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Figure 4.5 provides a graphic representation of the share in household chores

respondents’ partners fulfil
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Figure 4.5 illustrates that majority of respondents strongly agree that their partners assist with

household chores (46.8%; n=36) and 31 (40.3%) of the respondents agree that their partners
assist with household chores. However six (7.7%) respondents disagree that their partners
assist with household chores and two (2.6%) respondents strongly disagree that their partners
assist with household chores. Two (2.6%) of the respondents indicated they were uncertain as

to whether their partners assisted with household chores.
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Figure 4.6 provides a graphic representation of the amount of children respondents

have
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Figure 4.6 indicates that 33.8% (n=26) of the respondents do not have children, whereas the
majority (66.3%; n=51) of the respondents have either one or more children. Of those
respondents who have children, the majority (n=31 or 40.3%) of them have one child, 19.5%

(n=15) have two children, 3.9% (n=3) have three children and 2.6% (n=2) have four children.
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Figure 4.7 provides a graphic representation of respondents’ highest qualification

obtained
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Figure 4.7 shows that the majority of the respondents’ (n=28; 36.4%) have a grade 12
qualification and 29.9% (23) have a diploma or certificate. Ten (13%) respondents have an
undergraduate degree and ten (13%) have a postgraduate degree. Only five (6.5%) of the
respondents have a qualification lower than gradel2 and one (1.3%) respondent did not

indicate their highest qualification obtained.
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Figure 4.8 provides a graphic representation of the distribution of the sample based on

department.
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Figure 4.8 represents the departments in which the respondents’ work. The majority of the

sample (24.7%; n=19) work in Group Services, 23.4% (n=18) in the HR department, 16.9%
(n=13) in the Finance department and 11.7% (n=9) work in the Planning department. Whilst,
9.1% (n=7) work in other departments not mentioned above, 7.8% (n=6) work in the Buying
department and 2.6% (n=2) respondents work in Marketing. Only 1 respondent (1.3%) works
in Group Merchandise Procurement (GMP) and Sourcing and one respondent (1.3%) did not

indicate which department they work in.
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Figure 4.9 provides a graphic representation of whether respondents’ current job meets

their career expectations

| ENotat all

&

§ 20 OTosome

= extent

E 10 EModerately
0 OEntirely

As can be seen in Figure 4.9 above, the majority of the sample (40.3%; n=31) indicate that

their current job moderately meets their career expectations, seventeen (22.1%) feel that their
current job meets their career expectations to some extent and sixteen respondents (20.8%)
say that their career expectations are being met entirely by their current job. Thirteen

respondents (16.9%) feel that their current job does not meet their career expectations at all.
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Figure 4.10 provides a graphic representation as to whether respondents perceive their

career development within their current organisation to be hindered by their dual-

career couple status

Figure 4.10 represents respondents’ views regarding how their career development is affected
by their dual-career couple status within their organisation. The majority of the sample that is
(93.5%; n=72) indicate that their career development has not been hindered due to their dual-
career couple status, whereas only three (3.9%) feel that their career development has been

hindered due to their dual-career couple status.
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4.2.2 DESCRIPTIVE STATISTICS OF THE CAREER BARRIERS INVENTORY-

REVISED QUESTIONNAIRE

Table 4.1: Descriptive Statistics (mean and standard deviation) for the Career Barriers

Inventory-Revised

Career barriers Mean Standard
deviation
Conflict between children & career 26.26 8.688
Demands
Decision-making difficulties 32.57 10.400
Difficulties with networking/socialisation | 18.88 6.806
Disability/health concerns T 5.298
Disapproval by significant others 8.87 4.473
Discouraged  from  choosing  non- | 16.03 7.220

traditional careers

Dissatisfaction with career 23.99 7.518
Inadequate preparation 20.56 8.043
Job market constraints 17.30 5.978
Lack of confidence 17.32 5.926
Multiple-role conflict 33.09 11.385
Racial discrimination 26.45 10.417
Sex discrimination 28.27 12.037
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Based on the dimensions presented in the Career Barriers Inventory-Revised, Table 4.1
indicates the means and standard deviations for each of the thirteen scales, namely, conflict
between children and career demands, decision making difficulties, difficulties with network/
socialisation, disability/health concerns, disapproval by significant others, discouraged from
choosing non-traditional careers, dissatisfaction with career, inadequate preparation, job
market constraints, lack of confidence, multiple-role conflict, racial discrimination and sex

discrimination.

In terms of Table 4.1, the dimensions most highly rated as career barriers which respondents
perceived and experienced in the organisation at which the research was undertaken were for:
multiple-role conflict (mean=33.09; sd=11.385), decision-making difficulties (mean=32.57,;
sd=10.400), sex discrimination (mean=28.27; sd=12.037) and racial discrimination

(mean=26.45; sd=10.417).

The dimensions which were rated the lowest (that is, dimension not considered to affect their
career advancement) by respondents were: disapproval by significant others (mean=8.87;
sd=4.473), disability/health concerns (mean=12.57; sd=5.298) and discouraged from

choosing non-traditional careers (mean=16.03; sd=7.220).

4.3 INFERENTIAL STATISTICS
In this section the results of the inferential statistics are presented. Based on the results

obtained from the research, conclusions are drawn with respect to each hypothesis.

4.3.1 T-Test
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H1: There are significant differences in the perceptions of dual-career couples based on
gender regarding career barriers in the workplace.
The results of the T-Test regarding the dimensions of the Career Barriers Inventory-Revised

based on the gender of employees are presented in table 4.2.

Table 4.2: Career barriers with respect to gender

Career barriers F Significance
Conflict between children & career 0.095 0.759
Demands
Decision-making difficulties 2.308 0.133
Difficulties with networking/socialisation | 1.691 0.197
Disability/health concerns 0.762 0.386
Disapproval by significant others 0.761 0.386
Discouraged from  choosing  non- | 0.29 0.866
traditional careers
Dissatisfaction with career 1.797 0.184
Inadequate preparation 0.185 0.668
Job market constraints 2.880 0.094
Lack of confidence 6.524 0.013
Multiple-role conflict 0.048 0.826
Racial discrimination 2.014 0.160
Sex discrimination 0.210 0.648
*p <0.05

Table 4.2 depicts the results of the t-test with respect to gender and career barriers. The
results indicate that there is a significant difference in the perceptions of males and females
regarding lack of confidence as a career barrier (F=6.524; p=0.013). However, there are no
significant differences in perceptions regarding any of the other career barriers namely;
conflict between children and career demands (F=0.095; p=0.759), decision making
difficulties (F=2.308; p=0.759), difficulties with networking/socialisation (F=1.691;

p=0.386), disability/health concerns (F=0.762; p=0.386), disapproval from significant others
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(F=0.761; p=0.386), discouraged from choosing non-traditional careers (F= 0.029; p=0.866)
and dissatisfaction with career (F=1.797; p=0.184) based on gender. Furthermore, there are
no significant differences in perceptions based on gender also for inadequate preparation
(F=0.185; p=0.668), job market constraint (F=2.880; p=0.094), sex discrimination (F=0.210;

p=0,648).

The hypothesis is therefore partially accepted as there is a statistically significant

difference regarding the perceptions amongst males and females in terms of lack of

confidence as a career barrier.

