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EXECUTIVE SUMMARY

Context of the study

Since 1994 the Soulh African governmenl has developed policy guidelines for women's
empowerment in all spheres of life {e.q. South Africa’s National Framework for Women's
Empowerment and Gender Equality’) and legislation that seeks to promoted women's participation
in the Science and Technolagy sector (o.g. the White Paper on Science and Technology). Also,
the Employment Equity Act seeks ta ensure to ensure that people from previously disadvantaged
groups {e.g. women, blacks and people affected by disability) are given equal opportunities in
terms of their participation in the labour market.

The Hurnan Resource Deovolopment Sirategy for South Africa, the National Research and
Deveiopment (R&D) Strategy and the National Plan for Higher Education are some of the key
national instruments that were designed to drive the development of highly skilled personnel in
various sectors of the South African economy.

However, these broad efforts do not address specifically the issue of women's participation in the
SET sector, nor ¢o they focus on the need for both women and men to benefit egually from SET
research, products and services. A number of studies commissioned by DST/NACHSET4Women
have highlighted several critical challenges that exist in South Africa which must be addressed at
policy level in order for women to participate in and benefit equitably from the SET sectar. These
studies include in-depth interviews with university sludents and graduates in Science, Enginecring
and Technology disciplines, focus group discussions on the needs of women in the SET sector,
consultative conferences on women in the SET sector and e-mail discussion forums. The findings
from these studies will cuiminate in the development of a gender equity policy for the SET sector in
South Africa.

The HSRC {Gender and Development Unit) was responsible for the overall management and co-
ordination of the some of the projects. The Gender and Developmant Unit was also tasked with
the responsibility of using findings from the above studies to develop, together with the DST and
other stakehaolders, a gender equity policy for the SET sector in South Africa. |t was in this context
that the Gender and Development Unit undertock the guantitative and qualitative assessment of
the participation of Women in Industry in the Industrial Science, Engineering and Technoiogy
sectar on behall of the South African Reference Group on Women in Science and Technology
(SARG).

The stated aim of the assessment was to “... determine factors conlributing te or inhibiting
[women's] participation” in the SET sector of South Africa. In particular, the project objectives
ware as follows:

—  Undertake an environmental scan o determine comparabie research in South Africa and
internationally in this area, This entailed conducling desk research on international best
practices wilh respect to women's participation in the SET sector.

—  Quantify the number and status of women SET warkers in companies with a sizeable
technology base. Among other things, this quantitative component of the praject provided
information relating to issues such as the level of qualifications, fields of study, years in the
industry, persanal experiences and percentages of women within each of the
aforementioned SET sectors.

— Identify gaps in gender representivity in industry and the key workplace factors blocking
progress,  Questions relating to the first part of this objective {ie. gaps in gender
representivity) werc included in the survey while the factors blocking progress wore explored
using a qualitative method.
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- Develop a best practice guideling document with regard (o gender equity mainstreaming for
the relevant technolagy intensive SQEs and private scolor companies and produce a
comprehensive reporl for submission 0 SARG including all the compiled databases. Using
information on the international best practices on wemen in the SET sector as benchmarks,
as well as findings from the guantitative and qualitalive studies described above, a best
practice guideline docurment and the repart was submilted o SARG.

Section 1; Literature on women in industrial SET

« Research on the experiences of women in various SET workplaces in South African has revealed
a number of poignant factors thal must be addressed if these workplaces are to become more
aliractive for women with SET potential, 1t is important to point out from the outzet that there is a
considerable degree of diversily in terms of the specific experiences of individual women across
SET workplaces, institutions, and SET disciplines. However, at a macro-ievel, similarities do exil
with variations being more apparent in terms of magnifude, severity and impact on the women
involved.

«  Of particular interest is the need to address the cxisting gender imbalances in the SET seclor of
South Africa through & systematic process that ensures women's full participation in and benefit
from the SET sceolor. Once a policy framework has been adopted and agreed on by all
stakeholders, specific manifestations within each sectsr, inslitution or discipline can then be
addressed at & micro level,

+ Some of the challenges facing South Africa in terms of issues in the SET workplace include the
following:

- To put in place mechanisms and processes for dealing with the negative impactl of
recruitment practices and processes that currently favour male SET graduates as well as
deal with the false perceptions prevailing across lhe SET sector regarding women's
suitability for and competence in SET jobs and careers.

—  To ensure that discriminatory workplace practices are eliminated as they are & violation of
wamen's hurman rights in the workplace.

—-  To devise strategies that will ensure that women working in the public and private scctors of
SET are not treated differently from their male counterparts in the allocation of work-related
resources,

- To ensure that the gender imbalances in terms of family roles and responsibilities are
addressed so that they do nol continue to impact negatively on SET women's ability to
balance thair ime hetween family and work commitments.

- To ensurc thal SET women's needs during pregnancy and maternity leave do not
compromised their opportunities for professional growlh and developmeant.

~  To develop and implement specific strategies for ensuring that senior women and men in
SET are equipped with gender-sensitive mentaring skills and serve as posilive role models
to young women scientists to enhance their professional growth and development,

- To develop effective stralegies for ensuring that women scientists, engineers and
technologists are actively invalved in decision-making bodies and processes, both at an
organisational as well as nationai level.

- To put in place a funding mechanism that targets women as specific beneficiaries both in
terms of women's education in SET disciplines as weli as their entry, retention and
advancement in SET careers.



Section 2: Methodology

«  The rescarch gueslion posed in this study: What are the factors that contribute to or inhibit
women's participation in the SET indusiry of South Africa? was investigaled with both quantitative
and qualitative methodaologies. Potential participant companics from private, JSE listed, SOEs or
SMMEs were chosen and approached for permission to collecl data about the topic of the
research,

« in order to address the rescarch question two objectives woere identified.  Objective 1 serves (o
examine the gaps in gender representivity in industry. A guantitative methodology. in the form of
a balanced score-card queslionnaire that required information about women's participation in
each of the companies, was sent 1o an identified contact person in each company to complete. A
statistical analysis was performed on the data. Due to the limitations of the information provided
by participant companies and the fact that the weighting procedure for gender equity assessment
within the SET sector of South Africa has not yet been formulated and agreed to at a policy level,
a full balanced scorecard for each company could not be computed. A summary of the
information gleaned fram the data with respect to some of he key indicators that would form part
a balanced scorecard is presented in the report.

= Opjective 2 was o determing the factors contributing to or inhibiting women's parlicipalion in the
SET sector of South Alrica. Both quantitative and gualitative methodologies were employed., The
latter used in-depth interviews and the former used a survey method (specifically questionnaires)
to gather data. The in-depth interviews (gualitative) gathered comprehensive verbal — or textual -
expressions of women's experiences and perspectives of their participation in the SET industry
from the most serior woman in the industrial SET campany as well ag the company's CEQ or his
or her designate. The questionnaires (quantitalive) captured numerical (mostly) ralings of
women's {with a SET background) experiences in each company. A {hematic analysis was
performed on the data fram the in-depth interviews and a statistical analysis was performed on
the data from the questionnaires,

Section3: Presentation of findings

+ The gender representivity survey demonstrates that women continue to be under-reprasented in
the SET sector and specifically in the industrial context. Some aof the main findings are as follows:

—  Oniy one company reported having a gender equity policy.

- Women are better represented at the lower levels of the sixteen industrial SET companies
that formed part of the survey.

Only one of the companics has a female leader (CEO).

- Women of colour are jess well represented than while women in these companics at all
levels, and especially at executive and management levels.

- Sharehalding by women is low in the companies who participatad.

— Although seme of the companies arc spending large amounts on social development and
other stralegies that encourage women's participation in industrial SET, information about
woemen beneficiaries has nol baen recorded by all of the companies.

» The responses lo the statements on the questionnaire are categorised into the following types of
exporiences: Feedback on waork performance, Remuneration and promotion opportunities, Work
environment, Gender relations in the workplace, Mentorship and career development, Race and
gender in the work environment, Implications of a career on in SET for family life, Experiences in
the SET industry.



The findings show that although miost of the women's expericnces are universal, some individual
diffcrences are apparent across age graups (in terms of the life-cycle approach, type of industrial
SET context and level of seniority in the organisation)

The in-dopth interviews focused specifically on the three categories essential to this study:
recruitment, relention and advancement of women in industrial SET. The findings highlight that
most faclors (favourable and unfavourahle) were raised in the context of retention (40} foliowed by
recruitment (22) and then advancement (21). Inlerviewees thus focussed mosily on retention as
being favourable or unfavourable towards women's participation in the SET industry.  Also, 30
faclors can be identified as favourable to women's parlicipation white 51 factors can be identified
as unfavourable to women's participation.

Senior management was also asked about the policies and strategies at their companies. The
interviewees did not commonly discuss policies specifically addressing gender issues, Both men
and women did not regard them as important, especially at SMMEs. Furthermore, incorporating
issues for women into a gender policy is constructed around women as child-bearers, l.e. what
maternity leave benefils exist,  Interviewees at SMMEs perceive having policies like sexual
harassment policies to be linked to the size of a company and so because they see themselves as
'srmall’ they do not see it as necessary to have these kinds of policies in place.

Faur types of straiegies to support the implementation of policies are community-based strategies,
workplace strategies, partnerships and bursaries and learnerships,  Factors contributing to or
inhibiting women's participation in specific organisational contexts {private, JSE listed, SMME or
SOE) are presented as themas with direct quotations from the interview transcripts.

The integration of the findings from the gender representivily survey, the guestionnaires and the
in-depth interviews presents the following themes about the data:

— Discourses of difference between men and women

—  Women are not a homogenous grolps

—  The masculine image of science

—  Women's increased participation in the SET industry must be a natural evolution
- Ineguality of men and women in industrial SET

Allacation of respansibility for increasing women's participation in industrial 3ET

Each of these themes is discussed critically with regards to the lileralure and best practice in
increasing women's participation in industrial 5ET.

Section 4' Recommendations to increase the participation of women in industrial SET

-

Recommendations to increase the participation of women in industrial SET are made for industry
25 well as national government, universities and fundars of entreprencurial projects.

The major nodes of intervention according lo the findings of this study are: Ensuring that funding
reaches as many women as possibie, creating an accommaodating work environment for women,
creating networking opportunities that do not rely on activities traditionally used by men lo do
business, debunking the masculineg image of ‘the scientist’, conducting research and monitoring
the progress of women in industrial SET. Finally, a policy needs to be farmulated and
implemented to address the issue of women's under-representation in the SET sestor,

it is therelore commendable in the tight of the challenges thal women face in the SET sector that
government has taken the initiative to formulate a gender equily policy that addresses women's
izck of participation across the SET saclor, from schoal to the workplace. Furthermore, it is crucial
o monitar and evaluate tho policy's impact an wornen's participation.  For cxample, although

iv



SOEs have risen to the challenge of compliance with gender cquily requirements, an impertant
chalienge remains for departments such as DST and DT! to bring private and JSE listed
campanies to comply.
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DRAFT Report: An assessment ol 1he pariapation of women in SET Induslry for Depastment of Science and Tachnalogy

1 CONTEXT OF THE STUDY

For South Africa to remain globally and lechnologically compstitive, positive steps must be taken (o
address existing gender imbalances in the SET sector in order to create a diverse, well-trained and
innovative SET workforce that can spearhead economic growth, wealth creation and the improvement
of quality of life for the people of South Africa. One of the major challenges confronting lhe new, post-
apartheid South Africa is that of delivering increased economic growth, wealth creation and improved
quality of life for all its citizens. Critical to addressing this challenge is the need to increase the rate
and quatily of innavation in Scicnee, Engineering and Technology (SET).

A second and more patent factor conlributing to the shortage of skilled personnel in the SET sector of
South Africa is the failure to harness and utilize the SET potential of women whao constitule over 50%
of the national population. — Studies commissioned by the Department of Science and
Technolagy/NACI/SET4Women' have all clearly demonstrated the under-representation of women in
the SET sector, particularly al senior levels and, in specific fields within the sector, For example, the
CREST report’ recounts that although in 2001 women represented 53% of all higher education
enrolments, only 31% of Doctoral enrolments in the Natural Sciences and Engineering were female.
Only 7% of Doctoral graduates in engineering were female. The study also showed that only 9% of
instruction staff and 14% of research staff in engineering were female, while female scientists received
only 21% of all research grants awarded by the National Research Foundation (NRF). Of particular
concern is the fact that less than 6.4% of all publicly funded research projects were ideniified as
having an explicit ‘gender dimension’. 1t can be deduced from these statistics that, despite the marked
increase in women's entry into the higher education system of South Africa during the past decade,
wamen remain under-represented within the natural sciences and enginecring, The bottieneck gets
even smaller at higher degree levels, particularly in the field of engineering.  This means that only &
smal! propartion of South African women end up working in the SET sector,

The Women in Corporate Leadership Census Women (Business Women Association and Catalyst,
2004) shows that women who enler the SET industry are also under-represented at senior levels
given that approximately 60% of all companies have no women board directors, The study measured
the number of women on boards in excculive management of every listed company on the
Johannesburg Securities Exchange (JSE), as well as 17 of the largest state-owned enterprises for the
first time in South Africa. The results revealed that of the 3125 directorship positions held, women hold
only 221. Only 11 women hold chairs of hoards out of a total of 364. In addition, there are only sevean
women CEOs and/or MDs in comparison to 357 men. The results also indicated that State-owned
enterprises (SOEs) oulperform JSE Securilies Exchange-listed companies by a significant margin.

Globally, it s recognised that research and innovation within he various Science, Engineering and
Technology (SET) fields can make significant strides towards improving the quality of life and wealth
creation oppartunities for women, The kind of research envisaged by this proposal would implement
the sentiment of Kahn (2004) that "the stark imbalances in gender and racial representativeness in the
science and technology system ... requires urgent aliention”. A point made by Mario Ramos, group
chief executive of Transnet, in the Women in Corporate Leadership Census (2004) is also relevant in
terms of why the current research needs to be conducted, She remarked: "Unless you measure. you
do not know where you arc gaing o haw you arc going o get there”.

2 enn for mxampla the Facing the Facts repart published by the Depariment of Science and Technology/NACT (2004).

¥ Eacing the tacls Women's participation in Scicnee, Enginesring_and Teehnolaay (#004), publishad by the Natiohal Advisory
Coungil an Innavation (NACH and the Dapariment of Science and Tochnology (D3T).
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Increasing the number of women in the national system of innovation is both a human right as well as
a development issue. South Africa faces a range of challenges in the huilding of a social crder, which
speaks to the needs, and the deveicpment of all ils citizens. Challenges such as gross disparities
between rich and poor, high unemployment rate, the HIVIAIDS pandemic have in a sense “forced” the
public and private sectors to create demand for innovation in an atlempt to deal with the double
challenges of economic competitiveness and social development (Abrahams & Galant, 2005). The
latter authors argue that one way 10 address the issue is to grow a national knowicdge base which is
able to create and sustain levels of inngvation which contributes to annual GDP per capita growth as
well 23 ensure scientific and technological innovation is of henefit to the poor.

The stated goal of the Department of Science and Technology s “ ... 0 csiablish a gender equity
policy for the Science, Engineearing and Technology sector within South Africa’s National System of
innovation (NSI) which will inform the sector's initiatives with respect to gender equity mainstreaming”.
This goal is consistent with South Africa’s National Policy Framework for Women's Empowerment and
Gender Equality prepared by the Office of the Status of Women in 2000, This framework specifies the
key institutional processes, role players, key partners, and mechanisms required to achieve gender
equality in both the public and the private sectors of the South African economy. A gender equity
policy for the SET sector is an essential element for realisation of the goals enunciated in the national
palicy framewaork for the empowerment of women and achieving gender equality in the workplace.

The National R&D strategy recognises the critical importance of nurturing human capital necessary for
a rabust NSI, and also articulates the numerous challenges confronting South Africa in this regard,
including the fact that the South African scientific population is aging and shrinking, while our
proportion of 1.9 researchers per thousand workers is comparatively low (NACI 2005). The
consequence of aging and shrinkage is a shortage of highly skilled workers in the fields of Science,
Engincering angd Technology (sce for example Lawless, 2005). Another of the facters contributing to
the shortage is that of cutward mohility of R&D workers (see Kahn et al., 2004).

The Department of Science and Technology (DST) is currently invelved in a series of studies on
issues aflecting the effective recruitment, advancement and retention of women in the SET sector in
South Africa. These studies include in-depth interviews with university students and graduates in
Science, Engineering and Technology disciplines, focus group discussions on the necds of women in
the SET sector, consultative conferences on women in the SET sector and e-mail discussion forums.
The findings from these studies will sulminzate in the development of a gender equity policy for the SET
sector in South Africa.

The HSRC (Gender and Development Unit} was responsible for the overall management and co-
ordination of the projects. The Gender and Development Uit was also tasked with the responsibility
of using findings from the above studies to develop, together with the DST and other stakeholders, a
gender equity policy for lhe SET sector in South Africa, It was in this context that the Gender and
Deveiopment Unit undertook the guantitative and qualitalive assessment of the participation of
Women in Industry in the Industrial Science, Engineering and Technology sector on bebalf of the
South African Reference Group an Women in Science and Technology (SARG).

The stated aim of the assessment was to “... determine factors contributing to or inhibiting [women’s]
participation” in the SET sector of South Africa. In particular, the project objectives were as follows:

1. Undertake an environmental scan to determine comparable research in South Africa and
internationally in this area. This entailed conducting desk research on international best
practices with respect to women's participation in the SET sector.

2. Quantify the number and status of women SET workers in companies wilh a sizeable
technolagy base. Amang other things, this guantitalive component of the project provided
information reiating to issues such as the level of qualifications, fields of sludy, years in the
industry, personal cxperiences and percontages of women within each of the aforementionad
SET sectors.
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3. Identily gaps in gender represcniivity in industry and the key workplace factors blocking
progress,  Queslions relating to the first parl of this objective (i.e. gaps in gender
reprasentivity) were included in the survey while the factors blocking progress were explored
using a gualitative method,

4. Develop & besl practice guideline documenl with regard to gender equily mainstreaming for
the relevant technology intensive SOEs and private sector companies and produce a
comprehensive report for submission to SARG including all the compiled databases. Using
information on the international best practices an women in the SET sector as benchmarks, as
well as findings from the quantitative and gualitative studies described above, a best practice
quideline document and the report was submitted to SARG,

The report is divided into four sections. in Section 1 a review of the literature on the participation of
wornen in Industrial Scicnce, Engineering and Technolagy 1s presented. [t briefly examines two
theoretical perspectives on the lack of women's participation in SET before turning o a discussion of
the gender of enginecring and information technology respectively.  Some speacific barriers
experienced by women, such as sexual barassment, working time constraints and family
commitments, are highlighted. The section is concluded with a reflection on besl practice that would
increase women's participation in SET as well as how gender policies could achieve this. Section 2
containg a description of the research design of the project. The design is presented first followed by
an explanation of the sampling techniques that were used to identify potential companies and
individuals to participate in the research, Then each of the quantitative and qualitative methods with
their altendant data gathering instruments is outlined. The analysis techniques that were used on the
data are also discussed. Some challenges encountered during lhe research conclude this section, In
Section 3 the findings from the analyses are presented which include the results of the gender
representivity survey (in the form of a balanced score-card), the guestionnairc survey and in-depth
inlerviews. Section 4 conlaing recommendations, based on the findings and literature, to increase the
participation of women in the SET industry. Thesc suggestions relate to universities, government,
funders and the industry itself,

2 SECTION 1;: LITERATURE REVIEW: The Participation of Women in
Industrial Science, Engineering and Technology

2.1 Introduction

This review examincs literature on women's participation in Industrial Science, Engineering and
Technology (SET) both internationally and locally. In particular, this review looks at the specific issues
that affect the recruitment, advancement and retention of women in the SET sector. While there is
considerable literature on women in SET available from (he United States and the United Kingdom,
there is a paucity of literature on the South African SET sector,

Although women have made strides and are continuing to grow in number, women still remain under-
represented in the SET sector. Rescarch conducted by the European Commission (2003) reflects that
despite the increase in women's educational attainment in the EU member states during the last 20
years, the number of women in industrial research is lower than in other sectors. In 8 of 10 EU
counlries, women constitute belween 18% and 20% of all industrial researchers. Furthermore, it
appears lhal women participale more substantially in industrial research arcas which focus on health,
social work and financial intermediation. Both international and local literature confirms that as a result
of many factors, women in Incustrial Science, Engineering and Technology are generally inhibited
from parlicipation in the SET sector. Constructions of gender differences appear to be one of the main
faciors highlighted in all the lilerature, with the European Commission (2003) highlighting that women
frequently arc forced to choose between family and children, and a professional carear. As a result of
this forced choice and most employers' traditional perceptions of ‘mothers’ as limited in their
performance capabilities, SET loses out on the potential of talented female scientists, engineecrs and
tachnologists. Similarly, rescarch conducted in SET industries in Australia {199%) highlights that SET
is consistently constructed o8 a masculine arena which excludes, marginalises, alienates and isolates
woman within the industry.
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In order to understand the inhibiting factors experienced by women in SET, a discussion of Iheoretical
perspectives {3 necessary,

2.2  Statistics of Women in 5ET

Women remain undoerrepresented in SET globally. Carcers in Scignce, Engineering and Technology
have been chosen by more women today and account for hall of the Bachelor Degrees conferred. In
the United Kingdom, of the 44% of Masters degrees and 37% of PhDs conferred in SET, women only
gcomprise a quarter of the Science and Engineering workforce, In 1997 in the USA, women received
18.7% of the Bachelar's degrees, 19% of the Masters degrees and 12.2% of the Doctoral degrees in
Engineering (Engineering Workforce Commission, 1998). Most European countries have fewer
women in Engineering - Denmark (6.4% female Engineers); Ireland (2% female Engineers) and
France (5% femalc Enginears). In South Africa in 2001, the siteation of women in SET compares quite
favourably with the European Union: 35.7% of doctorates in Science are owned by women in South
Africa while 30.5% of doclorates in Science in the European Union are owned by women (NACI &
DST, 2004: 5).

