less than four years head of department experience. Most

ot the rezpondents had recelved promotion after theilr first

[N g

application, and the two mozt freqguently stated reasons for
applying for promotion were based on ideas of self-
improvement or financlal improvement. The two major sources

of encouragement to the women In the sample were menberzs of

school management and husbhands.



Earller In this chapter the relationzhip between the age  and

teaching experlence of the rezpondenta waz analyzed (refer to

iy

section one). In certaln cases positive relatlonshlp
between age and experience was not evident. A possible
reason suggested for thils anomaly was that certalin respond-
ents might have experlenced career breaks. Questionnalre
items 3.7 to 3.10 were designed to Investligate the patterns
of the respondents' careers. 0f the respondents, 85 percent
indicated that, were they free to choose, they would contlnue

working. It would therefore appear that the majority of the

reapondernts had a posltive attitude towards work,

Rezpondents were then azked to zelect, from a lizt, a caresr
pattern which best descrlbed thelr own sltuatlon. Rezpond-

ents were offered three alternatiyes:

1. Work only, no homemaking - thlz categery would be checkad
by thoze rezpondentz who had not broken thelr career.
2. Marriage and work - thls category would be checked by

those respondents who had only interrupted thelr careers

L

for short perlods, for exanple for accouchement leavse,

3. Homemaking and work - this category would be checked by
those respondents who had returned to work after a long

break for homemaking, for emample for chlild-rearlng.

The rezults obtalned were zz followsa:

'Work only, no homemaklng' : 33% of respondents
'Marrlage and work' : 47% of respondents

'Homemaking and work' : 14% of respondents
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O0f the respondents, 61 percent Indicated a caresr pattern
where multiple roles had a clear impact. In addition, two
respondents who had place themselvesz ln the 'Work only, no
homemaking' category commented that although they were singie

and had no dependants they consldered that thelr malntenance

—

ir h

of th
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13 nd gardenz could be classliflised a= homemak-~
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ing. Another respondent who also placed herself In this

category stated:

. ny family Involvement, even though I am
le, has always been demanding and has
times been restrictive ...

Another respondent cited the responsiblility of carlng tor an
aged parent, although her career pattern also fell into the

'Work only, no howmenaklng' category.

Many of the respondentz who placed themzelves In  the
'"Marriage and work' category Indicated, In the apace provided
for further Commént, a reason for malntaining their dual
roles. BSome of these were: 'It would not have been possible

to come cout on ny hushband's salary'; 'EE 13 nie 'n persocoon

41]

wat Dby dle huils kon slt en ... gedurlg tee-partytiies hon
; 'Having conpleted my studles I wasz keen to apply the

krnowledge  lmmedlatel

e

© ...t and 'EK veoel dle beroepsvrou  kan

'n geweldige bydra maak tot die ekonomie van die land'.

Those women who selected the category 'Homemaking and work!

were asked in item 3.9 of the questionnaire to explain why,
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atter howemaklng for a long perlod, they had returned to
work. Many of the respondents selected more than one reason,

glving the followlng replles:

Boredom at home  43,8%
Financlal pressure/addlitlonal lnceowe dezlred ¢ 31,3%
Grown-up children becoming independent : 31,3%
Desire to use abllity constructively 1 025,0%

.d that the s=coclilal and flnanclial commltments
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dizcuszed 1n zectlon one of the analyzsla d1d have an effect
on women heads of department, a3 not only did 61 percent ot
the respondents check a career pattern which included home-
making, but some respondents in the 'Work only, no homenak-
Ing' category explalned that they too had elther =oclal or
financlal commitments. ¥hile these commitments had caused
minimal disruption In the careers of those respondents  who
placed themselves in the 'Marrlage and work' category, gone
regpondents did allude to the pressure caused by their dual
roles and the conflict they experienced between thelr career-
role fulfllment and thelr famlly-role fulflluent. Gune

notable exception was the respondent who wrote:

my huzband agreed to be the one to stay
at homP and bring up the baby

It would seem that, even in thls case, there was a realiza-
tion that the dual role could cause overload, but the solu-

tlon waz unlque, While other respondentz tended fto adopt
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Hall's =strategy III - reactlve role pbehavlour (see Chapter

"CI

4), where attempts are made to meet all the 1role demands

gy I - structural

ftu

experlenced, this respondent adopted strat

role redefinition.

It may be =zuggested that the greate

UJ
P

t rzonal role redefinl-

tion occurred In thosze women headz of department In the

category ‘'Homemaking and work', as almost one-third of the

I’In
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wonen in thls category had halted thely perzonal car
elopment until they thought that their dependants did not
need thelr full-time attention. 2az 43,8 percent of the res-
pondentz  Indlicated bhoredom at home as  thelr reaszon for
returning to work, 1t wmight be asszuwmed that thelr circum-
stances had altered sufficiently for them not to experlence

role overload on resuuning thelr careers.

Of the fifteen rezpondentsz In the 'Homemaklng and work' cat-

.'1.

egory, all except one were over 40 years old, vet th
lengths of teaching service varied from six to twenty years,

with only one respondent in thls category having over twenty

L‘I‘u
I‘Cu

years of experil Thlz intformatlion partly explalns why
the ages and experlence levels of the wowmen over 40 vyears
old dld not always show a perfsct positive relatlonship

-fer Lo Table 7:1).

|"[|

It waz postulated earller that the 21 respondents between 36
and 40 years of age and with 11 to 1S years of zssrvice were

likely to have experienced career breaks. Thirteen of these
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women placed themaeslv

ﬂ'
T

2 in the '"Marriage and weork' group,
while one checked the Category '"Homemaking and work',
Therefore two-thlrds of the women 1n thlz =zeft had interrup-

ted their careers, although these breaks were usually of

short duration.

The evlidence therefore suggests that Iin many situations the
career development of the women in the sample had been
delayed due to homemaking responsibilities, and it was for

this reason that congruence bebween age and  length  of

IT'

pues

service had not occurred 1n certaln instancesz.

7.2.4 ©Sectlon Four - Promotional Potential

This sectlon began with a brlef statement rewlndlng respond-

ents that while teaching is & prédominantly ftemale occupa-
tion, there 1s an under-representatlon of women 1n pronmotion
positions. Respondents were then asked to rate a list of
possible causes of this situation, on a flve-polnt scale
ranging frem 'Never true' to 'Always true'. A composite

welghted wvalue for each statenent was calculated from the

addition of the welighted value for each ranking (Never true

= -2, Sometlmes true = -1, Unable Lo judge = 0, Freguently
true = +1, Always true = +2). Table 7:6 1llustrates the

ranking of these ltens.



Table 7:6 A ranking of the responses by heads OI aepdruneiie wu ainn asow

possible barriers to promotion of women educators

RIALR A s

Number of times ranked as:

A ‘Composite
Never Sometimes Unable to  Frequently Always  Weighted
Barrier* True True Judge True True Value Rank
1. Lack academic qualifications 38 56 6 5 1 -125 12
2. Physically unsuited 71 33 1 1 - -174 15
3. Disciplinary problemns 41 60 1 4 - -138 13
4. Too emotional 55 47 2 2 - -155 14
5. Lack commitment 29 62 2 13 - -107 11
6. Lack self-confidence 27 55 2 22 - - 87 10
7. Colleagues prefer male leaders 23 60 3 20 - - 86 9
8. Lack perseverance 11 éﬁ 14 17 ~ - 69 8
9. Lack time for both social and 8 ~ 46 2 47 3 -9 1
administrative roles

10. cCareer focused on pupils 9 53 4 39 1 - 30 3
11. Dislike administrative tasks 16 60 7 22 1 - 68 7
12. Prefer classroom atmosphere 10 48 4 42 2 - 22 2
13. Husbands oppose wives careers 6 62 6 32 - - 42 4
14. Lack support of seniors 16 58 9 23 - - 67 6
15. Avoid positions held by men 16 48 6 34 2 - 42 4

full description will be found in section 4 of the questionnaire.