Table 4.3: Ranking of career barriers with regards to the differences between males and

females
Career barriers Male Female
Mean SD Mean SD Rank
Decision-making 33.30 7.484 32.46 10.809 |2
difficulties

Multiple-role conflict 33.00 11.146 33.10 11502 |1
Racial discrimination 31.20 7.406 27.94 10.656 |3
Sex discrimination 30.50 12.730 25.75 11995 |5
Dissatisfaction with 26.20 6.179 23.66 7.682 6
career

Conflict between 26.10 7.738 26.28 8.874 |4
children & career

Demands

Inadequate preparation | 20.20 7.613 20.61 8.159 7
Difficulties with 19.00 4.899 18.87 7.075 8
networking/socialisation

Lack of confidence 17.60 2.797 17.28 6.274 10
Job market constraints 17.20 4131 17.31 6.228 9
Discouraged from 15.40 6.931 16.12 7.308 11
choosing non-traditional

careers

Disability/Health 14.80 4.290 12.24 5.380 12
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concerns

Disapproval by 9.60 4.088 8.87 4.546 13
significant others

Figure 4.3 presents the rankings (from highest to lowest) off the different career barriers
perceived by males and females respectively as the barriers considered to impede their career
advancement. The career barriers that were rated the highest for females were multiple-role
conflict (mean=33.10; sd=11.502) and decision making difficulties (mean=32.46;
sd=10.809). Similarly, for males it was decision-making difficulties (mean=33.30; sd=7.484)

and multiple-role conflict (mean=33.00; sd=11.146).

The career barrier rated the lowest by females (mean=8.87; sd=4.546) as well as males

(mean=9.60; sd=4.088) was disapproval by significant others.

H2: There are significant differences in the perceptions of dual-career couples who have
children and those who do not have children regarding career barriers in the workplace.
The results of the T-Test regarding the dimensions of the Career Barriers Inventory-Revised

based on the parental demands of employees are presented in Table 4.4.
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Table 4.4: Career barriers with respect to the number of children (parental demand)

Career barriers F Sig
Conflict between children & career 0.083 0.773
Demands
Decision-making difficulties 0.931 0.338
Difficulties with networking/socialisation | 0.700 0.405
Disability/health concerns 0.322 0.572
Disapproval by significant others 4.625 0.035
Discouraged from  choosing non- | 0.160 0.690
traditional careers
Dissatisfaction with career 0.050 0.823
Inadequate preparation 1.165 0.284
Job market constraints 0.768 0.384
Lack of confidence 0.004 0.951
Multiple-role conflict 1.669 0.200
Racial discrimination 0.003 0.953
Sex discrimination 0.941 0.335
*p <0.05

Table 4.4 illustrates the results of the t-test in terms of the differences amongst employees
with and those without children with respect to career barriers. The results indicate that a
statistical significant difference in perceptions exist between employees with and those
without children for only one career barrier namely, disapproval by significant others
(F=4.625; p=0.035). There were no statistical significant differences for lack of confidence
(F=0.004; p=0.951), conflict between children and career demands (F=0.083; p=0.774),
decision making difficulties (F=0.931; p=0.338), difficulties with networking/socialisation
(F=0.700; p=0.405), disability/health concerns (F=0.322; p=0.572), discouraged from
choosing non-traditional careers (F=0.160; p=0.690) and dissatisfaction with career (F=0.50;
p=0.823). Furthermore, there are also no statistical significant differences in perceptions for

inadequate preparation (F=1.165; p=0.284), job market constraint (F=0.768; p=0.384), racial
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discrimination (F=0.03; p=0,953), sex discrimination (F=0.941; p=0.335) and multiple-role

conflict (F=1.669; p=0.200) in the perceptions of employees with and those without children.

The hypothesis is therefore partially accepted, as there is a statistical significant difference
between dual-career couples with and those without children in terms of disapproval by

significant others.

4.3.2 Analysis of Variance (ANOVA)

H3: There are significant differences in the perceptions of dual-career couples based on
race regarding career barriers in the workplace.

The results of the one-way ANOVA regarding the dimensions of the Career Barriers
Inventory-Revised based on the employees’ race are presented in table 4.5.

Table 4.5: ANOVA - Career barriers with respect to race

Career barriers F Sig
Conflict between children & career 0.881 0.419
Demands
Decision-making difficulties 2.674 0.076
Difficulties with networking/socialisation | 4.305 0.017
Disability/health concerns 0.914 0.405
Disapproval by significant others 1.203 0.306
Discouraged from choosing non- | 1.700 0.190
traditional careers
Dissatisfaction with career 1.067 0.349
Inadequate preparation 2.002 0.142
Job market constraints 0.022 0.978
Lack of confidence 3.955 0.023
Multiple-role conflict 1.564 0.216
Racial discrimination 4.580 0.013
Sex discrimination 1.410 0.251
*p <0.05
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Table 4.5 depicts the results of the ANOVA with respect to perceptions of career barriers
based on employees’ race. The results indicate that there are no significant differences for the
following career barriers: Conflict between children and career demands (F=0.881; p>0.05),
decision making difficulties (F=2.674; p>0.05), disability/health concerns (F=0.914; p>0.05),
disapproval by significant others (F=1.203; p>0.05), discouraged from choosing non-
traditional careers (F=1.700; p>0.05), dissatisfaction with career (F=1.067; p>0.05),
inadequate preparation (F=2.002; p>0.05), job market constraints (F=0.022; p>0.05),
multiple-role conflict (F=1.564; p>0.05) and sex discrimination (F=1.410; p>0.05).

However, the results also show that there are significant differences in the following career
barriers based on employee’s race: Difficulties with networking/socialisation (F=4.305;
p<0.05), lack of confidence (F=3.955; p<0.05) and race discrimination (F=4.580; p<0.05).

The hypothesis is partially supported.

H4: There are significant differences in the perceptions of dual-career couples based on
age regarding career barriers in the workplace.

The results of the one-way ANOVA regarding the dimensions of the Career Barriers
Inventory-Revised based on the age of employees are presented in Table 4.6.

Table 4.6: ANOVA - Career barriers with respect to age

Career barriers F Sig
Conflict between children & career 0.865 0.550
Demands

Decision-making difficulties 0.579 0.792
Difficulties with networking/socialisation | 0.796 0.608
Disability/health concerns 0.601 0.774
Disapproval by significant others 1.268 0.275
Discouraged from choosing non- | 0.861 0.554
traditional careers

Dissatisfaction with career 0.292 0.966
Inadequate preparation 0.925 0.501
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Job market constraints 1.151 0.342

Lack of confidence 0.862 0.552

Multiple-role conflict 0.837 0.573

Racial discrimination 0.740 0.656

Sex discrimination 0.860 0.554
*p <0.05

Table 4.6 provides the results with respect to ANOVA depicting differences with respect to
perceptions of career barriers based on the employees’ age. The results indicate that there are
no statistical significant differences between the perceptions of employees based on age for
any of the career barriers: Conflict between children and career demands (F=0.865; p=0.550),
decision making difficulties (F=0.579; p=0.792), difficulties with network/socialisation
(F=0.796; p=0.608), disability/health concerns (F=0.601; p=0.774), disapproval by
significant others (F=1.268; p=0.275), discouraged from choosing non-traditional careers
(F=0.861; p=0.554), dissatisfaction with career (F=0.292; p=0.966), inadequate preparation
(F=0.925; p=0.501), job market constraints (F=1.151; p=0.342), lack of confidence (F=0.862;
p=0.552), multiple-role conflict (F=0.837; p=0.573), racial discrimination (F=0.740;

p=0.656) and sex discrimination (F=0.860; p=0.554).

