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Abstract
It is often contended that many barriers deter women from reaching the academic ladder in
terms of hierarchy. Publication records are important in promotion criterion to become
Professors, it is therefore imperative that females become engage in academic activity for
their successful progression and recognition in the academia. This can be achieved through
the extension of strategies and practices that women use to attain Professorship.
Against this background, this study examined possible challenges female Professors
encounter within their Departments, Faculties, and the Institution. The study explores
qualitative research method within a feminist paradigm, face to face in-depth interview with
academic female Professors was administered to get an insight and understand their
experiences; how they cope with such challenges; policies that promotes gender equality and
institutional responses to these challenges.
The findings to this study revealed that networking groups amongst women where they are
able to share their challenges are not available. In addition, the university does not have
policies that support females in general and Professors in particular in their struggle to
combine their personal and academic role. The study therefore recommends a strong need for
a networking group amongst females and female Professors to assist each other; future
studies that will include female black Professors, and institutional intervention in terms of
policies that would develop and support academic females in their publishing at UWC.
Keywords: Professors, Challenges, Representation, Females, Gender, Equality,
Professorial, Publishing, Institutional, Opportunities, Transformation
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CHAPTER ONE:
INTRODUCTION AND BACKGROUND
1.1 Introduction
Women all over the world are faced with numerous challenges in their quest to participate in
political and leadership activities (IPU, 2008). This explains their low representation in
government and decision-making bodies across the globe. Historically, the position that
women have often occupied has been subordinate. Given their subordination in society as
well as their primarily domestic preoccupation, they are generally excluded from senior
positions particularly in universities. The experience of women in higher education is often a
journey of construction and negotiation of identities. This neglect also culminates from the
bias against women in society where they are historically invisible in terms of their
experiences and activities that are not considered to be sufficient or simply not noticed
(Walker, 1991).
Cultural and social identity places women in an inferior position to men. For example,
women have been negatively affected by being discriminated against because of their gender
and this result in a status of underdevelopment that is caused by their identity as women.
Also, the lack of female representation in decision-making structures in higher education
sector has also reinforced gender biases in government policy making, therefore Policies to
support women‟s voices are limited as such programs have been implemented to promote the
rights of women to ensure their voices are heard.
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1.2 Background of the study
In spite of South Africa‟s effort to increase opportunities for women to study, their promotion
at the workplace is still hindered by educational inequalities (Payne & Hoffman, 1990) and
this is also evident in institutions of higher learning. In an attempt to eradicate these
inequalities, the post-apartheid political dispensation instigated employment equity and
affirmative action policies as well as national policy framework, to address gender equality in
the work place. Despite this, the general trend indicated that socio-cultural perceptions and
societal values such as patriarchy continue to oppress women further contributing to their
vulnerability (Chiloane-Tsoka, 2010). Literature indicates that the shortage of females in
professorial position in most Universities in South Africa is as a result of the traditionally
male dominated society (Elizabeth, 1996).
Although female representation at senior research professions has increased in recent years,
it is still not proportional to the number of male professors in the country (Sobehart, 2009).
Race and gender disparity still continue to play a significant role in the establishment of
differences in academic professions in South African higher education.
As recently as 2006, women have been marginalized by race, gender, age, rank and personal
category (Sobehart, 2009). Women have been under represented in the academic and
administrative hierarchies of the universities. Very limited statistical data is actually available
on the status of women in the higher education sector in South Africa (Sobehart, 2009).
A study by Mathipa and Tsoka (2001) indicates that the problem of very few women in
leadership positions in South Africa became an issue of interest after the advent of the new
political dispensation in 1994. It surfaced more and more as the country‟s political landscape
became gradually normalized.

As a result the Commission for Gender Equality was
2
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implemented to promote the representation of women in leadership positions in South Africa.
This approach was seen as one of the ways through which the problem of under
representation can be officially tackled (Mathipa and Tsoka, 2001)
Davidson & Burke (2004) argue that women constitute 54 percent of the South African
population and constitute just two-third of the service sector. Moreover, more than half of
them hold clerical and sales personnel jobs. Prior to 1994, South Africa was dominated by a
segregated society most often than not in terms of gender and race. The rise of a new
democratic government brought in political, social and economic transformation policies with
a view of advancing women‟s participation in the public sphere and also to redress the past
inequalities caused by apartheid and as such women‟s rights and empowerment, equity and
sexual discrimination surfaced (Davidson & Burke 2004).
Similarly, in a conference that was held in Cape Town on July 20,2014 on the low
representation of female professors in South Africa universities in general Dr. Mamphela
Ramphela highlights the fact that, although more than half of university students and staff in
South Africa are women, only three of the 23 universities are led by women. Literature
further reveals that women comprise just 17% of positions for Deputy Vice-Chancellor and
21% for Deans. Additionally, the traditional mainstream educational strategies have not
addressed the influence of race, gender and other social constructs on educational policy and
practice in this regard. (MacGregor, 2008). In this light, there is a knowledge gap regarding
the upward mobility of women in professorial positions in the country. This study examines
the level of female representation in higher educational institutions in South Africa with a
view of advancing our understanding the selectivity of female professors at the University of
the Western Cape.

3
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In an attempt to formulate effective policies regarding women‟s emancipation in South
Africa‟s institutions of higher education, it is important to hear, in their own words, the
challenges and obstacles faced by these females especially issues preventing or limiting them
from attaining professorial positions. This study seeks to explore the challenges that have
contributed to the silence and subordination imposed in relation to cultural, political and
social norms as well as experiences of females professors in South African universities with
particular reference to the University of the Western Cape.

1.3 Significance of the research
Despite the recognition of gender equality as presented in the (Beijing Declaration and the
Platform of Action, 2000) gender inequality still persists within the South African society.
The participation of women (both in the public and private sectors) is therefore crucial to the
development of the economy. The Affirmative Action (AA) and the Employment Equity
(EE) Acts of 1997 were legislated to address the imbalances of the past and include
previously disadvantaged individuals which include black women and youths in the
socioeconomic area. Despite this, those who benefit more are black men and white women.
Black women remain in the background and stand not to gain from these interventions
(Sobehart, 2009). According to Booysen and Nkomo (2009) there is slow progress in the
implementation of the Employment Equity Act in building up the employment of blacks and
women at the professional and middle management levels.
Literature (Maseko, 2013) indicates that research has been carried out to give an insight on
the challenges and the under-representation of women in leadership positions. Although
several measures are put in place to promote women in leadership and decision making
position, there are limited policies on the ground to promote women to Professorial positions
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in higher institutions. This study examines the level of female representation in Professorial
positions at the University of the Western Cape.
The study further highlights the fact that women are appointed at the lecturer level but either
get stuck at this level or drop out of academic work, unable to combine family responsibilities
with academic commitments (Sobehart,2009). Some women because of family pressure are
unable to further their education to Masters or PHD levels because they have to look for jobs
and support their families back home and this is true especially for those from the rural areas.
(Sobehart, 2009)
This study examines the extent to which the University of the Western Cape has redressed the
issues of inequalities and imbalances of the past in relation to female representation in
professorial positions with the view of making recommendations that will facilitate their
representativeness.

1.4 Problem statement
The transformation of the higher educational system and the wrongs of the apartheid era‟s
social and economic structure were at the centre of the agenda in the new South Africa. A
number of interventions were introduced to bring about the promotion of women and to
increase the number of women in higher education. Such interventions include, research
grants, more positions for women academics and mentoring projects for women. HERS-SA,
for instance, offered programs and support to female educators to equip them with the skills
and confidence needed to advance to a higher level (Moodie, 2010)
Despite these interventions there is little improvement particularly for women educators and
academics and women are still losing out to male colleagues at South African universities,
most especially at the senior level where they continue to face disparities across race and
gender lines (Mabokela, 2002). The major challenges faced by female educators as they
5
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climb the educational ladder are the pervasive patriarchal attitudes, the effects of apartheid
and a woman‟s childbearing responsibilities. As a result their situation has not improved
much (Moodie, 2010). The central role of this study is to examine how females are
underrepresented in Professorial positions despite measures and interventions that are in
place and to consider whether and in what ways these interventions are effective with regards
to female Professors at the University of the Western Cape.

1.5 Aim of the research
The main aim of this study is to look at an analysis of the representation of females in
professorial positions at the University of the Western Cape.
The specific objectives of this study will be to:
• Determine the level of female representation at professorial positions at the University of
the Western Cape
• Examine policies and plans that have been adopted by the University regarding gender
equity
• Examine opportunities and challenges female professors‟ experience
• Examine common characteristics and attributes among the women who have succeeded in
obtaining professorial positions

1.6 Research questions
On the basis of the issues raised, this study asks the following questions:
-What is the level of female representation at the Professorial position at the University of the
Western Cape?

6
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-What policies and plans have been put in place to promote gender equality at the University
of the Western Cape?
-What measures have been put in place to deal with challenges that females experience in
attaining professorial positions at the University of the Western Cape?
-What are the factors that contribute to the underrepresentation of women in Professorial
positions?

1.7 Chapter outline
This study is divided into five chapters;
Chapter one introduces the research topic, the general background to the study, the aims and
objectives of the study and research methods employed. It identifies the research problems,
explains and defines key concepts and terminologies employed in the research.
Chapter two provides a comprehensive literature review including the theoretical framework
that has informed the study and also an expansion of key concepts.
Chapter three discusses research design and provides a detailed description of the
methodology used in the study: the research design is specified, methods of data collection
are described and data analysis procedures are outlined. The methodology also considers the
way in which the research is situated within a feminist research framework. Also, selfreflexivity and ethical issues will be discussed in this chapter.
Chapter four presents the discussion of the research findings; the data obtained by means of
interviews is presented and organised according to key themes.
Chapter five presents

a summary of the main findings and conclusions; it also provides

recommendations for further research and for policy and social intervention for the
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enhancement of female representation in professorial positions. This chapter also considers
the limitations of the study.

Chapter Two
Literature Review
2.1 Introduction
This chapter presents a literature review around the historical background of women‟s
struggle for empowerment and the theory associated with women in high level positions such
as Professorial positions. The overall analysis focuses on the South African situation in
general and the University of the Western Cape in particular. It also highlights some of the
challenges women face in higher educational institutions in South Africa and considers the
theoretical frameworks informing this study. The literature identifies gaps and how the
present research could contribute in filling or bridging these gaps.
The first section presents an international perspective of women‟s role in professorial
positions. It then looks at the South African perspective and the theoretical and legislative
framework on gender issues within the Higher Education sector. Further analysis looks at the
key challenges women face in Professorial positions. This chapter concludes by summarizing
the diverse concepts that inform the study.
Although the importance of an all-inclusive participation in higher education has been
highlighted by a number of researchers, gender imbalance in higher education is still
prevalent in virtually all African countries and in most disciplines (Teferra & Altbach, 2003)
While a number of efforts are now underway to rectify gender imbalances, much still has to
be done across all educational sectors (Teferra & Altbach, 2003) and as a result of this
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deficiency, efforts and initiatives have been made to increase the participation of female
students in post-secondary institutions.

2.2 International perspective of females in Professorial positions
Internationally substantial research has been conducted on women‟s issues which focus
mostly on women and their relation to the state and power with less information on their
positions in the academic sector (Lewis, 2004). In countries like the United Kingdom and
New Zealand for instance women face disturbing patterns of exclusion from education
especially for female students (Brooks, 1997). Despite an increase in the female student
population in the UK in the 1990s, they are still marginalised even in departments where they
have been heavily recruited. In 1991 female Faculty members represented 4.7% of all full
Professors compared to 95.3% of their male counterparts, 10.3% of senior lecturers compared
to 76.9% for their male colleagues. A disproportionately higher percentage of women are
employed as contract workers and occupy the lowest academics ranks such as lecturers,
junior lecturers or tutors (Brook, 1997).
The stats above indicate that the position of women Academics in UK universities is underrepresented. Overall women hold only 35% of full time lecturer posts and they account for
only 10% of professors. This is more revealing when we look at different disciplines, 24% of
education professors are women, only 2% of physics professors are women and there are
none at all in civil engineering (Bangilhole, 2002). Furthermore, Higher Education Statistics
Agency reveals that the average female academic will earn four to five times less salary than
an average male colleague for the same number of years worked; 42% of women academics
have full time permanent positions compared to 59% of men; and women are 33% more
likely than men to be employed on fixed term contracts and 50% less likely to be professors
(Bagilhole, 2002).