T
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azed  on the cowmposlte value, evidence suggests that rez-

,_u

pondents as a whole consldered the greatest obstacle to the
career development of women teacherz to be the struggle to
meet the requirements of both their careers and their social

commitments. Only eight of the 106 respondents whe answvered

thlz section daid not conszglder thlz aspect to be a cause of
women teachers' under-representation at senior levels

The barrlilerz to promotlon ranked sgecond and thilrd related to
the perception that wmany women are not Interested 1In

vertical career d:

(¢

velopment, but prefer to remaln in the

clazzroom rather than seek a pozlitlion which would diztance
them from teaching.
Exte 1 szoclal pressures had differling levels of lanfluence.

The opposition by colleagues was not considered to be an
important factor; only ranking ninth, while opposition by

senlor staff was ranked slxth., The hushandzs’' Influence was

considered to be of greater consequence; ranking fourth 1in
Importance., It 1z of Interest to note that whereas many
rezpondentas averred that they had recelived encouragement 1in
their asplrations towards prowmotion from theilr hushands,
they perceived husbands as a group az disliking the idea of
thelr wives working., It would appear that these vwomen's
perceptions o0of their personal situation differed markedly

te affalr

Iul]
n

of

P

Qu

from thelr perceptions of the general sta



Few respondents indlcated that the reason for the lack of
progress by women teachers lay elther in theilr emotional or
physical characteristics, nor were the discipllnary
capabllities of the women considered to be an important

factor.

Bz all composite values lay on the negatlve side of the con-
tinuum, there 13 some evidence that many of the womnen heads
of department dld not percelve any of the posslible causes
given, as formning substantial barriers to the promotion of

women teachers.

7.2.5 Section Five - Role Models

It has sowetlwmes been argued (sSchumuck, 1980; sShakezhatt,
1987) that one cause of women ngt aspiring to promotion
positlons 1s that as there is a lack of same-sex role models
in posts senlor to themselves, they consider any upward
progress to be aberrant. Shakeshaft (1987; p.115)

enphasizes:

The Importance of role wmodels in helplng both
the women themselves and others In the systen
to view wowen administrators as a normal
occurrence, rather than an exceptional one,
cannot be overstated.

The women In the sample were therefore asked; flrst, to state
the mwost senior position in education which they were aware

was held by a woman, and, secondly, to state the most senior
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pozlitlion In educatlion
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ally (refer to guesatlonnalre ltemz 5.1 and 5.2).

Respondents fregquently falled té speclfy the posltion held by
the person they cited, for example merely stating 'Subject
Adviser' and not clarifylng 1f she waz a Principal SubJect
Adviser or Senior Subject Adviser (see Table 2:4 for the
flowchart of the posts). In addition, certain respondents
stated that they knew of a woman Inspector, yet there iz no
woman Inspector employed by the Natal Education Department,
therefore either respondents knew of someone 1In  another
Education Departument or they were referring to a sublect
Adviser. The latter situation 1s likely, as the respondents
would be accustomed to the previous system, where these in-
cumpbents  would have carrled theutitle 'Subject Inspector'
(refer to Chapter 2, section 2.6}. For these reasons all
references to Advisers, Inspectors and Planners were consid-

ered Jolntly az role models at head offlce level.

L

0f the respondents, 84,9 percent knew of a woman who was or

[

had  been Iln a head offlce pozt, Of thilz percentage, 28,3

T

percent had cited a Planner as the role model, which probably
indicates fhat fLhey were aware that Miss L Hogg had held a
position In the planning department. Two respondents knew of
women holding senior posts 1In tertiary institutions, while
13,2 percent knew of no women holding positlons above the

level of principal.



110

Mumford (198S%) suggestz that not only c¢an the development of

women .managers be blocked by the absence of a sultable role
model, but another signiflcant aspect lz the presence or

a

bsence of a mentor. Schmuck (1380; p.248) observes:

Whereaz the number of women prafezsorz  of
educational administration will probably not
increase dramatically in a short time, 1t is
critically important for the few women Wwho
hold such positions to Dbe visible and
avallable to other women.

while role wodels were often vislble to the rezpondents,
their availlability to the women heads of department (az
teated in ltem 5.2) was of a lesser degree. Half of the res-
pondents knew a woman member of head offlice staff personally;
13,2 percent a Planner. Three respondents knew women holding
positions in tertiary institutiogs, whille 44,3 percent knew
women in senior school management (deputy principal or

principal), personally. Two respondents knew no-one

personally in a pesition wmore senior than thelr own.

It would appear that while role models are visible to women
heads of department, they are few In number at head office
level, and physlically distanced from nany women, and there-

tore thelr abllity to function as wnentors and caresr counsel-

jrt

prs to other women is limited.
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7.2.6 Sectlon Six - Future Career Plans

In an attempt to elucldate the asplratlions of the women in
the sample, they were asked to state the highest post in
education they thought they were capable of holdling (iten
6.1), and what thelir expectations were as to the actual post

level they would attain (item 6.2).

The relative proportlon of respondents selecting positions on
each level was tabulated (see Table 7.7). Positions are

listed In promotiocnal zequence.

Tahble 7:7 Percelved capabllities and expectatlons of wouen
heads of department, for promotion

% respondents

Rank Cagability Expectation
Director 4,8 0,9
Planner/Inspector/Advizer 18,3 2,9
Principal 33,7 18,3
Deputy Princlpal*® 29,7 32,7
Head of Department 13,5 45,2

* Includezs one reszspondent who percelved herzelf as capable of

becowlng a gchool psycheloglst, and expected to achleve
this position. (This position is on the same post level
as a Deputy Princlpal.)

while over one-thlird of the respondentz thought they were
capable of becoming Princlilpals, over three-gquarters dld not

expect to be promoted beyond the position of Deputy
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Principal, and almost one-half of the women In the sampls dld

not expect to be promoted beyond the position they already

When the replies to ltems 6.1 and 6.2 were cowmpared, 1t was

observed nt of the women heads of department
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perceptions of thelr capabllitles were egual to thelr expect-
ations. The 60 respondents who did not fall into this group
were asked, in 1tem 6.3 of the guestionnalre, to suggest what
major  hindrances they percelved as preventing them from
reaching their £ull potential. 0f these 60 respondents

(hereafter known az the 'aszplrantz'), 33 dld not forzee theu-

selves progressing beyvond thelr present position.

Az thls ltem waz an 'open' guestlon 1t waz necessary to form-
ulate c¢ategories 1Into which responses were placed. The
replies were scanned and groupings based on the barrlers dis-
cusszed 1n Chapter 4 were tormulated. In the zcreenling of
replies sinmillar consliderations to those discussed earlier,

for the formulation of Table 7:4, were taken 1intoc account.

The ten wozt common reasons stated by the 'azplrants', az to
why they would not be promoted to thelr self-assesszed level

of capabllity W

e

id

T

(abbreviated labels glven in

parentheses):

ufficlient time to thelr careers

T
i rl

1. They could not devot
as they needed time €To fulfll fanily commltments

(multiple roles - time).
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Th he decizion wmakers, through an

s

perceptlion  that
Internalization of social normz, would prefer men for the
posltions (zoclallcatlon of declslon makers).