Despite these successes, women still lag far behind. 1t appears that the more advanced the level of
study in SET al universities and technikons, the fewer female enroiments, In comparison to 69% men
enrollad for doctorates in the Natural Seiences and Engineering in 2001, women comprised only 31%.
In terms of graduations In Enginecring, the situation is similar, with 7% women graduating with
doctoral degrees compared to 23% men (NACI & DST, 2004). In addilion, alihough women's
participation has increased in the public SET workforce over the past decade, they still occupy fewer
spaces than males in the sector — this includes academic staff in universities as well as R&D staff in
science councils. In 2001, the proportion of female academic staff was 40% in comparison to 60%
male staff, white female R&D staff in the science council sector accounted for 42% compared to 58%
male staff. While these are improvements since 1992, the majority of these women were white and
located in the Social Sciences and Humanitios, rather than the Natural Sciences and Engineering
(NACI & TST, 2004},

Fram the above statistics it is evident that gender plays an important role in the {lack of) participation
of women in SET.

2.3 The Gender of Engincering

According to Evetts (1998 283) “engineering and management in Engincering are archetypically
men's careers”. This is the prevalent mindset in most facets of the engineering industry. The requisite
qualification for employment in Engineering is a degree in Science, Mathematics or Engineering.
Although there have been changes recently, women continue to be a minority {4.6%) in the
Engineering industry (Evetts, 1998). Engineering is perceived as 2 masculine profession and
consequently wormen entaring the profession are regarded as intruders and cannot expect the same
privileges afforded to their male counterparts. It is difficult 1o ascertain the impact of gender on SET in
Sauth Africa as a resull of the dearth of literature on lhe subject. Some possible reasens for the
under-representation of wamen in SET in South Africa are provided below.

2.3.1 Cuitural Problems

Cultural norms around gender constructians resuil in gendered divisions of the public/private sphere.
This often moans thal women's responsibilities revolve arcund the home while men are expected to
go out to work {Serugarma & Kotze, 2004). Closcly refated to cultural probiems is the "power position
in the gender and technology debate which appeals to the underslanding of the social context within
which particular gender constructions and particular technologies appear” (Faulkner, 2000: 20).
Faulkner (2000: 90) claims that "both technology and hegemonic masculinity are historically
associated with industrial capitalism: they are linked culturally by themes of contrel and domination”.
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Noble (1091) explaing that historically it has been man's quest to gain control and domination over
nature (in Faulkner 2000}, thus the “mastery of nature remains a powerful emblem of technalogy” both
wilhin Engineering and the wider culture (Faulkner, 2000; 90}, Consequently lechnology is peroeived
as a “masculine culture” (Wajcman, 1991). Faulkner (2000} posits thal it is essential to explore in-
depth the relative links between gender structures (occupation and education), gender symbolism
{cultura! associations between masculinity and technology), and gender identity (how people see
themaelves as women and men) in the gender-technology association.

2.3.2 Hegemaonic Masculinity

This notion of hegemonic masculinity s related to individually practiscd gender identity and the
aggregated gender stercotypes (Connell, 1878). Hegemonic masculinity is he benchrark against
which other men are measured and is used as a means of excluding women {(Faulkner, 2000: 81). As
2 benchmark, hegemonic masculinity is counterpoised to "subjugated famininity" which is a
suppression of wemen since the benchmark is specific. [tis used lo identify a certain type of manhood
associated with men in power. In addition, hegemonic masculinily is associated with successful white
haterosexuai men (Faulkner, 2000). Most men in Kimmel's (1994) opinion do not meet the standards
but perform within the confines of masculinity for the benefit of other men. According to Brod and
Kaufrman (1994) the individual does not feel powerful although men as a group hold and exercise
power. Despite the wealth of literature available on Science and Technology, masculinity studies have
been predominantly “gender biind” (Faulkner, 2000: 91) not taking cognisancc of the rale of
wormen in SET. Aithough certain studies of women Engineers were conducted during the
mid 198805 and carly 1990s which focus on masculinity, these are not sufficient (Sorensen &
Levoid, 1992). it would be interesting to establish haw ‘hegemonic masculinity’ operates in the South
African context. Masculinity and technology is an area that requircs considerable attention, specifically
the notion of ‘mismatches' in the role of femininity and technology, as discussed below,

233 Masculinity and Technology - Mismatches

Despite the numerous campaigng in developed countries to encourage the progress of women in
Science and Engineering, women are not playing a significant rele in design rales (Faulxner, 2000).
Henwood (1998) claims that there is a miscenception that women's sociglisation has to be modified to
match the role of an Engineer and not vice versa. It may thus be assumed that the reason for failure of
the inftiatives to get more women recognised in Science and Enginecring stems from the strong
operation of the symbolic association of masculinity and technology.

Thore are a serics of highly gendered dichotomios that may be discerned within this association,
Faulkner (2000) identifies three of hese dichotomies. Initially there is @ distinction between being
people-focused and machine-focused: this is one version of the sociological dislinction between
masculine instrumentalism {machine-focused) and femining expressiveness (people-focused). In this
regard, it appears that if a woman chooses (o work within he technology sector, she is potentially
rejecting any meaninglul engagement in the social world and thus faces ‘gender inauthenticity” (Keller,
198565 Sceondly, there is the distinction belween hard tochnology and soft technology, the iatter with
which wornen are associated (domestic appliances).

Arising from this hard/soft dualism are styles of thought, since accompanying the association of
Engineering with Science is the astablished gender dualism (Edwards, 1926). On the one hand,
objectivist rationality connccted to emotional detachment and abstract reductionist approaches to
problem solving is claimed to be masculine. On the other, siibjective reality is associaled with
emotianal conneciedness related 1o concrete, empirica!, and holistic approaches to problem solving.
Abstract thought and work is generally associated with masculinity, while concrele thought i
associated with femininity. However, Faulkner (2000) argues that both sides of abstract and concrele
dualism are requisites within Engineering. In science, these dualisms “are widely held as truths by
teehnical and non-technical peaple, women and men...” (Faulkner, 2000: 94). Numerous studies 1end
to confirm the operation of the three sats of dualisms, namely, people versus tachnology focused, soft
versus hard techrology and concrete versus abstract. These dualisms are evidenced in schools and
institutions of highar education where girls are perceived to be out of their depth in the male
dominated Sgience and Engineering professions.

tn
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Many women arc now working in jobs which were traditionally perceived as male and many men are
technically incompetent. Thus Faulkner (2000: 95) sees a crucial point that is often missed: the “huge
mismatches betwecn the image and the practice of technology with respect to gender.” The South
African literature does not highiight this mismatch but Stephen (2000) states quile categorically that
society's attitudes to women in Science in South Africa is not encouraging as society concurs with the
giobal notion that scientific carcers are incompatible with a woman's life. In this regard, it is necessary
to examine what so effectively maintains lhis male dominated domain. Thus the necessity arises for
the examination of the relationship between the continued male dominance in Engineering as well as
the masculine images of technolegy and how they are sustained.

2.3.4 Contradictory Gendering in Engineering

Although there is considerable literature available on the participation of wamen in Science,
Engineering and Technology, most research has been conducted outside of South Africa. There
appears to be a dearth of (iterature in this area in South Africa. Although there is an abundance of
literature available globally, in the UK therc is still the belief that there is & desperate need for
empirical studies in gender to be conducted, since gendering that exists at this level is both more
complex than assumed and highiy contradictory (Faulkner, 2000). Studies of women in Science have
been condusted almost entirely in the developed countries of the north, while Science in what was
known as the ‘third world' has been neglected (Campion & Shrum, 2004},

A lock at the dicholomous ways in which Engineering work is categorised will help to understand the
complaxity. The dislinction between manual labour and the professional graduate Engincer is the most
obvious of these dichotornous ways: “These two versions of masculinity are essentially class based
and embody the often gendered dualism of mind and body” (Wajcman, 1991: 95). Men are considered
to be “natura” Technologists because they have the suitable rationality and mechanical skills required
by the profession. Until recently higher status and eredit was attached to the more mathematical and
abstract analytical work and less to hands-on concrele waork within Engineering education in the USA.
In addition, sociologists of technology have argued that Engineers should adopt a holistic view and
“integrate heterogeneous technical and non technical elements if arlefacts are o work and meet a real
need” (Faulkner, 2000: 98), However, the reality for most Engineers today is that they are defined by
their technical specialism and their participation in holistic projects is dependent on their organisation
into multi-skilled endeavours, It is purportad that men and women differ in the field of Engineering with
regard to sex and gender.

2.3.5 Sex and Gender in Engineering

This section explores a contested aspecl of Engineering, that of whether gender dilferences exist in
how Engineering is conducted and whether men and women might bring different styles or
perspectives to Engineering, It is a fact that therg are no inborn diflerences in the technical ability of
males and female and the way that males and females engage in technical tasks (Faulkner, 2000).
However, there is evidence o suggest that there arc some differences in particular setiings as found
by Turkle and Papert {1990) in their study, Women and gitls tend to adopt an interactive approach
while men and boys approzch was lincar formal and comprised higrarchical planning. In 1T a number
of female programmers favour abstract approaches but the conclusion that Turkle and Papert {1990
132) arrived atis that “the computer supports epistemological pluralism but the computer culture does
not," In both design and programming there are dominant gendered assumptions that males have an
inmate aptitude and value nominally masculine styles. These assumptions are suslained despite the
countarevidence. Consequently aspiring women Technolagists are excluded.

This notion begs the guestions "Could Engineering support different epistemological styies of work?
Should such a powerful occupation as Engineering be predominantly shaped by a singular set of
values and styles” (Faulkner, 2000)? Campaigning for equal opporlynities has stressed the benefits
that male dominated areas would receive by including both women and ethnic minarities. The diversity
position purports that women contribute different approaches and priorities. This assumption however,
may be interpreted as essentialist because il fails to challenge stereotypical construclions such as
fomininity being associated with subordinate and masculinity as the controlling fores in society. If the
representation of women in Science and Technology improves then it contributes (o the transfarmation
of technological products as well as the procedures used (Arnold & Faulkner, 1985).
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Rose (1983) argues that women are mare likely to bring a caring rationality to technical work.
However, the evidence s limited and inconclusive. The exclusion of women based on these
assumplions may possibly be identified as one of the reasons that inhibit the participation of women in
SET. The South African literature has fouched on this aspect in a limied way. For example, Mabandla
(UNESCO, 1998) states that “we shouid not continue to waste cur human rescurces by excluding
women singe very few women in Africa were emplayed in Science and Technology occupations”™. Thus
far various aspects relating to women's exclusion from SET were discussed. What follows is a
discussion of the subjective reality of Enginears.

2.3.6 Subjective Reality of Engineers

What are the subjective experiences of Engineer? There are three subjectivilies that require
discussion: "the pleasure Engineers so palpably take in technology, the exclusion of womnen based on
these assumptions may possibly be identified as one of the reasons that inhibits the parlicipation of
wormen in SET, their ambivalent relationships with power and the identity wark they do” (Faulkner,
2000: 104). Faulkner (2000) argues that Engineers' pleasure in technology and their close
identificalion with technology are fundamental to the individual identity and shared culture of
Engincers. A fraternity is cemented among Engineers which inevilably excludes women Engineers
from significant internal networks.

Engineers are na longer held in high esteem as was the case previously. However, engineering still
provides Engineers with great pleasure as nature creates a ycarning within Engineers to produce feats
of immensity, which Florman (1976 122, 128) refers to as “an existential impulse for the vanity of
pyramids or dams — constructions that inevitably invoke thoughts of the divine”, Part of the pleasure of
Engineering according to Hacker (1988) is a pleasure derived from domination and contral over staff
and the natural world, In addition, she suggests that the fun that Engineers expearience with technology
may be seen as compensating for the contribution to larger systems of deminance and control. This
pleasure may also be scen as a reward for the fragmented roles they play in the labour source as well
as the limited job satisfaction lhey experience in other spheres (Hacker, 1989). Hacker's (1889)
intention was to demonstrate how the power and pleasure of Engineering are linked, She claims that
men in Engineering have their limited strength or potency symbolically extended through the power of
technology. Men who refatively lack power are those who gain the most pleasure in technology.
Henwood (1993: 41) explains: “Technology offers a symbolic pramise of power as well as the potential
to compensate materially for their relative lack of power by a strengthening of their gender power
through the acguisition of technical expertise”. Further, aptitude in mathematics and technology offers
some Engineers certain compensation for a lack control in various areas: "Engineers routinely feel
powerless themselves but are viewed as highly empowered by outsiders” (Downey & Lucena, 1993
172}

Engineers have an ambivalent relationship with power and are roctad in their structural location within
the capilalist industry. Due o the ambiguous location between capital, labour and the state, Engineers
have identified themselves with techinology since this sell acknowledgment has provided them with
apparent neutrality {Berner, 1992). A number of studies report Lhat most Enginecrs are interested in
gaining organisational power (Mcllwee & Rohinson, 1992). Engineering may thus be viewed as a
fraternity constructed around this shared identity with, and pleasure and pride in technology.

According to Kimmeal {1824) the Engineering fraternity is a homosocial performance that affirms a
specific version of mascullnity which is also a primary resource in advancing their positions and
interests. Engincers enjoy high stalus in certain organisations and disciplines and thus they benefit
from the "powor to create a work slyle comfortable to them as men” (Mcllwee & Robinsaon, 1992: 138).
There will be evidence of the domination of an Engineering culture when stress is placed on the
centrality of techrology and when competence is displayed aggressively. These are accepted means
to =ecure top jobs and assignments in an organisation. Career progression for men in the Engineering
field is based an involvement in successful projects and membership of networks of contacts and
mentors (Melstrom, 1995). Most women wha inilially lack the hand-on experience and confidence,
despile their compcience, do not expericnee the thrill and ohsession of their male counterparts
(Mcllwee & Robinsen, 1992, Melstrom, 1985),



DRAFT Raopaort An assossmaent of the participation of wormen in SET Industry lor Department of Scicnee and Technalogy

Based on these pallerns ol homosociality produced by Engincering, il is not surprising that many
waomen Engineers opt to lcave (he profession. Alternately they losc out as far as lheir cargers in
Engineering is concerned since hey do not belong to the ‘club’, and it is hardly surprising that the
access of women inlo Enginesring is greeted with hostility by many male Engineers. Murray (1993}
believes that this challenges what it means to be a man or the entry of women might spoil their fur.
Thus for women to compete in the Engineering field, where they are not held in high esteem as
Engineers, their upward mobility is impeded by vertical segregation.

The previous section concentrated specifically on literature with regards to women in Enginecring.

2.4 Key abstacles faced by women in SET

Liu and Wilson (2041) have idantified four main obstacies that have restricted women from working in
or pursuing a carcer in IT, These are gender stercotypes and attitudes, family responsibility, working
time constraints and iack of confidence. According to Liv and Wiison (2001) the number of women in
the |T field is declining. They also point out that male 1T workers earn a higher salary than females.
Other issues that were highlighted in their study were a lack of childcare facilities, lack of IT skills and
lack of finance.

2.4.1 Gender Siereotypes and Attitudes

One of the major restrictions on women's development and career advancement in IT was the gender
‘stereciypes and attitudes of male colieagues. Gender stergolypes and attitudes crmanate from family
values, societal and media inlluence as well as education. All these contribute to shaping beliefs and
values. These forms ot behavioural and mental conditioning underpin many assumptions and
stereotypas that are carried into the workplace,

Traditionally, men are expacted to hold senior positions while women are employed in lower positions
despile the number of women who have entered the IT ficid. Empirical research has highlighted the
fact that oceasionally these misguided expectations lead o segregation of the sexes (Liu & Wilson,
2001} so lhal there iz no even distribulion of women across the various occupations and industries. In
the UK, for example, many of the women worked in gender seqregated jobs horizontally and vertically,
confining them to low levels in the job hierarchy denying them a voice or the power to improve their
positions (Steven, 2000),

Gender sterectypes include the notion that 2 woman's role is to serve. Far example, as the only
woman on the management team she would be expected to take the minutes at a senior managers’
meeting, for example. Women managers who reject these expectations are labelled troublesame,
unreasonable and aggressive, Comments made by male colieagues lowards female colleagues are
often derogatory and demeaning, particularly with reference to women not heing lechnically minded
and the possibility of falling pregrant on the job. In addition, Trauth (2002) found that men make also
sexually explicit comments. These derogatory comments and skewed perceptions may impact
negatively on @ woman's carear.

In Liuv and Wilsum's (2001) study they found that men's negative atlitudes increascd towards women
who were promaled to managerial pasitions. Life for women in the workplace is made very difficult by
these gender imbalances. Thus it is assumed that women suffer more hostililies in the profession than
men, cspocially hose woemen wha hold positions of autharily. Simpson and Hally {2600} assert that
gender imbalance creates an organisational culture that is hostiic or resistant o women. Further she
points out that organisations with relatively few women in positions of autherity are expericnced as
less welcoming to women and less accepting of women's values, atlitudes and behaviours, Women in
South Africa and Africa are being encouraged lo pursue careers in Science. At a conference held in
South Africa in September 1998, the issuc of attracting and retaining women in science and
technology was discussed, Governments of African countries were urged Dy leading women
Scicntists, academics and poliicians from Southern Africa to increase opportunities @nd access for
womens participation in Science and Technology in South Africa (UNESCO, 1968). In their study Lui
and Wilson (2007) found that female managers identified gender slereatypes and men's attitudes as
the second largest restriction on women's cargers. In addition lo slereotypes, soxual harassment in
the workplace was idertified as another problem that women face.
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2.4.2 Sexual Harassment

According to Evelts (1998), sexusl harassmenl in the workplace is not uncommaon. She claims that
some of the relational difficulics of being 2 woman in the ficld of Science, Engineering and
Technology would be accurately described as sexual harassment. Many women in this field refrain
from reporting such incidents for fear of victimisation and being ostracised, This male dominated world
does not view such complaints empathically ang instead women are made out to be responsible for
invoking such behaviour by men.

Evetls (1998) tells of a young woman in an Engineering organisation who was toushed, whistied at,
leered al, insulled and patted on the head. Although she was with her manager who wilnessed some
of this behaviour, nothing was done about it. it is incumbenl upon management to have a clear policy
on sexual harassment and that all employses are made aware of the consequences of such acts.
Sexual harassment may not he perceived as such by women who take unequal treatment for granted
as they do not fully grasp the sexual harassment and challenges to their competence until it is pointed
oul to them (Trauth, 2002),

Aithough no literature could be found on sexual harassment in SET in South Africa. it does not mean
that women in SET have not encountered sexual harassment. As more information becomes available
in South Africa and Africa, there may be reports on sexual harassment in SET. Many women
complained about working time constraints which was a furlher inhibiting factor in their careers and
which will be discuased below.

2.43 Working Time Constraints

Anocther key obstacle thal reslricted women's development is working lime constraints, In order for
wormen (o be both mether and empioyes, it is necessary for employers to deviate from the norm and
allow mare work time flexibility. The fixed working times make it difficult for mothers/working women.
As a result many women leave permanent employment and opt for part-time employment. Apart from
childeare women have domestic responsibilities. Inflexible working (me can restrict women's
development in technolagy. Time constraints in the workplace tend to have a restriclive impact on
warmen's careers as well as their chances of fracturing the glass ceiling (Liu & Wilson, 2001).

2.4.4 Family Responsibilities

A major obstacic {or women in the IT field as well as in SET in general, is family responsiailities, since
the belief shared by employers is that women lose their ability to compete when they became mothers
and are less likely to be flexible in the workplace, As a result of these distorted beliefs, "glass ceilings’
(see helow) are created for women working in the IT profession. Earlier studies have indicated that
employers obstruct the promation of women in IT and provide less lraining. In addition, they are
averse to accammodating women's home lives that involve children (Kavanagh, 1999}, In their study,
Lui and Wilson {2001) found thal female managers identified gender stereotypes and men's
attitudes as the second larges! restriction an women's careers. Family responsibilities were
gited as the largest restriclion on women's careers in IT, according to Liu and Wilson's study (2001).

An interesting point from Campion and Shrum's (2004) study of Scientists in Ghana, Kenya and India,
was that 95 per cent of the men were married compared to three quarters of the women. Wornen had
fewer children, whereas men had mare. Sixteen pereent of the women were pursuing a professional
career in Science with no children, Given the similar age structure of the men and women, this
suggests thal men and women handle their professional and family lives differently. The South African
literature found unfortunately doas net address this issue 3Cross race groups but Serumaga and Kotze
(2004) found that marriage and children affect white wamen's participation in the South African labour
force. Role stessors, which include role ambiguily and role conflicl, are found to impact negatively an
WOITIEN,

9
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2441 Role Strassors (role ambiguity and role conflicl)

Role conflict refors o incampalible expactations associated with & work role which often arises when
two or more conflicling demands occur (Igbaria & Chidambaram, 1997). Schwartz-Cowan {1979: 87)
argue that “men continue to perceive women as the rearers of their chiidren, so fhey find it
understandable, indeed appropriate, that women should renounce their carcers Lo raise families.” As a
result, wornen may leave their jobs and concentrate on family responsibiiities, In their study, Igbaria
and Chidambaram (1997) examincd gender differences in role stressors (role ambiguity and role
conflict).

Role ambiguily is faced by many women in SET as they arc unclear about their job duties
performance and standards or level of job perlormance Women are socialised to develop different job-
related expectations in specific occupations than men and if they are unable to meet these
expectations, it may cause role stress throughout their careers. Conscguenlly, women may
experience higher levels of role stress. Role theary is based on the premise that individuals have
limited resources in terms of time and physical, mental and emotional crergy {lgbaria &
Chidambaram, 1897}, The demands and requirements of women playing multiple roles with regards to
family and caresr often create rote conflict, role overload and role strain on women (Gallivan, 2004).