9

https://etd.uwc.ac.za

Similarly, the level of inequality in higher educational institutions is also prevalent in
countries like Canada, Norway and Netherlands (Acker & Feuerverger, 1997, Malik & Lie
2000). The conditions of female academics in these countries are similar to those in the UK.
Research conducted among Canadian women Faculty members showed similar patterns and
also the institutionalization of unequal practices.
Worldwide, women constitute 64 percent of all adults who are illiterate (United Nations
Population Fund [UNFPA], 2005) but this varies across cultures. In most developed
countries, girls and women outnumber their male counterparts at the university level, whereas
in many developing countries, boys outnumber girls even at the primary school level
(UNFPA, 2005). Nonetheless gender issues affect the education of girls and women in all
countries. Women‟s educational attainment has benefits not only for women but also for their
society as a whole in terms of breaking the cycle of poverty, labor force participation and
engagement in public life (UNFPA, 2005) Yet the barriers to gender equity in education still
persist amongst girls and women, from lack of encouragement to more subtle forms of gender
discrimination within the school environment. Looking at the educational attainment at the
university level, men greatly outnumber women in higher education by 92 percent in
developing counties although women outnumber men in many developed countries (Charles
& Bradley, 2002; UNPA, 2005) For instance in the United States in 2006, women received
58 percent of all bachelors and masters degrees and almost reached parity with men for
doctoral and professional degrees (National Centre for Educational Statistics [NCES], 2005)
A similar situation is also experienced in Spain where Zinovyeva and Bagues (2011, 2015)
state that in competitions for full professor positions evaluators tend to favour candidates who
belong to their own academic network and are also of the same gender. It is therefore
important to examine the situation in a developing country context such as South African in
terms of how female professors are represented within the University of the Western Cape.
10
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The situation in Africa and South Africa in particular is not very different from other parts of
the world. Africanization appears to have enhanced gender inequality for example, the
University of Ghana‟s professorial class had 18.5% of females in the 1960s, and there were
none in the 1970s and only 7.9% in the 1990s. In 2006, women Associate Professors
comprised 2.3% of academic staff and women full professors made up only 0.7% of
academic staff. For men the figures were 10.8% for associate professors and 8.9% for full
professors. More than 60% of female academics are in the lecturer grade compared to less
than 5% of men. Only about 5% of all women academics were Professors as compared to
95% of men. Women continue to be concentrated in the lower ranks; their absence in the
higher level due to the demands of their biological and social roles as wives and mothers
prevents them from becoming Professors; this seems to be a worldwide challenge for women
in the academic sector. The focus of this study is on the representation of females at the
University of the Western Cape.

2.2.1 South African context
This section presents an exposition of the situation of women in higher education in South
Africa. It presents a descriptive and statistical overview of women‟s representation in
professorial positions and possible obstacles which prevent women‟s advancement to
positions as professors.

The gender profile in South African universities indicates that

women are concentrated at the lower levels of the hierarchy with very few at the level of
professorship (Cheryl, 1999). At the time this study was conducted women comprised only
eight percent of the total number of professors in South Africa. The diverse narratives of what
it means to be a woman professor in South Africa in the late 1990s was shaped by past
policies as well as current practices (Cheryl Merle de la Rey, 1999)

11
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The underrepresentation of female academic staff in higher ranks and qualification levels and
in certain fields of study is also severe in South Africa (Teferra & Altbach, 2003). Budlender
and Sutherland (1995) state in a report conducted in 15 universities that women constituted
only 9.2% of the professoriate with the percentage dropping to 6% for full professors. Further
analysis showed that the majority of universities had fewer than five women professors with
one university not having any women at that level. The low participation of women in South
African universities shows indisputable evidence of gender and race discrimination.
(Budlender and Sutherland, 1995). In 1997, men constituted 90 percent of professors, 78
percent of associate professors and 67 percent of senior lecturers, but only about 47 percent
of junior ranks (Teferra & Altbach, 2003) illustrating the fact that gender disparities are
common trends across South Africa‟s higher educational institutions.
According to Cooper and Subotzky (2001), women academics that were employed in preapartheid regime in 1988 comprised of 37% of the total number of people that were
employed in the higher education sector (academic and support). By 1998 this percentage had
increased to 45% and in 2005 to 43%. Since 1994, despite restructuring and legislation,
women are still significantly under-represented in senior positions in higher education
institution in South Africa (18.5% are Professors and 29.8% are Associate Professors)
In a similar report delivered by the Vice-Chancellor of the University of Cape Town, (2014),
it is important to note that only 4% of South African professors were black South Africans
which largely reflect the small group who were pursuing academic careers in the 1990s. The
number of PHD students is relatively small (Vice-Chancellor, University of Cape Town,
2014). In order to increase the number of qualified professors that will not be based on race
or gender at UCT, interventions were put in place such as the Vice-Chancellor‟s Fund to
promote black applicants who showed great potential but who were not qualified or
experienced enough. The fund is used to create an extra post into which they can appoint the
12
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candidate so that they can develop to the expected level while the original post will be
occupied by a qualified applicant. Another intervention used was to accelerate the progress of
black and female academics so that they can achieve greater number in a shorter time. The
University of Cape Town strive in its capacity to promote blacks or black females into
Professorial positions. Despite these interventions, much still has to be done at the national
and institutional levels to qualify individuals into professorial positions based on merit (ViceChancellor, University of Cape Town, 2014).
Furthermore, (Price, 2014) the Vice-Chancellor of the University of Cape Town, states that
the absence of South African female professors at UCT is not a UCT problem, but is a
national problem. He emphasised the limited number of South African women professors
claiming that “there are only 28 black South African women professors in South Africa and
there are 22 universities competing for these professors.” He also blames the small pool of
black professors for taking many years to become professors which to him slows down the
number of black professors. Out of the 4000 professors in South Africa only 4% are black,
according to an August 14 article entitled „10 steps to develop black professors‟, City Press
City Press 2014. And of those who are black, fewer still are black women. According to the
same article „only 34 or 0.85% of the total number of South African professors are women.
In another article published by the City Press, 20/7/14, „10 steps to develop female
professors‟, Xolela express dissatisfaction at the statistical representation of Professors (malefemale ratios) in South Africa. Of the 4000 professors in South Africa, fewer than 200 are
black. Only 194 black South Africans are professors out of the country‟s total of 4000
Professors. This number translates to 4% of the total. In this same article „10 steps to develop
black Professors‟ the situation is more ominous when it comes to women- only 34 or 0.85%
of the total number of South African professors are women.

13

https://etd.uwc.ac.za

In another article, it indicates that by 2013, there was not a single South African woman who
was a full Professor, more specifically no black woman). Of the 174 South Africans who are
full professors at the university, there are five black female South Africans (2.8%), six
coloured males (3.4%) and two coloured females (1%), 10 Indian male full professors (5.7%)
and only one Indian woman (0.5%). At Faculty level at UCT, in the humanities, there were
only two black South Africans who were full professors. With the appointment of a new
Dean in the same Faculty, it increased from 2 to 47 full professors in Sociology.
In the same article, Jonathan Jansen the Vice-Chancellor and Rector of the University of the
Free State highlights three major reasons for the shortage of female professors within South
Africa. Firstly, the lack of financial benefits and lack of better working conditions for firstgeneration black academics with PhDs outside of universities, in government or the private
sector. Secondly, the small numbers of South African PhDs coming from first degrees, which
is in part a reflection of the low outputs in numbers and quality from a still largely
dysfunctional school system and thirdly, the lack of effective strategy for funding and
nurturing females scholars from their first degree level.
Furthermore, Dr Zethu Matebeni a documentary film-maker and researcher at the University
of Cape Town‟s Institute for Humanities in Africa, also states in the same article the reason
for the shortage of Black professors in South Africa. In addition to Jansen‟s statement Dr.
Zethu adds that the investments and funding opportunities made available for full time PhD
studies in South Africa must be considered. He claims that there is a scarcity of funding
opportunities, which is an issue that needs to be addressed. If these funding opportunities are
available, they are not always fully funded. Secondly there should be greater investment to
support postdoctoral studies. In situations like this, universities often do not have supportive
environments to nurture new PhDs and this tends to push people out of the system.