3. They were 1leaving teaching; elther to seek positions
outside education, or on retirement (leaving teaching).

4. They conzldered that the method of ztaffing achoolz was
discriminatory (institutlional - staffing).

Thelr educational guallfications were not suitable for

5

the position they sought (lnstitutional - quallifica-
tions).

strict
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d to living In a partlcular gesograph-
lcal area due to thelr husbands' career (aultiple rolez -
immobility).

7. A preference for classroom teachlng and greater lnvolve-
ment with the 1Imnedlate educatlonal needs of puplls
(organizational - horizontal fulfilment).

8. They had no desire to hold a more senlor post (personal

nce ) .
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9., There are only a llimited number of senlor posts,
therefore it 1=z not pessible for every appllicant to
achleve advancenment (crganizational - pyranid post
structure).

10. Menmbers of the community might cppose the appointment of

women (soclallzation of communlty).

The data are sumwarized In Table 7:8. Az rezpondents could

f]',l
Py

Indlcate more than one hindrance, percentagez total nmore than
100 percent. The reasons were ranked on the baszls of how

frequently they were cited.
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Table 7:8 The ten most commonly c¢lted reasons why
'aspirants' would not reach thelr promotion

potential

Category % response Rank
Multiple roles - time 18,3 1
Soclalization of decision makers 15,0 2,5
Leaving teaching 15,0 2,5
Instltutional - staffing 13,3 4
Institutional - gqualifications 11,7 5,5
Multiple roles - immqbility 11,7 5,5
Organlzatlonal - horilzontal 8,3 7
fulfilment

Perzsaonal preference 6,7 8,5
Organlizational - pyrawmld post 6,7 8,5
structure

Sociallzation of community 3,3 10

The barrler caused by the multiple roles which many women
experlience was most frequently alluded to. There appeared to
be two main reasons why famlly commitments might restrict the
vertical career developmnent of the asplrants; first, the
women  thought that In senlor pozitlons they would not have
sufficlient time to handle both thelr family and work roles
adequately, and secondly, wonmen restricted thelr geographic
mobillty to  areasz which would net entall translocation by
their husbhands. Many asplrants emphasised, however, that it
wa3 thelr cholce to make the family role a prilority, and were
not rezentful that they would therefore he unable to reach

their perceived promotion potential.
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The zecond mosh common zet of bharriers indicated were those

related to factors categorized as 'Institutional'. Whlle, as
dlzcussed previously (Chapter 6, sub-zectlon 6.8.2), promo-
ticn opportunities are restricted in co—educatiohal and boys'
schools, 1t wonld appear that language medium also influences

career progress. Eight of the rezpondentz who repllied In

o
%4
Pl

Afrikaans suggested that their opportunities were greatly
limited as all the parallel medium and Afrikaans schools are
co-educatlional. A1l glrlas' zcheoolz are Engllsh medlum  and
the respondents considered that english-speaking candidates

&

el
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wonld be preferred  for Zenlor wanagement  poata In the

The other 1inatltutlional barrler mentloned was the lack of
sultable quallficationz. seven . reapondentz consldered tha
this aspect would 1impede theilr career progress as their
gquallifications were primary school orientated, whereas the

rience was at the secondary level. They therefore

T
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i

thought that thelr opportunlties were limlted in both the
primary fleld, due to thelr lack of experlience at that level;
and the secondary field, due to the unsulitabllity of thelx

gualifications.
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Hindranc operating due to soclallzatlon proceszes ting on
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either the 'decislon makers' or the community at large formed

the thlrd wost common set of barrlers, one  respondents

I’J’J

indlcated that they would not reach thelr potentlal becausze
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they considered that the authoritles tended to promote men
applicants, rather than women, in order to retain thelir

ervices.

41]

While 1t would be difficult to detearmline whether the declzlion
makers do apply covert dlzcoriminatory ewployment practlc

the presence of women in senlior management positions might
correct some of the invalld perceptions which wmay exist.
Though many school management positions are openly reserved
for men, this 1s not the case for head office posts. The
rezpondent who stated that she would not become a Planner as:
'"Men occupy the position of Planner in the N.E.D.'; waz ob-

viously unaware that Miss L Hogg had held a post as Principal

11
&
w

Education Planner for four years. Perhaps what 12 necessary

iz not a change In socletal attitudes asz much as a means of
providing Information to women about the changes which are
occurring, and improving the visibility of the role models,.
In additlon, as wany of the rezpondenftz were aware of role
nodels, 1t appears that some aspirants need to be encouraged

to see these women nobt as exceptions, who were perultted Into

thelr posts by the all-poverful 'decision wmakers', but a

i

holding & position open to all aspirants.

anly  two respondents Indicated that members of the community
might impede thelr progress. They considered that many

schools' parent bodies would vete the employment of women in

genlor pozts.
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In contrast, one respondent, who had taught between 16 and 20

I

years, consldered that women who Dblamed wmen for thelr

gltuation had a faulty perceptlion of the sltuation. she
wrote:

Ek  het nog noolt enlge weerstand van mans

ondervind nie.
The organlizational structure of the Natal Education

Department was noted as leading to two hindrances to vertical

career development. Ssome asplrants observed that due to the
hlerarchlcal nature of the organlzation, there are few posts

at the higher levels. This barrier would apply equally to
men and women seeking advancement. Other asplrants indlicated
that thelr career fulfilment lay in teaching, not in admin-
istration. On the 'career cone’ {Jans, 1985), thelr
interests would 1lie 1in the horlzontal, zrather than the

vertical dimenslon.

Although 1t would appear that the most signiflcant barrler to
the promoticon of the asplrants was related to their multiple
role conflict, some respondents percelved obstacles arising
from the soclial milleu or from inztitutlonal and organlza-

tlonal aspactsz.

Having discussed the data which were gained from an analysis

of th

42

r onses toe the guestionnalre, 1t 1s possible to

41
41

p

examine the research questions, which were almed at testing
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spects concerning  the barrlers the rezpondents wmight have

o

experienced or might experience in the future.

DISCUSSION OF RESEARCH QUESTIONS

Each research gueztlon was formulated to obtaln insight  Into
an aspect which, it was considered, might form an obstacle to
the promotion potential of women educators. Each of these
1

possible barrier disgcussed separately, under the 3ane

oy
U

headings as were used in Chapter 4.

7.3.1 Personallty (Refer fto rezearch guestlon 1, Chapter 5)

wWomen headz of department indlcated nelther physical nor
emotional characteristics of women as forming important
barriers to promotlon. The .respondents did perxcelve,
however, that lack of self-confidence and perseverance could
have a negative effect on promotion potentilal. It is this
personallty tralt evident in certain women which ha= led to
the development of assertiveness training courses for women
aspiring to managewent positlons, discussed hy certaln
overseas writerz (D1 Nitto, Martin & Harrlson, 12832;
Marshall, 1984, Schmuck, 1980). In the experlence of the
women heads of department, over two-thirds of the respondents
had recelved promctlon on thelr flrst application, indicating
that up to that stage they had not needed to show persistence

and persevere in order to gain promotion. The data relating

to their reason for seeking promotion (Table 7:4), did



suggest, however, that c¢ertaln respondentz galned self-
assurance through positive relnforcement; elther by senlor
nanagement's encouragement or by realising, after holdling the
position in an acting capacity, that they could fulfil the

duties competently.