The hypothesis is therefore rejected, as there are no significant differences regarding career

barriers based on employees’ age.

4.4 RELIABILITY STATISTICS

Table 4.7: Reliability of the Career Barriers Inventory-Revised

Cronbach’s Alpha Cronbach’s Alpha based | N of item
on standardized item
0.974 0.974 69
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According to Sekaran (2001), Cronbach Coefficient Alpha is a reliability coefficient that can
be used to indicate how well the item in a set is positively correlated to each other. Table 4.7
indicates that the Cronbach Alpha is 0.974 which is an indication that internal consistency is

high. Furthermore, it shows that the CBI-R reliability is good, as it is above 0.80.

4.4 CONCLUSION

This chapter provided an overview of the most salient findings obtained based on the
empirical analysis of the data. The results of the study was objectively presented by using
descriptive statistics to describe the results and inferential statistics to make inferences about
the characteristics of the sample solicited to participate in the study. This enabled the
researcher to identify significant differences between the variables in the study and to draw

conclusions with respect to each hypothesis being investigated.

In the following chapter the findings will be discussed and existing research findings will be
integrated with the results emanating from the current study to draw comparisons. As there is
a paucity of literature specifically in the retail environment, reference will be made to
research conducted in other environments as well. The chapter will conclude by highlighting

the limitations, drawing conclusions and putting forth recommendations.
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CHAPTER FIVE

DISCUSSION, CONCLUSION AND RECOMMENDATION

5.1 INTRODUCTION

This chapter discusses the prominent findings of the research in relation to the hypotheses
and relevant research available. Due to the paucity of research in the retail industry, studies
conducted in other 242areas are also made reference to. The discussion includes information
on the demographics of the sample, descriptive outcomes for the dimensions of career
barriers, results obtained from the inferential statistics for the dimensions of career barriers
and differences between biographical variables and career barriers. Furthermore, this chapter
will also elucidate some of the limitations of the study, suggestions for future research will be
made and recommendations for the organisation will also be addressed. The information and
discussions presented in the previous chapters will serve as a background against which the
contents of this chapter will be presented and interpreted. Conclusions are drawn based on the

obtained results.

Today very few families reflect the make-up of a typical family, as both partners are normally
employed (Greenberg & Baron, 2003). More and more married women are working outside
the home for remuneration. This type of restructuring of personal relationships has given rise
to the surfacing of dual-career couples (Naidoo & Jano, 2002). These changing demographics
have a considerable impact on the nature of people's careers (Greenberg & Baron, 2003).
According to Zunker (2006), an individual’s family has a great impact on their career

development and a number of career development theorists have viewed this as an issue.

133



In light of the above, the purpose of this study was to investigate dual-career couples’

perceptions of career barriers. The following hypotheses were investigated:

e There are significant differences in the perceptions of dual-career couples based on
gender regarding career barriers in the workplace.

e There are significant differences in the perceptions of dual-career couples who have
and who do not have children regarding career barriers in the workplace.

e There are significant differences in the perceptions of dual-career couples based on
race regarding career barriers in the workplace.

e There are significant differences in the perceptions of dual-career couples based on

age regarding career barriers in the workplace.

5.2 DISCUSSION OF THE FINDINGS

5.2.1 DESCRIPTIVE RESULTS

The sample consisted of a hundred and twenty-five (125) men and women, permanent and
contract employees within the following departments: Human Resources, Marketing,
Logistics, Finance, Group Merchandise Procurement (GMP), Buying, Sourcing, Audit,
Planning and Group Services in a large retail organisation. With reference to Figure 4.1-4.6,
the majority of the respondents were female (n=67; 87%). This could be attributed to the fact
that more females than males are employed in the organisation at head office in the Western
Cape region. The majority of the respondents (n=19; 24.7%) work in the Group Services
Department. The sample was more representative of employees between the age group of 30
and 34 (n=22; 28.6%). Most of the respondents were married (n=64; 83.1%) as appose to

being in a cohabiting relationship with the majority of the respondents having children (n=51;
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66.3%). Furthermore, fifty-three (or 68.8%) of the respondents were Coloured which could

be as a result of the representivity of the Western Cape region.

With respect to the dimensions of career barriers assessed by the Career Barriers Inventory-
Revised, the results indicate that respondents perceived multiple-role conflict (mean=33.09;
sd=11.385), decision-making difficulties (mean=32.57; sd=10.400), sex discrimination
(mean=28.27; sd=12.037) and racial discrimination (mean=26.45; sd=10.417) as the career

barriers that would affect their career advancement the most.

Conversely, the results also indicate that disapproval by significant others (mean=8.87;
sd=4.473), disability/health concerns (mean=12.57; sd=5.298) and discouraged from
choosing non-traditional careers (mean=16.03; sd=7.220) are perceived as the career barriers

that would least affect their career advancement.

5.2.2 INFERENTIAL RESULTS

5.2.2.1 HYPOTHESIS 1: There are significant differences in the perceptions of dual-
career couples based on gender regarding career barriers in the workplace.

Findings according to the T-test indicate that the hypothesis is partially accepted because
there is a statistically significant difference regarding the perceptions of males and females
with regard to lack of confidence as a career barrier. Furthermore, the findings of the present
study indicate that the career barriers that were rated the highest for females were multiple-
role conflict and decision making difficulties. Similarly, for males it was decision-making

difficulties and multiple-role conflict.
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Chabaya, Rembe and Wadesango (2009) investigated what female teachers considered
barriers to their advancement to headship positions in Zimbabwean primary schools. The
primary focus of their study was to identify the factors perceived by women school-heads to
be causes of persistent under-representation of women in school headship positions. The
study included a sample of nine experienced women school-heads who were interviewed
while four women deputy heads and nine senior teachers participated in three focus group
discussions. The findings of the study revealed that even though most of the women teachers
were qualified for promotion to school headship positions, they did not make an effort to
apply for those positions and as a result were still class teachers. The results further showed
that gender stereotypes were one of the main reasons for the persistent under-representation
of women in primary school headship. The influence of gender role stereotypes was found to

manifest in the form of low self esteem and lack of confidence to pursue leadership roles.

Fedyashina and Castagnac’s (2002) research further supports the findings of the present
study. Their study which included influential Russian women had five main aims: (i) to
determine the factors affecting men and women’s careers in Russia, (i1) understanding
incentives which motivate men and women to reach top executive positions, (iii) identifying
internal and external barriers hindering the career development of both genders, (iv) identify
typically “female” career development barriers and (v) determining what the main gender-
related social stereotypes affecting career development are. The findings of their study
indicated that Russian executives, both men and women, believe professionalism and
competency (97%), personal qualities (91%), commitment (89%) and education (77%) are
ways in which to advance their careers. The study also revealed significant differences
between Russian and foreign-owned companies’ approaches to business operations, selection

of managers and career development. Additionally, results showed that stereotypes about
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women managers continue to play a significant role in Russia’s business environment (that is,
45% of the respondents agreed that it was impossible for women to combine a successful
career with an adequate family life, while 36% believed that by pursuing success in business
they would no longer be viewed as women). Furthermore, findings pointed out that pressure
from family and friends, expectations of their peers, lack of self-confidence and stereotypes
programmed by their upbringing may significantly affect career aspirations. Their study
shows that women more often than men (that is, 50% females and 24% males) view the

underestimation of own leadership potential and lack of confidence as an internal barrier.