Becausc wornen have to juggle their roles within the organisation and at home they are invariably not
given the appartunity to take on challenging assignments and s a result are overlooked for salary
raises and promotion, Since men have fewer career interruptions they acquire more experience,
ediucation and human capital, As a result, family responsibilities impact seriously on women's career
developmant as “withdrawal from the labour market influences wages through human capital
depreciation and undarinvestmont in on-the-job-training” (Mincer & Polachex, 1974, in Chaung, 2003).

It has been argued lhal women often experience 'role overioad’ which occurs when they undertake
paid employment, and have to concurrently maintain responsibility for domestic tasks, family
responsibilities and child rearing. Women executives have reported that they carry a disproportionate
share of the responsibilities for home chores (Schwartz, 1989). As 2 consequence, women may face a
greater conflict between household and child rearing responsibilities and organisational duties than do
men. The potential for stress and strain arising from work and family domains is heightened as women
are required to balance the simultaneous demands of career with those of family where they are
essentially responsible for household chores and childcare (Gallivan, 2004; Igharia & Chidambaram,
1997). Another factor that causes role stress is the fact that women's salaries are lower than men's. It
is argued that since wives only enter the workforce during periods of temporary economic need and
leave thereafter, they earn the requisite (lower) salaries. The lower salaries and iack of recognition of
their abiiities and capacity in the field may lead to a lack of confidencs in women in SET.

2.4.5 Lack of Confilence

Despite their educational qualifications, a number of women belicve that they lack compsatence to
exccule lheir jobs effcctively. Women in SET have inavitably suffered some form of low self-
confidence at some point in their working careger. This low solf esteern and low seif-confidence may be
attributed to fears of failure and fears of being labelled incompetent (Lui & Wilson, 2001). Lack of
confidence causas s barrior (o development in SET, and low self-estecm can ailso be quite restrictive.

There is a tendency smong men to sec women as the 'weaker sex’, If women are asscrive, they may
be labelled by their male counterparts and this contributes towards women lesing their self confidence.
Recent research has highlighted the fact (hat a lack of confidence may lead o alirition as well as
restricting the development of women in the profession. The numbers of women in Science and
Engineering is dedlining at an alarming rale and this attrilion may be attributed 1o the loss of self-
esteem and scli-confidence. Grealer in-depth investigation has to be conducled into the reasons that
underpin women's loss of sclf esleem and lack of confidence. Added to the lack of self osteemn and

lack of confidence, is age as an obstacle.

10
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2451 Age as an Qbslacle

Age was found to be an obstacle in a number of studies that were conducted. The mgjority of women
in SET are in the age group 25-29 and 30-35 (Igbaria & Chidambaram, 1897). Il has been suggested
that male and female managers differ in their success and this could be due to the average male
manager being alder and more experienced than the average female manager. Women are said {o
possess comparatively less life and work experience and fewer skills. Therefore it is suggested that
women in the workplace are likely to be younger and hold lower qualifications (Igbaria &
Chidambaram, 1987), Socio-culiural influences play an impertant role in SET as well as in IT.

2.4.8 Socio Cultural Influences

Recent studies emphasise an emerging theory of gender and [T as socially construcled (Trauth,
2002), Women experience a variely of socio-cultural influcnees which either encourage or discourage
their participation in the |T profession. Every woman is an individual who possesscs different
technoiogical taients and inciinations and responds to social shaping in a unique and individual way.
The 1T figld iz socially constructed as a male domain which prevenls women's participation al a higher
level. Whereas womoen from communist countries were encouraged to pursuc a career in T, others
had to resist & cultural norm wheare working is unacceplable and In 1T, even mere uniusual,

Cultural influcnces are experienced as a restraint in some countries where the private sphere is often
understoad to be women's domain and not in the 1T workplace (Trauth, 2002). Schools have also
been cited as promoting gender segregation in certain courses, specifically in mathematics and
compuler courses. Further, certain slaff members favour gender segregation when they encourage
males and discourage females from pursuing Seience and Technology. Moreaver wamen who have
aniered the male domain of Technology may be inhikited by the organisational culture,

247 Organisational Culture

Problems wilth gender and Technolagy in the organisation are found in lhe organisation itself rather
than with wormen themselvaes. The gendered expectations and processes within the organisation
contribute 1o the real diemmas that women face in their carcers in Technolagy {Evetts, 1998). Women
are made o feel uncomfortable in the organisation — an infruder in a male domain. Women employees
in Engineering and Technology cited examples of organisational culture that required them to be
submissive. Managers had specific expectations of professional employces and these expectations
were gender specific. If women were perceived as confrontational or too aggressive, it could be ta
thelr detriment with regards to promation or other work-related opportunities.

Some women are resigned o organisational expectations and behave in a spesilic manner in order to
salisfy the organisational cullure where women arc expecled to be tolerant and accepting of gender
challenges and not provoking confrontation (Evetts, 1998 Trauth, 2002). This behaviour is also
believed 1o be problematic as women are perceived as too weak, submissive and passive to be
pramoted and are judged as unsuitable for career progress and development.

Organisations have taken en a more competitive and masculing cullure which negates ihe presence of
women especially in senior, decision-making managemenit roles. Since oniy a third of women enter
the IT ficld and gender imbalance in the workplace can make life difficult for the minorily group, it may
be assumed that women in 1T oncounler more hostilities than men. Gender imbalances in an
organisation creale an organisational culture that can be described as hostile or resistant to women.
As 2 result women are ovarlooked for promotion and encouraged to steer away from the managerial
routc as a career path (Trauth, 2002).

Two caresr ladders ware identified by Traulh (2002) - professional and managerial curger ladders. In
many organisations, wemen are encouraged to pursuce Lthe professional rather than the managerial
route. Consaquently, women were bacoming highly skiled Technical Specialists in the profession bul
not managers, and they therefore did not have a veice in managerial decisions. The profassional path
was seen to be more appropriate for wamen with family commilments (Evetts, 1998).
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Traditional beliefs hold that thore are apprapriate roles for men and wornen and lhese beliefs exert a
major influence on emsloyment opportunitics and experiences for women. The traits and behaviours
stereotypically viewed as appropriate and possessed by men, for example competitiveness, logical
and initiating behaviour, persuasiveness and aggression are believed not o be allributes associated
with wornen. Therefore, women are nol suited for certain positions which require leadership,
professional or technical skills (Worrel & Rener, 1996). In Nigeria, the United Nations declaration,
1076 -- 1985, spurred the Federal Gaovernment on o implement affirmative action. Affirmative action
accounts far much change with regard to the promotion of women (Chovwen, 2003). Similarly, South
Africa has implemented the policy of affirmative action which saw many women in top managerial
pasitions, However, these statistics still remain far below that of men in managerial positions, Since
the perception that women shauld not pursue the managernial route persists, some arganisations allow
women to progress up the ladder but only as far as the ‘glass ceiling’ and no further.

2.4.7.1 Glass Cailing

Can the glass ceiling be penetrated to allow upward mability of women in SET? This is a question that
is probably on the lips of many women in SET whe have reached the glass ceiling. and for whom
upward mabilily is not possible due to an organisational culture thal favours men in scnior positions. A
study conducted by Simpson and Holley (2000) investigates the impact of restructuring on the career
progression of women in Transport and Logistics. The findings could have significance {or wamen in
SET whao have encountered a ‘glass ceiling’ and are restricted by il

This study looks specifically at organisational change and gender impact. Women are particularly
wlnerable during times of organisational change as they are less likely to be seconded into other
functional areas thus, limiting access to new skills and management expertise (Woodall, Edwards &
Welchman, 1697). Further, as the major concentration of women is in junior or middic management,
retrenchments ard demotion at these levels suggest that the women managers are reduced, thus
making the glass ceiling even mare impenctrable with fewer women eligible for promotion o senior
positions. Despite equal opportunity measures being in place, they are not likely to be considered
tavourably during limes of organisational change,

With women having to juggle their roles of motherhood and employess, certain arganisations planned
to introduce family friendly policies (Simpson, 1998). However, considerable hostility was directed at
these plans on the basis that some were gaining while olhers were losing their jobs, The transport
sector has undergone major changes but not to the benefit of women since they are still
underreprasented in the top echelons of management. This suggests that barriers do exist to
managerial positions. Simpson {(1998) argued for inslance that token women in minority positions
experience greater career barricrs than in an environment where the gender balance iz more equal.
This could possibly be the situation in SET in South Africa where women do not appear (o be
penetrating the ginss ceiling to top management positions.

Women in the USA indicated that they were negative about their career prospects since (hey believed
that men's remuneration was higher and their progress was fasler than their female counterparts
(Simpson & Holley, 2000). Additionally, women were frustrated by the sexual discrimination and ‘old
boys’ networks' that favoured maies in hiring and promotion decisions (Simpson & Holley, 2000}). Men
in Logistics still hold senior posts although women Logisticians held higher gualifications including a
mare participatory style better suited lo the current competitive envircnment. A study of 300 transport
managers established that 75 percent believe that their careers have been restricted by a giass cailing
and sexism in the Transporl industry (Halley, 2000). Women in [T are invariably faced with sex bias
which suggests that various mechanisms inhibit women from upward mobility irrespective of their
qualifications and experience. Evidence of gender bias against women is prolific especially at higher
corporate levels. Several papers arc ciled that suggest the existence of a glass ceiling that inhibits
women fram reaching the top (Bilimoria & Piderit, 1994). Globally few women and fewer still in Nigeria
have managed lo penetrate the glass ceiling (Chovwen, 2003). These sentiments can similarly be
applied to SET as women are nol rising to top management levels as they should be.
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2472 Attrition in SET

There has boen widespread research over the past 20 years to understand what factors influence job
satisfaction and the high attrition rate (Niederman & Moore, 2000). According lo Moore {2000) job
stress and burnout were leading causes of IT employees' high atirition rale. |T personnel research has
sought to identify gender differences thal may explain the low participation of women in the IT
industry. Bevause of the socio-cultural influences, prejudice, gender segregation and ather barriers,
the attrition rate in SET is high (lgbaria & Chidambaram, 1997). Social and structural barriers impact
on women's persistence, relention and advancement in T and consequently women are offered fewer
opportunities for promotion and professional development. In New Zealand, for example, a woman in
IT was forced to resign from her job because there was no matemity leave available and the
organisation could not accommodate her on a part-time basis (Trauth, 2062).

Chovwen {2003) found that women who persist with pursuing their careers in the face of opposition,
experience extreme frustration and consequently leave lhe organisation. This can cost the
organisation talented individuals. To add io these problems experienced by women in SET, many
mentioned the lack of support and mentorship (Trauth, 2002).

24.7.3 Support and Menltoring

Mos! of the lilerature consulted mentioned mentoring a5 a problem faced by women in SET. Mentors
are necessary as women invariably feel excluded in the SET sector (Igbaria & Chidambaram, 1997,
Liu & Wilson, 2001; Trauth, 2002), Many organisations are averse to investing in women with regard
to upgrading qualifications and reskilling, Organisations would rather invest in males as they are seen
to have a good return {Igbaria & Chidambaram, 1997). Consequently there are fewer women in SET
as they do nat get the support or mentoring that men do. Allied to the lack of support and mentorship
is the fact that therc are very few role modcls in SET.

2.4.7.4 Role Models

Women in SET have very few role madels as the majority of women who could rise o senior
managemant level are restricled for the various reasons explained carlier. Men still occupy senior
positions in management and if 2 woman is promoted there will be no female role modet W support
her. More positive female role models are needed as it would help to promote sociely's awareness of
women's potential ta excel in the highest ranks possible, while also empowering and encouraging
other aspirant women. Many women in SET have experienced exclusion by their male counterparts
and management.

2475 Exeiusion

In institutions, different ways of viewing or approaching problems, different priorities, professionalism
and power factors such as competing for scarce resources, often contribute to higrarchical cultures in
the workplace, Newcomers to an organisation can feel excluded as a result of the organisational
culture and it may take a long time for thal individual's contribulion to be acknowledged. If old staff feel
threatened by the newcomeor, the situation worsens. Qroanizational level can also be divisive, as
managers tend to cxploil their power in the workplace. Gender inequality exists on all levels and
particularly in managemen! where importanl organisational decisions are made. This phenomenon
has been identified in intarnational literature and to a lesser degree in African and South African
fiterature.

4.6 Gender inequality in management: globally and in South Africa

Recert studies have paid considerable attention o women in management positions worldwide and
have reported on the demographic changes in lop and senior management positions by debating the
status and conditions of professional women. Despite these advances, wornen still ooeupy secondary
positions worldwide and are aiso being underutilised (Mathur-Helm, 2005). Although the Civil Rights
Act of 1084 increased the number of women in male dominated oceupations, women's progress to top
management is still slow (Nelson & Michie, 2004}, In the UK and China for exampic, ineguality is stiil
evident in the labour force.
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Cnly recently In South Africa, has attention been focused an problems faced by women in the
workplace and managament positions. Despite the volumineus documents on equality and women’s
rights, women employees are still found in the lowesl ranks of organisations, expericnce difficully with
upward mobility to senior and excculive management levels and are not bencfiling from government
policies and legislation to advance their careers, This is the case in spite of the tremendous advances
that South Africa has made tc promote and advance women in the workplace, According to Catalyst
and Opportunity Now (2004), wamen are still undesrepresented in corporate boardreoms with only 7.1
percent women directors in the country. South Africa slill lags far behind the rest of the world whose
statistics are also low (Mathur-Helm, 2005). Grant Thornton International reported in 2003 that 75
percent of husinesses in South Africa employ women in management and senior management
positions. This indicates that Soulh African women are only allowed to advance as f(ar as the 'glass
ceiling' indicating that there are major barriers that South Alrican women have o face as the
environment of South African organisations are still not women-friendly (Mathur-Helm, 2005). This
study fooked at women in management across organisations and did not specify particular fields.
However, it would be sale to assume that SET makes up a fair proportion of the statistics and that this
would apply to SET as well,

47 Best Practice

To remain compatitive in this global and technological world, institutions and organisalions throughout
the world need to mave forward and create a well-trained, diverse and multicultural workforee, With
the decrease of general interest in SET careers and an increase in the demand for Engineers and
Scientists worldwide it is cssential that organisations look beyond the traditional pool of talent
(predominantly men) and target the other half of the populalion - women. But how will these
organisations achicve this?

There noods lo be a paradigm shift in raditional thinking towards women working in 5ET, to change
the mind-sal of those who belicve in gender specific jobs. More female role models are raquired and
wamen need ta be given greater access to advanced, specialist training to management and technical
skills. In arder to boost self-confidence it would be necessary to train women in asserliveness. Salaries
should be negotiated in accordance with women's achicvements to pave the way for equality in SET.
Those in power should influence change within the organisation., Attempts shauld be made by
employers to eradicate gender stereotypes and attitudes and to play an active role in removing
traditional concepts of a 'woman's place’. In addition,, it would be incumbent on the Government to
have

2478 Gendor Policy

Numerous policies have been introduced over the past decade to make the workplace friendlier to
women employees. With discrimination against women in the workplace because of family
responsibiities and motherhoad, one of the most far-reaching policies is that of the exlension of
parental and family leave. Despite human rights' discourse penctrating the warld, this has not
aliminated gender inequality. According lo Gotlfried and Reese (2004), there are no women-friendly
policies pramoling gender justice by hreaking down gender-based hicrarchies, enhancing women's
independence and increasing their capacity to support and sustain an independent houschold

A consortium of cloven non-governmental organisations from Europe, Asia and North America is
devaled to community based and gender sensitive poverty alleviation in Alrica (Hadjipateras, 1997).
Although Accord does not deal with gonder in SET per se, valuable lessons can be lcarnt from Lhem
about policy formulation and best practice. They adopted an analytical framework comprising five
steps along the palh towards equality belween men and women. These are improvemenl for women
in terms of welfare {survival); access to resources (including opportunities for sell realisation).
conscientisation {an awareness of and will to alter gender inegualities); participation {including an
equal role in decision making); and contral (in both the personal and public domaing) (Hadjipateras,
1997). Although these five sleps were used to develop a policy for women in Africa, it could also be
adapled for use in SET.
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South Africa implemented egual opparlunity and affirmative action legislalion as & system of national
strategy o redress the past imbalances thal were created by the previous dispensation after the first
democratic clections in 1994 (Mathur-Helm, 2005), Consequently women's issues were highlighted,
such as their rights, equality, welfare and empowerment and attention was focused around these
issues. Subsequently in 1996, the South African Government approved the International Convention
on Elimination of Al Forms of Discrimination (CEDAW) by passing the Gender Policy Framework
(GPF) (Mathur-Helm, 2005). The main aim of the GPF was to integrate gender policies by taking into
account that:

+ Women's rights are perceived as human rights

+ They have equality as active cilizerns

« Their economic empowerment is promoted

» Their social upliftment is given pricrity

» They are included in decision making

» Thoy are beneficiaries in cconomic, social and cultural areas
=« Affirmative aclion targeting women needs to be implemented,

The GPF guided the process of developing laws, policies and procedures to ensure equal rights and
opportunities for South Alrican women. According lo the GPF, if South Alrican women do not have
equal opportunity, access lo resource sharing, control and decision- making, the aim behind the GPF
would not have been achieved (Mathur-Helm, 2005),

2.5 Conclusion

Women in SET are disadvantaged in numerous ways as evidenced in the reviewed literature.
Furthermare, the literature revealed that in all the developed counlries the numbers of women in SET
is rapidly declining. This begs the queslion: why are women not entering the Science field and what
prevents them from remaining anc developing in lhe field? The European Saciety of Engineering
Edusators (SEF) assessed the low representation of women Engineers in all European countries and
made a plea for nalional mobilisation of effort to reverse this trend.

Effective management of technology is required in the future including organisational competence and
intellectual capital. South Africa has a difficult task as women irrespective of race have always held
secondary status in society, Coming from a paternalistic histary, women were defincd as infericr to
men and this emphasis the need for South African women in SET to advance, assert themselves and
make their voices heard in male dominated sectors.
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3 SECTION 2: METHODOLOGY

3.1 Research Design

Figure 1 illustrates the research doesign that begins with the research guastion pased in this study:
What are the factors that contribute to or inhibit women's participation in the SET industry of South
Africa? The research design entailed both guantitative and qualitative methodologies.  This is
commonly referred to as mixed mothods research in academic circles and can be defined as follows,
"the type of research in which a qualitative and quantitative data collection procedure ... or research
method ... is used to answer the research questions"". A literature review was undeértaken to
determine comparable research in South Africa and inlernationally in the area of women i industry.
This entaited conducting desk research on international best practices with respect 10 women's
participation in the SET sector. Literature on women's experiences in the SET industry was alsc
examined. Potential participant companies were then chosen and approached for permission to
collect dala about the topic of the research.

In order to address the research quostion two objectives were identified.  Objective 1 serves to
examine the gaps in gender representivily in industry. A qguantitative methodaology was used, Le.
numetical data was collected about the representation of women in each of the participating
companies using a survey method and a statistical analysis performed on the data. Objective 2 was
to determine the factors contributing to or inhibiting participation in the SET sector of South Africa.
Baoth quantitative and quatitative methodologies were employed. The latter used in-depth interviews
and the former used a survey method (and specifically questionnaires) 1o gather dala, The in-depth
interviews {qualitative) gathered comprehensive verbal — or toxtual - expressions of women's
experiences and perspectives of their parlicipation in the SET industry whereas the guestionnaires
(quantitative) captured numerical (mostly) ratings of women's expariences. A thematic analysis was
performed on the data from the in-depth interviews and a statistical analysis was performed on lhe
data from the queslionnaires. Each of these aspects of the rescarch design is expanded on in the
. sections that follow,

* Tashakkor and Teddlie {2003, p. 62)

16



DRAFT Report, An assessment of tha participation of wornen in SET Industiy for Department of Soenca and Tachnology

W
a1
B
8
o
a
=
w 2 [ 3
g2=a Objectlve 1 Methodology: Methods:
22 & Gaps in  gender CQuantitative Gender Analysis:
3 reprasentivity ropresentivity survey Statistical
{Balanced Score- '
card)
Research Question:
What are the factors that
contribute  fo or inhibit Interpretation
women's participation in
the SET industry of South
Alfrica?
~T|  Methadology: Method: __Analysis:
Objective 2~ Quantitative Questionnaires Statistical
- Factors
% %.E‘, contributing to or .
EX inhibiting Methodology: Mathod: Analysis:
a e 3 participation \‘ Qualitative In-depth interviows Thematic

LG9 |00 BB

Figure 1 Diagram of research design

311 Sampling

Specific companies were identified by the Department of Science and Technology in consultation with
the HSRC research team. Companies that were sclecled fell into one of the following categories: {n
listed on the JSE, (2) privately owned, {3) an SMME, or (4) a state-owned enterprise (SOE). Although
the aim of the study is to explore factors blocking women's progress, and women were largeted as the
majority of participants, DST requested that some men be included in the sample. [nterviewees for
the in-depth interviews were selected from the following two categaries: (1) a senior women in the
organisation with an SET qualification and/or experience, and (2) the CEQ or his or her designate in
the organisation.

This type of selection is known as purposive or judgemental sampling as the "units to be observed are
selected on the basis of the researcher's judgment zbout which ones will be most useful or
representative”. It is categerised under non-prabability sampling and therefore it cannat he assumed
that the sample is representative of the population that it is drawn from, i.e. the population of ali
women (and men) in the SET industry in South Africa. Results can therefore not be generalised to all
other such comtexis. The purpose of this study was not, however, to generalise findings to all women
in the SET industry in South Africa. Rather, it was imporlant to understand & subset of women's
experiences and identify the factors, according to these women (and some men), that block their

progress in the industry.

5 Babbic {2007, p, 184)
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The gender representivity survey would be used as a balanced scorccard to evaluate the status of
gender equity in selected organisations and represents only those in the sample. The sample for the
guestionnaire that was sent to SET women in these organisations is one of convenience as the
respondents to the questionnaire are those who completed it and returned it to the research team, i.e.
there was reliance on available subjects (Babbie, 2007).