7.3.2 Multiple roles (Refer to research question 2,

Chapter S)

0f the women heads of department, 85 percent iIndlicated a
desire to work, even if the cholce to cease working was
avallable. This proportion compares favourably with a recent
survey of wvowmen clerical ztaff In London (Watal Mercury, 132
January 1989), which found that 63 perxcent of the women
stated that they would contlnue to work even 1f they did not
need the money. This 1nterest by the respondents In working
does indicate that they sought not just a Job, but a career.

ocial commltmentz of

il
o'
0

0f the rezpondentsz, the majority ha
some type, and in many cases these also entalled a financlal
commitment. Moreover, certain respondents explained that
although the wewmbers of their famlily 4did not reslde with
them, they still had to fulfil certaln obligations to them.

Further to thiszs, &1 percent of the respondents checked a

pattern which included clear social and filnanclal
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commitments, In addition the women heads of department
rated the reason: 'Women conslder the addlitlonal load would
encroach on thelr time for famlly and frlends' as the wost

likely cause for women teachers not applying for promotion.
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Finally, those wonen heads of department whao consldered that
they would not be promoted to their full potential, rated the
lack of time due to role overload as the prilmary barrler.
Social commitments were also percelved to hinder the aspira-
tions of the wémen due to the fact that they could limit the

rezpondenta’ geographlc mobillty.

It would therefore appear that, 1n a llke wanner Lo the

countrliesz cited in Chapte

42
Fe

4, role overlcad caused by con-

4

flicting role reqguirements is perceived as resulting in the

4]

greatest obstacle to career advancement.

7.3.3 EBEducatlion (Refer to research guestion 3, Chapter §)

while some wonmen heads of departwment noted that the fleld in

Lo

which their qualifications were héld, wvould create a barrier
to their advancement; the respondents considered that 1In
general wonen teachers possessed sufticient qualifications to

progress without impedance.

7.3.4 Leqal (Refer to research questlon 4, Chapter %)

-~

Of the asplrants, 13,3 percent conslidered that the present
statfing system discrluinated agalnst women and would prevent
hem  reachlng thelr full potentlal. Not only waz it noted
that few women heads of department are employed in boys' and
co~educational schools, but all principals in these types of
szchool are uwale., The 3ituatlon of women teachers 1n
Afrilkaans medium schoocls is particularly gttenuated as these

schools are all co-educational establishments.
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7.3.5 Societal (Refer to research guestion 5, Chapter 5)

Although 80,4 percent of the respondents had received en-
couragement from at least one source when they had applled
for promotion to the post of Head of Department, it was their
opinion that societal pressures could create obstacles to the
prxromotion of women educators. 0f these, opposition by
husbands was ranked highest, followed by the lack of support
by senior members of statft. The negative influence of coll-
eagues was not rated as an important hindrance. On a mere
personal level, 15,0 percent of the aspirants expected to
meet with covert opposlitlion by the 'decislon makers', who had

been socialized to rate men higher than women.

7.3.6 Qrganlzational (Refer to research gquestion 6,

N
\

Chapter 5)

The women heads of department indicated that nany women chose
to limit their career horizons as they enjoyed personal
contact more than the administrative tasks inherent in senior
posts. This aspect was considered to be second only to
'maltiple roles' in halting the vertical career  development
of women teachers. In additlon, §.3 percent of the asplrants
Indicated that they would not reach thelr full vertical
career potentlal as, for them, fulfllwment lay in the develop-
ment of relationships and assisting others, rather than
‘power, profit, Independence and prestige' (Bould & Hopson,

1383).
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CONCLUSION
This chapter wag concerned wlth an analyszis of the responses
to the guestionnaire. Detalls relating to the general back-

grounds of the respondents, <their career patterns and future
asplrations were extracted. In addition the presence of role

models was discussed.

some general conclusions as to the aspirations of women heads
of department and thelr perceptions regarding hindrances to
promotion were elucldated and examlned by meanz of a dlzcus-

sion of the research questions previously ldentifled.

The final chapter 1= concerned with an overview of the study
and the research findings. Certain recomnendations
regarding the continuation of research in this field are

also suggested.
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CHAPTER 8

SUMMARY OF THE STUDY

8

1

N

INTRODUCTION

The declslon to explore aspectz relatling to the promotion of

(T

women educators was based not only on an academnic interest
in the position of women and the promotional hierarchies
which exist in educational organizationsz, Dbut also on the
personal concern of the writer, az a woman teacher.

Althaough interezt In the advancenment opportunitliez avallable
to worklng wowmen appgars to ke steadlly increasing, both
locally and internationally, investigations into the situa-
tion of wonmen educators in South Africa are still relatively
scarce., The study therefore might be classiflied as explor-
atory, aiming at educing some 6f the considerations which
might be examined, to determine some of the constraints
which operate on women educators; rather than attempting to

offer solutions prematurely.

OVERVIEW OF THE STUDY

Wwhile 1t 1=z a fregquently documented fact that women have

seldom been glven the sawme opportunlitles as wen to progress
in the workforce, the zltuatlion of women 13 progrezslvely
changing. Evidence of some of the changes which have occ-

urred In the position of White women educators in South

n‘[‘x
w

Africa have been revlewed In Chapter 2. Changlng attitude

towards women teachers were Indlcated by the recommendations
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of various Education Commissions, for the inclusion of women
in senior positions in education. Yet in spite of this, a
study of the data relating to employees of the Natal Educ-
ation Department indicated +that only one-guarter of the
prlincipals 1in primary and infant schools are women, while
less than one-fifth of the principal posts in high schools
are held by women. In a sinilar manner, few women fill

posts 1in the inspectorate.

The placement of women within the educatlon hierarchy formed
the focuz of Chapter 3. The decrease in the proportlon of
postsloccupied by women, as one moves to the hligher levels,
was obhserved in both international and local examples.
Attention was drawn to the evidence supplied by the Natal
Education Department, indicating that while 78 percent of

the incumbents in post level one posts were women, only

16,3 percent of post level six posts were filled by wowmen.

An analysis of the barriers which might create obstacles to
the promotion of women educators, and the aspirations of
selected women teachers, were undertaken in Chapter 4.
While it was perceived that barriers could overlap, for ease
of analysls the obstacles were szeparated Into Internal and
external barriers. Hindrances c¢lassiftied as internal
barriers vrelated to the psychological factors which could
impinge on the situation, whereas the 1latter group of
barriers were categorized as those relating to the environ-
ment of the individuwal - the institution in which she 1is

employed, soclietal, organizational and political factors.



Although certaln of the barrlers dlscussed appear at present
to have 1little relevance to the sltuatlon of wonen In the

employ of the Natal Education Department, others were con-

1

idered to be contributing tactors, One legal barrier wasz
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removed when married women were included on  the perwmanent
staff and, in addition, wilth the eguallization of remunera-
tion for wen and weomen educaters ln promotion posts, one
economic Dbarrier to the advancement of women teachers was

removed,

The astudy of the llterature generated certain qguestions
regarding the asplrations of women educatorz and thelr per-
ceptions of the barriers to advancement which they had
experlenced. These questlions formed the directlons for the
research {see Chapter 5). The\methodology and procedures

employed in this connection were dlscussed in Chapter 6.

An analysls and dizcusslon of the research flndlngs were

conducted In Chapter 7. In addlitlion certain tentative
answers to the research queztlons were suggested.