14
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Thirdly, the unsatisfactory promotion of white academics whose careers were fast-tracked
and who received professorships even without a PhD, needs to be monitored within the
university system. Better information is needed to understand how these promotions are
conducted, who gets to be promoted and when? A number of black academics do not believe
they would ever be promoted, despite the fact that they might be well-published. This
therefore serves as a reason for the limited number of black professors in South African
universities. Although this study specifically looks at female professors, the shortage of black
female professors is of key interest.
In response to Price, 2014 article, published in The Guardian Africa Network (2014) Xolela
Mangcu, an Associate Professor of Sociology at the University of Cape Town makes
constructive suggestions of ways to grow the number of female professors in South African
universities. He suggests that, in the phase of the shortage of female professors in South
Africa, the government should support academics by using more of university-based research
rather than relying on private consultants which is mostly dominated by whites. She
encouraged the promotion of female black professors in every department instead of the
predominantly. According to (Price, 2014) some of these interventions have been a success
although without these interventions the transformation of the professoriate will take time.
While it might take long to bring about a proportionate change of black academics at senior
levels, the representatives and culture within the university‟s decision making structures like
the Senate which is supposedly made up only by Professors, the selection criteria has been
improved so as to include non-professors in order to achieve diversity (Price,2014). For
effective transformation, national and institutional interventions are needed.
Despite the wide range of research done in promoting females to professorial positions as is
the case at UCT and other universities, there is to date no research available on how females
are represented at professorial positions at the University of the Western Cape.
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2.3 Barriers for women in attaining higher educational status
A number of issues have been raised as barriers to women‟s potential to aspire for leadership
positions and as professors. The basis for some of these barriers that women face is the
patriarchal system whereby decision making powers are mostly in the hands of males (Sadie,
2005). In this regard, traditional beliefs and cultural attitudes concerning the role of women in
society are still prevalent and most women who are victims of this kind of a system find it
difficult to stray away from this culture and tradition and, as such, they are limited in terms of
power. In spite of women‟s education and access to job market, women‟s roles are still
considered to be the typical ones of homemaker which therefore limits their entry into
professorial and top management positions. (Paludi, 2010).
Further analysis shows that, although women in developed countries are matching their male
counterparts in terms of educational achievement, the predominant fields of study are still
gendered. Women all too often juggle home and professional responsibilities. Historically
one of the major barriers confronting girls and women worldwide is the gendered role and
expectations placed on women. Because of women‟s reproductive abilities, women‟s societal
roles must be compatible with childbearing and nursing (Basow, 1992). Women are less
involved in public jobs and because of the domestic roles women play, historically their
education is deemed to be less valuable and important as compared to men (Basow, 1992;
Lips, 2008). Consequently, women‟s employment options historically have been limited to
jobs compatible with childbearing and child rearing. Such jobs like service and office work
allow for intermittent employment and do not require higher education. Furthermore they are
lowly paid. Gender stereotypes also affect educational opportunities because boys are
assumed to be more active and aggressive; they are educated to assume the leadership roles in
society. Boys often receive encouragement and training to pursue the higher paying jobs and
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status in a culture because they are seen to be breadwinners in a family. Therefore, the
education of boys is given higher priority than the education of girls (Paludi, 2004).
Secondly most African universities face a gender gap despite an increase in academic female
university staff. The gender gap is significant for a number of reasons, for instance, there are
not enough females in the professoriate to serve as role models who can attract prospective
female academics or mentor those already in their institutions. African universities in
particular are not only contending with shortage of staffs, but are also faced with the dearth of
a large ageing professoriate. (Tettey, 2009)
Further research reveals that women face similar barriers to their advancement and upward
movement as their male counterparts in other parts of the world (Maseko, 2013). Erasmus
(1998) in his study on South African career women, states that in spite of being talented,
educated and committed to their careers, stereotyping still delays women‟s upward mobility.
Women are not seen as potential leaders and were often told that their leadership performance
differs from traditional male leaders. The study further highlights that women who are
appointed at the lecturer level either get stuck at this level or drop out of academic work,
unable to combine family responsibilities with academic commitments. In particular there are
few black women on the leadership ladder because they were and to an extent are still
oppressed by both race and gender (Sobehart, 2009).
In spite of the fact that the representation of women at higher Professorial ranks is quite
discouraging, women are even scarcer on the administrative career ladder. Very few women
move to top academic leadership positions such as Dean or Vice Chancellor. (Dugger 2001b).
Many social science and professional fields have shown gender desegregation and an
increasing supply of women for these positions. In situations where women are in top
management positions, it is often in smaller and less prestigious schools. With women over
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represented at lecturer ranks it is likely that they will take longer to reach the Associate and
full professor ranks (Dugger 2001b).
Similarly, in the US, the barriers for women in higher education place serious limitations on
the success of educational institutions as women hold 24 percent of full professor positions.
Women face more obstacles at faculty levels in higher education than they do as managers
and directors in corporate America. Women when hired, are paid lower salaries than men of
equal rank again this discourages women graduates from pursuing academic careers. In most
prestigious and highest paid faculty jobs in higher education, women have the lowest
percentage. In the year 2005-06 women held 24 percent of the positions and men held 76
percent (West & Curtis, 2006). Also, women are closer to equality with men in achieving full
professor status at community colleges than at doctoral institutions. Women make up 47
percent of full professors at community colleges and men 53 percent at community colleges.
By contrast, at doctoral universities, the percentage of women among full professors is less
than one-fourth of men‟s 91 percent
West and Curtis (2006) state that at the full professor rank in the University of California, an
increase in the proportion of women has been rapid in the past years whereby women were 10
percent of all full professors in 1974-75 and 24 percent in 2005-06. At this rate this does not
guarantee that women will attain full professorships for many years. Therefore the promotion
of full professor constitutes a further point where inequities persist in the career progression
of faculty women.
Most importantly, the relative lack of women at the full professor level is as a result of
multiple barriers at many points along the carrier paths. The historical legacy of women‟s
earlier exclusion from graduate education is one of the major barriers to attaining full
professor positions. Secondly, women spend a longer time than men at the associate professor
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rank; this limits women‟s ability to progress at the same rate as men. Furthermore, an unequal
salary for women in a faculty is also a barrier. The gap between salaries of men and women
among full time Faculty members has remained constant for three decades with little
improvement. More women are found in the rank that pays lowest salaries than men, also
more women are hired in fields that pay less, and are hired at lower salaries than men even
within the same fields (West & Curtis, 2006).
According to Liz (2006), research in four universities in the UK show that women remain
under-represented as lecturers in two universities but make up half of the lecturers in the two
new universities. This difference may be explained by the greater emphasis put on research in
the old universities, together with the fact that women‟s research profiles are less developed.
The most obvious reason is that they have limited time to conduct research and write papers
when they have responsibility for young children. This should be taken into account by the
institution that less progress will be made during such periods which might affect individual‟s
performance (Liz 2006) Once they have gained access to lecturing positions, women now
appear to be progressing well to the promoted lecturer grade. Also, they become reluctant to
put themselves forward for progression even when they meet the criteria. Instances like this
happen as a result of lack of consistent advice and support. Support systems can be provided
by establishing mentoring schemes amongst women academics (Liz, 2006).
Another major challenge women face is gender bias in evaluating women professors.
According to (Paludi, 2010) females are often perceived and reacted to differently by their
male and female students. Women are discriminated against in a way men are not, especially
in non-traditional roles like teaching at the college level especially in male associate fields
like science and technology. The normative professor is still a man. When a woman is in this
role, students and others often note this unusual event by speaking of their “female
professor.” Paludi (2010) further states that, the focus on gender for women often creates a
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double bind for women in higher education that is, the woman is expected to meet the
expectations of both being a “good” professor in terms of being knowledgeable and
competent, as well as a “good” woman like being warm and nurturing. Thus female
professors will have to walk a narrow line where they are expected to demonstrate both
“masculine” traits of being competent and “feminine” traits of warmth and compassion.
These dual sets of expectations for female professors can result to biased ratings by others
(Eagly & Karau, 2002). This can also affect the ways in which students perceive and evaluate
female professors. Male professors on the other hand do not experience the same double bind
since their gender and professional roles overlap. An example is illustrated in the United
States where research found that, to receive comparable ratings it is important for female
professors to be friendly, smile, be more available than male professors, (Bennett, 1982;
Kierstead, D‟Agostino, & Dill, 1988). If female professors do not portray such characteristics
not expected by their male counterparts, women receive lower ratings, especially from their
male students. Therefore women in education are typically overrepresented in the lower
grades and lower-status teaching positions and institutions and underrepresented in the higher
status and institutions. While male professors are evaluated similarly by their male and
female students, female professors received different ratings as function of student gender.
Male students tend to rate their female professors lower than their male professors, while
female students sometimes rate their female professors higher than their male professors.
(Paludi, 2010).
Broadly speaking women are underrepresented in the research systems of many countries.
The question that naturally arises as to the cause of this low representation is that there are
lower numbers of women graduates, less interest among women for research activities, lesser
scientific merit and gender bias in the recruitment process (Abramo et al. 2015).
Discrimination tends to appear when evaluations are not based on transparent criteria and are
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seen to be an informal process in which a few powerful professors select new professors
through mechanisms of co-optation (Rees 2004; Ziegler 2001; Ledwith and Manfredi 2000;
Allen 1988). A number of studies also reveal that women professors progress more slowly
through academic ranks, tend not to attain important leadership roles and earn less than men
in comparable positions (Rotbart et al. 2012; Bilimoria and Liang 2011; McGuire et al. 2004;
Wright et al. 2003). The fact that women are underrepresented in decision making positions
also reduces the recruitment and advancement of female candidates (Moss-Racusin et al,
2012; Corrice 2009). Female candidates are less likely to be promoted when the committee is
composed mainly by males (De Paola and Scoppa 2015).
The situation in South Africa is not very different from other countries cited above. When we
look at the South African context, women have historically faced many challenges in higher
education, most especially in area of equality and opportunity. The long standing resistance
to the equal participation of girls and women in schools can be traced over centuries.
Academic women encounter numerous challenges as they advance to positions of leadership,
management and professoriate in the academic world. To better understand the representation
and position of women in South Africa, it is important to note that prior to 1994, black South
African women and the disabled were unprotected by law. On the whole, women suffered
under both Apartheid and the ensuing patriarchal practices of South African men (Msimang,
2000).
The South African Constitution provides for the equal treatment and protection of all citizens,
and a basis for non-discrimination (Constitution of the Republic of South Africa, 1996). The
purpose is to outlaw unfair discrimination in the South African employment context. The
South African Employment Equity Act (Employment Equity Act, No. 55 of 1998) similarly
aims to achieve equality in the workplace by promoting equal opportunity and fair treatment
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through the elimination of discrimination and by implementing affirmative action measures
which redress past disadvantages and racial imbalances experienced by designated groups.
Hence to remedy this situation of unfair discrimination, the South African government signed
the International Convention on the Elimination of all Forms of Discrimination against
Women (CEDAW) and passed the Gender Policy Framework (GPF) in 1996 (Mathur-Helm,
2004a). The primary endeavour was to ensure women‟s right are perceived as human rights,
their economic empowerment is promoted, they are included in decision-making, their social
upliftment is given priority, they are beneficiaries in political, economic, social and cultural
areas and affirmative action programmes targeting women were implemented (Mathur-Helm,
2004b:57; the Office on the Status of Women, 1996).
Despite the introduction of equal opportunity policies by many South African universities,
academic staff continues to be male dominated, particularly at the higher levels. There has
been substantial debate on women's positions in a number of studies. However, there is
limited information on the representation of females in professorial positions in the academic
sector especially at the university of the Western Cape.

2.4 Theoretical Framework
This section provides the theoretical framework employed in this study. The theory used in
this study rests on Social Constructionist framework approach to develop an understanding of
females‟ experiences as professors. According to Burr (1995) Social Constructionism is a
theoretical positioning with its cultural setting in postmodernism. This theory contributes to
the view that gender is socially constructed and that females are constructed within this
gender lens. This theory has been used by feminists to challenge discourses of biological
essentialism and to also challenge the “fixity of the biological model of gender differencing”
placing argument that, the position of a woman in society is socially produced and not a
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biological given. That is, the position of a woman in any given society is determined by
social and cultural forces (Stacey, 1994). Within social constructionist theory (Lober, 2000)
men and women are assumed to create their own social truths and identity of self, how they
perceive their gender based on their social interactions and networks. Situating this study
within this framework therefore is to understand female professors from a feminist
perspective. According to Gordon (1990), women have not been given the opportunity to
account for their own experiences. This study focuses on how females express their
challenges in their own voice.
Furthermore, feminist research shows how perceptions about gender, which reinforce
women‟s subordination, can be challenged by women. It is concerned with the way in which
the lives of women can be changed through knowledge and social transformation. Most
importantly, this form of research tends to be done by women who identify themselves as
feminists and distinctly draws on women‟s experience of living in a world which is
subordinate to men (Armenti, 2004; Stanley & Wise, 1983). The knowledge about feminist
research further helps to understand the nature of inequality, change and improvement in the
situation of women. In addition (Diccico-Blooom & Crabtree, 2006) state that feminist
research provides a platform to hearing women speak in their own words by providing them
with the flexibility to explore and discuss characteristics that are unique to their everyday
experiences. Therefore this study implores a social constructionist approach which helps to
elucidate the experiences of women through their own voices situated within a society and
academia that is patriarchal. It is important to avoid providing a general account of
participants‟ experiences since they may have different view based on their challenges owing
to the fact that they come from different back grounds.
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2.4.1 Conceptual framework
Feminist research
As earlier mentioned the aim of this study is to understand females in academia and in
particular the challenges they encounter in relation to their professorial position. This section
strives to conceptualise the position of female academics by drawing on feminist theory that
have been developed to explain women‟s lack of advancement in the work place especially in
the academic sector. Feminist theory provides a starting point for theorizing and to
understand female‟s experiences and barriers to their advancement to professorial positions
and most especially to unpack some of the challenges they encounter as professors.
It is important to note that since the start of second wave of the feminist movement, feminist
scholars have developed a range of theories in their attempts to understand the origins and
continuous outbreak of gender inequality in contemporary society (Harndrahan, 1999,
Hennessey, 1995). One of the key areas of feminist work is that which is referred to as social
constructionist theory whose goal and commitments focus on the situation and experiences of
women in relation to power in society.
As earlier mentioned, this study is based on Feminist Social constructionist framework which
aims at analysing the construction of academic women‟s lives in a society defined by
relationships of inequality and oppression. The goal is to examine the ways in which females
in academia are positioned and position themselves in institutions of higher education and in
South African policy, cultural and social context at large. A feminist social constructionist
approach draws on both feminist work and social constructionism so as to give a better
understanding that gender cannot be understood outside culture and dominant norms in a
particular society. The social interactions of women and men in any given society are not
natural or biologically determined (Hassim, Meterkamp & Todes, 1987).
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The social construction of gender has been defined in different forms and contexts. For
example, society and culture has created gender roles based on the behaviour between men
and women. Despite these differentiations, Burr (1995) defines social constructionism as a
theoretical orientation that has it cultural setting in postmodernism and social psychology.
Social constructionist framework contributes to the view that gender is socially constructed
and women are placed or are framed within this assumption. This theory has been used by
feminists to challenge discourses of biological essentialism. From this perspective, feminists
challenge the “fixity of the biological model of gender difference,” arguing that the position
of women in any given society is socially produced and not biologically given. The
assumption is that women‟s position is determined through certain aspects of social and
cultural forces which can be challenged (Stacey, 1994). Therefore the social representation of
the female body needs deconstruction (Grosz, 1994).
Lorber (2000), also states that within social constructionist understanding, men and women
are assumed to create their own social realities and understandings of self. Investigating
women within a social constructionist framework therefore disputes the exploration of the
social contexts in which women occur, including the historical-exploration of the social
contexts (Burr, 1995). It is important to understand female professors in relation to how
society constructs women.
Social constructionist theory
This theory draws on feminist work and social constructionism to argue that gender cannot be
understood outside culture and norms in a society. People interact in any given society with
the understanding that their perceptions of reality interrelate. The social interactions of
women and men in any given society (Hassim and Metelerkamp & Todes 1987) are
biologically determined, historically and culturally constructed and socially located.
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Feminists highlight the relationship between and within private and public spheres and that
the social interactions of women and men in societies are not naturally determined but are
historically and culturally constructed (Hassim, Metelerkamp & Todes, 1987). The use of
feminist social constructionist is relevant to my study in order to understand how gender is
constructed within a given society. A Universalist feminist position is that (Blackmore, 1993)
women are biologically equal to men but historically denied equality which is legitimized
through everyday practices and is socially constructed through accepted norms and values.
As females in professorial positions their subjective experiences will be better understood
through this framework.