Twenty-seven companies were selected as polential participants in the research. It was dectded that
companies in the private sector would be proporlionately represented maore in the sample and thus
nine were needed from the private sector, six from JSE registered companies, six from SMMEs and
six from SOEs. Although 27 companics were necessary for the sample the research team over-
sampied by two of three in each category to allow far arganisations who might turn down the request
to be part of the study; subsequently 35 companies were contacted for permission to be included as
research participants, Of these, 28 companies agreed to participate and 22 companies conceded
within the timeframe set for gaining access and doing the fieldwork {approximately 12 months from
Augusi 2005 — August 2006). Table 1 contains details of the number and type of companies that were
targeted versus those companies that were willing to participate in the study.

Table 1 Number and type of companies targeted versus companies who participated

Type of company Companics targeted and Companies that agreed to Coampanias that
contacted participate responded within ficidwork
timeframe

JEE listed 9 | 4 i 14 )
E;nm ) 11 “ 8 - 6
—S:MMI— o1 g 5
SL')E: 7 | e | 7

Total s T = | 22

31.2 Instruments

Both (ke literature review and the aim of the study were considered when the instruments were
developed. Below is a brief description of the content and aim of each of the instruments.

3.1.21 Gonder representivity survey

The aim of the gender representivily survey was to identily gaps in the representation of women at
varicus levels within organisations wilh a sizeable technology base. This was accomplished by
guantifying the number and status of women SET workers in companies. This instrument can be
found in Appendix A. The survey also provided information relating to issues such as the level of
qualifizations, fields of study, years in the industry, personal experiences and percentages of wamen
within each of the aforementioned SET sectors. This information was used to gencrate 2 Balanced
Score-card.

3.1.2.2 Questionnaire s

In order to expiore the factors blocking progress of women in the SET indusiry {in companies targeted
in this study) a questionnaire was developed that requested them 1o rate their agreement ar
disagreement with particular statements. The questionnaire can be jound in Appendix B, Soms open-
ended guestions were includad to allow the respandents to express any additicnal perspectives that
they may have on the topic.
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3.1.2.3 In-depth interviews

In addition to the guantitative data from the questionnaires key workplace factors blocking progress
were aexplored in in-depth interviews. A semi-structured interview guide was developed (see Appendix
C) to direct the interviewer through an open conversation with an interviewee about his or her
perspectives on women's participation in the SET industry.

313 Procedure of Data Collection

Once the sample was selected the research team worked on gaining access lo each of the
companies. A letter was composed by the DST as well as the HSRC explaining the purpose of the
study and what would be required from participants.  As soon as permission was granted by the
organisation to proceed with the research data collection commenced.

3.1.3.1 Gender representivily survey

A member of the HSRC research toam asked each organisation o identify the person who could
assist with the completion of the survey, The instrument was sent lo this individual to fill out and
return to the HSRC.

3.1.3.2 Questionnairas

The guestionnaire was e-mailed to each organisation so that respondents could complete it
alectronically or on paper. The compleled questionnaires were returned via e-mail or collecled by a
membar of the HSRC team.

3.1.3.3 in-depth interviews

Once both the senior SET woman and CEO or designate in the organisation had been identifiec a
membear of the HSRC research team made an appointment at the earliest convenience of the
inlerviewee. Two interviewers (usually ene male and one female) traveiled to the organisation and
conducted the interview either in the inlerviewee's office or in another suitable location like a
hoardroam.

The interview was initiated with an introduction to the study and an explanation of the ethical rights of
the interviewee. The imterviewer began by asking @ general guestion about the interviewee's
perspective on the under-representation of women in the SET sector and probed further for cerlain
issues as the interview continued. Generally, interviews lasted between 45 minutes and an hour.

3.1.3.4 Ethical cansiderations

This study adhered to gencrally accepted ethical considerstions for social science research,
Organisations were initially contacled for permission lo inciude them in the sample. For the
questionnaires respondents did not have to include any personal information that would identify thern.
They therefore remained anonymaous.

The participants in the in-depth interviews were provided with a Participant Information Sheet that
explained the broad aim of the study and set out the ethical rights of the participant. This included, for
example, that the interviewee could end the interview at any time without providing an explanation and
that he or she needed to consent to the interview being tape-recorded. (Some of the participants did
not consent to the recording and ihus the interviewer made detailed notes during and after the
intervicw.) The interviewees were asked to sign a Participant Consent Form that confirmed that they
had read and understood their rights.  Provision of personal information on the consent form was
voluntary. Each form is stored on file at the HSRC Gender and Development Unit's offices. The
perspaclives provided during the interviews remain eonfidential; no statement can be atiributed to a
spesific individual.

19



DRAFT Keport; An assessment of the participation of women in SET Industry tor Depariment of Science and Technology

3.1.4 Data analysis

3.1.4.1 Gender representivity survoy

Data ohtained from the gender representivily survey were analysed in order (o examing the nature and
extent of women's involvement in the SET companies that participated in the study. A full balanced
score card for cach company could not be computed because of the following two reasons;

1. The weighting procedurcﬁ for gender equity assessment within the SET sector of South Africa
has not vet been formulated and agreed to at policy level

2. Some of the campanies did nol provide the requested information {g.g9. with respect o
ownership, post-tax profits, etc).

3.1.4.2 Questionnaire

Descrigtive  statistics were calculated for the demographic charactenistics of the respondents.
Frequencies and percentages were generated for the statements in the questionnaire and cross-
tabulations were performed according to the type of SET industry, age of respondents (recoded to
mateh the life-cycle approach) and position in the company (recoded to management and non-
management levels).

3.1.4.3 In-depth intervicws

The cassettes from the inlerviews that were lape-recorded ware sent lo a transcriptionist for verbatim
transcribing into an electronic format. Two researchers read through each of the transcripts and
generated catcgories from the meaning unils identified during the reading. Thesc calegories were
capturad onto an Excel spreadshect where a frequency of one was allocated each time the category
was raised by an interviewee.

The categories were then used to perform a thematic content analysis of the data. This method allows
the analyst to group commaon categories under a theme, and describe the nuances of the themes, as
well as calculate basic statistics on the data. The themes represent the perceptions of the
interviewees about the participation of women in the SET industry. The perceptions reflect the beliefs
of the women and men who were interviewed and do not necessarily reflect some universal truth. The
description of themes includes direct quotations from the interviewees to illustrate some aspect of the
theme either in the text or in a box with other similar quotations. As much detail as possible about the
context {gender, position in company, type of company ete.) of the interviewee who made a specific
comment is included without divulging the identity of participants. The themes are presented in a
separate document (Appendix D) for the sake of keeping the report to & reasaonable length.

4 SECTION 3: PRESENTATION OF FINDINGS

4.1 Gendor representivity survey

4.1.1 Sample

Sixteen companies completcd and returned tho gender representivity survey.  The resuits are
presented below,

¥ ane Appendix T for a short descriplion of the methodological procedure that is follpwed whon computing values ol a hatancad
scorecard
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4,12 Balanced scorecard

Given the limitations of the data provided by the participant companies a summary of the information
gleaned from the data with respect to some of the key indicators that would form part a balanced
scorecard is presenled here. Table 2 shows the mean and standard deviation scores for the
nercentages of women who are employed in all the SET companies that responded lo the gender
representivity survey as a function of level of seniority and benefit from SET sector.

Table 2 Balanced score-card

LEVEL OF SENICRITY Mean
% share of direct shareholding by women in the company (direct sharehoiding refers to 0%
employee sharg schemes

% share of indirect shareholding by women in the company (ownership of women outside "
the organisalion) 0%
% of women members of boards of direclors 10.88%
% ol Women in Executive Managemeant 11.63%
% ol women in Middle Managomaonl 26.10%
% of Women suUpervisers 29.52%
% of highly skilled women who are not in management / supearvisory positions 18.03%
% of women in the junior professional category 246.04%
BENEFIT FROM SET Mean
% spenl on skills development for wormen in past year 001%
% spent on procurement fram womoen empowarment companics in last year 13.27%

Some of the further insights from the survey inciude the following:
« Only one company reporied having a gender equity palicy.

« Women are better represented at the lower levels of the sixteen industrial SET companies that
formed part of the survey.

» Only one of the companies has & famale leader (CEQ).

» Women of colour are less well represented than white women in these companies at ail levels,
and especially at eéxeclitive and management levels.

+ Shareholding by women is low in the companies who participated.
» Although some of the companies are spending large amounts on social development and

other strategies that encourage women's participation in indusirial SET, information about
women beneficiaries has not been recorded by all of the companies.
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4.2 Questionnaire

4.2.1 . Sample

Ninety women returned the queslionnaire rating their experiences in the SET industrial workplace.
Tahbie 3 contains the demographic details of the sample (Appendix E). Almost half (45.6%) of the
respondents were from State-owned Enterprises, married (43.3%) and white (46.7%). A third (33.3%)
of the respondents’ home language is Afrikaans. Almost two-thirds (63.6%) of the women are in the
age group of 25-34 years. Women mostly had either no child currently living at home (41.1%]} or two
to thres children currently living at home (42.2%). Almost 80% of the respondents reported that their
position in their company was skilled professional. Almost 40% of the women have a cost to company
of between R100 001 and R 150 002, The cost to company of six of the respondents was less than
R100 000 and only 1 woman reported that her cost to company is between R450 001 and R500 000.
Sixty percent of the women reported that they had work interruptions due to maternity leave.

4.2.2 Results from questionnaire

Tables 4 to 7 (in Appendix E) present the findings from the questionnaire according 1o women's
ratings of their experiences in the various companies. The data are represented in & 3 point scale
(Disagree, Neutral and Agree) for all the women who responded to the questionnaire and are
expressed as percentages. The responses are categorised into the following types of experiences:
Feedback on work performance, Remuneration and promoetion opportunities, Work environment,
Gender relations in the workplace, Mentorship and career development, Race and gender in the work
environment, Implications of a career on in SET for family life, Experiences in the SET industry.

Table 4 presents the ratings of all respondents to the questionnaires of their expericnces in private or
JBE listed companies, SMMEs and SOEs. Responses to the statements are generally in agreement
with positive with positive statements and in disagreement with negative statements about their
experience of women's participation. Exceptions o this are the statements about:

» Being sufficiently rewarded for efforls at work,

« Having a mentor in the organisalion,

+ Having excellent career oppertunities in the organisation,

» Women find themselves without the necessary instruments to perform duties,

+ Canstantly have to prove myself because  am a woman,

« Feel marginalised as & women in the industry,

» Nied to prove myself because | am a Black woman

« Feal marginalised in my industry as a Black woman

= Black women often have to deal with obstacles that others don't have o
Table 5 in Appendix E presents the ratings of women's experiences according to their position in the
SET industrial company. Two categorics were created from the original categories on the

questionnaire: management or nen-management.  Women in management positions lend to rate
statements similarly to women in non-management positions except for the following statements:
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agrees

they are women

Management disagrees - non-management

Waorking conditions taking into account (hat

Management agrees -
disagrees

non-management

Being sufficiently rewarded for efforts at work

Men being mare easily promoted

meetings

Men being taken more seriously  during

Having to prove myself becausa I'm a woman

Having a coach in the organisation

Having & mentor in the organisation

Froving myself as a Black woman

Net being taken seriously in the industry

Success in the career should come before
othoer considerations

Table 6 in Appendix E prescnts the ratings of women's experiences according 1o their age group
divided into categories that maich the life-cycle approach: 20-24 years of age, 25-35 years of age or
Women across the age groups tended {o rate statements similarly with the

35-55 years of age.
following exceptions:

25-55 disagrees

25-55 agrees

20-24 and 35-53

20-24 and 25-34

35-35 agrees

Being sufficiently
rewarded
efforls at work

Having a2 coach
in the
organisalion

Male colleagues
earn morg than
women at same
level

disagrees disagrees
As Black women | Often  expecled | Other people | Have o prove
for | sometimes  feel | to work overtime | more aasily | themselves  at
marginalised  In promoted  than | work  because
industry Black womon they are women

advancement

opportunities  in
their current
company

Having a mentor | Men in SET
in the | sectors frave
arganisation more
opportunilics and
advantages han
women
Excellent career | As women they

oflan  have to
deal with
abstacles thial

men don't have
to deal with

Women  should
bz encouraged
mare to enter the
soence,

enginearing  and
technology
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sector

Table 7 in Appendix E presents the ratings of women's experiences according o the type of SET
industrial company they were employed at when they completed the queslionnaire. There are more
noticeable differences belween the ratings made by women across types of industrial SET companies
than with the former groups,

Private

JSE listed

SMME

50E

Disagree that working
conditions  take inlo
account that they are
women

Agree that they have

Meutral about working
conditions take into
account that they are
waimen

Same  number  of
women disagreed as
agreed that male
colleagues earn maore
than femaie
colleagues al the
same level

Disagree that they are
often  expected o
work overtime

Disagree that they are

advancement
opportunities  at their
current companies

who  helps them
address the technical
issues of their work

dillicuities, challenges
entering SET sector

Agree that they are | Disagree that they
adequale given regular | suffisienlly rewarded | have adequate
oppertunities far | feedback on  their | for their  efforts  at | opportunities for
professional work work professional
development developmant
Neutral about being | Disagree that they are | Agree that  they | Agree that they
given the rocsources | given the rosources | constantly need o | constantly need to
and lraining | and training | prove thamselves at | prove lhemselves at
necessary to do their | necessary lo do their | work because  they | work  because  they
work waork are Black are Black
Disagres that they are | Disagree  that  they | Agree they | Disagree that they are
excellen! career | have a ¢oach at work | cxperignced many | oxcellent career

advancement
opportunities at their
current companies

Agrea thal men arc

ofien  more  easily
promoted than
women at their
company

Agree that men are

often  more  easlly
promoted than
wamen at their
company

Agreed and disagreed
lo the same extenl
that working
environment s more
suitable for men than
for women

Disagree  that  they
sometimas feel
marginalised in their
industries

Disagree that they

Agree  that  other

Disagree that they

often find themselves
without the necessary
instruments to
perform their duties

disagree to the same
oxlent that they oflen
find themsclves
withoul the necessary
instruments to
perfarm their dutics

often find themselves
without the necessary
instruments to
perform their duties

sometimes fool | people are  rmore often have to deal

marginalised in their | easily promoted than with  obstacies  that

industries Black women at their men  don't have to
GCOMpany deal with

Disagree  that  they | Both zgree and | Disagree that they | Disagree that they

often find themselves
without the necessary
instruments to
perform their duties

Agree  that  black
women  should  he
ericouraged more _{o

Agree lhat  black
women  should  be

encouraged more to

Risagree that black
women  should be
encouraged more to

Agree  that  black
women should  be
encouraged more {o
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enler the SET sector | enter the SET seclor | enter the SET sector | enter the SET sector

Agree that they often
feel that they are nat
laken seriously by
male colleagucs

Agree that men are
taken more seriously
during meetings held
at their campany

4.3 In-depth interviews

4.3.1 Sample

The realised sampie for the in-depth interviews was 38. The section that follows contains a summary
discussion of the major findings from the intervicws,

4.3.2 Senior management's perceptions of women's participation in industrial SET

The findings from the analysis of the in-depth interview data are presented in table format (Appendix
E). Table 8 includes the three calegories essential o this study: recruitment, retention and
advancement of women in industrial SET. Within each category the factors (themoes) that were
identificd as favourable or unfavourable 1o women's participation are listed. If there are factors that
oppose each ather they are listed in the same line. As mentionad earlier a delailed explication of the
themes formulated from the data can be found in Appendix F.

Tabie 8 also highlights that most factors (favourable and unfavourable) were raised in the context of
ratention (40), followed by recruitment (22) and lhen advancement (21). interviewees thus focussed
mostly on retention as heing favourable or unfavourable towards women's participation in the SET
industry. Also, 30 factars can be identified as favourable to women's pasticipation while 51 factors can
be identified as unfavourable to women's participation.

Factors that received the highest endorsement (up to the 5 highest scores} by the interviewees are
reflectad in figure 2 below:
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Factors that received the highest endorsement by the Intervinwons
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Figure 2 Factors that receive the highest endorsement by intervicwees

Faclors endorsed most by the interviewses (up to the live highest scores) that are favourable to
wornen's participation are reflected in figure 3 below:

Faviurahla factors
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Figure 3 Factors thal received the highest endorsement by interviewees that are favourable to
women's participation
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Factors that were endorsed most by the interviewces (up lo the five highest scorcs) that are
unfavourabie to women's parlicipation are:
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Figure 4 Faclors that received the highest endorsement by interviewees that are unfavourable to
wornen's participation

4.3.3 Policies and strategies to address gender and equity issues

Part of the in-depth interview quastions focused on policies in lhe organisation that addressed gender
and equity issues as well as any slrategies used to supporl these policies.  Across the 21
organisations that participated in the study, 15 of the 38 interviewees affirmed that their organisation
had a gender or eguity policy or some type of non-diseriminaticn policy.  Fourleen interviewees
reported that their organisation had gender specific targets, did head counts or tracked equily in terms
of race and gender. The existence of sexual harassment policies was mentioned by 15 interviewees.
Twelve interviewees said that they did not have a gender palicy, but what they called a "peoble policy”.

The reported strategies that organisations use to supporl the implementation of these policies are
presented in figure 5 below:
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Strategivy W supporl implementation of palicias
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Figure 5 Stralegies that companics use l¢ support the implementation of policies

The: interviewees did not commaoniy discuss policies specifically addressing gender issues, Bath men
and women dic not regard them as important, especially al SMMEs, Gne of the female interviews at
an SMME siated that there are "No real issues that women have that require them to get special
treatment”. Furthermore, incorporating issues for women into a gender policy is construcled around
women as child-bearers, i.e. what maternity leave benefits exist.

Interviewees at SMMEs perceive having policies like sexual harassment policies to be linked to the
size of @ company and so because lhey see themselves as ‘small’ they do not see it as necessary to
have these kinds of policies in place. One interviewee (senior male) at an SMME said that they
“would go to what the labour laws say” if sexual harassment did take place. One male CEQ of a
private company stated that the company did not have a sexual harassment policy, hut that these
matters were dealt with as a contravention of the company’s code of conditions of service.

There appeared to be a lack of female mentors in private companies. This implies that male scniors
often mentor young women entering the industry. A male CEQ confirms that "For the young ladies in
the company, we have relatively few people we can choose {rom 1o be mentors ard unlortunately we
don't have senior enough or cxperienced enough women o act as mentors”.

Some interviewees felt that there needs o be a national strategy lor the SET sector.  This strategy
should be focused on retaining women in the specific Science, Engineering and Technology industries
through a gquota system. In other words, the strategy needs to clearly indicate the number of women
needed in each sector to balance the playing fields. SET indusiries would then have a framework
from which to develop their employment equity strategies in the workplace.
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4.3.4 Factors contributing to or inhibiting women's participation in  specific
organisational contexts: thematic analysis

4.3.4.1 Factors in rocruitment, reteptfion and advancement of wamen in JSE listed
companies

Women at JSE listed companies may feel that they are recruited, retained and advanced because
legislation dictates that these entitics must implement affirmative action and employment equity
policies. One senior woman believes thal quolas must be set through charters such as the one for the
ICT secior, but that "once these quotas are sel you will get people that can do the job and other
people you provide training for them, they need mentoring, they need coaching for them to survive
within thelr own jobs”. Implementing quotas will aiso ensure that companies work hard o retain
wamen as once women are in these positions it will be costly to replace their skills if they leave.

That is what thoy are quided by, they are guidcd by legistation, they are guided by what they have
to do nol by what they want to da,

- Benior famale

Thore are cerlain things that women get that men don't but that's according to the law.

- Male CEQ

There seems to be a tendency for women to leave JSE listed companies after a short while,
According to a senior female in a JSE listed company wormen "sgem to come and go and lhe next
thing you hear they are gone $0 they study and then work for aboul three years on a contract where
they mesty do planning work in the office and don't reaily do any projects and then they disappear and
i don't know what happens lo them." This interviewee links the lack of advancement eppariunities for
women in her company to the problems with retention of wormnen, but also states that wornen do not
remmain in & job long enough to prove that they can contribute o the induslry and theretry advance.

A male CEO at a construction company feels that although his company does not have specific
empowerment stralegies for wamen their family commitments are given priorily: "We do try and help
the females more than the males when it comes to their children being il or having to cart them
around. When we have two engineers who are married and we have got quite a few of them we try to
put them on the same projects”.

4.34.2 Faclors in recruitment, retention and advancement of women in private
companies

A woman who has been headhunled for an organisation may feel thal “even if she is second best she
will be employed to ensure that numbers are correct”. According to the man that made this statement
women who have been headhunted for a position may not always fee! accepted and may leave “to
start their own thing”. The parception that women are part of the equity plan and that they are not as
competent as men may be pushing women out of private companies into entrepreneurial
opporiunities.

. with the BEE charters who is going lo be forcing industrics to look more on women,
predominantly black women. | mean il you could find a black woman engineer | think you would
pay the carth 1o kave her in your organization because of the points altocated to something like
that 50 | think companies are going to e farced if they don't have the culture already they will be
forced to adopt that culture.

- HR exceutive

When women feel “accepiad, acknowledged and recognized” a female engineer believes that they will
be retained in the SET induslry. She has had posilive experiences in her organization: "l am part of
the company, people know me. people recognize me and | don't feel alienated and on my own. | have
male colleagues that | can go to and say you know this is the situation and how would you deal with it
so | have got those structures and | have got the acceptance and recognition and 1 don't know how
you would instill that if it is not there".
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Th CEQ knows evary person’'s name, he knows their children's names and how old they are. He
knows intimate things about people and | think thal is whal people really enjoy about the
company. You are nol just anothar worker. ¥You have circumstances. | think the wormen find this
very important as thay ook afier the furnily and they need their employer to be aware of them and
thair families ...

- Senior male

When | was very ill with my baby and Lhis company went to great lengths to accommodate me
with my leave and my sick leave and all the things they did and | will always remember what the
refinery manager said, he said “if we assist her now we will retain her, il we don't assist her wo
would lose her” and it was tho same words he used when | want to university to do my honours ...
he had this whole approach if wo de little favours for people, litthe things to make them happier,
mora comfortable, outside of o policy we will retain people” and | think this has been more our
stratogy as opposed lo making everything policy.