It would appear, frow an overall exawnlnatlon of the research
findings, that the wmost zlgniticant obstacle to the promo-
tional progress of women educators; az percelved by women

heads of department; 1z thelr concern to prevent role over-

i

load, which could be caused by atteunpting to fulfll slmult-

e

aneously the demands of thelr famllies and thelr careers.
Az many of the rezapondentz had z2oclal commlbtmentz and many

clted a career pattern which waz Influenced by thelr fanlily



rezponslblilities, there are Indlcatlons that an awareneszz ot
the possibllity of role stress, at an unacceptably high
level, occurring in senior posts, has affected the career
orientations of the respondents and might continue to do so
In the future, v

In addltlion, wmany rezpondents percelved women teacheras asz
not aaplring to positlons whlch decreased thelr contact wlth
the puplls. Within the Natal Educatlon Department a
definite hierarchy exlists, wlth the purely administrative
positions being placed at the top of the post structure.

There are few opportunities 1ln the post hilerarchy for those

individuale who wilsh to malntaln llnksz with the teachlng of
thelr subject while sti11l progressing teo higher posltlons in

the Department.

sted th: xternal barrler to
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Certaln respondents sugg
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the advancement of women educators lay In the disc imlnafurj
practices In the staffing of schools. However, when thelr
responses were analyszed 1t became clear that certaln res-

pondents were referring to the overt dlscriminatory practlice

of openlng certaln posts to men appllicants only; whereas

other rezapondents were 1 that certaln declslion
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makers viewed applications from wen In a wmore favourabls

light than those from women asplrants.

Lack of zultable educatlional quallflcatlionz, or perzonallty
traltsz were not consldered to be lwmportant hlndrances to

vertical career development, In relation to the forwmer



127

aspect, 1t was noted that as all except one respondent held

oo
T

a D vcategory salary classification or higher, it would
appear that wmany women educators have made progress  In
gaining educational gualifications suitable for advancement

up the promotional hierarchy.
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An analysl
that lack of upward progress of women educators may be asc-
ribed substantially to internal factors relating elther
directly or indirectly to the internalization of social
norms. This has resulted 1n the formulation of varlous rec-
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ommendatlions regarding further research inte thoze =0

aspects which could benefit from a deeper analysis.

T
Lo

Pricr to outlinlng some suggestlons for further research,
certain 1limitatlons of the present research will be re-

viewed.

LIMITATIONS OF THE STUDY

Bearlng In wmind the nature and purpose of thls study, 1t was
necessary to limit the scope of the research; and due to the
exigenclies of time and dlstance it was decided to select as
the research Instrument, the malled questionnalre, sowme of

the limitations of which were outlined in Chapter 6.

[y

As regards the scope of the study; while 1t was consldered
that a wider population group would give a more conplete

plcture of the attltudes and aspirations of women educators
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towards promotional hierarchies and opportunities, sone
circumscription of the population was unavoidable. However,
i1t is realised that this restriction narrows the applicabii—
ity of the research findings to selected White women educa-

tors in the employ of the Natal Education Department.

An added complication arose due to the alterations in the
post structure and the creation of additional Head of
Department posts concurrent with the formulation of the
research instrument. It was thought that as the newly-
appolnted heads of department had little or no experlence in
the position (see Chapter 6 for dlscussion), their responses
might have 1little congruence with those of the group 1in
general. In an attempt, therefore, to minimize the effect
this might have had on the responses, an additional clause
regarding the minimum length of service as a Head of Depart-

ment was inserted in the covering letter.

while limitations in both the scope and methodology of the
research are acknowledged, it may be suggested that the
findings of the investigation might have some wider applica-
bility than initially forseen. The research could therefore

beneflt from an analysls of the sltuatlon in a wlder fleld.

RECOMMENDATIONS FOR FURTHER RESEARCH

Recommendations were suggested by the limitations of the

pregsent lnvestigation and from conslderatlong ralzed by the
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It may be suggested that it would be beneflcial to broaden
the scope of the enquiry to further education departments in
South Africa. From a superficial study of various educatlon

departments, it would appear that certain differences in the

|
|

organizatlon and

]

o

atatfing procedureza do exlat, The ztudy

would Inform an understanding of the influence of the cult-

ural environment on the advancement of women educators.

In addition, the aspiratlions and attitudes of male teachers

towards promotlonal hierarchies could be investigated, to

elicit information regarding the similarities and differ-
ences between thelr perceptlons and those of women teachers.

As internal barriers were percelived to be a primary cause of
promotional Inequalities, 1t might be conslidered valuable to
conduct psychological 1investigations into the personality
attributes of women educators. Furthermore, as nultiple
roles appeared to have a major influence on limiting the
promotional aspilrations of wowen educators, the lmpact ot

role stress and anzxiety caused by role overload could be

explored further. Reszearch lnfto certaln zoclo-payvchologlcal
aspects has been initiated. An H.5.R.C. computer search of
relevant current and completed research eliclted, among

current research for
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Masters in Education; one focusing on the motivation of
women teachers, another on managerlal leadership of women in
secondary schools and the third a study of the changing role
of women and the Implications of this on her task as

educator.
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As  one of the greatest lmpacts on the attltudes of the rez-
pondents appeared to arise from those Indlvliduals closzely
related to thelr work environment, 1t might be worthwhile to
investigate the attitudes of the decision makers, colleagues
and cllents, to determlne the level of congruence which
exlzats between the women educators perceptlons of these In-

dlviduals' attitude=z and the stated attlitudes of the

[ynl

Individuals. While a systematlc zearch of the literatur
revealed no such investigations to have been undertaken in
South Africa, research In this aspect has occurred
Internationally. Parallel studies o wmale  promaters!
attltudez (Q'Leary, 19743, the attltudes of szelectlon
commlittees (Schmuck, 1986) or puplls' attltudes towards nale
and female principals (Bottomley & Sampson, 19377) could be
undertaken to Inform an understanding of the attitudes of
these indivliduals towards women educators aspliring to

managerial posltlons.

Although the primary purpose of the rezearch was to analyse
the sltuatlon academlically, implicatlons of both a theoret-
ically and practical nature arose from the 1nvestigation.

While recomnendations for further research have been dis-

cussed, 1t might be consldered worthwhile to highlight a few
Areaz tor posslible actlon.
There were Indicatlons 1n the research thalt zome rezpondents

could not visuallze women £illing certalin promeotion posts.

In addltlon, 1t would appear that women who dild £111 zenlor
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posts often lacked wvislbllity to other women educatora.
There might therefore be some merit in raising the

consclousness of women educators by means of studles such as

i

this and, in a far broader sphere, through conferences such
as the 'Women in Education' seminar held by the Teachexrs'
Federal Council in Pretoria in October 1988. In addition
women who could act as role models could be enlightened on
means of lncreasing their visibility and methods of counsel-
ling women aspiring to senior educational posts. Schuuck
(1980; p.246) states:

o

Providing Informatlon te develop avarene 1=z
a powerful strategy for changing 1Individual
perspectives.

hnother azpect, clozely alllied tg this, 1s that as few wonmen
hold senior posts in education and few women are aware of
them 1t could be worthwhile to develop 'networks' similar to
the 'o0ld boy's netwerk' (Schmuck, 1980), because by this
means the awareness of other members in the organization
might be lncreased, with a concomltant alteration in attit-

udes towards women eduacators.