Conversly, Premadasa, Shehab, Al-Jarallah and Thalib (2008) conducted a study to establish
the perceptions of new medical graduates regarding the performance of core clinical skills
during training and confidence of performing them later. The study also focused on whether
differences existed in terms of confidence based on gender. The study involved a sample of
91 graduates who completed a questionnaire. The results indicated that most of the
respondents felt confident performing routine skills; approximately two thirds had performed
generic skills related to emergency resuscitation, of which half of them were confident in
performing them in the future. A third of the respondents felt confident in performing
artificial ventilation and endotracheal intubation. The findings also indicated that the
variation in perceptions was not significant in terms of gender. The study concluded that
training needs to be closely monitored for interns who are not competent so it can be
identified early in order to take corrective measures. The confidence of graduates to perform
certain procedures would largely affect their progression within their profession.

In the present study no statistically significant difference regarding the perceptions of males
and females were found for any of the remaining (12) barriers, namely: conflict between

children and career demands, decision-making difficulties, difficulties  with
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networking/socialisation, disability/health concerns, disapproval by significant others,
discouraged from choosing non-traditional careers, dissatisfaction with career, inadequate
preparation, job market constraints, multiple-role conflict, racial discrimination and sex
discrimination. Some of these barriers (where research were found) will be addressed in

terms of previous studies conducted.

Rowe and Crafford (2003) conducted a qualitative study in the investment banking industry
to explore the barriers to career advancement for professional women. The key themes that
were focused on in the study were structure of society, embodiment, male domination,
support structures and networking, as well as an additional theme entitled ‘If the shoe fits’;
which links the aforementioned factors and forms the conclusion. The study was conducted in
an organisation in the investment banking industry and twelve participants were selected
bearing in mind differences in gender, race and age. Each of these respondents were
interviewed. The findings indicated support structure was one of the predominant career
barriers to women’s career advancement. Often when women are in competition with their
support structure (that is, spouse or other females) only one of the two are able to be
successful. The general issue confronted in most of the interviews was that women need to
support each other (as well as gain the support of their male colleagues) through their
different circumstances in order to build a solid and credible foundation to work from to
advance their careers. Networking was identified as another barrier to career advancement.
Networking is an essential part of building relationships as it allows an individual to side with
influential and powerful people. Not positioning or profiling oneself to build the correct
networks can be a career barrier. The results indicated that men are more likely to profile
themselves correctly than females, as women rarely discuss their achievements or market

themselves correctly.
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Salami’s (2002) study which consisted of 340 females students from 10 tertiary institutions in
South-West Nigeria investigated the impact of culture, family and individual differences on
the choice of gender-dominated occupations amongst female students in tertiary institutions.
This study specifically aimed to measure attitudes toward religion, need achievement, family
involvement, socio-economic status and work values. The findings showed that family
involvement will predict career choice. Furthermore, it indicated that students who scored
high on parent’s involvement chose male dominated occupations (that is, engineering).
Various authors (Leong, 1993; Salami, 2004; Tang, Fouad & Smith, 1999; Uba & Olaniyi,
1991 cited in Salami, 2002) agree with the aforementioned findings. The authors postulate
that these results may be as a result of parents of students studying providing their children
with the necessary information on the type of career they want them to pursue as well as
providing encouragement, responsiveness, approval and financial support in matters

concerned with career plans of their children.

A study was conducted to analyse the factors influencing the South African women’s choices
of careers in construction. The study focused on the challenges women faced in construction
which contribute to their choices of careers in a traditionally male-dominated industry. A
purposive sampling approach was adopted in terms of a convenience sample where 1435
industry practitioners comprising of 141 first and final-year construction students and 17
professional women from the Gauteng and Western Cape provinces participated. The
industry survey included 11 questions on aspects of gender practices and policies within their
organisations. The findings revealed that women have a role to play in the construction

industry and could build successful careers within the sector; however, entry into this
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industry as a female was not easy given the various barriers due to an individual’s gender

(Haupt & Madikizela, n.d.).

When addressing various gender-based issues the following findings were highlighted:
participants in the construction workshops indicated that nearly all the respondents reported
that females were afforded the same rights, benefits and opportunities as males (92.2%).
Similarly, most of them report that females were afforded equal advancement and promotion
opportunities (87.6%). However, substantially fewer respondents indicated that funding was
available and aimed at improving the status and qualifications of female employees (51.1%),
44.5% of respondents pointed out that written gender equity policies were in place and
gender-based educational material was provided to employees (27.8%). Notably, nearly 25%
of the respondents did not know what the situation was in their organisations with respect to

gender-related issues and practices (Haupt & Madikizela, n.d.)

The student sample suggests that females are more likely to agree that women on
construction sites were not respected to the same extent as men. Similarly, a correlation
coefficient of -0.457 at the 0.01 level (2-tailed) suggests that females are more prone to
disagree that women were more suited to administrative than production functions on
construction sites. Furthermore, the weak correlation coefficient of -0.188 at the 0.05 level
(2-tailed) implies that they were more likely to disagree that they were intimidated by there

being more male consultants in the industry (Haupt & Madikizela, n.d.).

Lastly, the sample of professional women indicated that nearly all the women (94.1%)

believed that women experienced discrimination while working in the construction industry.

Approximately three-quarters (76.5%) indicated that such discrimination was more prevalent
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on construction sites than in consultancies. Sixty-four point seven percent (64.7%) of the
respondents agreed that women in the construction industry did not enjoy the same growth
opportunities as their male counterparts. More than half (52.7%) of the participants indicated
that pregnant women experienced discrimination which was more common in construction
than other sectors. Additionally, it was found that more than half (53.0%) of the respondents
had experienced discrimination at work and almost half (47%) reported that the contributions
of their male counterparts were considered more important than their contributions.
Furthermore, 41.2% respondents believed that the nature of the construction industry posed a

threat to the career development of women in the sector (Haupt & Madikizela, n.d.).

Studies conducted confirm that women generally experience more discrimination in the
workplace than men (Gutek, Cohen & Tsui, 1996). A comparative study was conducted on
sixty-nine (69) men and women executives to explore the reason for “the opt-out revolution”.
This term refers to the alarming talent drain of highly trained women. A qualitative
methodology was used through the use of open ended questions. The results indicated that
women reported greater barriers to career advancement, mentioning hindrance such as lack of
general management or line experience (79% agreement), exclusion from informal networks
(77% agreement), stereotypes about women’s roles and abilities (72% agreement), and failure
of top leaders to assume accountability for women’s advancement (68% agreement). Sixty-
seven percent (67%) of the respondents agreed that “commitment to personal/family

responsibilities” was the most important challenge for women (Mainiero & Sullivan, 2005).