2.5 Legislative framework
This section examines the legislation and policy implemented by the government of South
Africa to improve opportunities for women in the workplace and ways to deal with workplace
tension caused by racial and gender inequalities. It considers the need for a policy framework
on gender.
In South Africa, while gender policies and programmes represent good intentions, it is the
provision of the legislative support that underpins the creation of an enabling environment for
women. It is only recently that efforts have been put in place for the problems faced by
women in the workplace and in management positions. Various documents illustrate this,
such as a National women‟s empowerment policy, the signing of a number of UN
conventions on women, the Commission on Gender Equality, the Women‟s Charter for
Effective Equality (1993), the Interim Constitution of the Republic of South Africa (1993),
the Reconstruction and Development Programme (1994), the National Report of the Status of
Women in South Africa prepared for the World Conference on Women held in Beijing in
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1995, and South African Women on the Road to Development, Equality and Peace (Beijing
Conference Plan of Action, 1995).
In South Africa, women irrespective of their race have always been placed in a secondary
position in society (Mathur-Helm, 2005). Past laws and policies were put in place which
favoured men and women were defined to be inferior to men and as such assigned to them
the positions of minors both in the public and private sectors (Mathur-Helm, 2005). This
created inequality of power between women and men. However, the National Gender Policy
Framework (2003) created new policies and strategies aimed at implementing equal and
reliable rights for all women and men and also to improve the status of women in the work
place.
The Employment Equity Act (EEA) of 1998 was established by the South African
government as one of the strategies to promote equitable representation of all groups such as;
women and non-whites in all occupational levels and also to create more opportunities for
women to participate in policy and decision making in government sectors. However,
reaching top level positions is still a challenge for South African women, and they mostly
succeed only in entry and middle level jobs and very few senior management level jobs.
Government policies and legislation have been created in favour of women, despite this; their
success depends on the management strategies that treat women differently. Private and
multinational organisations in South Africa are still struggling to transform and translate
these policies of equality into reality (Employment Equity Act, 1998).
The provision of legislative support is a tangible recognition for creating an enabling
environment for women. Despite the inequalities that existed between men and women,
South Africa implemented equal opportunities and affirmative action legislation as a system
to redress the past imbalances that were created during apartheid (Mathur-Helm, 2004). As a
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result, the Gender Policy Framework (GPF) was created with the purpose of establishing a
clear vision and structure and to develop opportunities to integrate gender policies by
ensuring that South African women‟s rights and equality are protected in all spheres of
government, private and public sectors. However, the efficiency and success of these policies
are still debatable. In 1996, the South African government authorized the International
Convention on the Elimination of All forms of Discrimination against Women (CEDAW), by
passing the Gender Policy Framework (GPF). The Commission on Gender Equality (1999)
states that despite an increasing number of women in the South African population, they
account for only a third of the labour force, and a few senior and top management positions
as gender inequality in the work place still prevails (Jain, 2002; Commission on Gender
Equality, 1999). This Commission was also established to make sure that the privileges of
women will be treasured and executed in South Africa, and also to examine as well as
analyse the policies and practices of state and statutory bodies at all levels and to investigate
all gender related issues. In the ideal it will make sure that public and private sectors dedicate
themselves to eliminating discrimination against women and actively encourage equality
(Maseko, 2013). The problem of gender inequality still persists as a result of the fact that the
correct implementation of strategies is based on the fairness of the regulations and legal
protection of women‟s rights and welfare than on constitutional implementation of these
policies and strategies. Women are still under-utilized in the South African employment
sector (Mathur-Helm, 2005).
In contextualizing the representation of females in professorial positions, a number of policy
frameworks and strategy documents articulate the important role that women play in higher
academic institutions. These among others include: Policy Framework, Institutional
Framework, National Policy Framework, Gender Mainstream, and Women‟s Charter for
Effective Equality and National Policy for Women‟s Empowerment. The 1995
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Commonwealth Plan of Action on Gender Development provides a framework for
Commonwealth governments and identifies for planners and implementers fifteen areas
considered desirable components of gender equity.
In South Africa, elected legislative bodies such as Parliament to a large extent determine
policies. Parliament consists of the National Assembly and the National Council of
Provinces, which both participate in legislative processes in line with constitutional directives
(South Africa.1996a. 42 (1). A report from the South Africa‟s National Policy Framework for
Women‟s Empowerment and Gender Equality Framework, (2000) states women occupied 8
out of 27 Ministerial positions and 8 out of 13 Deputy Ministers in the national government,
30% in Parliament and 24% in Provincial Legislatures. In respect to the Public sector, the
proportion of women in senior management positions has increased significantly since 1994.
However, the rate had decreased by 30% of new recruits to the management by the year 2000
as shown on the White Paper on the Transformation of the Public service (1995) and recently
augmented in the White paper on Affirmative Action in the Public Service (1998). Noticeably
a number of departments and provinces have made considerable progress in gender
representation at the senior management levels while others have made little or no progress.
Furthermore, the same report on the South Africa‟s National Policy framework for Women‟s
Empowerment and Gender Equality shows that women occupy 25% of all managerial
positions in the economy of which African women occupy 23%, colored women 9%, white
women 62% of all women management positions. With an increase of women in the
legislatures, executive branches and other structures of government, it has facilitated
women‟s politicians and civil servants to encourage women‟s interests through new
legislation as well as through an increasingly strong lobby to transform male-dominated
institutional norms, values and cultures. Though these changes have taken place, there is still
more to be done before institutional power can be shared equally between women and men in
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any sector. New legislative laws have been put in place to promote gender equality in all
spheres.
A number of feminist advocates in the early 1990s encouraged the establishment of some
structures inside and outside the government to promote gender equality and the right of
women .This was a reflection of the global trend in the Platform for Action of the Fourth
World Conference on Women which was held in Beijing, China in 1995 (Bonthuys, 2007).
The South African Government‟s adoption of the Beijing Platform for Action shows an
acceptance of gender mainstreaming into all its institutions and programmes as a strategy to
achieve gender equality. This Platform was adopted at the UN Fourth World Conference on
Women in 1995, a comprehensive plan adopted to enhance the social, economic and political
empowerment of women and the need for sharing of power and responsibility in the home,
workplace and in wider society. It further calls for the integration of gender perspectives in
all policies and programmes taken by Governments.
Several structures in government and Parliament as well as an independent commission were
established after 1994 in order to promote an effective means of mainstreaming gender.
These are:
• A parliamentary structure, the Joint Monitoring Committee on the Improvement of the
Quality of Life and Status of Women,
• Government structures such as the Office of the Presidency and Gender Focal Points in
national line ministries.
• The Commissioner for Gender Equality, a national, independent monitoring body which is
accountable directly to Parliament. (Bonthuys, 2007)
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The emancipation of women‟s right and equality have also been instigated by the Gender
Policy Framework which outlines South Africa‟s vision for gender equality and how it aims
at achieving this, and detailed principles which will allow gender equality in all government
sectorial policies, practices and programmes. The Constitution promotes the achievement of
equality and measures used to protect and advance the categories of persons disadvantaged
by unfair discrimination and women fall under this group of persons who, because of their
unfair discrimination require special legislative and other measures to promote the
achievement of full equality as citizens of South Africa.
These legislative policies have definitely helped women in higher education, but despite these
initiatives and policies, women in higher education still experience large disparities in terms
of promotion, prestige, and gender stereotypes- especially when it comes to leadership issues.
Female candidates are professedly passed up for promotions based on the belief that women
do not have what it takes to lead men (Mason, 2009).
Despite several steps that were put in place in the past years in promoting and advancing
women in the work place (Catalyst, 2004) women are still under-represented in corporate
boardrooms with only 7.1 percent women directors in the country compared to Australia with
8.4 percent, similar to Canada with 11.2 percent and the US 13.6 percent women boards.
Therefore, South Africa is still lagging behind the rest of the world in terms of its promotion
of women directors and the proportion of women in the work place. (Catalyst, 2004).
All Acts and Policies cited in this section were implemented as strategies to create an equal
representation of all designated groups such as women and non-white people in all spheres
and to create opportunities for them to participate in decision making in public and private
spheres of government. Reaching top level ranks is still a slow process for black women in
South Africa and they mostly occupy junior management level positions with very few in
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senior management level. The literature reviewed in this section looked at the debates
concerning females especially their positions in the academic sector. Both women and men
face dilemmas in the academic sector. Nonetheless, literature reveals that females encounter
more challenges because of race, their gender roles as lecturers or professors and their roles
as mothers and wives.
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Chapter Three
Research Methodology
3.1 Introduction
A research methodology connotes not only the process followed to collect and analyse data
needed to accomplish the study objectives but also a theoretical underpinning of this process
(Creswell, 2003). Creswell (2003) describes qualitative data as a form of systematic empirical
inquiry into meaning. This type of inquiry is grounded in the world of experience as it helps
the researcher to understand how others make sense of their experiences. This study analyses
an institutional representation of females in professorial positions at the University of the
Western Cape. It also provides an understanding and unpacks their subjective as well as
interpersonal experiences as female professors. To better understand their positions as female
in professorial positions, this study adopted a feminist qualitative approach. Also in order to
locate or situate this study within a particular methodological framework, feminist research
methodology and qualitative research methodologies are briefly unpacked. This framework is
concerned with describing and understanding female behaviour in its natural setting, with an
emphasis on understanding and interpreting from the participants‟ perspective.

3.2 Methods of Data collection
Data collection commenced by seeking permission from the Senate Higher Degrees and
Senate Research Committees of the University of the Western Cape. The processes facilitated
gaining access to the study site prior to collecting data. During this process frequent field
visits were conducted in order to establish a relationship with the participants prior to the
main study. Since semi-structured interviews were used, it enabled the respondents to answer
questions in their own terms. This method allowed female professors to discuss their
experiences and challenges within the department and faculty specifically and the university
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in general without restrictions. The participants had the opportunity to give a detailed account
of their experiences in their own way which could then be compared based on the themes
emerging in the discussions.
Moreover, participants were encouraged to describe the stories of their experiences in relation
to their professional experiences. Having decided to use qualitative research methodology,
the face to face semi-structured interviews were the most appropriate method for this study
which provided an avenue for clarification and understanding between the researcher and the
participants. Anderson et al (1990) states that the “oral interview not only allows participants
to articulate their own experiences but also reflects upon the meanings of those experiences to
them.” Therefore face to face interviews allowed flexibility and for a broader discussion
between the researcher and the participant.

3.2.1 Qualitative method
A qualitative research method was appropriate for this study to achieve its objectives. This
method is appropriate for small samples and the outcomes are not measurable and
quantifiable as in quantitative method. It offers a complete description and analysis of a
research subject without limiting the scope of the research and the nature of the participant‟s
responses (Collis & Hussey, 2003). Qualitative data is more „rich‟, time consuming and less
able to be generalized while quantitative data is more efficient, able to test hypotheses, but
may mix contextual detail. In qualitative research the researcher tends to become subjectively
immersed in the subject while in quantitative research, the researcher tends to remain
objectively separated from the subject matter (Miles & Huberman, 1994). Qualitative
research uses methods such as participant observation, in depth interviews, focus groups and
so forth while quantitative research on the other hand seeks precise measurements and
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analysis of target concepts like surveys and questionnaires (Miles & Huberman, 1994). In this
study, the researcher employed a feminist qualitative research methodology.

3.3 Research Approach and Design
This study used a qualitative approach which Creswell (2013) describes as a form of
systematic empirical inquiry into meaning and is grounded in the world of experience as it
helps the researcher to understand how others make sense of their experiences (Denzin &
Lincoln, 2011). Face to face design does not aim to provide the final and conclusive answers
to the research questions, but merely provides the research topic with varying levels of depth
(Creswell, 2013). Meanwhile, descriptive research design provides information about the
characteristics of participants. Creswell (2013) suggests that descriptive studies can answer
questions such as “what is” or “what was.”