- Famale HES manager

Private companies tend to have flexi-time for employees which makes it easter for women with family
commitments to be retained by the organisation. This works on an output mode!, i.e. you are judged
by the work you deliver and not on the time you spend in the office. Other ways of accommodating
women is to give them hali-day jobs, allhough benefits are cut accordingly.

4.3.4.3 Factors in recruitment, retention and advancemeant of wamon in SMMEs

SMMFEs battle to compete with the salaries that government is prepared to pay at lower levels. One
example is that local or national government is prepared to pay a deputy director large salaries
although he or she only has a year or two technical diploma experience whereas they should have ten
to fifleen years post-graduate experience, Women were not discussed separately from men in this
example and it therefore seems to be a broader sector problem than a challenge specific to women.

A challenge related to the perceived size of SMMEs is establishing format mentoring systems. These
kinds of systerms are seen as beneficial for people in big companies, but also thal instituting mentoring
could be perceived as underestimating the extant capacity of individuals. Women are not necessarily
seen as being in more need for menloring than men.

SMMEs may have policies that affect the retention of women in the SET sector such as allowing
women to take malernity leave only after the completion of 18 months of a contract, There is also
uncertainty amongst women in these institutions about whether her job is reserved for her on not while
she is on malernity leave.

SMMEs feel that do not participate sufficiently in promoting SET and would (ke to hecome more
involved with showing school children what good opportunities there are.

4.3.4.4 Factors in recruitmont, relention and advancement of wormen in 50Es

Women in SOEs feal that they do not have flexibilily in terms of work hours. This makes it difficult to
take care of their family commitments like dropping children off at schoal in the mornings,

The HR manager at an SQOE feels that the burden is on the state to take the leadership position and
achieve equity while it should be o national objective.  SOEs also have the problem of retaining
women in their arganisation due to the pressure of employment equity on other organisalions:
peopie keep on poaching them, each and everyene out there is trying to push their numbers so they
are under pressurc because of the few numbers that we have so we experience huge problems”.
Investing in wormen does not ensure that they will be retained in the organization: "You will recruit a
woman, take her overseas to overseas fraining courses and all that, when she ¢omes back she
leaves, somebody else attracts here, they give her a higher salary because you have to pay a
premium all the time when you are a female” {(executive female interviewee), According fo this
interviewee the solution is to ensure a working environment that is conducive, very welcoming and
enabling, but that high salaries and top positions remain the best way to aliract women.
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In general young people are not attracted to S0OEs as these institutions do net offer the same financial
rewarcs as the private sector. A senior woman at an SQE also complained that "there is no
entreprencurial drive, innovation is stifled which is specific to S0Es™

You have youngsters coming from varsily, some they have started in companies thal in the name
of cmployment equily, made certain sections of the population progress faster than others. And
in six months fime thoy are drivincg a BMW and they are able ta buy themselves a smail
townhouse or penthause or something small that's very nice. and chic, and very up market place.
And then you have someons that starts at our organization and he has to start and try to
understand what to da in our posilion, and what is tha reason for our exislence and starting
almast from scratch, and therefore aiming at the level of supervisor ... thay simply go.

- Female General Manager

But they stay because they boliove — I will slay in a company when | believe | slill have a lot to
learn ... However, if the envirenment is such that | cannot achieve or learn that which | want 1o
loarn, clearly | am wasting my time sticking around.

« Fornale General Manager

In S0Es, it was genarally felt thal advancing women too quickly could be counter-productive for bolh
the employee as well as the company. It was mentioned that this type of fast-tracking sets the female
employee up for fallure. Gender equity at senior levels can also be a barrier to women's career
interests: "There is a drive to pul women into management pesitions and so they can't become
specigiists if they want ta. Its too rigid: people should be placed where their interest lies” (senior
female manager of T division).

In our haste 0 empower waman, and this could refate lo affirmative action in terms of race as
well, people who have all the professional qualifications have sped through the ranks at such a
pace that somatimes they are sel up for (ailure, where they might have benefited from a slightly
slowor path to development.

- Senior woman at an 8DE

! think whilst we need specific programmes for women and we need to focus on that we also
need now to start taking care of the ageing workfarce, unfortunately it is while male mostly, we
need lo start appreciating the value those people still have to enhance skills development for our
poople because that is where the knowladge is.

- HR managar at an SOE

Gender reprasentivity is a warkd-wide problem in enginesring so when it comes to the sector in
South Africa | dor'l (hink we should ever need to locl that we must force numbers lor the sake of
gender reproscitation because we oursalves could be very irresponsible whan we do that
because we could be forcing anolher kind of discrimination botween male and female ... of
course 1 want to see more wamen with the right reasons where those women themselves must
support ... our youlh needs to participate in the SET seclor not just women,

- Femalc managing director of lechnology

4.4 Integration of findings: Balanced score-card, questionnaires and in-depth interviews

In this section the findings from the three data collection methods are integrated to provide a holistic
picture of the participation of women in industrial SET. Interprelations of the perceplions of women
and men in industrial SET towards the participation of woman in this sector, women's ratings of their
experiences of being in industrial SET and the resulls of the gender representivity survey and
balanced scorecard are offerad and contrasted with the literature discussed in Section 1.

4.4.1 Discourses of difference between men and women

There zre clear discourses focusing on the differences between men and women. VWomen are
constructed as dilferenl on an emotional level - they are described as 'softer’, feminine’, more
emotional and bringing a more empathic underslanding to the SET industry: they are constructed as
different an a cognitive level - they think holistically and deeper consideration goes into the decisions
they make; and they are constructed as different on a biological level = they cannot participate in
unsafe jobs. These discourses are upheld both by the men and women who were interviewed.
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These discourses serve o essentialise gender by claiming fixed, unified and opposcd male and
female natures (Waicman, 1991:9). in industrial SET this assertion focuses on the inherent difference
hetween men and women to elucidate their differences in the sector and by inference, their
participation. This interpretation concurs with the literature in Section 1 that highlights constructions of
gender differences as one of the main factars that force women out of SET.

There are also contradictions in what women say about themselves. They conslruct themselves as
different {o men, say that this difference is necessary as they bring new attributes to the warkplace,
but at the same time that they want to be equal, Women are aften cast in supportive roles for men in
the workplace which mirrors the typical role that women play in the home, e.g. being responsible for
activities around food when on a field trip.

442 Womaen are not a homogenous group

The resulis of the guestionnaires completed by women in industrial SET demonsirale that therc is a
considerable degrec of diversity in terms of the specific expariences of individual women across SET
workplaces, across women's life-cycle in terms of age groups and across position in the company. It
is therefore imporlant for policy-makers and implementers o realise that women are not a
homogenous group and a ‘one size fits all’ solution is not always possible. The SET industry should
also refrain from treating womaen as though they are a uniform group. mportant differences may exist
in terms of the needs and priorities for women from different racial, socio-economic, and age groups
and across SET seclors,

At a macro-level, however, similariies do exist with variations being more apparent in terms of
magnitude, severity and impact on the women involved. From a nationai policy perspective the
nuanced nature of this reality, though importanl, is not of primary concern. Of particular interest is the
need to address the existing gender imbalances in the SET sector of South Africa through a
systematic process that ensure women's full participation in and benefit from the SET seclor, Once a
policy framework has been adopted and agreed on by all stakeholders, specific manifestations within
each industrial context can then be addressed al a micro level.

4.4.3 The masculine image of science

The findings from this study concur with the iiteralure discussed in Section 1 with regards to
hegemonic masculinity and the associalion of technoiagy with masculinity.  The masculine image of
SET relates strongly to the discourses of difference between men and women described above.
Women ofter feel that they do not fit into a male-dominated culture as the benchmark for a successful
sciontist is @ man and also that women must change in some way to malch the role of the maie
scientist. The gendered dichotomy, i.e., that men are machine-focused, rational and abstract thinkers
and women are people-focused, emotionally connected, concrete ihinkers works to exclude women
from SET as ihe dichotomy communicales to women that they are not being aythentic. lo their
genders. Although research shows that both of these types of thinking are required in SET fields men
continue to dominale. Moare research reeds to be conducted about the relationship between
continued male dominance as well as the masculine images of fechnology and how they are
sustained.

4.4.4 Women's increased participation in the SET industry must be a natural
evolution

There seems to be a beiief that it is not policy that will change womoen's narticipation in the SET
industry; it is @ natural evolytion as more women enter the seclor. Also, the perception exists thal
women should not be advanced oo quickly as Whey will experience demands beyond their capability
and aventually they will burnt out. What those positions fail 1o take ito account, however, is that
women do not often sustain long-term careers in the seclor. In this research, as in previous studies
commissioned by DST, males and females say that scientists exit the SET scotor for more lucrative
career paths in other sectors iike the financial sector for example.
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But it seems thal women also leave due to gender-based obstacles such as discrimination, exclusion
and family commitments, The construction sector seems to be a particularly harsh envirenment for
women. Sadly, the 22 companies in this study did not report many {if any} decisive iritiatives to retain
women in thair organisalions,

International sludies also show thal the participation of both men and women in science and
technology i declining. Added to this problem, the trend of women exiting the SET sector and the
seeming refuctance of the sector not 1o do anything abou! this, could have an impact on the 6%
growth rate desired by the South African government, The results from the in-gepth interviews show
that women, especially in private and JSE-listed companies, tend to exit the organisation to begin their
own business/consulting practice. These women arc in the ideal position {o act as entreprencurs and
should be supported by funders and government to cnsure their success. This might be one way of
increasing wamer's participation in industrial SET.

Increasing women's participation in the SET induslry should not be left to natural evolutian, The
European reporl on science and technology indicators (2003} examined & number of studies that
make it clear that gender equality will never ocour if left to "natural redress”. The report states that “It
is clear that 'simply waiting one’s turn' is not an option for today's women, Moreover, merely
condoning a short wait would aisc be a patronising attitude towards the question of women's
participation in science” {p. 265).

4.45 Ineguality of men and women in industrial SET

According to the parlicipants in this study men and women in industrial SET are uneqgual in a number
of ways. Although there may be more ways in which women feel they are unegual in the warkplace
four main types are discussed here. Firstly, men and women receive different remuneration for the
work of the same value and on the same level, Although this was raised without being prompled by
the interviewer by only three out of 38 interviewees, almost two-thirds (64%) of the women who
returned the questionnaire are in agreement that male colleagues earn maore than female colleagues
3t the same level. Moare than two-thirds (67.6%) of women on a non-management level and aimost
77% of women between lhe ages of 35 and 55 years hold this perception. This perception is
supported by the theory of human capital thal asserts that inequality in carear success is a result of
differerces in men's and women's human capital. Salary incqualities between men and women are
also a consequence of human capital (igbaria & Chidambaram, 2004},

Secondly, some womean foel hat they are not taken as seriously az man. This is often raiscd when
women talk of having to work harder than men to prove themselves. Women's competence 10 practice
science is sometimes questioned by men and their confidence may suffer as a result. As reported in
the literature this lack of confidence may lead to attrition as well as restricting the development of
women in the profession,

Thirdly. there is & dilference between men and women in how much access they have to networking
opportunities, Women are often excluded as networking typically revolves around aclivities such as
golf and drinking in pubs after hours. Although thesc are activities thal women could participate in
some prefer not to or they are restricted by the family commitmenis they have lo fulfil after office
hours. These networking opportunities are perceived by women lo be of great importance in doing
business and some blame their lack of performance, and consequence departure from the SET
sector, on the frustration they feel in not being abie to network © the same extent as their male
colleagues. This concurs with the literature discussed in Scotion 1 about engineering as a homaosocial
performance where career progression far men, especially in the engineering field, is based on
involvement in successful projecis and membership of networks of contacts and mentors (Melstrom,
1995). Most women who initially lack the hand-on experience and confidence, despite their
competence, do not cxperience the hrill and obsession of their male counterparts (Mcliwee &
Rabinson, 1992; Melistrém, 1995). Wamen do not belong ta the ‘ciub’ and are greeted with hostility by
many male engineers; they lose out on their careers and it i not surprising that many women
engineers opt to lcave the profession.
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Lastly, there seems to be a new glass ceiling that women cannat break through.  The new glass
ceiling relates 1o the highest position in the organisation.  Thus, women feel that are able to reach
management and even executive management and board of directar level, but are very seldom
appointed to head a company as CEO or managing director.  The findings from the gender
represenlivity survey support the observation by the research participants that women are wiell-
represented at the lower levels of industrial SET companies, but not at the level of chairperson of lhe
board, CEQ. board of direclors and executive management.  Other research (Blau & Ferber, 1989)
has also suggested that great returns on investment are primarily received by white males as opposed
to women and 'minority’ groups irrespective of educational level, skilis and wark effort, a claim that is
particularly relevant to South Africa,

These incqualities may reproduce societal notions (hat science is for men when it seems hat women
cannot ‘cope’ and leave the sector.  As stated above, however, women may be leaving due to
obstacles such as discrimination and exclusion and not due to inability to practice science. The
message that women are reseiving (that they are not equal to men in the workplace) may be an
additional factor that pushes women out of the sector,

4.4.6 Lack of adequate record-keeping of women in industrial SET

In the inlroduction of this reporl the relevance of this research was supported with a stzlement by
Maric Ramos in the Scuth Alrican Women in Corporate Leadership Census (2004) thal measurement
is an essential component of establishing and planning for the progression towards gender equity.
South Alrica's National Policy Framework for Women's Empowerment and Gender Eguality prepared
by the Office of the Status of Women in 2000 also specifies the key institulional processes, rale
players, key pariners, and mechanisms required to achieve gender gquality in both the public and the
private sectors of the South African economy. It seems, however, that these national objectives are
not being integrated into the strategic management plans of ail erganisations in the indusirial SET
sector. For example. the responses to he gender representivity survey uncovered the lack of
adequate record-keeping by some companies of initiatives thal increase women's narticipation in the
sector. Some responses received (‘information not available’ or 'no pracise record of this") show that
companies do not track cssential indicaters of how they are increasing women's participation. In
addition, the wamen and men who were interviewed tended not to view the lack of policies (such as
gender and sexual harassment policies) and strategies focused on retaining women in their
organisation in & very serious light. interviewees from SMMEs tended to rationalise this deficiency on
the basis of size of organisation, i.&. the bigger the company the more important it is 1o have the
necessary policies in place.

4.4.7 Allocation of responsibility for increasing women’s participation in industrial
5ET

The majarity of responsibility for increasing women's participation in industrial SET, in the perception
of the research participants, seems to be located with nalicnal government. One discourse revalved
around the function of quolas. i.e. government needs to formulate policy and put quotas in place to
ensure an increase in women's participation.  Another discourse is about perceived inequality in roles
regarding responsibility. This discourse came from 50Es who complain that the bulk of the pressure
to ensure equity, especially in science, engineering and lechnology, is on their shoulders due to them
being an organ of the state. According to SOEs there is no national strategy in place that compels all
role-players o contribute equally. They see themselves as having (o take the leadership rale to
achieve government's objectives of gender equalily in the workplace.
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5 SECTION 4: RECOMMENDATIONS TO INCREASE THE PARTICIPATION
OF WOMEN IN THE SET INDUSTRY

Recommendations to increase the participation of women in the SET industry include aspects that
need lo be addressed by indusiry, nationa! government, funders and universities. Additionally, the
media could be used effectively by these entities to showcase more inclusive images of a good
scientist,

5.1 Recommendations for industry

» Implement flexi-ime arrangements for women across all SET induslrial sectars as equal
gocess o these arranpements does not currently exist. Flexi-time should also be considered
for men, where necessary, sa that there is gender equity in terms of child-rearing
responsibilities.

Develop and provide policies that maintain a work-lite balance (in agreement with current
South Alrican labour laws), This would include maternity and palemity leave, child-care
facilities and family respensibility leave especially for caring for sick family members.

Refrain from treating women as though they are a homogenous group. Important differences
may exist in terms of the needs and priorilies for women from different racial, socio-economic,
and age groups and acress SET sectors.

*

Create a work cnvironment that allows women to explore and develop their interasts in
technical ficlds without feeling pressured to accept management positions for the sake of
representalion.

« Croate a wark environment where innovation can fleurish, where women can develop their
careers according to their life-cycles and where they are measured by their cutput instead of
the hours they spend in the office.  This might include technological sclutions and
infrastruclures that accommodate a woman's need for flexibility regarding work hours and
specific work activities such as disproportionate travelling.

« Provide allernative networking opportunities for women that are net linked to activities that
males traditionally use to do business such as playing golf and/or meeting in pubs after hours.

« Monitor the racrsitment, retention and advancement of women in the organisation according to
specific targels,  Use this information to manage fulure Activities or change grganisalional
strategy related lo the participation of women in industrial SET.

v Record statistics or olher data from iniliatives that support and encourage women internal to
the organisation or externally such as entrepreneurial development programmes, progurement
practices and/or indusiry-specific social development projects. Use this information to
determine whelher the organisation is on target for increasing the parlicipation of women in
industrial SET.

« Develop and implement specific strategies and programmes o retain and advance women like
training, mantoring and support if needed and ensure the equal trestment of women.

« Monitor the exit of women fram the organisation or SET sector and use the information gained
from feedback cxercises to improve retention stratlegies.

» Develop specific programmes that accemmadate women who return to SET after a periad at
hoeme with ehildeare responsihilities.

» Ensure equal pay for equal work across genders.

35



DRAFT Reporl: An assensurment of e participation of wamen in SET Induslry lor Department of Seisnce and Technclogy

5.2

-

Arrange partnerships with schools and tertiary cducalion institutions that will encourage girls
to enter the SET sector. Such partnerships may include internships, feliowships, role models,
mentors, speakers and supporting ovents such as the Take the Girl-child (0 Waork Day.

Recommendations for national government
Enhance the unique position thal women are in as entreprengurs when they choose o leave

formal employment and cstablish small businesses or become consultants. Specifically
govarnmeant could:

—  Provide public funds to match private sources of finance;

—  Provide Iinancial support for researchers (especially wornen) at universities who want o test
innovativi ideas before they are placed in the public domain;

Gather sex-disaggrogated statistics on entreprensurs in industrial SET inciuding details of
who applies for and takes patents,

—  Cormmission research on women entreprencurs in research and development to deterrnine
the faclors (structural or otherwise) that limit their participation in industrial SET.

Doevelap a national strategy for increasing women's participation in industrial SET at all levels
0! the organisation,

Ensure that legislation is in place that addrosses discrimination on (he basis of sex and
continualiy review the legislation to ascertain whether it is working or not. Government shouid
specifically address the issues of cqual pay for equal work,

 Create an crvironment that supports women in industrial SET such as revising tax iaws based

on the breadwinner/hamemaker model where necessary and subsiding care for children or
glders that is ollen a woman's responsibility.

Collect, analyse and publish statistics that define and identify industrial researchers as @
category and disaggregate these statistics by sex,

Commission more studies such as this one (hat examines women in industrial SET and the
policies and practices of companies to determing progress in the sector. This information
should be diszeminated as widely 35 possible and should be used in the planning and revision
of nalional policies.

Centinuo to debunk stercotypical views of women as well as of people of colour in terms of
their ability to perform science. More inclusive images of the "good scicnlist’ need to be
broadeast to the general pepulation that challenge social conditioning through gender and
tradilional belicfs aboul women. Initiatives may include gendor awareness campaigns and
equality training.

Arrange conferences, forums and networking opportunities for wormnen in the SET industry, not
necessarily about SET bul about gender and wamen's issues with clear objeclives in tarms of
whal the aim 1s.

Support initiatives such as the Take the Girl-child fo Wark Day eapacially where women are in
the minority like the SET scolor.

Benchmark support for women in industrial SET nallonally using existing structures such as
CEDAW and frameworks such as the GPF, and internationally with enliies such as the
Helsinki Group and Accord.  Good practice should be adopted and publicised wherever
possibla.
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+ Policy-makers and implementers must refrain from treating women as though they are a3
homogenous group.  important differences may exist in terms of the needs and pricrities for
women fram dilferent racial, socio-cconomic, and age groups and across SET sectors. Policy
needs to address each stage of the woman's lives.

+ Assass the gender impact ol new policias.

53 Recommendations for universities

» Provide compulaory courses in busingss skills to all under-graduate SET students.

« Provide faciities for students who want to test innovative ideas before they enter the
workplace,

« Address gender biases in the teaching of SET discipiines.

5.4 Recommendations for funders of entrepreneurial projects

Marnitor applications and winners of bids by sex.

Bonchmark the number of women supporled with other inslilutions that provide financial
suppart Lo entreprencurs,

Ensure gender equity of farums where decisions are made about funding.

B pro-active in encouraging applicalions from women entreprenaurs and women who want
to cstablish part-time businesses.

Facilitate the cslablishment of companies by women who have had a period of work
interruption.

Identify and/or promole networking apportunities and mentoring schemes amongst women
entrepreneurs of business networks.

Figure 6 below prescenls these recommendations grouped into major areas that should be addressed
by the role-players and slakeholders who are able to increase women's participation in industrial SET.
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POLICY

Workplace gender equity
Worl/life balance

Equal pay for egual work
- Mationai strategy

Revise tax laws

FUNDING

—  Moniler & benchmark
number of women who win bids
-~ Ensure gender equity on
decision-making forums

- Pro-actively encourage
applications from waman

—  Provide laciliies for toriary
sludents to test innovative ideas
- Provide public funds that
match private funds
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IMAGE QOF S5CIENCE

- Debunk masculine image
of scientist

—  Suppaort initiatives thal seli
scicnce as socially retevant
especially to the girl child

WORKPLACE
ENVIRONMENT

—  Flexi-time

—  Child-care facilities

- Work-ife balance

— Innovalion

-~ Exploring technical instead
of management arcas only

—  Using technology to
facilitate work interface

—  Strategics to relain woman
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;
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CREATING NETWORKS

~  Alternative workplace
networking oppartunities

—  National forums &
conferences for womaen

- ldenlify & promote
networking epporlunities
amongst women entreprancurs
—  Parinerships with schools &
terliary institutions

B A

Figure & A schematic presentation of recommendations to increase women's participation in industrial

SET in South Africa
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6 CONCLUSION

The aim of this report was to present findings from one of the research projects undertaken by the
Gender and Development Unit of the HSRC on behall of the DST in preparation for policy formulation
to address the lack of participation of women in the South African SET sector. The aim of the
research was to determine faclors contributing to or inhibiting women's participation in the SET sector
of South Africa. The current situation with regards to gender representivity in the participating
comparies shows that women in these companies are under-represented and especialty so at the
highest levels of the organisation. Perceptions about women's participation demonsirate that although
mare women are entering the SET seclor, science has maintained its masculine image and all the
aspects that accompany this image. Recommendations for changes that will aid in increasing
wormen's recruitmenl, retention and advancement in the industrial SET sector inciude debunking the
masculine image of science, examining ways in which women's life-cycle needs can be
accommodated in the work environment, increasing funding for women in the sciences especially for
those who become entrepreneurs and creating networks amongst scientists that do not rely on
activities that men traditionally use to do busingss.