CONCLUDING OBSERVATION

It would appear, from the Ilnvestlgation conducted, that many
of the women heads of department elther forsee no obstacles
to them reaching their promotional potential, or have
internalized the societal norns concerning the position and

role of women to the extent where they perceive the only



obstacle to be one of personal cholce to restrict thelr
advancement. It may be suggested that the women 1in the
sample, as part of a 'state apparatus' (Apple, 1%983), are
continually exposed to the prevalent 1ideology regarding
women, causing them to accept the status quo. 1In addition,
many of the respondents who did perceive obstacles to exist,
saw these hilndrances as relating to women educators 1in
general, while not exercising any influence on their
personal progress. Crosby (1982) theorizes that while work-
ing women express group deprivation they do not express
personal deprivation, as they compare their situation to
that of other women, not to that of men. It this has
occurred in the present investigation, it becowmes clear why
these women, who have made some progress on the promotion
ladder, perceive fewer obstacle§ to their advancement than
might be expected. It might also be suggested that those

women who o teach in co-educational schools would be more

Al

likely to compare themzelves to men and therefore percelve
themselves as receiving a higher degree of personal

deprlvation than wowen teachers in glrls' school

o

whlle the prilmary purpoze of the lnvestlgation was to galn
some  lnzlght Into the attitudes of women educatorsz towards
promoticonal hlerarchlez, 1t 1z hoped that through the
rescarch, 1nterest in and awvareness of the situation may be
increased. By ralsing consciousness of the attlitudes of
women educators towards career progress, advances may be
made in allowing each woman to reach hexr full career potent-

ial.
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DEPARTEMENT VAN ONDERWYS EN KULTUUR
DEPARTMENT OF EDUCATION AND CULTURE

ADMINISTRASIE: VOLKSRAAD
ADMINISTRATION: HOUSE OF ASSEMBLY

NATALSE ONDERWYSDEPARTEMENT
NATAL EDUCATION DEPARTMENT

Navrae: Mr J.A. Beukes
Enquiries:

Verw.: 2/12/2/3

Ref.:

Tel.: (0331942351 X 347

-—> Miss B.L. Blampied
28 Crestedge
45 Silver Oak Avenue
DURBAN
4001

Dear Miss Blampied

RESEARCH FOR M. Ed

Natalse Onderwysgebou
Natal Education Building
Privaatsak X9044

Private Bag X9044
Pietermaritzburg 3200

Your letter dated 7 June 1988 and your interview with Principal
Education Planner, Mr J.A. Beukes on 28 June 1988, refer.

The following points are hereby confirmead:

1. Permission has been granted for you to distribute your ques-
tionnaire to high schools under control of the Natal Education
Department. Please submit copies of both the English and
Afrikaans versions of the questionnaire as soon as the few
editorial changes as discussed have been incorporated.

2. It would be in order for you

to use the information as con-

tained in annexures A and C to circular minutes advertising
promotion posts 1in your dissertation.

3. The details regarding full time equivalent numbers of teachers

at the different post levels
supplied to you, may also be

4. The number of women Heads of
school as at present will be
have been extracted from the

in ordinary school education, as
used.

Department at each secondary
supplied to you as soon as these
records.

Please forward a copy of your final dissertation to this Depart-

ment upon completion.

BOA3}

Rig korrespondensie aan die Direkteur: Natalse Onderwysdepartement en meld veswysingsnommer 4 EDUCATION

Address correspondence to the Director: Natal Education Department and quote reference number FAX: (0331) 943808
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You are wished every success with the research project.

Yours faithfully

s 7 T

e

DIRECTOR OF EDUCATION

JAB/shc
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VRAELYS

LET ASSEBLIEF OP DAT HIERDIE VRAELYS NET DEUR VROUE, WAT DIE POS VAN DEPARTEMENTSHOOF IN

SEKOND@RE SKOLE BEKLEE, INGEVUL MOET WORD.

l. PERSOONLIKE BESONDERHEDE :

Sal u asseblief die volgende inligting verskaf :

1.1 Aantal jare onderwysondervinding :

Minder as 6

6 tot 10

11 tot 15

16 tot 20

21 of meer

1.2 Ouderdom in volledige jare :

Jonger as 26 jaar oud

26 tot 30 jaar oud

31 tot 35 jaar oud

36 tot 40 jaar oud

41 jaar of ouer

1.3 Kwalifikasies ingevolge kategorie :

1.4 Sal u asseblief die volgende vrae beantwoord, om sommige van u

gemeenskapverpligtinge te bepaal :

1.4.1. Woon u deurentyd by m ander volwassene soos u eggenoot,

m viiend of m familielid ?

Nee Ja




1.4.2. Het u enige afhanklikes ?

Nee

2 -

L
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Ja

Indien u JA op vraag 1.4.2 geantwoord het, woon die afhanklike(s} permanent

by u ?

Nee

]

Ja

BESONDERHEDE TEN OPSIGTE VAN DIE SKOOL WAAR U TANS ONDERRIG GEE :

2.1 Wat is die onderrigmedium ?
Engels
Afrikaans
Parallel
2.2 Wat is die samestelling ?
Seuns
Dogters
Beide
LOOPBAANPATROON :

Met behulp van die volgende vrae sal m poging aangewend word om ™ profiel van diec vroue

Departemenishoof op te stel, om vas te stel of daar m algemene loopbaanpatroon bestaan.

Verskal assebliel die volgende inligting :

3.1 tloe oud was u toe u m Departementshoof geword het ?

Jonger as 26 jaar oud
26 tot 30 jaar
31 tot 35 jaar
36 tot 40 jaar

41 jaar of ouer




S

3.2 Hoeveel jaar het u onderrig gegee voordat u m Departementshool geword het ?

Minder as 6

6 tot 10

11 tot 15

16 tot 20

21 of meer

3.3 tHoeveel jaar is u al m Departementshoofl ?
3.4 iloeveel keer het u aansoek om bevordering gedoen voordat u dit gekry het ?
Een keer

Twee keer

Drie keer

Vier of mcer keer

3.5 Wat was u belangrikste rede om aansock te doen vir bevordering ?

3.6 Wie het u aangemoedig om aansock to doen vir bevordering ?

(As u aanmoediging van meer as een persoon gekry het, dui dit so aan)

Niemand nie

Moeder

Vader

Onderwyserpersoncellid (lede)

Departementshoof (dc)

Vakadviseur (s)

Inspekteur (s)

Eggenoot

Vriiend (e)

Vriendin (ne)

lemand Anders




3.7

3.8

3.9

_ 4 -

As u die keuse gehad het om te werk of nie te werk nie, sou u

Werk

Nie werk nie

Watter van die volgende lnoopbaanpatrone is die naaste aan u geval ?

Net werk, nie ook huisvrou nie (b.v. ongetroud,

kindertoos weduwee, geskei)

Werkende huisvrou.  Werk mag vir kort rukkies deur

siekte of bevalling onderbreek word.

Huisvrou en werkende vrou. Huisvrou vir n lang

tyd, toe het u teruggekeer werk toe.

As u uself in die kategorie 'Huisvrou en werkende vrou' geplaas her,

in vraag 3.8, sou u dan sé dat u terugkecer werk toe die gevolg was
van :
Geldelike druk / ekstra inkomste begecrt
Verveeldheid tuis
Kinders wat onafhanklik geword het

Andere (Dui assebliel aan

As u loopbaan nie binne enige van die bogenoemde katergoricé val nie,
of as u enige verdere kommentaar wil lewer, gebruik assebliel die

aangeduide ruimte hieronder om daarop uit te brei.