3.4 The Recruitment process
3.4.1 Target population
Population refers to the “total number of units from which data can be collected” (Parahoo,
1997) such as individuals, artefacts, events and organisations. A target population therefore is
a group of elements, be it individuals or events under investigation. Burns and Grove (2003)
also state that a population refers to all the elements that meet the criteria for inclusion in a
study. The target population for this study comprised female professors at the University of
the Western Cape, analysing the challenges they encounter within their departments, faculties
and the university institution in general.
3.4.2 Selection of participants
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In this study, participants were drawn from the seven faculties within the university; through
the assistance of the HR department and the Registrar‟s office. Female professors to be
interviewed for this study were selected from the list of professors obtained from the HR
department. Once contacts with the prospective participants were established via email, the
research project was explained and the person was asked if they were willing to participate in
the interviews via emails. There were no telephonic conversations with the participants; all
means of communication were done via email. However, in the course the interviews some
professors referred me to other professors whom they felt faced more challenges as newly
appointed professors.
3.4.3 Sample Size
According to Babbie and Mouton (2001) a sample refers to “a special subset of a population
observed in order to make inferences about the nature of the total population.” In this study
the sample size consists of a random selection of female professors from each faculty,
however (33%) of the total number of female professor which is 77 female Professors as per
the list obtained from the HR department. within the university were interviewed.
3.4.4 Sampling Technique
This refers to the process of identifying, selecting and having access to relevant information
needed for the generation of data. It also refers to the processes involved in selecting research
participants from the sampling frame. Burns and Grove (2003) refer to sampling as a process
of selecting a group of people with which to conduct a study. As earlier mentioned, with the
assistance of the HR department and the Registrar‟s office, the researcher obtained a list of
participants to be interviewed.
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3.5 Sample Population
3.5.1 Purposive sampling
Purposive sampling was used to gather data from selected participants the basis of specific
characteristics that are theoretically relevant to the study (Silverman, 2004). Parahoo (1997)
describes purposive sampling as “a method where the researcher deliberately chooses who to
interview or include in the study.” The reason for using this sample method (purposive
sampling) was to understand the dynamics of female professors in relation to the challenges
they encounter. Freedman et al (2007) states that with this method sample members are
selected on the basis of their knowledge, relationships and expertise regarding a research
subject. In this case the participants were female Professors selected from seven faculties
within the university, who have sufficient and relevant work experience. A selection of 33%
of the total number of female Professors in the university forms the population of the study;
17 female Professors were interviewed.
3.5.2 Data collection
Data collection is a process of gathering data (Neuman, 2000). In this study data were
collected using face to face interviews. This approach helped the interviewer to maintain the
focus of the intended study (Neuman, 2011). Interviews were structured and designed using
the open ended form of questions to allow the participants to give in-depth information by
elaborating more on the study topic (Creswell, 2013: Neuman, 2000). The interviews took 30
to 40 minutes. Prior to the main study a pilot study was carried out on a few participants (who
later formed part of the main study) to understand the challenges and perceptions experienced
by female professors to ultimately be used in the study on a larger scale (Teijlingen, Rennie,
Hundley & Graham, 2001). Pilot study is the tool that is used to verify the data collection
instruments and methods (Teijlingen, et al, 2001).
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Data collection commenced after obtaining permission from the UWC Research and Ethics
Committee. Participants were informed through the information sheet before requesting them
to participate. Participants were also asked for their consent to participate in which a consent
form was signed (addendum B). Participants were advised that participation is voluntary and
that they have the right to withdraw at any stage without any consequences. Interviews with
female Professors at professorial level took place in their respective departments and faculties
of the university. Interviews were recorded and later transcribed by the researcher based on
the objectives of the study. Field notes were also taken, which are notes recoded during or
after the observation of a specific phenomenon being studied (Denzin, 2011).
3.5.3 In depth interview
In depth interviews are personal and unstructured and are used to identify participant‟s
emotions, feelings and opinions regarding a particular research subject. This method involves
personal and direct contact between the researcher and the participant and also eliminates
non-response between both parties (Fisher, 2005, Wilson, 2003). Moreover, unstructured
interviews offer flexibility in terms of the flow of the interview on the other hand, there is
risk involved in that the purpose of the interview maybe deviated from the specific research
aims and objects (Gill & Johnson, 2002). In this study the researcher used semi-structured
interview guide but the line of questioning and responses from participants remained flexible.

3.6 Validity
Validity according to McMillan and Schumacher (2006) refers to “the degree of congruence
between the explanations of phenomena and the realities of the world.” It measures the level
of accuracy between the actual data collected and the concepts being measured (Harvey and
MacDonald, 1993). In order to enhance the validity of this research, the study used a
verbatim account as a strategy in reporting the findings. This was achieved through the use of
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a recording device which captured the details of all interactive conversations between the
researcher and the participants to obtain rich and relevant information for this study.
3.6.1 Reliability
Reliability refers to the consistency of measurement, the extent to which the results are
similar over different forms of the same instrument of data collection. (McMillan and
Schumacher, 1993). Therefore to ensure consistency of measurement in this study it was
imperative for the researcher to administer the same research question to participants of
similar educational and professional background. A highly reliable instrument (Cates 1985)
can be used to produce the same or nearly same score when administered twice to the same
subject or when administered to two subjects of equivalent talent and experience.

3.7 Data Analysis
Thematic analysis was used to analyse the data and the aim of this process is to assemble the
data in a meaningful and comprehensive manner. Qualitative data analysis involves noticing,
collecting and thinking processes (Neuman, 2000). The steps of Terre Blanche & Kelly
(2001) were applied to analyse the data where Step 1 is the familiarisation and immersion
(getting to know the data and engaging in it). Step 2 is the inducing [of] themes (working
with themes that easily stand out) with themes arising from the data relating to the research
question. Step 3 entails coding (breaking up the data in understandable ways) and Step 4 is
elaboration (exploring themes more closely). Step 5 is interpretation and checking the data (to
give the researcher understanding and inspection of the data.

3.8 Ethical Considerations
Ethical issues in research are very important. The study was conducted after the proposal was
submitted and approved by the University of the Western Cape‟s Faculty of Economics and
Management Sciences Postgraduate Board of Studies and the Senate Committees. In this
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study the researcher applied for ethical clearance from the University Ethical Clearance
Committee. The research adhered to all ethical research standards. The consent form and
participation information sheet that the study employed in applying for ethical clearance was
issued to the participants.
In the course of the data-collection process and report writing, it was the responsibility of the
researcher to ensure that the identities of the respondents were protected, not disclosed and to
follow the norms of confidentiality. Participants were assured their names would not be used
in the research. The purpose of the research was explained to the participants via preliminary
email contact and then face to face during the course of the interview.

3.9 Limitation of the study
The aim of the present study is to understand the challenges of a particular group of people,
that is, female professors. These are generally a limited number because of their underrepresentation in the academic. Most appointments were made through emails. Some
responded while others did not. The researcher had to revisit the list of professors to select a
number of professors to be interviewed. With the limited number of female professor in each
faculty it was a challenge to obtain the required number. Some of those who responded had
other commitments and were unable to meet with the researcher within a suggested time
frame.

3.10 Conclusion
This chapter presented the research methodology and design for this study. A qualitative
research method was used to gather information from the respondents and to understand the
participant‟s experiences as female professors within an educational institution. Data was
collected by means of interviews and the researcher used a descriptive method to analyse the
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data. The following chapter looks at the presentation and the major themes that emerged from
the data.
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Chapter Four
4.1 Discussion of themes and Outcomes
This chapter presents an analysis of the participant‟s experiences as female professors. The
interviews were transcribed and analysed using thematic analysis as explained in the previous
chapter. Themes have been discussed in a way that allows for the interpretation of how
female professors referred to as respondents or participants construct their challenges and
experiences within their social context; the departments, faculties and the institution in
general. The findings outlined were organized into major themes as follows: dual role of
being a wife/mother and an academic, under-representation of females in the professoriate
associated to the lack of young female professors as most of the professors were ageing, lack
of unity amongst female professors, accepted modes of behaviour amongst male and female
professors, lack of a better pay package for professors in general, mixed perspective on the
support system received from the institution.
The experiences of the participants varied as the majority of them expressed the desire to
have engaged in the interviewing session which gave them a platform to discuss aspects of
their lives in relation to their career. Each professor presented their own unique experience,
the struggles in their academic journey and their hope for a change. To protect participant‟s
identities, a general description of the female professors‟ demographic information is
provided.

4.2 Demographic Information
Participants in the study consisted of 17 females who were current Professors at the
University of the Western Cape. Seven of these females were full professors, seven Associate
professors, two senior professors and one extraordinary associate Professor. As part of the
study the researcher further interviewed three female doctors and three male Professors of
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which two are full Professors and one Associate Professor. Most of these female participants
had at one point filled an additional leadership position within the academia; four of the
participants were currently acting in these positions. Efforts were made to draw a sample
from various disciplines which consisted of females from the Faculty of Community and
Health Sciences, Faculty of Arts, Faculty of Economics and Management sciences, Faculty of
science, Dentistry faculty, Law Faculty and Faculty of Education. Years worked at the
university as non-professors and as professors ranged from 5- 30 years. Participant‟s ages in
their career ranged from 42-65 years. Some of these participants were in the category of
being married with children, divorced due to academic pressure and was unable to combine
home and academics which adversely affected her marriage; some were single mothers with
kids, unmarried with no kids.
The next section explores one of the research objectives of this study; the under
representation of females in Professorial position.

4.3 The under-representation of females in professorial positions
As part of the research objective this study looked at discussions around the theme of underrepresentation of female professors at the university. It is important to note that, transforming
higher education in South Africa was high on the agenda in the new democratic government.
As part of the transformation process interventions were put in place to promote the
advancement of women in higher education including research grants, more positions for
women academics were opened and the mentoring projects were established (Naicker, 2013).
The study findings indicate that the representation of female professors at UWC is still low
and does not reflect the supposed changes in the new democratic South Africa.
Although the goal of this research was not to fully examine the under representation of black
female academics, participants strongly agreed and suggested there is a need to encourage
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black females to become professors. However, according to participants there are few black
female academicians as compared to whites and coloureds and this under representivity
cannot be ignored.
Overall the lack of black female professors is a common phenomenon in most universities in
South Africa (Price, 2014, Jansen, 2013). A large number of PHD holders are whites which
reflect a reality dating back to the apartheid era, while most career black females end at the
Masters level (Schulze, 2005) they have far reaching social economic and financial
challenges, as well as

inadequate guidance and unsupportive colleagues not interested in

collaborating with them on research projects.
Apart from the fact that females are generally under-represented, there is a very small
proportion of black female professors. In contrast, one black female (doctor) participant
stated that:
I remember when I applied for this position as a senior lecturer; there is one other guy
who was also applying for this position. He already had experience working at the
university of…, so I had the feeling I was not as qualified as him, I was scared and he
even said to me oh by the way they are looking for good candidate, you could even
see that he was very confident, I felt squashed but I said ok let me go, I went for the
interview, I waited and I got the job. When I got the job I was told I was the first,
black South African woman to get a job at the department.
The findings above indicate that though the respondent felt somehow threatened by the other
colleague, she refused to give up. In this case the desire to become a professor had always
been a priority in her academic journey. Moreover, this is exemplified in the respondent‟s
statement:
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I got my PHD in… and my aim was not to remain as a doctor, I was working in a
corporate environment in a public company, but I said I want to be a professor so the
opportunity came and am now here, I just feel like am where I wanted to be, I need to
give spare time to work on my goals and I want to be a professor within the space of
five years.
Meanwhile another female respondent (doctor) who happened to have been a doctor longer
than the one mentioned above, never had the passion to become a professor, stated that:
Yes there is quite a daunting procedure to apply for promotion in order to become an
associate professor. I am currently a senior lecturer in the department so to go to an
associate professor it‟s quite a process and I don‟t feel that am ready yet to take that
on, because I don‟t think I have the requirements that they need and that is a
challenge. Publication record and research productivity I guess is the most important
probably the best they look at when they decide on promotion, my research
productivity I guess is not what it should be.
I think there is a need to focus also on the personal part of the person as a whole
rather than only publications, and maybe a bit accommodating under certain
circumstances and try to encourage women and find ways to support them if they are
struggling in certain areas, if there is something they can do to try and help that
person to further their career.
The study by Schulze (2005) suggests that black female academics are often not very
comfortable in academia and should any opportunity arise, they opt for alternative
employment. Meanwhile, Mabokela (2000) found that, although it is difficult to recruit black
academics, equally is important problem to retain them. Recruiting and retaining female
professors is a huge challenge and also a reason for their under-representation perhaps.
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Another respondent indicated that under representation of females is that:
We should be identifying young black undergraduate students who are bright and
hardworking and support them financially, to come and do their master and to go
straight into a PHD. Some want to go and work in order to pay off their student loans
and they don‟t have the money to come do their master.

The findings show how important it is to categorise the reasons that have emerged. Another
respondent had mixed feelings on this:
For women, I don‟t think so, I think we shoot ourselves in the foot, we as women
often don‟t push enough we are self-depreciated, we look at ourselves and say ah! we
not so good like the men. In some professions, the earlier years there were few black
qualified persons. Before, obtaining a master‟s degree was never a pre requisite to go
into some professions as the case today. Most qualified personnel in some
department‟s country wide are white women. This is because of the nature in which
the profession evolved in the 70‟s and 80; s. But now, the department has made it a
priority to train blacks.”
Similarly a respondent from the Social Sciences highlights reasons for the underrepresentation of female in institution such as UWC:
I had my kids when I was a bit younger and its very challenging because women most
of their time they give to their jobs and often they don‟t want that extra pressure that
comes with being a professor, and are not able to do much in terms of publishing so
they just stay in the senior lecturer rank. So when they submit application for
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promotion they don‟t qualify because they have not published enough. Because when
you apply for promotion you need to apply for certain credentials.
The above findings highlights the fact that females spend most of their time as mothers and
wives which therefore limits their time to publish. It also justifies the assertion that South
Africa not only lack female professors but also intellectuals who not only can make
contributions in their disciplines, professional associations and publications but can as well
speak forcefully in the public arena about matters of national and public concern (Nkomo,
2007). These concerns are there to cultivate a new generation of reputable academics.
Besides not having enough females, it is also a challenge as the university lacks young
promising students whom they can identify and groom. Findings from the interview show
the willingness to assist in moulding young students to become academicians. Respondents
had this to say:
My biggest challenge is that they have not place young academics with me whom I
can groom to the next level so that that person can take my research activities when I
leave. I have been speaking to them for three years about this and the leadership just
simply says things must work somewhere.
Oh I just learnt last week about the accelerated learning process. Again I think it‟s
because in the past years there has been this worry about the shortage in black
academic women even in UCT and the current ones are retiring, so there is a need to
accelerate, speed up the process and help people.
Another respondent who at one point occupied a leadership position supports this assertion:
Targeted appointment is a process where we had to hide hunts them because the
institution is trying to increase the number of black African professors. When the new
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DVC came in…,they looked at the profile of the institution and they observed that
there were very few black professors whether female or male and they embarked on a
strategy; transformation plan where they said each faculty should target at least two
black Africans,
As explained in the literature Price (2014) indicates the shortage of female (black) academics
in South African universities is evident at the University of the Western Cape.
Another respondent asserts that:
Female representation as professor is low because of the limited time available for
them to publish, male professors work from home, they come to office like two to
three times in a week, they publish extensively and get more recognition because they
have more time to work. They have wives who see that all their needs are met, food is
cooked and the children are looked after, all this is done by females. It therefore gives
them time to publish whereas females on the other hand have to take on both roles to
teach, publish and be a mother at the same time. Consequently, if a female professor
has to take off such hours from work and not come to the office, she has to accept a
5/8th position that means she gets paid half of her salary while men get their full
salaries.