It is (herefore commendable in the light of the challenges that women face in the SET sector thal
government has takern the initiative to formulate a gender equity policy that addresses women's jack of
participation across the SET sector, from school to the workplace. Furthermaore, it is crucial to monitor
and evaluate the policy's impact on women's participalion, For example, although SOEs have risen to
the chalienge of compliance with gender equity requirements, an impartant challenge remains for
departrents such as DST and DTl to bring private and JSE listed companies to comply.
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Background

Like many governments around the world, the South African government, has adopted the Balanced
Scorecard approach as a tool for, among other things, evaluating and monitoring varicus aspects of
social transformation in the country. Indeed, the Department of Trade and industry (DT1) issued the
Balanced Scorecard as one of the Codes of Good Praclice towards the end of 2004, and, requesled
various industry sectors to use this flexible framework to draw up their BEE Charters. To date, a
number of such Charters have been developead for the various sectors of the South African Economy
{e.g. the Transport sector, the Tourism seclor, the Agricultural seclor, atc).

Although the DT!'s Codes of Good Practice were designed with Black Economic Empowerment in
mind, it is apparent that the same methodological framework can be used to assess women's
participation in various sectors of the South African economy. Development of the Balanced
Scorecard presented below was based on a detailed review of both logai and international {notably
fram the UK) literature available on websites and government publications. It is useful to highlight the
fact that, intermationally, the Balanced Scorecard came into focus in the early 1880s, thus coinciding
with the birth of a new demacratic dispensation in South Africa.

In time. and to its credit, the South African government seized the opportunity presented by this
development in the area of performance measurement and management. and adopted this approach
in its development of the *Broad-based Black Economic Empowerment Framework', published by the
DTl tewards the end of 2004, Section 12 of the Broad-based BEE Act of 2003 makes provision for the
development of transformation charters for the various sectors of the South African economy. Section
9 of the same act also makes provision for the development of what are called Codes of Good
Practice. The first draft of the Codes of Good Practice was released by the DTL in December 2004,
and, includes the DT Generic Scorecard.

In developing the Balanced Scorecard for Women in the 3ET sector presentad in this document, the
BT] Gencric Scorecard was used as a guide. In many ways, the challenges faced by the government
with regards to BEE, are quite similar to the challenges faced with regards to the empowerment of
wamen in the SET sector. Thus, drawing on the existing tools used to foster BEE is not without
reasonable justification.

What iz a Balanced Scorecard?

Prior to the developmenl and introduction of Balanced Scorecards inlo the management processes of
companies and government departments around the waorid in the carly 1990s, managemeant theories
stressed financial performance above other measures of success. Developers of the Balanced
Scorecard felt that this approach did nol give an accurate picture of how well speaific arganizations
were perfarming with regards Lo the overall goals set out in Lheir strategic plans. Thus, they created a
methodology that included a aumber of non-financial measures, in order to produce a more ‘balanced’
picture — hence the name ‘Balanced Scorecard’. An examination of Code of Good Practice #000
published by the DTI, as well as several other Balanced Score Cards (e.9. the Transpor! Sector BEE
Scorecard, the Tourism Sector BEE Balanced Scorecard), as well as presentations made by the
Deputy Director General (Enterprise and Industry Development Division) of the DTI was instructive in
terms of clarifying our understanding of the major INDICATORS of a sound Balanced Scarecard,
which we deduced to be:

» Qwnership — Voting rights and cconomic interests associated with equity kolding. Vating rights
afford the rights to determine strategic and operational policies, white ecanomic interests
afford women in the company to rebuild and accumulate wealth.

» Management — Control of econemic activities and resourccs: power to determine policics as

well as the direction of economic activities and resources. This indicator can be sub-divided
into: *Board of Director’ level, and 'Executive Management level’.
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« Employment Equity — Mechanismns used to achieve gender equity in the workplace. This
includes strategies for promoting the elimination of unfair gender discrimination in the
workplace, as weil as implementing affirmative action in order to achieve aquilable gender
representation in all occupational categories and levels in the work piace.

« Skills Development — Development of core competencics among women in order to facilitate
their integration into the mainstream of the economy.

» Preferential Procurement — Stralegies for measuring the widening of women's access to the
company as a market for their products (e.g. a manufacturing firm may have in place a policy
of preferential outsourcing of ils marketing, advertising and recruitment functions to agencies
owned and run by women or companies in which women are active players.

« Enterprise Development - Strategies for assisting and acceleraling the development of
operational and financial capacity of entrepreneurial enterprises owned by women.

» Residual factor — includes any residual factors such as social devclopment initiatives,
community development, industry-specific initiatives, ete.

Weightings. Al Balanced Scorecards involve a process of weighting, whereby the relative
importance of the various indicators is determined. Similarly, sub-indicators are appropriatcly
weighted, This issue requires a consensus o be reached with all stakeholders in this project. The
research team proposes the weights indicated in the balanced scorecard shown in this document, but,
we are open ta suggestions regarding this malter.

Scoring. Al properly conslructed Balanced Scorecards involve the calcuiation of final rating score,
usually aut of 100, The sample scorecard presented in this document ilustrates how the final rating
seore is determined. However, the final score is dependent upon the final weights to be agreed upon
by the stakeholders through a consuitative process. it is envisaged that each company will be
appropriately scored, after which data within the various sectors identified will be aggregated to obtain
an indication of how the various companies and sectors within SET fair refative to each other,

Usefulness. The last sentence in the preceding section on scoring makes the usefulness of the
Balanced Scorecard methodology apparent. The results from this component of the study can be
useful in terms of identifying transformation targets for companies and sectors within the SET sector,
an output that could be of tremendous benefit in terms of the on-going policy formulation and
implementation processes with the Department of industry and Teehnolegy in Sauth Alrica,

Table 1 shows the proposed Balanced Score card for Women in Industry study. Table 2 shows 2
Model Balanced Scorecard, complete with jllustrative data.
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Table 1. Balanced scorecard for women in the SET sector of South Africa

CATEGORY OF;WEIGHTING ‘BUBWEIGHTING
INDICATORS i

OWHRERSH!P

MANAGEMENT

EMPLOYMENT |
EQUITY

SKILLS ;
DEVELOPMENT |

PREFERENTIAL
PROCUREMENT

ENTERPRISE
DEVELOPMENT

INDICATORS {i.e. data te be collccted from
each entity)

NEH All data to he collocted, broken down by
prevmus racial groups i

.NB.2. For skills development, preferential

procurement, enterprise development, and
residual factors = ALL % should be for the
previous financial year

% share of direct sharchoiding by womean

% share of indircct shareholding by women

'NB: Direct shareholding = employes share
‘sehemes;

JIndirect shareholding = ownershin by women
autside the organigation

% of women in the Board of Qirectors

% of women in Executive Management

% of women in Middle Managemenl

% of WOMEN SUPGTVIsors

% of women highly skillod/professional
d

‘calegory

___ % of woman junior prefessional category

' Women as a % of Total Staff

__ Prosence/absence of gender equity po!ic:y

% of payroll spent on skills development on all

‘employees

% of payroll %pent on skills development aumad

at at devoloping women's skills

-~ Number of lzarncr ships as a % of 1otal
employees

Number of woman learmer ships as a % of

Totai learners

% epent an Women Empowermont Campanles

'/lndlwduala as a % of Total procuremant

i % of pesttax profits spent on womenq

enlreprenc‘urml developmant

% of employee time conlributed to onterprise

?development

% of twinning initiatives facilitated for women-
iowned SMMEs, as a % of the Total revenue of the ;
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RESIDUAL

FACTOR  (Social’
Povelopment  and:
Industry-Specific |
Initiativos)

TOTAL A00%

100%

:company/organization

% post tax-profits  spent on education,

community  programmes, job  creation, training,:
nealth, conservation, community tourism  and
‘marketing activities to develop participation of,
women :

% of new rocruits with no prior work

‘oxperience

Table 2. Madel balanced scorecard for women in the SET sector of South Africa

CATEGORY OF INDICATORS

OWNERSHIP

MANAGEMENT

EMPLOYMENT EQUITY

SKILLS DI:VELOF’MENT

PREFERENTIAL PROCUREMENT

ENTERPRISE DEVELOPMENT

WEIGHTING

5%

10%

RESIDUAL FACTOR (Soclal 20%

Devolopment  and  Industry-Specific:

Initiatives)

TOTAL

WE Score = 65 = Good

50% 1 5% v 5“/91’50%)(5“/0 0.15

50% 2.5% 2 D SHI50%K10% 0.50

TARGET ACTUAL CONVERSION SCORE

LEVEL ,PRDCESS

i

20% 50% 3'15% n%%m%xm"/o 5
20% ao% ’38% GB%HDO%XQD% 15.2
10% 50% 1 13% n %/60X10% 2.6
5% 350% 530% 3
150% 40% 16
100% 43.45
WE Score = 40 = Satisfactory WE Score <40 = Limiled
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Appendix E: Tables of findings
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Table 3 Demographic characteristics of respondents to guestionnaire (N=90)

Variable %% Variable Ya
Marital Status Company lype
Single 37.8% Private 34.4%
Marricd 43.3% State-owned 45.6%
Living with partner 8.9% JEE-listed 11.1%
Soparatedidivorced/widowed 10% SMME 8.9%
Raca Number of childron currently living «f horne
African/Black 35.6% MNone 41.1%
Coloured 3.3% Orne 13.3%
Indian 12.2% Two to three 42.2%
While 45.7% Four to five 3.3%
Other 2.2%
Home language Pasifian in company
Afrikaans 33.3% Excoutive managemont 1.1%
English 25.6% Senior management 4.4%
Isiulu G.7% Junior management 16.7%
[ziXhosa 8.9% Supervisory level 10.0%
3eSathe 5.6% Skiligd professional 58.89%
SoFedi 6.7% Truinee/Intamship 4.4%
SeTswana 6.7% Other - Junior 13%
IsiNdohele 1.1% _
Olbzr 2.2% Cosl to company
isiZulu & SeTswanu 1.1% Laas than R100 000 6.7%
English & Afrikaans 1.1% =100 001 — R150 000 37.8%
Englishy & German 1.1% R150 001 — R200 000 21.1%
L . R200 001 - R250 000 11.1%
Top 3 reasons far wark inferrustions R250 001 — R300 000 11.1%
Matemity leave (0.0% R300 001 - [R350 000 2.2%
Study leave 12.5% R360 001 - R400 000 5.6%
Child-rearing 5.0% R400 001 R450 200 3.3%
_ _ R450 D01 — R 500 000 1.1%
Adge
20-24 years 11.4%
25-34 years $53.6%

35-Ba years 25.0%
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Tahle 4 Women's ratings of their expericnees in various SET companies {n=90)

Work enviranment Disagree | Neutral } Agree
Wharking conditions take into account that [ am a womsan 32.9% 28.0% 39.0%
Current position in the company is guite challenging 17 0% 17.0% 65.9%
The working environment is quite stresstul 25.6% 13.3% 61.1%
Women find themscivos withoul the necassary instruments to perform dulies 71.9% 12.4% 15.7%
Working environment more suitable for men than woman £61.4% 8.9% 1 26.7%
Women deal with ebetacles that men don't have o 29.2% 18.0% 52.8%
Remuneration and promotion opportunitics Disagree ‘ Neutral Agrec
Sufficiently rewarded for my cflorls at wark 42.5% 23.0% 34.5%
Men are often more easily promalted than woman 29.8% ‘ 20.2% 50.0%
Male colleagues carm more than women at the samae lovel 260% | 100% | G4.0%
Men in SET sectors have more opportunities and advantages than woman 25.6% 17.4% 57.0%
Other poople more easily promated than Black womon 45.8% 18.1% | 36.1%
Fecdback on work performance Disagrec | Neutral Agree
Regularly given a farmal perdormance evaluation 25.0% 80% | 67.0%
Reqular infermal feedback on my work 32.2% 7.8% 60.0%
Gender relations in the workplace Disagrec \ Neutral Agree
| foel comforable working with my male colleagues 1% 1 3.3% 95.6%
My male colleaguns feel comfortable working with mo 2.4% \ 5.8% 91.8%
Mot taken seriously by male colleagues 50.6% ’ 13.5% 27.0%
Men arz taken more saricusly during mactings 43.4% ‘ 20.5% | 36.1%
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Mentorship & career development Disagree | Neutral | Agree
Given the resourcas and training necessary to do waork 27.0% 19.1% 53.9%
Adenuate opportunilies lor professional development 38.9% 14.4% 46.7%
Given work assignrments that demonstrate capabilities 20.7% 17.2% 62.1%
‘Coach' at work who helps address the tochnical issues 42 2% 14.5% 43.3%
Mentor in organization 51.2% 16.3% 32.6%
Excellent career advancement opporiunities al company 42 9% 19.0% | 38.1%
Syccaess in curaer should come before any ather considorations 34 1% 12.9% 52.9%
Implications of a carcer in SET for family life Disagree Neutral Agree
Family life suffers due to wark relate responsibilities 66.7% | 22.6% 10.7%
Family Yife suffers dus Lo work rolated travelling 78.9% 105% | 10.5%
Often expactod o work overtima 46.9% 12.3% A0.7%
Experiences in the 5ET industry Disagree Neutral ‘| Agree
Constantly need to prove mysell because | am g woman 38.2% 18.0% 43 8%
As a3 weman, | sometimoes leel marginalised in my industry 29.3% 22.0% 48.8%
I am not Laken seriously in my industry 41.2% 21.2% 37.8%
Expenenced many difficulties, challenges entering SET 60.5% 0.3% 30.2%
Women should he encouraged maore to enter SCT sector 4.5% 10.1% 85.4%
Black women shauld be encouraged o enler SET sector 8.1% 10.8% 81.1%
Excallent career advancement oppoerunitios in SET sector 14 1% 14.1% 71.8%
Race & gender in the work envirenment Disagree Neutral Agree
Nead to prove myself bocause | am a Black woman 34.0% 17.0% 48.9%
Feel marginalised in my industry as a Black woman 23.9% 23.9% 52.2%
Black women ofien have to deal with obstacles that others dor't have to 27.1% | 250% | 47.9%
Black woman find themselvas withowt the necessary instruments to perform e 12.5% 14.6%
duties
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Table 5 Women's experiences of the SET industry accarding to position in the company {n=90)

Work epvironment Disagrec Neutral ‘ Agreg
Current pasition in the company is quite challenging |
Management | 15.0% i 50% i 80.0%
MNon-management {  17.8% 20.9% i 61.2%
Warking conditions take into account thal | am a woman |
Management | 41.2% 23.5% 35.3%
MNon-managamaoent 29.7% 20.7% 40 .6%
Tha working environment is quile stressful
Management [ 20.0% 10.0% 70.0%
Non-management | 27.5% 13.0% ! 59.4%
Waoman fing themselves without the neaessary instruments to petform dulies
Management | 80.0% 15.0% ! 5.0%
Non-management | 69.1% 11.8% ‘ 19.1%
Working environment more suitabic for men than women
Management | 70.0% | 5.0% 25.0%
Nor-management | 82.3% N‘ 10.1% 27.5%
wWomen deal with obstacies that men don't have to | l
Management | 35.0% | 5.0% 60.0%
Non-management | 27.9% | 22.1% 50.0%
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Remuneration & promotion opportunities

Disagree ‘ Neutral Agree
Sufficiently rewarded for my efforts at work
Management | 25.0% | 35.0% 40.0%
MNon-management | 48.5% ‘ 15.2% 32.3%
Men are oflen more casily promaoted than women
Management | 57.9% ‘ 15.8% 26.3%
Non-managemant 20.3% i 21.9% 57.8%
Mean in SET sectors have more opportunities and advantages than wemen
Management | 33.3% 1 11.1% 55.6%
Nen-management | 22.4% ! 190.4% 58.2%
Orther people more casily prometed than Black women
Management | 52.9% | 23.5% 23.5%
MNon-management 44 4% ‘ 14.8% 40.7%
Malg colleagues earn more than women at the same level l
Management 250% | 16.7% 58.3%
Mon-management | 24.3% ‘I 8.1% 67.5%
Feedback on work performance Disagree ‘ Neutral . Agrac
Regularly given a formal performance evaluation
Management | 10.0% 10.0% ‘ 80%
Non-management {  22.8% 7.5% l B2.7%
Requiar informal feedback on my work
Management| 20.0% | 0% | 80.0%
Non-rmanagemoent [ 36.2% ~ 0% . 53.6%
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Gender relations in the workplace Disagree \ Neutral |‘ Agree
| feel comiortable working with my male colleagues
Managernent 0.0% i 0.0% 100.0%
Non-management | 1.4% 1 4.3% 94.2%
My male colleagucs feel comfortable warking with me |
Managament 0.0% 5.0% 95.0%
Non-management 3.1% 6.2% B(1.8%
Naot taken seriously by male colleagues
Management | 80.1% 10.0% 10.0%
MNon-management | 52.9% 14.7% 32.4%
Men arc taken maore seriously during moctings
Managoment | 70.0% 50% | 250%
Non-managemeril 33.9% 25.8% \ 40.3%
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Mentarship & career deveiopment

Disagree 1 Neutral | Agree
Given the resources and training necessary Lo do work
Management | 15.0% | 20.0% 65.0%
Non-managerment | 30.9% 19.1% 50.0%
Adzguale opportunities for professional development
Management | 25.0% 20.0% 55.0%
Non-managoment 42.0% 13.0% 44.9%
Given work assignments that demonstrate capabilities
Management | 15.8% ; 5.3% ! 78.9%
Non-management | 22.4% ‘| 20.9% i 56.7%
‘Coach’ ul work who halps address the technical issues
Management 38.9% 5.6% 55.6%
Non-managemant 43.8% 17.2% | 39.1%
Mentaor in arganization
Management 38.9% 5.6% 55.6%
Non-mamagenment | 56.9% 16.9% 26.2%
Excelent carecr advancement cppoertunities at cormpany
Management | 35.0% | 200% | 45.0%
Non-management | 44.4% 19.0% | 36.5%
Success in career should coma hefore any other considerations
Management | 55.6% 16.7% | 27.8%
Non-managermesnt 25.8% 12.1% . 5%.1%
Implications of a career in SET for family life Disagree Neutral ! Agrec
Family life suffors due to work relate responsibililies
Managemont | 45.0% | 40.0% { 15.0%
Non-managemant | 73.0% \ 17.5% \ 9.5%
Family life suffers dua to work related travelling |
Management |  66.7% | 16.7% | 16.7%
Nor-management - 82.5% ‘ £.8% ! 8.8%
Often oxpecled to work overtimo
Management | 412% | 17.6% ! 41.2%
Men-managoment | 47.8% 11.1% 41.3%
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|

Race & gender in the work environmeant Disagree Neutral | Agree
Moed to prove mysclf because | am a Black woman
Management | 57.1% 14.3% | 286%
Non-management | 25.0% 18.8% 56.3%
Feal marginalised in my industry as a Black woman
Management |  42.9% 14.3% 42.9%
Neon-management 12.9% 20.0% 58.1%
Black women oftcn have to deal with obslacles that others don't have to
Management | 28.6% 21.4% 50.0%
Mon-management | 27.3% 27.3% 45.5%
Black womon find themselves wilhout the necessary instruments to perform
duties
Management | 85.7% 7A% | 7.1%
Non-management | 86.7% 145.2% \ 18.2%
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Experiences in the SET industry Disagree \ Neutral { Agree
Excellont career advancament opportunities in SET sectar
Management{ 10.0% 16.0% 76.0%
Non-management |  15.6% ‘ 14.1% 70.3%
Canstantly necd to prove myself because | am a woman
Management | 55.0% 5.0% 40.0%
Non-management | 33.8% 220% | 44.1%
As a woman, | sometimes feel marginalised in my industry |
Management |  45.0% ‘ 15.0% 40.0%
Non-managoment 23.0% l 24.G% 52.5%
| am not taken seriously in my industry I
Momagement | 50.0% | 200% | 30.0%
Non-management 37.5% | 21.9% i 40.6%
Black woman should be encouraged to enter SET sactor
Management [ 5.3% | 105% | 842%
Nan-management 9.3% 11.1% 79.6%
Experienced many difficulties, challenges enlering SET
Managoment 65.0% 10.1% 25.0%
Non-managemert 58.5% 8.2% 32.3%
women should be encouraged more to enter SET sector
Managament 5.0% 5.0% 90.0%
Nor-management 4.4% 11.8% 83.8%
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Table 6 Women's experiences of the SET industry according to age group (n=20)