Conversely, De Villiers and Kotze (2003) conducted a qualitative study in a petroleum

industry to ascertain how employees of a company define and experience the phenomenon of

work-life balance, to identify the workplace determinants of work-life imbalance and to elicit

141



some solutions for the problem. Purposeful sampling was used to select 20 employees from
various teams in the finance department. Interviews were conducted to gather data on the
employees. The data revealed that work-life balance is a personal issue that varies across
time. It was apparent from the respondents who participated in the study, that none of the
varied responses could be attributed solely to gender but were influenced by individuals’

prioritisation of roles, values and aspirations.

5.2.2.2 HYPOTHESIS 2: There are significant differences in the perceptions of dual-
career couples who have and those who do not have children regarding career barriers
in the workplace.

The results of the present study indicate that the hypothesis is partially accepted, as
disapproval by significant others was the only career barrier to have a statistically significant

difference between dual-career couples with and those without children.

Galinsky (1999) conducted a study with 1000 children from grade 3 to grade 12 and asked
them to evaluate their parents in 12 areas strongly linked to children's healthy development,
school readiness and school success. The findings revealed that even though the amount of
time children and parents spend together is very important, most children do not want more
time spent with their parents, but instead children value the time they do spend together if it is
not rushed but focussed and rich in shared activities. It was clear from the findings that
children appreciated working parents efforts and the problem was not that parents work but
how work affects parenting. It was also evident from the study that if working parents were
aware that their children are positively affected by them working, they would be more likely

to succeed in their careers.
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McKay (2010) conducted a study which further supports the current study’s findings. Her
research focused on men and women who are facing a career crossroads by starting a family.
The results of the study indicate that regardless of where working mothers are in their careers,
they often find it hard to achieve a balance between work and family. By and large, women
take on or are given more responsibility for their children or home responsibilities than men,
which often leading to frustration and exhaustion. After working long hours mothers are often
required to fulfil home and childcare responsibilities which can be difficult and often others
opinions and disapproval make working parents feel even more guilty in this regard. This
may result in working parents, especially mothers, to look for other alternatives such as
reducing the amount of hours they work or working part-time, which may inevitably affect

their career advancement.

The present study found no statistically significant difference between dual-career couple
with and those without children for the remaining (12) barriers, namely: conflict between
children and career demands, decision-making difficulties, difficulties with
networking/socialisation, disability/health concerns, discouraged from choosing non-
traditional careers, dissatisfaction with career, inadequate preparation, job market constraints,
lack of confidence, multiple-role conflict, racial discrimination and sex discrimination.
Comparisons will be made with the results of previous studies conducted with regard to those
barriers found in literature.

Contrary to the results of the current study, a previous study has shown that important
differences are revealed between spouses/partners when couples have children. Individuals
who have multiple career demands often generate role conflict and women with children are
particularly prone to tensions between career demands and family responsibilities, which may

adversely affect their career progression and work performance (Smith, 1997).
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A study conducted by Metz (2005), also contradicts the findings of the present study. Their
study was conducted to assess whether differences exist in the barriers reported and those
barriers that relate to the managerial advancement of women with and those without children.
Furthermore, their research examined whether having children influenced women’s career
advancement (that is, if it affected their person-situation factors such as training and
development or work hours). The sample consisted of 1183 female employees ranging from
non-manager to executive positions in the banking industry. The results of the survey
indicated that even though the links and barriers to the career advancement of mothers and
non-mothers are similar, important differences exist. Specific differences are seen regarding
the fact that internal networks are negatively related to the career advancement of women
with children, but unrelated to the career advancement of women without children. It also
revealed that women who have children tend to work fewer hours than those without children
which inevitably affect their growth opportunities to managerial level. These results support
the belief that mothers experience additional barriers to career advancement when compared

with women without children.

A study conducted by Mclellan and Uys (2009) was aimed at exploring how self-employed
women cope by balancing their roles as mothers and executives. Their study involved five
White mothers who are self-employed across varying industries. Their research indicated that
even though all the women participating in the study are successful dual earners, they still
had the primary responsibility of nurturing their families and assuring their well-being. The
results obtained showed that participants’ ability to balance both roles were due to: (i) quality
time spent with children and family, (ii) structure and planning, (iii) coping with guilt,

support structures and self-reliance and (iv) balancing between work and life. Siew Kim and
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Seow Ling (2001 cited in Mclellan and Uys, 2009) posit that the number of children that a
self-employed mother has significantly correlated to job/parent conflict because of the
amount of time and effort required to spend with more children. According to Mclellan and
Uys (2009), while this may be a valid argument, the findings of their research pointed out that
participants who have three children felt that most of the quality time spent with their
children was as a family unit (versus those participants that had two or one child), as
individual time spent was not easy to organise. Respondents nevertheless did not negate the
notion that individual time may have been better for their children. Most respondents agreed
that when work had to take preference over family, they felt unsuccessful as mothers and that

they were not in control.

A study involving 20 employees in the petroleum industry was conducted to establish how
employees of a company define and experience the phenomenon of work-life balance, to
identify the workplace determinants of work-life imbalance and to obtain some solutions for
the problem through the use of interviews. Findings revealed that most participants felt
overloaded within their jobs and the fact that they had young families added to the existing
pressures they experienced. The demands of work household and child rearing chores
together with social events left them with little time for anything else (De Villiers & Kotze,
2003).

Mainiero and Sullivan (2005) conducted a comparative study approximately five years ago
which included sixty-nine men and women executives to explore the reason for “the opt-out
revolution”. The findings obtained from the survey indicated that although working mothers
are more likely to work full-time than twenty years ago, only thirty-seven percent (37%) of
them worked full- time year round compared to fifty-four percent (54%) of women without

children and sixty-six percent (66%) of men. Past patterns show a drop in the amount of
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working mothers and statistics demonstrate that some married/cohobating mothers only work
part of the year, part time, or stay home while their children are young as a result this may

drastically affect their career advancement.

De Klerk and Mostert (2010) conducted research which included 2040 employees from four
different industries within South Africa. A socio-demographic questionnaire and the Survey
Work—Home Interaction-Nijmegen (SWING) was utilised to investigate the relationship
between socio-demographic characteristics and the work—home interaction in different
occupational groups in South Africa. The study specifically looked at the impact of an
individual’s parental status and the findings revealed that parental status was identified as a
significant predictor of both negative and positive Home-Work Interference (HW1), but only
in the experimental group. From the results it was evident that participants with children did
not only experience higher levels of negative HWI, but also higher levels of positive Home-

Work Interference.

Mclean (2003) conducted a study with 59 working mothers to explore the levels of and
interrelationships between stress, depression and work/home role conflict. A questionnaire
was used to obtain information regarding the respondents’ experiences of stress, depression,
work/home role conflict, support and coping. It was hypothesized that working mothers often
experience stress due to the greater domestic burden they carry. The finding indicated that the
ages and number of children respondents had did not have a significant relationship with
stress experienced. Literature does however, indicate that as the role of an individual changes
from singlehood to marriage to parenthood it becomes increasingly complex, demanding and

stressful and having more than one and/or young children add to the complexity. The finding
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of the study conducted by Mclean (2003) does not dispute the literature but merely suggests

that for this sample in particular, it was not relevant.