Study findings show that although the under-representation of females at UWC is an
institutional challenge, in some Departments, the case is different. Departments like social
work and nursing for example have historically and traditionally been seen as „female‟
profession. Here the profession is predominantly females who are trained while in other
departments like theology there are no female professors. Moreover, in other faculties‟ male
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professors outnumber females. Findings further indicate that men are appointed and
reappointed because of their expertise and age does not count whereas in the case of females,
it is different. Within the university more men are appointed at post retirement age while
women are hardly appointed or not appointed at all.
Responses regarding the low representation of females were as follows; a majority of the
female students after their degree are unable to further their studies because they have to look
for jobs or in most cases those who managed to go through up to PHD level, are unable to
manage child bearing, home chores and publishing articles which is the major criterion to be
promoted as professor.
In this study, the researcher was able to generate information from male professors and
female non professors on their view regarding the representation of female professors at
UWC. One female respondent (doctor) coming from a previously non-academic environment
stated that publication in knowledge was never a priority and thus stated that:
…since I was a child yes (laughs) that was my dream you see where I was working
before I wasn‟t in an academic position so professorship didn‟t really feature there. So
it‟s only now this has woken up within me seeing that now am in an academic
institution, if I had been in an academic institution I would have long been a
professor. The main challenge am not a professor yet is also the publishing which I
think it‟s a criterion for all.
The above findings indicate that research and publication is an important criterion to be
appointed as a professor. Nonetheless, teaching and doing community service is not a
criterion when it comes to academic promotion. Respondents however, indicated that in some
departments like Dentistry there are few female professors. According to these respondents
departments which are considered to be more of a profession are obliged to make
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contributions to community outreach. This raises the question of how relevant these
community programmes and projects might be used as a yardstick for promotion. And as an
academician,

you could not say no because one had to supervise students while doing

community work and promotion does not include community work. This limits time to
publish as staff members are expected to engage with students in the community. One
respondent asserts that:
Working as a professor in a professional department you have to keep tides with the
community work. We have to look after students and in terms of time it affects our
time to publish more and it was a challenge to say no, unfortunately promotion as
professor does not include the time spent on community work.
The response above indicates that recruitment is dependent on the criteria set by the
institution and applicable to both male and females irrespective of gender. In addition, being
the smallest in number in terms of representativeness is a challenge which cannot be
overlooked. The next section unpacks some of challenges and opportunities encountered.

4.4 Challenges female professors experience
Literature highlights some of the challenges females encounter at the professoriate level as
well as barriers to their advancement in an academic institution. Petersen and Gravett (2000)
highlight some of these challenges such as combining academic work and the dual
responsibility of being a wife and mother, which limits their time to publish, within a
traditional Afrikaans University in South Africa. The authors (ibid) further state that females
are regarded as outsiders in academia and document concerns regarding the unequal
distribution of male and female academics according to job levels as well as the poor
representation of females at the professoriate level.
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A number of female respondents interviewed reported that their personal experiences
regarding

academic path and working within the institution is quite challenging. Some of

challenges are analysed below.
4.4.1 The role of being a mother: socially constructed notion of balancing home and
work.
Participants spoke about their on-going struggle to balance personal and professional roles
and different ways they handle these roles. The study revealed that the very common
challenge female academicians face is balancing academia and home with the necessary
tensions between these two areas of their lives. Cock and Fester (1997) state that being a
mother is a form of South African feminism that often bring women together and leads to
mobilization around women‟s issues. Literature suggests that (the use of mother discourses is
linked to an ethics of care which includes traits like responsiveness, attentiveness,
responsibility and nurturance which causes women to perceive their lives as closely
connected to that of children and family (Cooper and Subotzky, 2001, Meinjies, 1998).
Therefore these female professors could not ignore their role as mothers but rather seek to
create time to support both roles. In support of this finding each participant placed different
degrees of importance on being a mother, pursuing a professional career or both. Motherhood
is a general characteristic and an attribute quite common among female professor who have
succeeded in obtaining professorial positions but the way in which they handle motherhood
while in the academia differs with individuals.
The majority of the participants‟ referred to the ways in which circumstances in their personal
lives and social lives also create challenges to their publishing. Although some of the
participants were able to handle the pressure which includes sacrifices by working late
throughout the night and/or less time to spend with their families and children. They
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acknowledge the fact that being a woman and a professor is not easy, the dual role of career
and family life.
One respondent had this to say:
There is a lot on our plate with being a mother, wife, full time and I held a leadership
position in the faculty when I was appointed an associate professor but that took a lot
of effect on my side. That‟s quite of a big sacrifice because I think it just took too
much time from my family from my marital relationship. At the time my children
were fairly young, I got two boys , and I think my husband was not a very good
father, let me put it that way so I had to be a mother and a full time worker . I later
became the Chairperson of this department so there was no space for me to publish
more and develop my skills as a researcher. Unfortunately there was no space to be
able to do that because I had to manage the leadership position and family, so those
things for me are some of the challenges I faced in becoming an Associate Professor
and even as a Professor.
Some females actively separated their roles for instance one professor saw that negotiating
between mother and academic is possible if proper planning is put in place between home
and work. Each professor adjusted herself to integrate her personal and professional life in a
way most convenient so as to create a balance.
Publishing is a primary promotion criterion and because of the often deficient publication
records of academic females, they have difficulty in attaining promotion to the position of
Professor. The participants expressed the different ways in which these dual responsibilities
affected their level of publishing. This is evident in the participant‟s reports of ending their
day late and taking work home. This aspect of dual responsibilities is one of the major
characteristics of feminism whereby despite the gradual shift towards gender equality within
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the work place and outside, women still bear the burden of child rearing and work (Subotzky,
2001, Lorber, 1994). This is because we live in a society where patriarchal values are upheld,
and where academic women are more involved in their home chores and their careers than
their male counterparts (Acker, 1992; Subotzky, 2001, Welch, 1990). Women are seen to be
nurturers, compassionate and warm and their duties at home cannot be neglected.
Another respondent agreed to this assertion and stated that:
For women they still have their home and children to look after and it‟s a challenge to
do that with publications .There are times when your children are very small and you
don‟t have time to do research for days un-end because you are involved in other
things like going to piano lessons with kids and this takes much of your time as a
mother.
The quotations illustrate the difficulty academic female professors‟ experience in juggling the
multiplicity of their tasks and responsibilities. Marriage, child bearing and rearing are
regarded as factors that place women as late contestants and achievers in the academia (De le
Rey, 2002). However, in the course of the interview with the female professors, child bearing
and rearing to them was not a hindrance to their publication per say, but was considered to be
a huge challenge and having to sacrifice extra time to publish. Some became professors while
their children were mature, and although a challenge, they perceive family as an important
factor in their lives as some received support from families, whilst others were either single
mothers or did not have children at the time they become Professors Women are seen to be
caregivers which is associated with the female gender within our society and are therefore
expected to fulfil their responsibilities as caregivers which greatly impacts on her ability to
obtain and maintain employment (Misra et al, 2012). The choice between home and work
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does not appear to be one facing male academics, yet according to these participants, it‟s a
matter of choice in which one of her roles, either mother or academic will be compromised.
Another participant asserts that:
My children are older now; I can travel whereas when they were young I couldn‟t go
to international conferences. So it definitely does limit your ability to publish, to get
international exposure and do some kind of networking which people are expected to
do.
The above findings illustrates the difficulty women in general experience in handling home
and work pressure and the fact that they lack domestic support from their husbands or
partners. In this instance the dominant construction of feminism is deeply embedded in the
socialization process. Most of these female professors spoke about the formation of their
academic identity - some began as assistant lecturers, secretaries and how they climbed the
ladder to be where they are today, the increasing dedication of their time, efforts and
contribution to the academic institution. One professor shared her experience:
I had microbiology and I had worked for like 14 years at another university before
coming here. I had a lot of practical exposure working and I also had a BA degree. I
did my degree as part time in the 90s, as I was qualifying myself after the children
were busy growing up. I started doing my masters based on prior-required knowledge
because of my several years of experience in the field around 2001-2003/4,I did my
masters while I was working. At that point I had funding from one organisation…
which was given to the university to pay for my studies, though I didn‟t quite benefit
from the funds, I had to apply for my own funding to assist in my studies. Those
projects paid my salary .Then I started doing my PHD while doing my PhD the
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university appointed me as a senior lecturer and then I became a professor about
2011/12
Hence, one of the main challenges amongst female Professors seems to be the dual role of
career and family. The greater demand on academic female professor hinders research
productivity and reduces chances for publication. Another important challenge was the
Leadership role.
4.4.2 Leadership role
Institutional barriers reported by participants were related to academic positions like Head of
Department, Dean or other administrative posts are a challenge for professors in general.
However it is more of a challenge to female professors than males as revealed in the
interview; like teaching, supervising, administrative work and family responsibility were
listed as barrier to publishing. The participants‟ responses indicate they were very much
involved with teaching and supervision. Consequently, their time for publication is very
limited. According to Tigh (2002) for someone to be promoted to a professor, his or her
research and publication are important and academic leadership seems equally important.
However at UWC, holding a leadership position is not a criterion to attain Professorship, for
someone to be promoted as a Professor, his or her research and publication takes prominence.
Participants who took up additional leadership roles such as Heads of Department, Deans in
the past and present reported that the dual responsibility of Departmental, Faculty and
administrative duties was extremely challenging. One respondent confirms this:
…It is tough because you now have your PHD, I have not gone for full professorship
because I was running the department for eight years. It‟s hard to carry on with your
research and huge admin work to do also. The administration that HOD must carry
and do which I believe can be done by better trained administrators in your own
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department as well as outside the department in the faculty and then the university. I
think there is a lot of work the administrator could be doing
In sharing her challenge, one of the female professors who at one point held a leadership
position points out that, while serving in this position there was little or no recognition of her
duties, no credit was awarded to her towards her performance which did not count in
attaining a Professorship.
Being the first black female in the university with a PHD at the time, it was a huge
opportunity for me. Funding opportunities were made available to promote women in
an environment that was predominantly white male. A woman‟s opportunity to serve
on a committee could sometimes be hindered. If there is no representation of women
on committees, their voices and interests may not be heard. Also, I was given the
opportunity to seat in committee meetings at first as “window dressing” just to show
females was represented. Although my inputs were never recognised, I never gave up
until my voice was heard. I used to be the only female that was represented in the
senate and faculty committee meeting. Some people are biased against females.
From the above excerpt, the participant alluded to gendered experiences as an academic
female Professor. The extract reflects a sense of powerlessness resulting from gender identity.
While in her position she contributed toward gender awareness related issues and to having
women‟s research recognised as well as being represented in committee meetings and at the
institutional level. Equity is a fundamental obligation of the public system which signifies
equality and social justice in any given society (Cassim, 2005). As described in chapter two,
equity is one of the underpinning principles entrenched in the South African education
policies. In higher educational institutions in South Africa, equity signifies the strategies and
methods used to enable access to those who were disadvantaged (Faakye, 2007). In the same
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light, equity in higher education refers to equal distribution of opportunities, broad
representation of staff composition, and equitable participation in research (Council on
Higher Education [CHE], 2004).
The following excerpt similarly reflects a participant‟s perception of the negative form of
discrimination from their male colleague which some academic female professors‟
experience in leadership positions:
… Many years back before I was not even a Professor, when I got my PhD I was
senior lecturer. As soon as I became associate professor I became HOD. At that stage
one of my colleagues, he is still a colleague of mine. One day at a meeting, the whole
department we not big, we six people I think, so we small and this gentleman said to
me, he has never in his life seen somebody so stupid as I. So I said ok that‟s your
opinion, referring to me in front of everybody, I said you right because you might
have your own opinion and if you feel that I shouldn‟t be head of department, there
are procedures you can apply and say; we feel that she is not doing her job properly or
whatever, so there are ways of getting rid of me, follow that route in the meantime lets
go on with the meeting!
The above narrative shows how participants in leadership position experience challenges and
constraints as females. Whilst those who at some point occupied leadership positions for
instance as HOD or deans or deputy deans, seemingly find it difficult to combine extra
administrative work that comes with being in that position. Family pressures, lecturing and
supervision consequently limit them from publishing. One other important challenge that
emanated during the interview is the remuneration package.
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4.2.3 Low pay package
Funding and the welfare of staff in any university is an important factor. Inadequate
remuneration in the form of salaries can result in; resignation to join better paying institution,
low productivity and poor outputs particularly in research and innovations. Many studies on
the remuneration of academic staff in South Africa have been conducted over time. (HESA,
2009). Higher Education South Africa (HESA) has prioritised the recruitment, attraction,
retention and remuneration of academic staff in higher institutions. This is very relevant in
developing appropriate academic staff from designated groups (HESA, 2009). However there
is a discrepancy in terms of salaries between the private and public sectors in particular
universities. Without a competitive remuneration for academics many promising potential
academics will be lured away to well paying positions in other public and or private sectors
or take up prestigious positions in other countries.
During the period before 1980 the salaries of academic staff at South African universities
were regulated by government. Since 2004, the new funding framework for HE was
introduced and as a result government ceased to regulate the remuneration of academic staff
(HESA, 2014). The same study (HESA, 2014) revealed that the remuneration for academics
across higher education was on average R537.400 a year. Senior academic staff such as
professors and associate professors had the highest average growth over the period 2008 to
2012. Professors in 2012 earned almost twice that of lecturers which indicates the
institutional management commitment to keep their staff. These benefits and supportive
remuneration policies are therefore important for any worker in an organisation.
The study further revealed that (HESA,2014) there was little difference in remuneration rates
between race groups in relation to professorship, associate professors, senior lecturers,
lecturers and junior lecturers, but with black and coloured academics especially in the junior
ranks and white dominating the senior ranks, over all salaries were skewed in favour of the
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latter (HESA, 2014). The above analysis shows that remuneration for university lecturers and
most especially professors is a challenge. In this study participant indicated that in terms of
remuneration, most UWC academic staffs especially professors are poorly paid and that this
seems not to be a gender problem but an institutional one. However female respondents
expressed dissatisfaction in terms of their pay package which to them is a challenge and the
more reason university staff prefers to look for opportunities elsewhere. There is also a lack
of research funding as the university does not provide additional funding to run a research
group. Despite several attempts regarding this issue, the university at different levels, has not
responded and therefore a professor is not able to apply for funding opportunities because
she/he lacks the capacity to do so without the support of the University. In comparison one
respondent had this to say:
…for years I was badly paid compared to other people and that has to do with the fact
that am a woman too. 20 years ago when you are appointed, they will look at the
salaries, you could be on the low or the high one, so I was appointed on quite the low
level and even when I got promotion to senior lecturer and to associate professor I
was always on a low salary, I knew this from others, a senior lecturer could get paid
more than an associate professor and very sure part of it was because am a woman of
my generation and should have been more assertive which was never there.
Another respondent confirms that:
As a professor, the challenge is that the university doesn‟t provide additional funding
for want to run a research group. So funding is a serious issue. Although these
challenges have been taken up to the university at different levels, there has been no
responses thus they have missed a lot of opportunities applying for funds because of
the lack of capacity to do so on her own.
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The above findings reflect arguments as stipulated by (HESA,2014) in the literature as earlier
highlighted regarding the low remuneration for academic staffs; it also captures the
sentiments of participants with regards to this issue. Another reason that may have
contributed to their challenge is, the lack of unity amongst female Professors is another
important challenge raised by the participants.