Work environment Disagreeo Neutral i Adree
Current position in the company is guite challenging
20-24 years | 10.0% 20.0% 70.0%
25-34 years 21.4% 16.1% | 525%
35-35 years 10.0% 20.0% | 70.0%
Waorking conditions take into account thal T am a woman
20-24 years | 20.0% 100% | 70.0%
2h-34 years | 38.8% ‘ 30.8% | 30.6%
35-55 years | 28.6% ‘ 28.6% 42 9%
The warking environmeanl is quita strossful l I
20-24 yoars | 40.0% 0.0% | 50.0%
25-34 years 25.0% ‘ 14. 3% ‘ 60.7%
35-25 years 22.7% | 13.6% | §3.6%
i
Women find themselves withoul the necessary instruments to perform dulies |
20-24 years | 60.0% 30.0% ‘ 10.0%
25-34 years 70.9% l 12.7% t 16.4%
2655 years 3% ; 4.5% ! 18.2%
Working environment more suitable for men than women |
20-24 years | 40.0% 300% | 30.0%
25-34 years 66.1% 5.4% | 28.6%
35-6byears | 72.7% 9.1% 18.2%
Women doal with obstacles thal men don't have to |
20-24 years | 40.0% 1 30.0% 1‘ 30.0%
25-34 yoars | 27.3% ’ 18.2% \ 54.5%
35-55 yoars | 27.4% ‘ 6% | 590.1%
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Remuneration & promotion opportunities Disagree Neutral Agree
Sulficiently rewarded for my efforts at work

20-24 yoars 33.3% 0.0% 66.7%

25-34 years | 42.6% 25.9% 31.5%

35-55 yoars 40.9% 27.3% 31.8%
Man are often mare easily promoled than womoen

20-24 years | 37.5% 25.0% 37.5%

25-34 years 38.5% 17.3% 44 2%

35-55 youirs 9.1% | 27.3% 53.6%
Other people mare easily gromoted than Black wamen

20-24 vears 66.7% 0.0% 33.3%

25-34 yoars | 47.6% 23.8% 28.68%

35-55 years 36.8% 15.8% 47 4%
Male colleaguos sarn more than women at the same fovel

20-24years | 60.0% | 200% | 20.0%

25-34 years 26.7% | 10.0% £3.3%

35.56 years | 15.4% 1 7% | 769%
Feedback on work performance Disagree | Neutral 1 Agree
Regularly given a lormal performance evaluation

20-24 yoars | 22.2% | 11.0% 66.7%

25-34 years 24.5% 7.3% 67.3%

36-58 years | 20.8% | 9.1% 1 63.6%
Regular informal feedback on my wark

20-24 years | 20.0% | 10.0% | 70.0%

25-34 years 39.3% I B8.9% 51.8%

35-55 years 22.7% 4,5% 72.7%
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|

Mentorship & career development Disagree Meutral . Agree
Given the resources and training necessary to do work

A0-24 years | 10.0% 0.0% 90.0%

25.34 years | 15.0% 5.0% B0%

35-65 years 31.8% 18.2% 50.0%
Adequate opportunities for professional development

20-24 yoars 20.0% 20.0% 560.0%

25-34 yoary 46.4% 140.7% 42.9%

35-56 years 27.3% 22 % | 50.0%
Given work assignmants that demonstrate capabililies

20-24 years | 0.0% 222% | 77.8%

2534 years | 29.8% 18.5% i 51.9%

35-55 years 9.1% 13.6% ‘ 77.3%
‘Coach' at work who helps address the technizal issues

20-24 yoars 0.0% 33.3% | 55.7%

25-34 years 44 2% 13.5% l 42,3%

35-65years | 55.0% 10.0% 35.0%
Mentor in organization

20-24 yoars 30.0% 400% | 30.0%

26-34 years | H6.6% 5.7% 37.7%

3508 years | 47.6% 33.4% 18.0%
Excellent career advancament cpportunitios al company

20-24 yoars 30.0% 20.0% 50.0%

25-34 years 40.4% 21.2% 38.5%

35-B5years | HHO% 15.0% i 30.0%
Succass in caresr should come before any olher considerations

2024 years | 11.1% 33.3% ‘ 55.6%

26-34 years | 37.0% 74% | 59.6%

A5-55 years | 40.0% 20.0% 40.0%
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implications of a carcer in SET for family life Disagrec l‘ Neutral 1 Agree
Family lile suffers dua to wark relale responsibilitics

20-24 years | 75.0% 250% | 0.0%

2034 years 70.4% 18.5% ‘ 11.1%

35-55 years | 55.0% 30.0% : 15.0%
Family lite suffers due to work related lravelling

20-24 years 83.3% 0.0% 16.7%

20-34 years 76.0% 12.0% 12.0%

35-55 yoars 83.3% 11.1% 5.6%
Often expoctad o work overtime

20-24 yoars | B0.0% \ 0.0% 20.0%

25.34 years | 38.8% l 18.4% 42.9%

.65 years 50.0% 5.0% 45 0%
Experiences in the SET industry Disagree ! Neutral . Agree
Excellont career advancement opportunitios in SET sector

20-24 years 12.5% 0.0% 87.5%

25-34 yoars 13.0% 13.0% 74.1%

35-55 yoars | 14.3% 19.0% 66.7%
Constantly noed to prove myself because | am a woman

20-24 years | 500% | 10.0% 40.0%

2534 years | 40.0% 20.0% 40.0%

35-55 yoars | 27.3% 18.2% 54 5%
As 2 woman, | sometimes foel marginalised in my industry

2024 years | 28.6% 42.9% | 286%

25-34 years 2B.3% 20.8% S0.9%

30-5h years 35.0% 20.0% 45.0%
1 arn not taken seriously in my industry

20-24 years 5h 6% 11.1% 33.3%

23-34 yaars 38.5% 25.0% 36.5%

3-55 years 40.9% 18.2% 40.9%
Women should be cncouraged more o enter SET sector

20-24 yoars | 10.0% ‘{ 200% | 17.0%

25-34 youars 3.8% ‘ 91% ‘ 87.3%
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35-55 years | 4.5% 9.4% L 46.4%
Men in SFET sactors have more oppoftunities and advantages han women

20-24 years | 50.0% 100% | 40.0%

25-34 years 28.3% 17.0% ‘ 54,7 %

45.55 years | 9.5% 23.8% ‘ 66.7%
Men are laken mora serously during meetings

20-24 yoars 50.0% 10.0% 40.0%

25-34 yoars 42.3% 23.1% 34.6%

35-55 yoars 42 1% | 21.1% 36.8%
Experienced many difficuities, challenges entering SET

20-24 yoars 77.8% | 0.0% 22.2%

25-34 yoars 54.7% 15.1% 0.2%

35-55 yoirs 63.G% 0.0% 36.4%
Black women should be encouraged to cnter SET sector

20-24 years | 20.0% | 10.0% 76.0%

25-34 years 4.3% | 12.8% 83.0%

3358 yaars 13.3% 6.7% 80.0%
l:'.-;ender relations in the workplace Disagree ‘ Neutral Ji Agree
| feel comfortable working with my maie collzagues

20-2d years | 0.0% | 0.0% 100%

2534 years 1.8% 5.4% 92 9%

35-50 years 0.0% 0.0% T0.0%
My male coleaguecs feel comfortable working with me

20-24 years 0.0% 0.0% 100%

25-34 yoars 3.08% 5.8% 90.4%

35-85 yoars 0.0% 91% a0.9%
MNat tken seriously by male colieagucs

20-24 yours G0.0% 20.0% 20.0%

26-34 years | 80.0% 10.9% 289.1%

a5-55years| 54.5% | 18.2% 27.3%
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Race & gender in the work environment Disagree l Neutral * Agree
Black women find themselves without the nocessary instruments to perform
duties
20-24 years 57.1% 2B.6% 14.3%
25-34 years VAT 12.1% 16.2%
3h.B5years| B87.5% 0.0% 12.5%
Black warmcn often have to deal with obstacles that others dan't have to
20-24 yaars | 33.3% 33.3% | 33.3%
2034 years 29.4% 26.5% \ 44 1%,
sp-obyears | 125% | 125% 1 75.0%
Need to prove mysclf because | am a Black woman
20-24 yours | 42.9% | 0.0% | 57.1%
25-24 years 34 4%, 18.8% ! 46.9%
35-B5years | 20.0% 25.0% ~ 50.0%
Feel marginalised in my industry as a Black woman
20-24 yoars | 25.0% L 50.0% 25.0%
0534 years | 242% | 212% | 545%
3h-55 years 22.2% l 22.2% 55.6%
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Table 7 Women's experiences according to type of SET industry company (n=40)

Work environment Disagree i Neutral 3 Agree
Current position in the company is quite challenging
Private {  129% | 12.9% 74.2%
SOE 22.0% ‘ 19.5% 58.5%
JSE 12.5% ; 12.5% 75.0%
SMME 12.9% 25.0% 62.5%
Working conditions take into account that | am a woman
Privata 41.4% 24.1% 34 5%
SOR 32.4% 24.3% 43 2%
JSE 22.2% ‘ 65 8% 22.2%
SMME 14.3% | 28.6% 57 1%
The working environment is guite stressful
Frivate | 19.4% | 16.1% 64.5%
S0F 36.6% | 12.2% 51.2%
JSE] 100% | 00% 90.0%
SMME | 12.5% “ 25.0% 62.5%
wWomen find themselves without the necessary instruments to perform dutins
Privata 850.0% 10.0% 10.0%
50E 73.2% 9.8% 17.1%
JEE 40.0% 20.0% 40.0%
SMME 75.0% i 25.0% | 0.0%
Working environment more suitable for men than wemen
Private | £1.3% 32% | 355%
S0E 75.6% 0.8% 14.6%
JSE 50.0% 10.0% 40.0%
SMME 37.5% 25.0% A7.5%
women deal with obstacles thal men don't have to
Privata | 2%.8% 12.9% | 61.3%
S0E 42.9% 22.5% 35.0%
JSE 0.0% 20.0% 80.0%
SMME 12.5% 12.5% \ 75.0%
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Remuneration & promotion opportunilies Disagree Neutral Agree

Sufficiently rowarded far my efforls at work

Frivate 44.8% 17.2% 37.9%
S0E 39.0% 26.8% 341%
JBE 55.6% 33.3% 11.1%
SMME S 1 129% 50.0%
Maen are often more easily promatoed than women
Private 25.0% 14.3% 60.7%
S0E 33.3% 28.2% 38.5%
JSE 10.0% 0.0% 90,0%
SMME B7.1% 28.6% 14.3%
Man in SET sectors have more opportunities and advantages than women
Private 26.7% 16.7% 56.7%
SOE 31.68% 23.7% 44.7%
JSE 0.0% 0.0% 1001
SMME 25.0% 12.5% 62.5%
Male colieagues earn more than women at the sama level
Priviste 17.6% (2.0% 82.4%
S50E 39.1% 29.7% 30.1%
JSE 0.0% 0.0% 100.0%
SMME 33.3% 0.0% ‘ G66.7%
Other puaple more easily promoied than Black women
Private | 40.0% 24.0% | 36.0%
50E 55.0% 14.7% ! 20.4%
JSE MA% | 282% 56.7%
t 26.0%

sMvE | 750% | 0.0%

&7
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Feedback on work performance Disagree ‘L Neutral Agree
Regularly given a formal performance oviluation E—
Private | 29.0% ‘ 9.7% 61.3%
S0F 22.5% H.0% T2.5%
JSE 20.0% | 20.0% G0.0%
SMME | 2868% © 0.0% 71.4%
Rogular informal foedback on my wark
Privale | 258% | 9.7% 64.5%
SOE 31.7% ‘ 7.3% 51.0%
JSE 50.0% ‘ 10.0% 40.0%
SMME 37.5% ‘ 0.0% l §52.5%
Meantorship & career development , Disagree : Neutral 1 Agree
Given the resourcas and training necessary te do work - | |
Private | 23.3% | 60.0% 33.7%
S0E 22.0% | 24.4% 53.7%
JSE B0.0% | 10.0% 20.0%
SMME 25.0% | 12.5% 62.5%
Adeguate appartunitios for professional developmoent
Private 41.9% 12.9% 45.2%
S0E 43.9% 17.1% 39.0%
JSE 30.0% 0.0% T70.0%
SMME 12 5% 25.0% 65.5%
Given work assignments that demonstrate capabilitios
Privite 20.7% 10.3% 69.0%
50L 26.8% 22.0% 51.2%
JBE 10.0% 20.0% 70.0%
SMME 0.0% 14.3% 83.7%
'Coach’ at work who helps address the tochnical issuaes l
Private | 46.7% ‘ 6.7% 46.7%
50E 33.3% ‘ 25.0% 41.7%
JSE 60.0% 0.0% 40.0%
SMME 42.9% | 14.3%, 42.9%
Mantar in organization
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Private 48.4% 19.4% | 32.3%
S0OE 50.0% 13.2% \ 36.8%
JSE|  60.0% 100% | 300%
SMME 57.1% 28.6% ; 14.3%
Excellent carger advancement opportunities at company
private | 51.7% 13.8% | 34.5%
S0OE 43.2% 21.6% A5.1%
JSE 20.0% 30.0% 50.0%
SMME 37.8% 12.5% 050.0%
Success in caresr should coma before any othar considerations
Frivate 51.7% 10.3% 37.9%
50E 25 0% 11.0% 60.0%
JBE 20.0% 10.0% 70.0%
SMME 33.3% 16.7% 50.0%
]
Implications of a career in SET for family life Disagree ~ Neutral Agree
Family life suffors due to work relate responsibilitios T S
Private 74.2% 16.1% 9.7 %
S0E G5.7% 20.0% 14.3%
JSE 40.0% 50.0% 10.0%
SMME 75.0% 25.0% 0.0%
Family life suffers due lo work related ravelling
Privatc 77.8% 14.8% 7.4%
50k T3.5% 8.8% 17.6%
JSE | 100.0% 0.0% 0.0%
SMME ar.5% 12.5% 0.0%
Often expectad to work overfime
Privata 37.9% 10.3% 51.7%
SCE 53.9% 8.3% 27.8%
JSE | 222% 220% | 55.6%
SMME 28.6% 28.6% 42 .95,
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: |
Experiences in the SET industry Disagree‘ Neutral | Agree

L.

Excellent careor advancement opporunitios in SET sector

Private | 23.3% | 10.0% 66.7%
SOE| 5% | 128% 82.1%
JSE 11.1% 33.3% 55.6%
SMME 28.6% 14.3% 57.1%
Constantly need to prove myself becausc | am a woman
Privile 43.3% 16.7% 40.0%
S0E I6.6% 12.2% 51.2%
J5E 30.0% 30.0% 40.0%
SMME 37.5% ‘ 37.5% | 25.0%
Expericnced many difficultios, chalienges cntering SET
Private 75.0% 7.1% 17.9%
20R 57.5% ‘ 10.0% 32.5%,
J8E R0.0% 10.0% 4().0%
SMME 37.5% l 125% | 50.0%
As a woman, | somatimes feel marginalised in my industry
Private | 286% | 17.9% 53.6%
208 38.9% ‘ 30.6% 30.6%
JSE 0.0% ‘ 10.0% 90.0%
SMME 25.0% ‘ 12.5% 52.5%
{ am not taken sericusly in my industry
Private 30.0% 20.0% 70.0%
S0E 21.4% 16.1% 62.5%
JSE 21.4% 16.1% 52.5%
SMME 10.0% 20.0% 70.0%
Womean should be encouraged more ta enler SET scator
Private | 6.5% ‘ 9.7% 83.9%
SOE 0.0% o 15.0% ‘ 85.0%
JSE 0.0% \ 0.0% 100.0%
SMME 25.0% | 0.0% | 75.0%
Black women should be encouraged to enter SET scolor
Private | 74% | 10.7% i 82.1%

soe|  s.6% I 139% | 80.6%
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JSE 0.0% 0.0% 100.0%
SMME a0.0% 0.0% 50.0%
Race & gender in the work envirenment Disagree Neutral Agree
Feel marginalisod in my industry as a Black woman | -
Private 231% 15.4% G1.5%
50E 28.6% 32.1% 30.3%
JSE 0.0% 0.0% 100.0%
SMMLEC 0.0% 0.0% 100.0%
Need to prove myself because | am a Black woman
Private 53.8% 1.7% 38.5%
S0OE 27.6% 17.2% 55.2%
JSE 0.0% 66.7% 33.3%
SMME 50.0% 0.0% 50.0%
Black women often have ta doal wilth obstacies that others don't have to
Private 21.4% 21.4% 57.1%
SOE 31.0% 31.0% 37.9%
JSE 0.0% (3.0% 100.0%
SMME 50.0% 0.0% 50.0%
Black women find themselves without the necessary insiruments to perform
duties
Private |  85.7% | 7% 7.1%
SOE| 65.5% ‘ 17.2% 17.2%
JSE| e87% | 00% 33.3%
SMME 100.0% \ 0.0% 0.0%
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Gender relations in the workplace Disagree ‘ Neutral 1 Agrec
! teel comfortable working with my male colleaguos '
Privale | 0.0% | 32% | 96.8%
SOE| 24% . 48% i 927%
JSE 0.0% (3.0% 100.0%
SMME 0.0% 0.01% 100.0%
My male colleagues foal comforlable working with me
Privite 0.0% 9.7% 90.3%
SOE 5.4% 2.7% 91.0%
JSE 0.0% 10.0% 90.0%
SMME 0.0% (0.0% 100.0%
Mer are taken more seriously during meslings
Private 33.3% 22.2% 44 4%,
S0E B55.3% 18.4% 26.3%
JSE | 20.0% i 20.0% 60.0%
SMME | 50.0% | 25.0% 25.0%
Not taken seriously by male colleagues
Private {  71.0% | 8.5% 22 6%
SOE 65.0% | 12.5%, 22.5%
JEE 20.0% 10.0% 70.0%
SMME 37.5% 50.0% 12.5%
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1 Factors in recruitment

1.1 The masculine image of science

The masculine image of SET means thal women often feel that they do not fit into a maic-dominated
culture. Women accuse themselves of thinking that they cannol do science: "Women dor’t think of
becoming & technician. It is a man's world” (female human resources manager at & private company).
In addition, women feel that they are measured against a masculing image of science, 1.e. that science
is for big, strong men who are willing to get their hands dirty. One interviewee feels that because she
is physically small she is perceived during job interviews as young and unable to perform the physical
tasks reguired from her. In contrast men and women interviewees speak about women being
recruited into the SET sector because women bring a softer, femining, more holistic, more emotional,
mare empathic understanding side to the industry. Women are also described as "more patient and
willing ta work with more routine type of work™ and that they “tend to get all the other stuff that halrady
wants to take responsibility for'. There is also a perception that deeper consideration goes into the
decisions that women make and that women are outperforming men in the SET sector. This is mostly
seen as a benefit for women in the workplace. Men are constructed as quick decision makers,
confident and not affected by moads, but also as very short sighted.

And then a man comes in and even if he is in a suil and a tie, he's got broad shoulders and he
sits and he fils up the whole chair and they say ‘now he is going to go out and get himsclf wel,
he's going to get the job done'.

- Senior woman at an SMME

My friend is also in my departmant. We were just chatting the other day bocause we are carrying
lhese buckets and we are doing somelhing really dirty ... can you imaging a nicely dressed young
lady with lovely painted nails and high hocls doing this job so it does come from your chiidhood
and it does come from the way you are brought up because if you are like & Barbie dol! you are
not going to do chemical engineering ...

- Benior woman al a JSE listed company

But in the office environment | have found women ta be much mare productive than the men in
my section where eighty percont are female and all races of women.

- Senior wornan at a JSE listed compiany

One senior female at an SOE felt that the type of discourse which claimed that women are ‘sofler,
more emotional and so forth, functioned as discriminatary discourse: “| don't like the implication that
women are softer, they are more creative. | don't like that because that stereotypes you and questions
your ability to run a JSE company, for example. We have proven that women are performing”. She
argued that there are few differences belween women and men and that the differences between
people of the same sex could be greater. In essence, she believed that wormen and men face similar
challenges int the SET industry.

Similarly, a male senior group executive felt that women in the industry tended to be more ‘level-
headed’ and practical than men. He claimed that "I found my female colleagues to be a lot less given
to emotional outbursts in the work environment and had a more level-headed approach to some af the
problem-solving issues. Some of my male colleagues, however, have tended to go off on a tangent”.

Certain SET fields are also unavailable to women such as working on off rigs and as one male
interviowoe in an SMME puts it "It could be that civil engineering have some logistical issues, e.g.
have to go out to sites that are quite rugged and carry heavy equipment"”. Qther fields are seen as
more suited to women's normalized roles in society like electrical engineering: "With electronic you can
sit in @ lab and design”. Women are also seen as less demanding in terms of carger movemaent,
nromotion and remuneration than men and thereby perhaps better to recruit.

Remomber you are ertgring an arcna which men think is Lheirs 5o when you step in you have
got to prove to them that you know what you are doing and as a result of that | have had to
learn a lot of things o cope ... | always lnok for something that has not been pointed out angd
thal makes you confident and it also shows them that you know, you sec, you look at the
loopholes and you deserve to be there,

- Senior woman at an S0E
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1.2  Gender blind recruitment strategies

Six interviewces reported that recruitment in their organisations is based on lalent irrespective of race
and gender. Some senior women in SOEs fell that although it was important 1o recruit more women
into the SET industry, this should nat merely be dong as a way to fulfill affirmative action guota.

| want to see more women but we must not do that far the wrong reasons. Wa mus! not force gender
represontation, which is a worldwide problem, particularly in Engineering. That would be very
irresponsible.

- Senior woman at an SOE

2 Factors in retention

2.1 Gender blind retention strategies

Top management in private companics oflen spoke aboul retention not being gender-specific, i.e. the
company's aim was not to specifically retain women, but to retain talented people. A result of this
gender-blind strategy, the need to retain female employees’ in SET is not prioritized, and no strategies
are formalized to retain women's employment in the industry.  Six interviewees (across the spectruim
of organisational context) specified that their organisation makes no effort to retain female employees.

At our company, they just say taka it or lcave it and that's how thoy work with everybody. men or
women. If you don't like it, we will get somebody else
- Famalg senior employee

Male participants in senior positions in private companies very often used gender-blind discourse in
their responses in that their companies aimed to retain competent people, not necessarily compeatent
women. In other words, it appeared that gender was not a factor when decisions were made in
managament regarding the retention of employees.