5.2.2.3 HYPOTHESIS 3: There are significant differences in the perceptions of dual-
career couples based on race regarding career barriers in the workplace.

The hypothesis is partially supported as the findings of this study indicate that there are
significant differences regarding the perceptions amongst employees of different races for the
following career barriers: Difficulties with network/socialisation, lack of confidence and

racial discrimination based on employees race.

There seems to be a paucity of research on different racial groups relating to difficulties with

network/socialisation as career barriers; nonetheless reference is made to available findings

A study conducted by Hite (1996) focuses on the life and career experiences of a group of
black women managers and administrators, by looking at factors they identified as having
impacted their career progress. The sample consisted of 17 black women. Several factors
emerged when investigating which factors influenced the professional progress of these
women. These included the influence of family on attitudes about self and life value, society
and work, portraying the impact of institutional racism on work experiences; and the unique
position, focusing on black women’s limited representation in management and
administrative posts. The findings indicated that black women do not blame race for every
problem they encounter, this perspective seems to serve both as a means of preserving self
esteem and of succeeding in a dominant white culture. Respondents stated that racial bias acts
as a constant reminder that ‘someone thinks less of you because of your colour’ and

maintaining confidence under such circumstances if often very difficult. Respondents also

147



felt that by ascribing racism or discrimination to every less than positive encounter would be
a barrier to success particularly in the white dominated business world, where drive to
succeed and positive attitude are valued. Furthermore respondents indicated that self

capabilities and self esteem was a means to achieving individual goals.

More recent research conducted by Alexis and Vydelingum (2007) investigated Black and
minority ethnic nurses’ experiences and impact on quality and service delivery in the United
Kingdom. The study included a sample of 12 nurses, of which 7 females and 5 males. The
results revealed five themes, namely; building ties, reflecting on experience, moving on,
reduced confidence and lack of support. The findings indicated that respondents felt that
making new friends did not only help them better adjust to the hospital at which they worked
but it increased their understanding of the institution’s culture to which they were not
accustomed. It was also indicated that networking equipped them with the ability to devise
strategies that enabled them to survive and progress within the institution they were
employed by. Furthermore the results revealed that an individual’s confidence is essential to

develop clinical skills in a new practice environment.

A study on sixty-nine black chartered accountants (CASs) in South Africa was carried out to
establish a profile of Black chartered accountants and to provide an overview of their work
environment, including career barriers and expectations. The career barriers that were
identified in this study were discrimination in terms of job assignments, racial bias, a lack of
Black mentors and the resistance of the clients at auditing firms. These barriers were largely
seen to impact Black CAs’ career expectations and advancement. Furthermore, the findings
reveal that more than 70% of the respondents indicated that they receive a limited nature of

the work given to them and this therefore limits their experience. Similar to the current study,

148



approximately 60% of the respondents identify racial bias of supervisors as a barrier (Sadler,

2002).

Coetzee and De Villiers (2010) also conducted a study comprising of a sample of ninety
respondents which constituted 57% Whites and 43% Blacks. Differences regarding sources of
job stress, level of work engagement and career orientations based on race were focused on.
Statistically significant differences existed between White and Black respondents with regard
to job stress variables namely, career advancement prospects, workload, compensation and
benefits and lack of leader/management support and guidance. Black participants scored
significantly higher than White participants on the career advancement prospects
(mean=3.38; SD=1.27), compensation and benefits (mean=3.76; SD=1.14) and lack of
leader/management support and guidance (mean=3.53; SD=1.27) variables, whereas the
White participants scored significantly higher on the workload (mean=3.37; SD=1.15)

variable, thus, indicating racial discrimination is prevalent.

A study by Bolton (2003) focused on the impact that race has on policing. The study included
50 Black male and female police officers. The findings indicated that racial discrimination is
prevalent within police agencies as most senior positions or positions of authority are held by
White employees. The results further indicated that systematic barriers exist within policing
agencies that limit the career advancement and longevity of Black employees’ careers. The
findings also show that race often affects how Black employees are trained, disciplined,

transferred, promoted and assigned.

A study was conducted by Weeks, Weeks and Frost (2007) to examine the influence of race

and social class on wage differentials between Black and White employees. The relevant

149



information was obtained by using a survey on 244 employees. The findings indicate that
there is a significant relationship between race and social class when calculating the
percentage of pay increase given to employees. Specifically, there was a significant negative
correlation between perceptions of social class and percentage of increase when forecasting

increases for Black employees, but there was no such correlation when the target was White.

The findings of the current study found no statistically significant difference regarding the
perceptions amongst employees of different races for the remaining ten (10) career barriers:
Conflict between children and career demands, decision-making difficulties, disability/health
concerns, disapproval by significant others, discouraged from choosing non-traditional
careers, dissatisfaction with career, inadequate preparation, job market constraints, multiple-
role conflict and sex discrimination. A paucity of previous research could be found to support

any of the above mentioned barriers with regards to race.

According to McKeown (2010) a report that was written by a global talent research firm,
Novations Group, indicated that race and ethnicity affect perceptions of contribution and
inherent value of direct reports or individual contributors by managers in the workplace.
Managers participating in the research were asked to rank their direct reports in terms of
contribution and performance based on the four Stages of Contribution Model: stage 1—
contributing dependently, stage 2—contributing independently, stage 3—contributing
through others, and stage 4—contributing strategically. Similarly, direct reports were asked to
assess their own contributions. The results showed differing results between the manager’s
views and direct reports views. Managers’ perceived the direct reports to contribute more in
stage 1, whereas direct reports generally considered themselves to contribute more in stages 2

and 3. The biggest discrepancy that existed in manager and direct report self ratings were for
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Asian employees. Managers also rated the contributions of African American professionals to
be greater in stage 1, while African Americans see their contributions in stage 2. The study
suggests that these differences are significant and can affect how managers actually position
an African American employee or direct report for promotion. Furthermore, this could largely
impact or limit their future level of influential contribution within the organization, which
may result in disappointment and overall dissatisfaction within an individual’s career. The
present study acknowledges ‘dissatisfaction with carecer’ as a possible career barrier, however

the findings of the current study does not concur.

5.2.2.4 HYPOTHESIS 4: There are significant differences in the perceptions of dual-
career couples based on age regarding career barriers in the workplace.

Based on the findings of the current research the results indicate that the hypothesis is
rejected as there are no significant differences regarding any of the career barriers (conflict
between children and career demands, decision-making difficulties, difficulties with
networking/socialisation, disability/health concerns, disapproval by significant others,
discouraged from choosing non-traditional careers, dissatisfaction with career, inadequate
preparation, job market constraints, lack of confidence, multiple-role conflict, racial

discrimination and sex discrimination) based on employees’ age.

Research conducted at a large financial institution in the United Kingdom revealed that
women experience discrimination at various stages of their careers. Women younger than 30
years old reported to experience sex discrimination in relation to unequal pay and benefits.
Moreover, younger women within the organisation were assigned less challenging work,
overlooked for promotions, and treated less favourably than their male counterparts. Female

employees between the age group of 30 to 39 years old also reported to experience negative
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treatment (women at the age of 36 were perceived as being “too old” to apply for promotions,
whilst others felt that they were disadvantaged after periods of maternity leave and part-time
work). Additionally, women over the age of 40 reported unequal access to training and
promotional opportunities (Duncan & Loretto, 2004). Another study conducted confirmed
the above finding; it also indicated that women were perceived to age earlier than men based
on the assumption that women reached the peak in their careers at approximately age 35, ten

years before their male counterparts (Itzin & Phillipson, 1994).