4.2.4 Lack of unity
A reported lack of support from other female academicians and generally women in positions
of authority at the university emerged as a significant factor for some participants. Mixed
responses were reported on the issue of collaboration amongst female respondents. Some
respondents voiced that there is no support system amongst female academicians within the
university especially when they can talk about their challenges to find ways in which they can
assist each another. This is evident from the narrative bellow:
Well I don‟t see us come together as a group; there is no kind of gender base
affiliation for female professors. There should be something like a mentorship
program. I have to say I find women equally unsupportive particularly the professors
at this university. If there is any idea that there is some kind of unity because
everyone is female; forget that, they got longer bread knives than me. I don‟t find
women in managerial position within the university supportive of other women, not at
the same level maybe they support other women at different level.
The above view illustrates the participant‟s perception of a lack of support from other female
colleagues and senior staff.
However, a female respondent (doctor) had this to say:
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…within the faculty I think its fine yes, well with the rest of the university I haven‟t
had much interaction because am new in this pace. I wasn‟t working here for a long
time I just joined the institution in…, I was working on probation and I was only
made permanent last year so far so good.
Another respondent (professor) stated that:
Because of my passion for gender issues, women from other departments not only
Professors, would come to me for advice and mentoring. I think there was some kind
of unity amongst women at the time but now that unity is no longer there.
In addition, one other respondent explained how being appointed Head of Department is not
easy considering racial issues which created tension with a white colleague who had to
move to another office because of supposedly - being none white and position to have suited
a white candidate. In an academic institution where women are the minority one could
expect unity and collaboration amongst them.
I just got an issue with another professor who wanted to be an HOD, both of us were
interviewed and I got the position and that caused tension that was horrible. It was a
big challenge and also it was a different race so she probably thought she should have
gotten it, it was not nice was a terrible situation. She had to move to another office
because she did not want anything to do with me, I tried to speak but it was a terrible
situation, that was not nice and we have never had that before. She said her CV was
better than mine. Our offices were next to each other so she had to move to another
side, not greeting me things like that, it was ugly, I tried but it didn‟t work. She didn‟t
want to have any relationship.
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However, respondents identified a number of strategies to create a more supportive
environment for each other particularly women in the lower academic levels, including
female undergraduate students. As reflected in their responses, majority of these professors
did not receive mentorship from within the university. Results shows that there is a need to
mentor more black females; in addition, of interest is the usage of the word “deserve” which
seems to suggest that although female professors should be recruited more, it should be on
merit and gender has not really been seen by some female Professors as a problem as the
whole picture of being a Professor comes with its own challenges.
In spite of these challenges, there are some opportunities the participants benefited from
which are examined in the next section.

5. Opportunities
Despite the challenges experienced by female professors, there are opportunities which
precipitated their efforts for one to become a professor. In a bid to promote more females to
professorial positions, special efforts were made to find females who are academically strong
and are qualified to pursue their education further. The idea was to promote them and
especially those with PHD were fast tracked. One of the participants who was promoted
asserted that, because of the shortage of female professors I was fast tracked which was a
great opportunity for me. The respondent shared her experience:
...so they look at everything but as I said once, like ten years ago they looked at
women and said oh this are very short, how many people do have PHDs that have not
been promoted and then they allow that.
Another respondent adds that:
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…what was very good, there was one year, when I just finished my PHD, then I had
to apply; if you want to get promoted and that year they looked at all people with
PHDs and then they said ok fine, how many women are there that have PHD that are
lecturer. It can also help them to become senior lecturers so that helped; just that one
step was a good opportunity for me.

One other respondent acknowledged to have benefitted from these opportunities as a woman:
I was one of the first black woman at university to do PhD at the time they were just
waking up to the whole equity thing, NRF had opportunities for funding and for
promoting women which was good for me and at that time it was predominantly white
male in committee as well. So they stated putting me into these committee meetings at
first as window dressing to show they got a black female but nobody ever cared about
anything I said or did but I hanged in there. In a very short period they began to
recognise how my contribution was not being taken seriously and i just kept in there
to the point where I made them hear me, I made them see me and then people started
listening to me when I speak and acknowledging me when I put up my hand; whereas
before if I put up my hand they will look the other side. I used to be the only woman.
In the university‟s commitment to promote females in senior level positions, the Talent
Stewardship context which is clearly captured in Goal 4 of the Institutional Operating Plan
(IOP 2010 -2014); and also to support the 2025 vision; states as its objective, “to attract,
retain, diversify and develop excellent talent to enable UWC to realise its vision and achieve
its strategic goals. Talent Stewardship is a conscious, deliberate and planned approach
undertaken to attract, retain, diversify and develop people with the required competency and
capability to meet current and future operational and strategic needs; aligned with the
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Institutional Operational Plans (including Employment Equity and Staff Development). As
mentioned above, some of these professors benefitted from the Talent Stewardship program.
In response, one respondent acknowledged it was quite helpful:
There is a fast tracking mechanism at UWC but you have to first identify where the
need is and then you fast track, it‟s called Talent Development program. It is driven
by the HR department, you give them support and then you fast track them. The fast
track system (Talent stewardship) should be used to identify females who are bright,
hardworking and to fast track them.
Another respondent eludes that:
The Accelerated promotion process apparently is a process going on at the moment. I
became a senior lecturer a few years ago on the back of that. It‟s a way of getting a
better representation of African/South African professors on senior positions and
women so it‟s a gender thing as well. I got promotion years ago on strength of that
process I suppose I owe a lot to it. It means that with certain conditions they might
fast track you that means accelerate you, help you and keep an eye on you that you are
there; it might be a short cut. I didn‟t have my PhD when I got promoted as a senior
lecturer but I got lots of promotion then I got my PhD couple of years later but I had
enough publications. I was an active researcher but I didn‟t have PhD that‟s why I got
accelerated to become a senior lecturer. I think it‟s because in the past years there has
been this worry about the shortage in black academic women even in UCT and the
current ones are retiring so there was a need to accelerate, speed up the process and
help people.
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The above findings indicate the participants clearly benefitted from the Talent Stewardship
which was a contributing factor in attaining Professorship. Despite the several factors
highlighted as challenges faced by female Professors, there is a common challenge evident in
the lives of the participant

6. Common challenges among females in professorial position
The most common challenge in the life of the participants as voiced by respondents is the
social construction of motherhood; mothers as nurturers and mothers as self-sacrificing are
expected to balance the load of parenting and work. These aspects link to the dominant
construction of womanhood and the female identity in the cultural contexts of the participants
of this study and the society at large. Participants shared similar personal experiences on how
to manage family and academic pursuits. Motherhood responsibilities were experienced as
inhibiting their professional advancement as it allows them limited time to publish and for
those who were able to, they had to work long additional hours at night.
Although the study was not particularly on male participants; however it was important for
the researcher to have their views about female counterparts. With quite a huge number of
male professors, there are only a few who affirm that female counterparts in particular
struggle to combine motherhood and work/publishing; and therefore there is need for the
university to create polices that supports them. One male respondent stated that:
I think they are facing lots of specific issues, I think the most obvious one is the
balancing of life, balancing an academic career and running a family at the same time.
It is a tough job and I don‟t think it‟s recognised although it is vital to families and to
a successful happy environment too. Because if you have a female who is worried
about her children she will not be focused on what she is doing, how can you be
focused on presenting a fantastic presentation at a conference and you worried if your
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children are fine at home. It is difficult and I think it‟s the biggest challenge women
are facing because by nature women are orientated to be very protective of their
families that‟s the way they are.
The above views reflect a lack of strong support system from the university towards female
professors who are experiencing these challenges.
One of the objectives of the study was to look at participant‟s perception on the recruitment
and retention of female Professors at UWC. Therefore the next section examines policies and
procedures in relation to the recruitment and retention of Professors at UWC.