It's on metit, capability, parsonality, skills, value to the workplace. s really not gender, race or age
- Senior male at o private company

2.2 Casting women inte supportive roles for men

Women arc cast into supportive roles for men stch as being parl of the supporling staff or bringing
skilis to the workplace that complement those of men. Some of the words used to describe women in
the SET sector include ‘submissive’ and lacking confidence’ when compared to men.

In one case o women sciontist at an SMME rcported that she is being paid less than the men
scientists because she is not perceived to be the breadwinner,

And miso males and fomales they do comploment one anothor because one has got strength .
and the fact thal & man is always seen as a strong peeson as opposed o the wormen
- Senior executive female at an 50E

Women and men talk about activities traditionally associated with women, such as making food and
looking after others, being made the responsibility of women in the warkplace. One inlerviewes (a
female al an SMME) differentiates women wha fulfill traditional female roles in the workplace and
women who tend to get married or become housewives from "your real professional women, real
career women" who would settle for other jobs if thay left the company.
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Wormen are seen as complicit in this perceived difference of roles: " think because they don't have
one iota's nolion of what it is like to be independent and to take care of yourself and to take
responsibility for yourself, | think they cannot relate to it and so yes that is all they know themselves,
their identity in relation to men, they don't actually know anything cise. | think women until actually for
themselves start to experience that and start to realize it actually feels a lot better your self csteem is a
lot more intact if you are doing it for yourself and you are responsibile for yourself but § think there are a
lot of women that are not even they cannot even see the possibiiities, they only see themselves in
relation to their husband, in relation to their children, that's their lot in life” (female engineer at a private
compariy).

According to a male interviewee in a private company the reasan women may be leaving is that they
are not doing stimulating work:  “Don't give them boring monotonous work, no, involve them in
everything and make them part of the team and feel at horme”. It was commaon for senior wormen in
S0Es to state that male and female staff in SOEs complemented each other in terms of the work they
put out, However, it appeared that men were seen to do the ‘real’, practical work and women merely
‘added’ creative touches to the work the men did.

If you give men a task, they will just want to finish it quickly. The quakly and beauty will come from the
fermnaie counterpart, like placing the diagrams.
- Senior woman at an SOE

Waomen can attain equal status to men if their lechnical knowledge level is high: "On the technical side
people admire you for the oulput of the technical work that you are doing. Lots of female contractors
on our site, female engineers who do excellent work and when wark is produced nobody looks at them
... there is no difference” (Female HES manager at a private company).

2.3 Women struggle in a male-dominated environment - they don't speak out when
marginalized

Six interviewees articulated that women struggled in the male-dominated environiment of SET
industries. They claimed that women either assimilated into the male culture or became silenced
within that environment. Overall, women in SET industries generally had to work extra hard to be
recagnized as ‘good workers',

Waormen have to work exira hard to earn respect and a ot of them assume that in order to make it
im a man's world, you must behave like 8 man and you actually have to do beller than a man in
his work.

- Senior woman al an 30E

Through assimilation into masculine cuiture, some interviewees felt that women werc denying their
‘rue’ selves — their femininities’. Women were belicved to be naturally more nurturing and ¢aring than
men and less willing to take risks, thercfore more cautious in technical environments.

24 Women need to carve their own space within SET industry without assimilating into
prevailing masculine culture

The masculing image of science, as described above, means that warmeon feel that thoy have to
assimi ate inlo the prevailing masculine cullure In the SET industry. Some women are against this
assimilation arguing inslead for carving out their own space. On a conerete level this would include
warnen wearing “pink and frills” to meelings rather than “dark suits” according to a female intetviewee
in a JSE listed company.

&2



DRAFT Report: An assessment of the participation of worncn in SET Indusiry for Department of Science and Technalogy

A senior excoutive famale interviewee al an SQE says that women can also be their own worst
enemies “hecause now lhey have to fight one another instead of fighting the issues or if for example
they have differences amongst themselves they take it personally which is different with men ...", Her
solution to this problem is to build a network with spaces for women o discuss common issues hat
they face: *... because you always see men often going to play golf, they talk there but you never see
a forum where women come together and chat about business issues, when they talk it is about
children ... we must also have such forums even if it is informal”.

... there is a fantastic young lady in production, she is orilliant and she is definitaly gaing to ga
places, but she is emulating [the men's] bad behaviour and that worries me why does she do that,
You don't havo 1o become one of tho guys to be as effective ... she s doing all the right things
studying, whatever, to got there, but she is going 1o be held back by her attitude and | have been
in my currcrt position for five years but this is my first job from lech so | haven't been exposed to
any other industries but | would like to think the way | have carried myself is | don't have to
change who | am to fitin.

- Senior weman al 8 JSE listed company

2.5 Itis challenging for women fo balance work and family commitments

Retention of women is often spoken about in terms of their commitment to family and specifically
young children and is seeing as being specilic to women. Although companies generally
accommadate women's commilments to their familics, such as allowing them to wark from home when
a child is it or working flexi-time, women are cxpected to deliver the same outputs as men while
having to simultaneously be a primary care giver.  However, women tatk about their company’s
wiliingness to accommodale them in a positive light and about how they cope with the work-life
balance and even succeed in the SET sector despite having an extra load to deal with, Also, being
perceived as the primary care-giver in society, women lack mohility to participate in work-related
demands such as travelling and doing fieldwork, They sametimes have to drop out because they
cannat balance their work with family commitments or are surpassed by women (young and single) or
men wheo are mobile.

i do think that the family set-up is the core of any nation and | don't necessarily think that it is a
good thing thal women have other people to raise Lheir children. So that is the biggest prablem
and we have to faco it ... And it is not for me to say that | don't want to employ a fermale enginear
cause she might have babies cause a male engineer can leave the company in three years' time.
S0 you have o plan for movement of both genders.

- Sanior man at an SMME

| still think far & wornan her family comes first and the construction industry is a very hard industry
and | dan't think il you are a qualily manager your husband is going to move all aver the place for
you like one day in PE and next in Botswana and 1 think that this is once of the factors that make
women not want to stay.

- Senior woman at a JSE registerad company

There is also a fear to have children bocause of maternity leave palicies that bind women to working
for at least a year and 2 half before laking this benefit,. Women may thus be indirectly forced to exit
the sectar if they do not comply with employment requirements.

2.6 Women and organisations need to be flexible to make things work

A common theme amongst female employees in the SET industry was that companies were oftan not
flexible enough in terms of accommodating for women's family commitments and child-rearing
responsibilities. This is not surprising when one considers international literature such as the
Furopean’s Commission's (2002) report. The report hightights the forced choices female emplayces in
industry often have to make between family and children, and a professional career, often with little
accommadation from the employer,
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| have a chikl of two yoars. On Tuesdays, | have Lo be &t the factory ot six o'clock. My child has to
wake up at five o'clock g0 that he can be ready for school. He then has to sit with fus father, You
get man who can do it and men who can'l, and my husband doesn't do it If my hustand isn't
there, then | have to drop my child off at my mother at a quarer to six to be here at six and at
wark, all they say is sorry,
- Female senior cmployee

Some directors in private companies felt, however, that the company was being flexible in terms of
women's family and child-rearing responsibilitics, but that is was important that female employees’
male partners play a role in these responsibilitics, hence praviding support for women to advance in
their professional careers. A senior woman at a JSE listed company says that "worrren must develop
a situation where they can cope in their home environment by balancing things on the home front as
well as the work front because that's why women are always more lired than anybody else hecause
they have to do all those things”. Times are also ¢hanging according 1o a senior woman at an SOE:
“Mow are young husbands coping with a young mother who has to be sent on business conferences,
who has to travel around domestically, it is a challenge, it was always a challenge but | think there
again the perception is it is a new society. It is more advanced but it 15 50 interasting the same social
issues that affected Us twenty vears ago affects the community now so we are finding that we have to
come in, bring in the partners, speak to the husbands as well”.

If you get invoived in the food business, you can anly ga home once the job is dona. That is reality
s0 we need 1o be aware thal when you appoint 8 manager, you alsoe appoint @ mother and tho
kids do go to school, they are small and they do get sick. The role of the father at home ig also
changing and that allews the mother to become more focused on her work environment by
sharing the load. But if a woman in a work environment does not hava the =support of the
hushand, then she will find it very difficult, Persenally, | feel very strongly that the mather is the
cormerstone of the family and wao are losing that,

- Male HR director

2.7 Definitions of a ‘good scientist’ need to accommaodate for women's multiple roles

Participants’ discourses reflected that ideas around what constilutes ‘good science’ and who is
representative of a 'good scientist’ are framed within masculinist terms, In other words, ‘good science’
means hard science (Engineering, Biology, Physiology) best practiced and executed by those who
have been construcied as more praciical, technically minded individuals — men.

This leaves litle space for women to be constructed as ‘good scientists’, particularly when their roles
as mothers, caregivers and homemakers requires that flexitime is often a necessity wilhin the SET
industry., According to a male HR execulive at a private company its a “struggle to prove competence
all the time" as women are seen as less committed when they are absent from the: workplace in order
ta fulfil their family commitments. However, interviewees raised the important role of technoiogy (such
as electranic communication) in affording women the apportunity to execute their wark duties without
being physically present in the work space. Women and their employers are or could be making use
of technological means lo satisfy the needs of the organisation as well as women who have family
commitments. In some cases organisations are functioning by focusing on outpuls rather than on tme
spent physically in the workplace, but in many cases this shift needs to be made to accommodate
more women. This kind of arrangement is casier to implement at senior levels; at lower levels of the
arganisation women often have to be physically present in order to do her job (e.g. working on a
production ling). This makes women vulnerable in the recruiting process as their role as child bearers
is seen as an inability to be physically present in the workplace at all times.

A good scientist does take time for matemity loave. But it dogsn't have to be for fourleen yaars.
You can work on flexitime for fourteen years but you remain a scienlist. So there is no eithar/or,
you find this in-between space -- Female HR Directar

Our strategy is more to retain competence and that is kind of gender-blind. We want to rotain
people that we believe can add vaiue to the company...parlicularly the ones we have invesled in

- Male CEO
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A scnier woman al an SOE felt that women needed 1o be retained in the company by accommaodating
for their needs, In other words, women should not leave because the SET environment has not
accommodated for their particular physical needs. Instead, the SET environment needs to change to
accommodate for these needs.

It should be a requirement that when & woman is appointed in a particular posilion, we need
o ensure that we have protective clothing which includes making the working environment
conducive [or them. Thay shouldn't leave because conditions are not conducive, thay should
leave bocause they are incapable of deing the job, not bocause of the masculine
cnvironment looking after only mon's needs.

- Benior woman at an 30E

A male executive at an SOE believed that the industry needs to accommodate for women's physical
necds. For instance, he felt that it is problematic thal women do not have separate change rooms or
separate ablution facilities at train control centres and that these issues need to be dealt with
effectively. This ties in with the notion of what constitutes a ‘good scientist’ in the SET industry. When
the SET environment only caters for the needs of men, and women have few options but to assimilate
into this maseuline culture, women feel marginalized amd that the SET industry defines ‘good
sclentists' as those who fit into the traditional structure of SET.

2.8 Women leave industry because of gender discrimination, abuse and masculine culture

Some female employees in the SET industry felt that women left the industry because of experiences
of gender discrimination and abuse by male employees. Female employees often feil that they
weren't treated like professionals bul were instead judged on their physical appearance. Moreover,
Black women spoke about how racial discrimination intersects with gender discrimination and how it
makes them feel invisinle in the workplace, White women feel that gender becames subjugated by
race in order for ‘race quotag’ {o be filled.

Furtharmore, women leave the industry when thay feel thal they are not given a chance to prove
themselves in the workplace as tasks of significance arc given only to men. Women are also
‘srotected’ from potentially harmful situations and places by not involving them in fieldwork, shift wark
or placing them in positions where there are other women.

The men in women's personal lives can also be the perpelrators of discrimination: "Because as soon

as thay start talking marriage then the husband doesn’l want them to be out with other men in the rural
areas on projects” (male CEO of a JSE listed company).
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II's nal nice for a woman to work in production. Gften peopic don't take you seriously and in a
tactary environment, men witl whistle at women. Crce | was wearing a short pants bacause il
was 50 hot (and you couldn’t see my pants because of the long coal) and when it came to me
washing off my boots, this one guy was lying down and trying lo see what | was wearing
underngath my coal

- Senior female

| went to one of the more progressive mills, it was Tke stepping back in time, the white
managers would not oven greet me and | am not talking about ten or twanty yoars ago, this
was 1999, 1t was like being on anather ptanet and so how can you talk about even respect for
othor cullures or race or gonder or anything when they do rot see you, you do nob exist ...

- Senior fomale at a JSE registerad company

| gol such uphiil from the guys who were applying for the job and they basically implied that
thoy would make my iife an absolute misery if 1 got it ... and il was because | was a woman but
it was also because | was a young Indian warnan that they would he reporting to.

- Sonior female at a JSE registered company

.. but there seemed Lo be no advancement far them beocause they were put on o site or just
sort of lelt one side, but | 2lso suppose it was for their own protection because there were 50
taw of them, but | do think thore are people whao are interested bul they seem o end up doing
cngineer consulting wark and not figldwark.

- Seonior female at a JSE registered company

Yoau find these companies that are run predominantly by white males that they arc nol open to
give opporiunities to engincers cut there wha have a briliant mind and can aclually meet some
of their requirgments. Its even more difficull for women including black and white women 10
actuaslly make infoads or penetrate that block.

- Femals general manager at an SOE

Women exit booiuss one is reliant on a network (who you know, who vou play goll with, drink
in pubs will). | refuse to compromise, The arganizalion tried to make me play qolf by paying
tar it bat | dord'l enjoy it and | don't do il anymore. Many deals are made on the gelf course
and in pubs and as a woman if you are excluded from these events you do nal make the same
deals as your male collsagues and you are lold that you arc nol performing. Eventually you
give up and igave.

- Female IT division manager at an SOE

While some scnior women feit comfortable with assimilating into the masculine culture of the SET
industry, others fell that this male-dominated environment often left women employees feeling
marginalised and silenced,

When poople take {problems) lo be & gender issue, the way to show thal there is nol an ssue is to
actually just to go along unlil there isn't an ssue and not to react toa much,

- HR Group Servicos Manager

| am very malke-orentated so | actually prefer working in & male environment than a fomale one. |
actually changed to a company that was all female and | dide't ke il 1 am used to how theay think
and thoir dealings are not 50 intricate. Women can be emotional somatimes.

- Female HR Excoulive

2.9 SETis not financially rewarding

SET is nol a preferred industry or industry of choice as it is poerceived to be not a very lucrative
industry to be in.  Engincors struggle to get lheir fees accepled and so thuy gravitate to other
industrics, This retention problem iz blamed on the markel forees operating in the incdustry.  Thig
challenge is not differentiated for men or wornen, but may be a factor that also affects women heing
retained in SET.
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2.10 Marginalization of scientists

Enginears are marginalized and undermined in terms of their status, i.e. the credibility thal peaple
given them, There are two forms thal this marginalization takes. Firatly, white people faal lhey are
marginalized by the process of transformation where PDIs with no qualifications are put into positions
(especially in government) that took someone twenty or thirty years to advance into. This causes men
and women to move away from the induslry or emigrate. Compared to the past South Africans are
welcome everywhere and there are many international opportunities.  Secondly, people are not
recognized for their efforts in an industry thal demands high inteflectual capacity and input,  This
causes men and women to move away lo so-called softer targets where their intelligence is
recognized. Softer targets are often defined as the financial services sector or ‘business’. In order ta
recruit more young people into the SET sector, the sciences need to be sold as exciting and socially
relevant particularly to young girls.

3 Factors in advancement

3.1 Limited advancement opportunities for womeoen

In some cases women fell hat there are limited opportunities for them to advance, This might be
contained to certain SET fields like construction that is seen as a man's world where women have very
littie impact: "But | feel in our industry it is very difficult for a woman ... you have all the tnols, you do all
the work and you are still overlooked and they know you are very important io the company, but they
are still not going 1o go that extra mile to say we have got a female director or something, it is like Lhey
are saying 'No, not in our industry' ” (senior female at a JSE registered com pany).

Even when women do advance and cxcel in the SET scclor their perception is that they are not
respected in the same way as men are: "Men do respecl men more and they don't like baving a
woman as their boss” (senior female at a JSE registered company),

Advancemeant opportunities can also depend on how physically able women are perceived to be for a
certain job. Many of the interviewces spoke about women not being able to advance to positions
where safety is an issue or where @ woman's physical make-up prevents her from performing certain
duties, for example her upper body does not accommodate a heaving welding gun in a manufacturing
workshaop.

And thon the olher challenge maybe with the males i they have to repert lo & senior person
who is female they also tond some of them to experience a problom because they are saying
oh you knaw it is very difficult for them to sccept that things are changing to the direction
wherahy fomales can also take up lop pesitions and supervisory positions and they can be
superior lo them so somaotimes it becomes very difficult to accept that. Whereas if you put a
male leader or a male supervisor then they Jusl run arcund vou know Ihey are eagoer Lo deliver
whereas if it is o lamale they just ndopt a slow attitude.

- Executive temale at SCE

3.2  There arc opportunities for women ta excel in the SET industry

Aithough some women and men spoke about the lack of apportunities for women to advance in the
SET industry, more interviewees were positive about women being able to axcel. A seniar woman at
a JSE listed company says that "you knaw if you really believe in yourself and your own capabilities
and he things thal you can do you wili be successful. There is no reason al all why you cannol be
suceessful'. Reasons for being optimistic include the following: Competent women who deliver good
work are promoted to senior positions in companies, some companies fast-irack career paths to
increase representivity in lerms of gender and race, therc are senior women thal serve as role models,
there is no glass ceiling, and some organisations have a palicy far the advancement of women.
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Waomen often spoke about advancement being based on individual characteristics such as drive and
ambition. A male CEO of a private company does not believe that it is a matier of a lack of
opportunities for women to advance, only women who do not make use of the opportunities that are
otfared to them.

3.3 The new glass ceiling

Although many women believe that there are opportunilies for them to advanee and ultimately break
through the glass ceiling, a new glass ceiling scoms Lo be appearing.  This occurs at the very top of
organizations, i.e. at the position of CEQ or managing director. A female HR executive at a private
cormpany cites the statistic of seven percent of women in leadership positions, but she believes that
this is 2 dramatic change from five years ago and that things are moving, aibeit slowly, in the right
direction. Where women are in top leadership positions government is seen as the instigator due to
President Mbeki's vision for gender equity in this country,

| would agree women do leave the industry because their growth prospecls are hampered.
They can only reach ane ievel and not beyond that and that is why if you look al the large
induslries in tho counlry loday there are very few women CEOs that aclually run largo
corporations, they are cxeautive direclors and thay can run the company but they don't.

- Senior woman al a JSE listed company

3.4 A woman's need for advancement opportunities depends on her life phase

Women talk about foregoing apportunities for advancement in their organizations due to family
commitmonts even when thesc organizations are willing to promote women: | feel almost like a let
down for not wanting to go furtner but | nced to put my needs, my family's needs firsl, but if it wasn't
for miy children and let's say | wanted to progress | am still confident [my company] would support me”
(senior woman at a JSE registered company). Higher positions can involve shift work or require a
woman to be flexible in terms of mobility, things that womaen oflen feel they cannot do. Some women
ascribe the stagnation of their carcers to he life phasc that they are in: "And | think it is great for
people to want different things, we are ali in different places, if | didn't have children, if | wasn't married
| would consider going into Africa it will be an exciting opportunity and there are endless opportunities
for engineers in Africa o where | am righl now ..." (senior women at a J3E registered company).
Single women without children are seen as more fortunate as they can take the same kinds of
opportunities in SET that men do.

3.5 Women are becoming complacent due to their PDI status and are establishing bad track
recaords

A female interviewoee in a senior exccutive position at an SOE warns that women are becoming
complacent as they become more popular to appoint duc Lo their PDI status. Women's attitudes are
becoming careless in terms of thair work which she describes as “a recipe for disaster becavse at the
end of the day you are just digging your own grave, No one would want you and you must also think
abaul your track rocord thal you have made because people will talk, they will say oh sorry”. This
interviswee states, however, that we should perceive women being head-hunted and moving from one
company o anather in a better light than the current exodus of young scientists from South Africa.

And you know the prablem with that is that over time these same people arg priced oul of the
markat hocause he level of knowledge and exporcence compared to what's expected of them
slsewhere doos not match, And in the end thay find oul they have to stick with that company,
thay are 5o unhappy ...

- Famale General Manager at an SOE

If they can show thal they are good and they can perform then they shauld get promaotion but &
- suid they disappaar before they can have impact. S0 1 think there will be advancemeant for
them if they could just stick around lengar and not go Tooking claowhere.

- Senior temale o JSE listed compuny

Because whil we have been trying 10 do is to recruit very deliberatoly because we ar¢ trying to
Iook and sereon the candidates for those who are not go-gellers for lashy things i life but we
like: the sensilc who want 1o contribute.

- Managing dirsctor of tochnolegy al an SOE
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I is difficuit cven for private companies 1o attract top professionals te certain geographical regions in
South Africa like the Eastern Cape according 1o a female HR cxecutive: “For black people generally it
is more difficult because (hey believe it is more hip to be in Gauleng, there is more sluff happening
internationally and what kind of entertainment do you have in the Eastern Cape.” This statement has
mare to do with race (and probably gender), however, than only with gender.

3.6 ‘Aftractive’ women face more challenges in the workplace

It was suggested that socially constructed ‘attractive’” women would cxperience mora challenges in a
male-dominated waork environment. This type of discourse, utilized by a female HR Group Services
Manager of a major private company, suggests that professional women who are considered 0 be
‘attractive’ would not necessarily be taken seriously in terms of their competencies and capabilities in
the SET industry.

We have just promoted a female ongineer 1 an industdal engineer and she both internal and
cxtornal cuslomers are going Lo have to put up with her and sho is a hugely attractive girl so il is
going to bo very interasting.

- Female HR Group Services Manager
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