A study was conducted to address the myths and age-related barriers that currently
discourage employers from training workers of different ages. In order to obtain the relevant
information the researcher used qualitative interviews and theory from various experts. The
findings of the study indicated that there is a relationship between employees’ age and
training offered; employees who were older than 55 years were less likely than other
employees to participate in training, or to have been offered it. Older employees were also
less likely than younger or mid-life workers to make use of any opportunities for training that
were made available. Furthermore, older workers were more likely only to have received on-
the-job training. The research identifies two main reasons for the decline in training based on
age: often employers do not offer older workers the same opportunities as their younger
colleagues, and secondly, older workers themselves do not take up such opportunities due to
low (that is the fear of looking foolish) or over-confidence in their abilities. It is apparent that
older workers are less likely to identify their own training needs as a result of either

confidence barrier (Newton, 2006).

Still and Timms (1998) conducted a study investigating the career and life decisions of 33

women in Perth and Western Australia. Their research looked at issues such as career
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histories and future work goals’ impact of ageing process on career achievement, retirement
plans, and also examined the implications of barriers facing the older career woman. The
relevant information was obtain through the use of interviews and focus groups. The research
identified five related career barriers, namely: The male culture and gender discrimination at
work, the nature of their working lives (past and present), ageism, the responsibility/burden
of taking care of aged parents and negotiating one’s personal and professional
responsibilities (careers and relationships conflict). The study concluded that there is a need
to develop further career development models to include the varying circumstances and

experiences of older women employees.

A cross-sectional study was conducted by De Klerk and Mostert (2010) to investigate the
relationship between socio-demographic characteristics and the work—home interaction in
different occupational groups in South Africa. The sample (N = 2040) included individuals
from four South African industries (that is, the police service, earthmoving equipment
industry, mining and nursing). One of the socio-biographical factors the study investigated
was age. The findings indicated that respondents’ age appeared to be a strong predictor of
both positive Work-Home Interference (WHI) and positive Home-Work Interference (HWI)
(with it being a significant predictor of negative WHI/HWI interaction only in the
experimental group). The results pointed out however, that the effect of age was relatively
small (with B-values ranging between 0.07 and 0.13). Furthermore, the results highlighted
that younger respondents seem to experience statistically significantly higher levels of
negative WHI/HWI, while the older respondents experienced statistically significantly higher
levels of positive WHI/HWI. The researches postulate that the findings may be due to the fact
that younger participants are in the beginning stages in their careers and hence tend to invest

a large amount of time and energy in their work in order to establish themselves firmly on
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their career path, which may in turn, result in higher levels of negative interaction in both
domains. Another reason for the findings may be because younger participants do not yet

have the necessary skills for finding a balance between work and family.

A study conducted by Simpson and Altma (2000) included a total of 221 managers (alumni’s)
from 11 business schools in the United Kingdom. The aim of their study was to look at the
career development of male and female managers. The findings indicated that younger
women are more likely to progress quicker than younger men or older females. Similarly,
younger women are more likely to obtain senior management level and to be involved in
functions associated with senior positions. According to the researches, the reason for this
may be due to the fact that younger women are more willing to change organisations in order
to progress. Generally, it was found that younger women are less likely to complain about
career barriers than older women, they no longer only enter into traditionally ‘female
professions/industries, nor do they view their organisation as having negative attitudes to
women. However, even though younger women are relatively successful they often appear to
suffer from self-doubt and are more likely to identify lack of confidence as a career barrier.

The study further indicates that barriers experienced were often attitudinal or social in origin.

A study by Chadud, Tealdi, Howes and Sprunt (n.d.) investigated how engineers selected
employment with companies which ensured them a successful career even though their
spouse had professional career as well, and how these couples dealt with relocation. Their
study made use of surveys and targeted a random sample of approximately 25000 Society of
Petroleum Engineers (SPE) members, excluding students. The findings showed that 20% of
respondents have quit their jobs for personal or family issues. Respondents (65%) considered

mobility to be important for career progression, and 31% saw it as moderately important.
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Respondents also felt that the decision to decline a transfer has slowed down their career
progression, and 40% feel they were limited in their career because of their dual-career status.
Furthermore, respondents indicated that the most challenging aspect of being in a dual-career
relationship was the need to sacrifice their personal ambitions for those of their partners.
Forty percent of respondents also felt that they have been constrained in their careers because
of their dual-career status and one-third of the respondents indicated that they considered
leaving their company because of its handling of dual-career couples. The results show a
dramatic difference in perception based on age (that is, young professionals opinions differed

to those older than 55 years).

5.3 LIMITATIONS
Every study has limitations therefore below are the limitations which are relevant to the

current study. The research findings in the study should therefore be interpreted with caution.

e The present study was conducted in a single organisation and only a few departments

within the organisation were included.

e Furthermore, as a non-probability sampling procedure was adopted, the results are not
generalizable as only those employees who were easily accessible participated in the
study. The findings may therefore not be an accurate reflection of the entire workforce

and the results may therefore not be generalizable to the entire organisation.

e The population comprised of a total of 95 people, of which 77 individuals
participated. The sample represented an unequal distribution of males and females
with the majority of the respondents being Coloured which could also have introduced

some elements of bias in the research findings.
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Furthermore, a quantitative study was used by making use of questionnaires, but no

observation or interviews were used.

The questionnaire was self-administered which could have prevented participants
from being able to ask questions and clarify uncertainties. This may present further

bias.

The current research only focused on a few factors such as work/family issues,
concerns over home and childcare, limited support from others, primacy of partners
career, multiple-role conflict, discrimination, glass ceiling, organisational culture and
job stressors - these are not the only important factors that influence the career or job

progress of dual-career couples.

The present study also only focuses on the differences in perceptions of dual-career
couples, based on biographical factors such as gender, age, number of children

(parental demands), race and age.

5.4 RECOMMEDATIONS

5.4.1 Recommendations for future research

In an effort to deal with the limitations of the current study, the following recommendations

are made for future research:

In future research it would be interesting to test whether the use of a larger sample,
would yield the same or similar results. Due to the fact that a small sample was
utilised in the current study one must be cautious in making generalisations of these
findings.

A proportionate stratified random sample should ideally be used. A larger stratified

sample would allow the findings to be reliably generalised to the population. Sekaran
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(2001) maintain that stratified random sampling could augment external validity and
reduce sampling inaccuracies of future research.

Future research on this topic is warranted given the paucity of literature and empirical
studies available in the retail industry.

Even though quantitative research was conducted and was suitable for this study,
qualitative research would allow for better understanding of the perceptions and views
of employees in retail who are in a dual-career relationship regarding career barriers.
A combination of both quantitative and qualitative methodology could help
understand dual-career couples and the differences in perceptions of career barriers.
Data collection methods such as interviews and observations would help researchers
obtain a better understanding of differences in perceptions of individuals in dual-
career couples regarding career barriers.