L

158
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Athoewel die meeste van die onderwyspersoneel vroue is, is daar n lae vertcenwoordiging van vroue op

alle vlakke van die bevorderingstruktuur.

Dui asseblicl langs elk van die bewerings hieronder aan, tot watter mate u dink die rede wat aangegee

word,

waar is.

Nooit
waar

Soms
waar

Dikwels
waar

Altyd
wanr

Kan unic

besluit

ni

Vroue het nie die verlangde akademiese

bevoegdheid vir bevordering nie.

Vroue is liggaamlik nie geskik vir die

strafheid van die taak nie.

Vroue is minder geskik om dissiplinére

probleme te hanteer.

Vroue is te emosioneel om hoé& postc te

beklee.

Vroue vertoon nie dicselfde verbondenheid

nic, hulle werk net totdat hulle trou.

Vroue het nie dic selfvertroue om vir

senior poste aansoek te doen nie.

Vroue dink dat hulle kollegas ecrder vir

moman sal wil werk.

Vroue volhard nie wanncer hulle cerste

pogings vir bevordering nie slaag nic.

Vroue dink dat die werk inbreuk sal maak

op hulle tyd vir familie en vriende.

10.

Vroue wil onderwyseresse wees om te

onderrig cn nie om administrateurs te word
nie.

Vroue hou nie van die groot hoeveelheid
administratiewe werk verbonde aan senior
poste nie.

Vroue wil  cerder in die klaskamer bly,

om hulle kontak met die lecrlinge te behou.

Fgpenore van getroude vroue hou nie van

dic idee dar hulle vrouens werk nie.

Vroue kry nie die steun van hulle hoofde
wanneer hulle aansoek om bevordering
doen nie,

15.

Vroue doen nie aansoek vir poste wat

tradisioncel deur mans beklee word nie.

©
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ROLVOORBEELD :

Een moontlike struikelblok ot vroue se vooruitgang is dat min vroue seniorposte beklee en dus s

daar niemand om ander vioue te lei in hulle poging tot bevordering nie.

[

Wat is die mees scniorpos in die onderwys, beklee deur m vrou, waarvan u weer ?

5.2 Wat is die mees seniorpos in dic onderwys beklee deur 'n vrou wat u persoonlik ken ?

TOEKOMSTIGE LOOPBAANPLANNE :

6.1 Wat is die hoogste pos in die onderwys wat u dink u die vermoé het om te beklee 2
6.2 Wat is die hoogste pos in die onderwys wat u dink u sal beretk in u loopbaan as onderwyseres 7
6.3 As u verwagtings (vraag 6.2 bo) laer is as u waarncembare vermod (vmng 6.1 bo), skryf neer

wat u Dbeskou as die grootste hindernis ten opsigte van dic bereiking van u porensiaal.

DANKIE VIR U SAMEWERKING
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QUESTIONNAIRE

PLEASE NOTE THAT TIHS QUESTIONNAIRE IS TO BE COMPLETED ONLY BY WOMEN HOLDING THE

HEAD OF DEPARTMENT IN SECONDARY SCIHOOL.

. GENERAL

Please would you supply the following information

Less than 6

6 to 10

1.1 Toral years of teaching experience ?

11 to 15

16 to 20

21 or more

1.2 Your age in completed years ?

Under 26 years of age

26 to 30 years

31 to 35 years

36 to 40 years

41 years and over

1.3 Qualifications in terms ol category classification ?

G M+ 7 T

F (M + 6)

Co(M o+ 3)

1.4 Please would you answer the following questions to determine some of the

social commitments you have :

1.4.1 Do you reside permanently with another adult such as a  husband,

a friend or a family member ?

No Yes

141

POST
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1.4.2. Do you have any dependants ?

If your answer in 1.4.2 above was YES, then statce if the dependant(s)

live with you permanently :

No Yes

DETAILS OF THE SCHOOL WHERE YOU ARE PRESENTLY EMPLOYED

2.1 What is the medium of instruction ?
English
Afrikaans
Parallel-medium
2.2 What is the sex of the pupils ?
Male
Female

Male and Female

CAREER PATTERN

Through the following questions an attempt will be made to obtain a profile of the woman H.O.D. 1o

ascertain if there is a gencral career pattern. Please could you provide the flollowing information :

30 What was your age at the time of your promotion to your present post ?

Under 26 years of age

26 to 30 years

31 to 35 years

36 to 40 years

41 years and aver
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3.2 How many years had you taught prior to gaining promotion ?

Less than 6

6 to 10

11 to 15

16 to 20

21 or more

3.3 For how many completed years of service have you held the position of
H.0.D. ?
3.4 How many times did you apply for promotion before receiving it ?
Once
Twice

Three times

Four or more times

3.5 What was your main reason for applying for promotion ?

3.6 Who, if anyone, had encouraged you to seek promotion ?

(More than one source may be indicated if you received encouragement [rom
more than one source)

No-one

Mother

Father

Other Teacher (s)

H.0.D. (s)

Deputy Head(s) and Head(s)

Subject Adviser (s)

Inspector (s)

Husband

Male friend (s)

Female friend (%)

Somcone else




3.7

3.8

3.9

_ 4 -

If you had the choice ol working or not, would you :

Work

Not Work

Which of the following career patterns best describes your case ?

Work only, no homemaking (eg. single, childless

widow or divorcee)

Marriage and work. Work possibly interrupted for

short periods by ill-health, accouchement leave ote.

Homemaking and work.  Homemaking for long period

of time, then return to work.

If you placed yoursclf in the category 'Homemaking and work’ in the

question above, would you say your return to work was due to :

Financial pressures / additional income desired

Boredom at home

Grown-up children becoming independent

Other (Please specify :

If your career pattern does not fall into any of the categories listed
above, or if you would like to comment further on your carecer pattern,

please use the space below to elaborate.

144
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While teaching is a predominantly female occupation there is an under-representation of women at all

levels in the promotional structure.

Please indicate next to each of the statements below to what extent you consider the reason given 1o

be true.
. N Unable
Never Sometimes | Frequently Always o
True True True True
Judge
. Women do not have the academic
qualifications required for promotion.
2. Women are physically unsuited for the
rigours of the task.
3. Women are less capable of dealing with
disciplinary problems.
4. Woimnen are too emotional to hold senior
positions.
5. Women lack commitment, working only
until they marry.
6. Waomen lack the self-conflidence to
apply for the senior posts.
7. Women consider that their colicagues
prefer to work for a man.
8. Women do not persevere when their
initial attempts to secure promotion
are turned down.
9. Women consider the additional load
would encroach on their time for
family and friends.
10. Women become teachers to teach, and
not to become administrators.
I1.  Women dislike the large amount of
paperwork required in senior posts.
12. Women prefer to maintain the classroom
contact with their pupils.
13. Fusbands of married women do not like
the idea of their working.
-
t4d.  Women do not receive the support of
their seniors when applying for promotion.
15.  Women do not apply for positions
traditionally held by men.




A
ROLE MODELS :

One possible barrier to women's advancement is that so few women hold senior posts that others

have no-one to guide them in their attempts at progress.

5.1 What is the most senior position in education held by a woman known to you ?

5.2 What is the most senior position in education held by a woman whom you know personally ?

FUTURE CAREER PLANS :

6.1 What is the highest post in education you think you arc capable of holding ?

6.2 What is the highest post in education you would really expect to be promoted to in your
career ?

6.3 If your expectations {(Question 6.2 above) arc lower than your perceived capabilities (Question

6.1 above), then state what you see as the major hindrances to your reaching your potential.