Furthermore, prospective studies need to include non-biographical variables, in order
to determine the influence that these variables have on dual-career couples’
perceptions of career barriers.

It is also suggested that more than one organisation in various industries should be
included, as it will add value to explore the concept of career barriers among dual-

career couples.

5.4.2 Recommendations for organisations

The following recommendations are made for organisations:

It is important for organisations to have continuous negotiations with employees in
order to integrate the demands of the organisation and the career needs of its

employees.
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Furthermore, organisations should value and respect family obligations. Organisations
should do away with inflexible corporate policies as it contributes to a majority of
turnover and result in an immeasurable loss of human capital for the organisation. It is
therefore important for organisations to respond to the shifting demographics by
adopting voluntary policies such as alternative work schedules and child and elder
care assistance to help workers meet family needs, which in turn, will be beneficial to

the organisation by attracting and retaining the best talent.

Organisations can provide quality child-care facilities or can help couples cover child-
care expenses if those facilities are not available at the workplace (Andam et al.,
2005). One way to improve the productivity of employees with children is to relieve
some of the child care burdens through employer-sponsored programmes. These
programmes include providing counselling to help parents select child care and a list
of licensed child care providers. Alternatively, employers can donate money to
programmes designed to increase the amount of child care available in the
community, paying existing child care centres close to work to hold openings for their
employees, organisations can sponsor an entire centre by including space for a child
care centre in new office buildings or employers can start their own day care centre by

providing start-up costs, or space for the centre or both (Mainiero & Sullivan, 2005).

Organisations could respect employees working schedules or allow for flexible
working hours whenever possible. This can be done by a negotiation between
employers and employees so that family-friendly meeting schedules can be
implemented and to ensure that working hours are kept within a specified time frame

(Andam et al., 2005).
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Work can also be redesigned in the following ways so that it can be made flexible: (i)
videoconferencing can be used to eliminate unnecessary travel and (ii) rewards and
promotions can be given to individuals who effectively use flexible schedules and are

role models for others (Mainiero & Sullivan, 2005).

Various authors (Boles et al., 1997; Falkenberg & Monachello,1989; Hall & Richter,
1990; Karambayya & Reilly, 1992; Layton, 1993; McCook et al., 1991; Neo et al.,
1994; Roslin, 1990 all cited in Schreauder & Theron, 2001) assert that alternative
career paths can be introduced as not every employee wants to climb the corporate
ladder. This would then make room for different career paths (horizontal, stationary,

slower paced) and accommodate the differing needs and priority of individuals.

Various researches (Boles et al., 1997; Falkenberg & Monachello,1989; Hall &
Richter, 1990; Karambayya & Reilly, 1992; Layton, 1993; McCook et al., 1991; Neo
et al.,1994; Roslin, 1990 all cited in Schreauder & Theron, 2001) maintain that
organisations should be sensitive to the needs of women as they experience more
constraints than men and are often required to make more trade-offs. As upward
mobility is often impossible for women due to their commitments to home and family,
organisations could develop female managerial skills through training and lateral
moves. This would act as a preventative measure against female employees falling too
far behind and it would prepare them for more senior positions when their family

commitments are less.

Mainiero and Sullivan (2005) posit that in addition to providing programmes,
organisation could create an organisational culture that encourages and rewards the

use of such programs.
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e Furthermore, organisations could also provide couples with career management
counselling, as this would involve both partners thinking about what their goals are

and possible action plans (Gomez-Mejia et al., 2001).

5.5 CONCLUSIONS
The central purpose of the study was to investigate dual-career couples’ perceptions of career
barriers. Data was gathered regarding employees perceptions of career barriers as well as the

biographical background of the respondents.

The empirical findings from the study indicate that employees at the retail organisation in the
Western Cape where the research was conducted, perceive multiple-role conflict, decision-
making difficulties, sex discrimination and racial discrimination as the career barriers that
affect their career advancement the most and disapproval by significant others
disability/health concerns and discouraged from choosing non-traditional careers as the career

barriers that affect their career advancement the least.

In terms of the stated research hypotheses the following specific empirical findings emerged
from the investigation: There are statistical significant differences in the perceptions of dual-
career couples based on gender regarding lack of confidence as a career barrier in the
workplace. However, no other statistical significant differences exist based on gender for any
of the other career barriers. A statistically significant difference exists in the perception of
dual-career couples who have and those who do not have children regarding disapproval by
significant others as a career barrier in the workplace. However, there were no statistically
significant differences for the other twelve career barriers. Significant differences regarding

the perceptions amongst employees of different races were also found for the following
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career barriers: Difficulties with network/socialisation, lack of confidence and racial
discrimination. There is however, no statistically significant difference in the perceptions of
dual-career couples based on age relating to any of the thirteen career barriers in the

workplace.

The results of the study should be interpreted with caution due to the limitations of the study.
Cognisance must also be taken of the fact that the results obtained from the research may be
specific to the retail organisation where the investigation was conducted. This may be due to
the fact that a non-probability sample in the form of snowball sampling was used and due to
the small sample size. For this reason, the results obtained cannot be generalised with
confidence to other organisations however, it does provide insight with regard to differences

in perceptions of employees in dual-career relationships regarding career barriers.
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APPENDIX 1

20 August 2010

South Africa
To whom it may concern,

I am currently in the process of completing a Master’s degree at the University of the
Western Cape in the Department of Industrial Psychology and | am required to conduct
research as part of the degree. | am interested in understanding dual-career couples’
perceptions regarding career barriers encountered in the workplace. | therefore seek your
assistance in this regard. | require the relevant parties at the ||| | | I to grant me
permission to conduct research at the organisation. | would also need your assistance in
informing employees that research is being conducted, who may participate and what the

aims and objectives of the research are.

The research focuses primarily on dual-career couples, therefore only employees who are
currently in a dual-career relationship may participate. If permission is granted for me to
conduct the research within the || ||| | | B ! would also need your help to identify those
employees who are in a dual-career relationship, as | would need them to participate.

Dual-career couple - A dual-career couple refers to a mixed-sex couple who is married or

living together and who are both currently employed outside the home (Ugwu, 2009).

Most people, including single, married and dual-career couples experience career barriers in
the workplace — these barriers may be different for them and this study aims to assess the
prevalence and impact of career barriers and what causes these different experiences.

Furthermore, it will look at how they impact the career advancement of dual-career couples.
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Please be assured that all information will be treated STRICTLY CONFIDENTIAL and will
only be used for the purposes of this study. Participants will not be required to write their
names or any other personnel information on the questionnaire. All data will be kept
completely anonymous and will be directed to me. Please note that employees’ participation

is voluntary.

The procedure would be as follows: | will provide questionnaires to be distributed to
participants to complete with a covering letter explaining the above. The questionnaire should
take approximately 30 minutes to complete and will be returned in a sealed envelope
provided. It is anticipated that the envelopes will be dropped in a box marked “Completed

guestionnaires” in a demarcated office at a specified date.

I would greatly appreciate your organisation and your help in furthering this research

endeavour. Should any further information be required please do not hesitate to contact me
via phone | or vic email

Thank you for your time and consideration.

Sincerely,

Lynn Patricia September
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