THANK YOU FOR YOUR CO-OPERATION IN COMPLETING THIS QUESTIONNAIRE
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Crestedge 28,
Silver Oak Laan 453
DURBAN.

4001

Geagte Kollega,

Ek skryf aan u met die goedkeuring van die Direkteur van Onderwys, om
u hulp te vra om m profiel op te stel ocor die vroulike Departementshoof,
om te bepaal wat haar houding is teenoor bevorderingsgeleenthede en

haar strewe teenoor toekomstige bevordering.

Dit is m interessante verskynsel dat hoewel die groter meerderheid onderwys-
personeel ult vrouens bestaan, min vrouens seniorposte in die onderwys beklee.
Hierdie ontdekking het daartoe gelel dat ek besluit het om ondersoek in te
stel na die vrou en bevorderingsposte in die onderwys.  Ek is tans besig

met M Ed. - graad en dié ondersoek vorm 'n deel van die vereistes in

verband hiermee.

Die eeste dele van die vraelys omvat m evaluering van die karaktertrekke van
die vroulike Departementshoof, terwyl die dele wat daarop volg te doen het
met u persoonlike mening oor die aangeleentheid. = Aangesien sommige van
die vrae sensitief van aard is, wil ek die versekering gee dat al die inligting
wat u verskaf streng vertroulik sal wees en dat alle vraelyste vernietig sal

word sodra die navorsing voltooi is.

U word vriendelik versoek om die ingeslote vraelys so noukeurig moontlik te
voltooi.  Dit sal waardeer word as u die voltooide vraelys in die ingeslote
koevert teen 15 Augustus 1988 aan my sal terugbesorg.

My opregte dank vir u vriendelike samewerking. As u daarin geinteresseerd
is om 'n kort samevatting van die uitslae van die ondersoek te ontvang, sal ek
dit met graagte aan u verskaf wanneer die navorsing voltooi is.

By voorbaat dank.

Die uwe

BRENDA BLAMPIED

(Departementshoof, Mitchell Hoerskool)
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28 Crestedge,
45 Silver Oak Avenue,
DURBAN.

4001

Dear Colleague,

I am writing, with the approval of the Director of Education, to request
your assistance in determining a profile of the woman H.O.D., her artitude
towards promotional opportunities and her aspirations towards further

promotion.

It is an interesting phenomenon that while the great proportion of teachers
are women, few women fill senior posts in education. This interest
led me to investig'ate women in promotion posts in education. The study
forms part of the requirements for the M. Ed. degree in which I am

presently engaged.

.The initial sections of the questionnaire Involve an assessment of the
characteristics of the women H.O.D., while the latter sections deal with
your opinions on the situation.  As certain of the questions may be
considered to be of a sensitive nature [ wish to guarantee that the
information you supply will be treated confidentially and all questionnaires

will be destroyed once the research has been completed.

1 should be most obliged if you would complete the attached questionnaire

and return it to me in the enclosed envelope by the 15th August 1988.

Your assistance is greatly appreciated. Should you be interested in
receiving a summary of the results of the investigation I would be pleased

to send them to you when the study has been completed.

Yours sincerely,

BRENDA BLAMPIED

H.O.D. (Mitchell High School)
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Crestedge 28,
8ilver Osk Laan 45,
DURBAN.

4001

Die Hoof,

Ek rig hierdie skrywe aan u met die goedkeuring van die
Direkteur van Onderwys. Ex is tans besig met navorsing
vir die voltooiing van 'n M.Ed - graad en sal u hulp ten
opsigte hiervan besonder waardeer,

Sal u asseblief die vroulike Departementshoofde, wat ten
minste ses maande in die‘pos staan, vra om die ingeslote
vraelys te voltooi.

Dit sal waardeer word as hulle die voltooide vraelyste
ten 15 Augustus 1988 aan my sal terugstuur.

Baie dankie by voorbaat vir u hulp.

Die uwe

BRENDA BLAMPIED
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28 Crestedge,

L5 S8ilver Oak Avenue,
DURBAN.

Lool

The Principal,

I am writing, with the approval of the Director of Education,
to request your assistance in an investigation which forms
part of the requiremenis for the M.Ed degree in which I am
presently engaged.

Please would you distribute the enclosed questionnaire to
all women on your staff presently holding the post of Head
of Department and who have held this position for at least
8ix months.

I would be grateful if they returned the completed question-
naires to me by the 15th August 1988,

Your assistance is greatly appreciated.

Yours sincerely,

BRENDA BLAMPIED
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Crestedge 28,
Silver Osk Laan U45,
DURBAN.

4O0l.,

8 Augustus 1988

Geagte Kollegss,

Ekx rig hierdie skrywe aan u om u te laat weet van my
vordering in verband met die ondersoek op aie vroulike

Departementshoof. Ek het 60% van die vraelyste ontvang.

As u alreeds die vraelys terruggestuur het wil ek u
hartlik dank vir die hulp en sanmoediging wat u my gegee
het. Ek 1s alhoewel bewus dat hierdie tyd van die jaar
bale besig is en dat u miskien nie die geleentheid gehad
het nie om dit te voltooi. Dit is belangrik dat ek die
grootste hoeveelheid antwoorde kry, om die nutheid en die
geldigheid van die navorsing te verbeter, Ek vra asse-
blief daarvoor dat al die uitstaande vraclyste so gou as
moontlik terugbesorg word.

Die uwe

BRENDA BLAMPIED
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28 Crestedge,

L5 Silver Oak Avenue,
DURBAN.

4001

8 August 1988,

Dear Collesgues,

To date over 60% of the questionnaires on the profile of
the woman Head of Department have been returned to me,
The replies have been very encouraging and of great value
to the research in which I am engaged.

If you have returned the gquestionnaire please accepi my
thanks. I do, bhowever, realise that this is & busy

~ time of the year and that you may not have had the oppor-
tunity to complete it as yet, In order to enhance the
worth and validity of the research the best possible
regponse is desirable. May I therefore request that the
remaining questionnaires please be sent to me as soon as
possible. '

Yours sincerely,

BRENDA BLAMPTIED
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THE NUMERICAL SALARY GROUPING OF POSTS ON__PROMOTION

POST _LEVEL

POST

1.

2.

Teacher
Senior Teacher

Principal PIV

Head of Department (Pg

Head of Department (S

Lecturer

Agsistant School Psychologist

Head : Educational Field Study Centre

Principal PIII
Deputy Principal (P)
Deputy Principsal (8)
Senior Lecturer
Senior Education Planner
(Educational Field Studies)
Senior Media Specialist
School Psychologist
Senior Education Planner (Cadet Liaison)

Principal HII

Principal PII

Head of Department (T.C.)

Senior School Psychologist

Senior Adviser (Hostels)

Senior Subject Adviser (Academic)

Assistant-Head : Media Service

Senior Researcher

Deputy Head : Language and Publication
Service

Principal HI

Principal PI

Vice Rector

Inspector of Education

Principal Subject Adviser

Principal Education Planner

Senior Subject Adviser (Academic)

Head : Educsastional Field Studies

Deputy Head : Psychological and
Counselling Service

Chief Researcher

Head : Language and Publication Service

Head : Media Service

Head : Personnel Liaison

Rector ~

Principal : Large Complicated School

Head : Psychological and Counselling
Service

Inspector of Education

Principal Subject Adviser

Principal Education Planner

Rector
Chief Inspector of Education
Chief Education Planner
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