7. Recruitment and Retention of professors
Participants emphasised recruitment and retention of the university staffs is of vital
importance and therefore institutions use gender as a requirement. The participants assert that
though the university is able to recruit professors, retaining them is a problem. Some of the
participants raised concerns around issues of the university not being able to retain its staff
because of the low remuneration package. Mushemeza (2016) point out that quality academic
requires highly trained and experienced staff which is central to building a strong and wellfunctioning university. Moreover, recruitment, appointments and promotion of qualified
candidates must be done in a professional way. Ivancevich (1992) further elucidate that
recruitment as a set of activities is used to attract quality candidates who have the abilities
and attitudes needed to help institutions like universities achieve their objectives. However,
a university has failed to satisfy its staff most especially academicians in general as voiced
by the participants as a challenging.
Metcalf et al. (2005) supports the above argument for which they out that recruitment and
retention is affected by the whole employment package (the rewards and benefits of the job)
including fringe benefits, intrinsic and other aspects of the jobs (for example for academics,
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teaching and research). The overall likely package to attract applicants and retain employees
is remuneration and good working conditions or environment. The general feeling from
responses is that, the university does not pay academicians as expected, which negatively
affects productivity. In this case one is left with no choice but to seek better pay package
from other universities. In support of the above, Chrringto (1995) assert that recruitment is a
process of attracting potential job applicants.
In light of the above, staff retention at UWC is undertaken through Employment equity forum
(EEF) whose purpose is to promote efficiency. In contrast, participants suggested that the
University of the Western Cape needs to maintain its staff by reviewing its pay package. In
response, one respondent supports this assertion by stating that:
… first of all UWC is disadvantaged university and we don‟t have the resources if
you compare with other universities historically, so when you become a rated
researcher and good in your field other universities will try to attract you, then UWC
being in the disadvantaged may not be able to keep you
The response above indicates that challenges of remuneration have the potential of negatively
affecting the institution‟s publications. It is therefore important for the university to
strategically manage academic staff recruitment and retention factors which in order to
improve satisfaction and commitment to the university.
This section looked at the good practices in general and the University of the Western Cape
in particular, discussed various mechanisms that can be adopted in order to enhance, recruit
and retain quality staff for the university. These suggestions provide guidelines; however
their implementations vary across departments, faculties and the institutions. Participants
affirm that there is need for transformation within the professoriate. The next section
discusses possible areas of transformation.
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8. Need for a transformation
The lived experiences of participants are a lens through which an alternative view of the
„transformation‟ at the university should be made available. The UWC‟S current institutional
Operating Plan (Green Paper) (2015-2020) states clearly that transformation is one of its key
deliverable. But the data suggest a need for a systematic institutional body to address and
monitor progress towards equitable inclusion and representation of women in general. In this
study participants expressed the need for a transformation within the professoriate.
One respondent stated that there is fairness in the recruitment process because the
appointment process is not basically based on race and gender. However, the respondent
supports the view that, there is a need for transformation at the professoriate; more black
female professors should be recruited, and trained within the institution. The respondent
further states that:
…to me a professor has to be competent. And to be appointed as a professor you must
show proof that you can pull your weight at the admin and supervision levels while
others are appointed professors not necessarily based on their publications. At the
faculty level, voices like mine are not heard. There are some fantastic ladies who are
doing great jobs within the university so I don‟t think women are inferior. Yes its true
they should be represented on campus but the pull of competent ladies is very small
and I think the competition for them is very high. I will like to see more women but
competent women because if you employ incompetent women it gives ladies bad
name.
One other participant supports this view:
…of course there is a great need for transformation, we talking about transformation
it‟s a current discourse about transformation but it‟s also how we understand
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transformation what does it mean for me now, it‟s a concept that needs to be teased
out because for me it goes deeper than having black faces in the institution its about
how those black faces contributed to be excellent and accelerate in what they are
doing, so for me transformation shouldn‟t only be a concept it should go further than
that to look at what is happening in terms of the strategy of transformation. I think
being in a leadership position, people are looking up to me about what role am I going
to play in terms of transformation. Yes there is a great need for transformation and I
think there should be a discussion around the issue of transformation, what it means
for UWC, what it means for a particular department, is it only seen within the racial
perspective.
From the responses above participants expressed that there is a growing need for the
university to develop and nurture more black professors and young academics. It is also an
obvious need for equity and racial inclusion as well as promotion of collaboration and
efficiency within the institution.
The next section is a review of related polices that guides the Employment Equity Act and
Policy within the University of the Western Cape. It further looks at how the EEA acts as a
guideline in the recruitment of professors.

9. Employment Equity Act in South Africa
In order to understand some of the challenges these female academicians encounter it is
important to look at policies and Acts regarding gender in the South African institutions of
higher education. These institutions are regulated by the government, like any other
organization that serves the public. Therefore higher education institutions are obliged to
conform to government policies and any other instrument related to recruitment. Equity is
one of the underpinning constitutional principles of the public sphere entrenched in the South
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African education policies which signifies social justice in the society (Reimer, 2005). The
term equity in higher educational institutions refers to equitable distribution of opportunities,
broad representation of staff composition, equal participation in research, accessibility of
resources to designated groups and enhances quality career advancement (Council on Higher
Education [CHE], 2004) Therefore equity is a strategy implemented to eliminate the past
employment imbalances and promote equal opportunities.
However, the bases for the Act in support of equity policies are laid down in the South
African Constitution which also includes the fundamental right to equality in the Bill of
Rights. This forms the basis of the Employment Equity Act (EEA) of 1998. The main aim of
the EEA is to eradicate racial segregation in the South Africa labour force and also to ensure
employment equity is achieved (Thomas, 2002). Employment equity is intended to abolish
discrimination in the labour force and encourage respective employers to expedite the
progression of the designated groups (Tinarelli, 2000).

10. Employment Equity in South African Institutions of Higher Education
As mentioned above, this study considered a summary of the South African Employment
Equity Act. In spite of the institutionalisation of democracy in South Africa the society
remains divided along racial lines (Brown, 2006). However, progress has been made from
apartheid to democracy; particularly from racial discrimination to equitable educational
opportunities. More so, Kraak (2004) acknowledges that equity in the higher education
system has been instrumental in the elimination of segregation. In relation to commercial
institutions, universities in South Africa have encountered numerous challenges regarding
employment equity such as lack of competent candidates, funding, and restructuring (Portnoi,
2003). Kraak (2004) further reveals that staff composition of higher education fails to
represent the demographic realities of South Africa and that black people and women are still

70

https://etd.uwc.ac.za

severely under represented, especially in the senior academic positions (Malose, 2012). In
this regard the institutionalisation of the Employment Equity Act (EEA) whose aim is to
eradicate racial segregation in the South Africa labour force and to ensure equity is
implemented is inadequate. We will now consider the UWC Employment Equity Act in
relation to gender.

11. Employment Equity Act at UWC
The University of the Western Cape Employment Equity plan is a working document that is
continually reviewed to keep it relevant and aligned to the strategic objectives of the
institution. As part of its objective, the UWC Employment Equity plan addresses issues of
staff inequalities from the past in higher education and responds to contextual and emerging
challenges. The planning phase of the UWC Employment Equity plan was implemented in
June 2016 (University of the Western Cape Employment Equity plan, 1 June 2016-31 May
2020) it aimed at:
-Identifying any barriers that may contribute to the under-representation of staff members
from designated groups
-Identifying other employment conditions that may adversely affect or lead to the
discrimination of staff from the under-represented groups.
-Identify practices or factors that positively promote employment Equity and diversity in the
institution. (University of the Western Cape Employment Equity plan, 1 June 2016-31 May
2020)
Over the years UWC has progressed towards achieving and implementing its key strategic
goals especially around disability and gender. Reports to the Employment Equity Forum
(EEF) on progress across faculty and divisions showed that UWC also continued to make
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important progress with regard to gender equity. The aim of this forum (EEF) is to achieve
equity in the workplace using the legal framework to promote Employment and to promote
equal opportunity and fair treatment in the work place. In 2016 UWC had exceeded the
regional target of 50.2% for women staff by 4% resulting in the fact that women now
constitute 53.97% of its total staff. The plan therefore supports the South African
Constitution which promotes fundamental rights to equality in the Bill of Rights which also
forms the basis for Employment Equity Act (EEA) of 1998.
Although the University is encouraged by this process, it has not obtained in the numerical
target with regards to the employment of staff, especially black professors.

Participants

highlighted that female professors are in the minority as compared to men and further
claimed that black female academicians should be supported and promoted. With the
implementation of the Talent Stewardship and the Targeted Appointment Fund strategy
introduced in 2015/2016 to increase the number of African staff especially at the professorial
level (University of the Western Cape Employment Equity plan) the under-representation of
professors especially African Black female academicians still remains a challenge across
most of its faculties. The UWC Employment Equity Act (2016) indicates that Retention
affects progress and it will be vital to include that in the new Employment Equity plan. The
University strived to improve its employment equity targets. However, in 2015/2016 through
to 2017 our empirical evidence shows that there is still a shortage of African representation
especially at the professorial level: One of the participants points out that:
The race and gender issue does not really happen, not enough maybe now it has
become a big push on gender and race but not enough at all. They talk yes but it all
comes down to, how many publications do you have, now they even go to how many
times have you been cited, it‟s difficult enough to get the article in the accredited
journal. The requirements are getting stiffer and stiffer and it‟s applicable for all
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whether male or female. There is talk about supporting women but you don‟t get a
special anything. When am in a committee then I will talk about it, I voice it. But you
see it‟s not only you nor the chair person, it‟s a committee. I had to get where I am
with no extra support. I sacrifice a lot and it does not mean others can. I almost lost
my family, husband and why must we!!
Another respondent asserts that:
…male domination, the issue of race because at that time we had more white but
nowadays it‟s different. And 50% of our students must be black African females so
we have that in our undergraduate population; for our staff for example we got
postgraduate students but we don‟t really have black African staff members. We don‟t
really have black African females, I think the problem is people don‟t get paid well
and also people go and apply for practice which is always more lucrative and that‟s a
struggle .So I think for me at that time it was because it was very male dominated
and white, that was a bit of a challenge. Another big challenge is the issue of
favouritism shown to some staff and is especially by males. If you are not one of their
favourites they make your life difficult!
The above excerpt indicates that race and gender, as highlighted in the UWC employment
equity act remain a concern at all levels. The next section looks at the appointment of
professors at the University of the Western Cape.

12. Appointment of Professors at UWC
The University of the Western Cape, as is the case with other Universities in South Africa,
does not have clear promotion guidelines and norms regarding the appointment of professors.
A male respondent from one of the faculties stated that:
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I have a problem with current promotions of all people to professorship because UWC
does not have norms when it comes to promotion criteria. Last year was the first year
they had proper criteria, before 2016 they had very sketchy and vague criteria and
therefore that process was open to manipulation in the whole university. Then the new
DVC came up with promotion criteria that is clearer and what they expect under
teaching and learning, under research, under community engagement. She revised the
former one and now it‟s clearer, she also instituted faculty norms, each faculty must
come up with their own norms and put next to those criteria for it to be much clearer.
Other universities within South Africa have those norms except UWC. In my opinion
these norms will stabilise the institution in terms of ranks and it will help to wipe out
the politics that comes with appointments.
Another male respondent from one of the faculties added that:
I got a professional and academic profession and our department is not driven by
academic qualification it‟s driven by professional qualification. So now the university
is trying to make us have the same output as somebody in science, for instance there
is an opening for a professorship, and the university will promote someone from
science than someone from this department; because of the publication the university
says you cannot be promoted. Other universities have differentiated promotion
guidelines, UCT their promotion guideline in the… department is different from the
rest of the other universities, so UWC has no differentiated guidelines, they have the
same guidelines almost all other universities have differentiated guidelines. The
whole problem with that is you asked to teach students to pass the exams but you are
evaluated based on your research output. So they evaluate you based on what they
didn‟t ask you to do, instead of what they asked you to do. So I have drafted a
differentiated guideline for this department, so it‟s now in the pipeline.
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The above statements indicate that UWC does not have clear guidelines/norms regarding
appointments of professors though it was revised in 2016 by the new Deputy Vice Chancellor
(DVC). It is clear from our empirical data presented above,, the implementation process is
still ineffective. However, candidates for professorships or associate professorships will
normally be expected to excel in A, B and C. grades to qualify as a professor or as an
associate professor. The University‟s Human Resources Department oversees the
appointment of professorial staff, that is; both professors and associate professors and the
appointment and promotion process must be in line with the University employment policies
(including gender and race equity), academic excellence and procedure. In terms of

procedures the Faculty Professorial Appointments/Promotions Committee recommends and
reports to the Joint Appointments and Promotions Committee of Senate and Council on the
appointments and promotions of professors and associate professors. The Management
Committees and the Senior Appointments Committee of Council (with respect to Rector,
Vice-Rectors, Registrars, Executive Director and Deans) also forms part of the appointment
committee. The primary duty of the Joint Appointments and Promotions Committee of
Council and Senate is to take final decisions on behalf of Senate and Council, regarding the
creation of professorial posts, the filing of such posts, the promotion to professorial posts and
the disestablishing of professorial posts; formulate the University‟s policies, guidelines and
processes regarding the support staff and submit such to the Senate and Council for its
approval.
The Faculty Dean, after consultation with the Vice-Rector, arranges for a meeting of the
Faculty‟s Professorial Appointments/Promotions Committee to prepare a shortlist of
candidates to be interviewed. The committee conducts interviews with all shortlisted
candidates for appointment or promotion to the position of Associate Professor and full
Professor, unless the Vice Rector Academic may for some reason allow the Committee to
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dispense with the interviewing of a particular candidate. Telephonic interviews may be
conducted in exceptional cases although video conferencing is preferable. The
faculty/department

concerned

may

require

short-listed

candidates

to

present

a

departmental/public lecture. The Committee‟s recommendation of the person to be appointed
to the vacant position is then forwarded to the Joint Appointments and Promotions
Committee of and Senate and Council.

13. Conclusion
The chapter discussed the findings based on the objectives of the study and it highlight the
challenges experienced by academicians particularly females. The chapter is organised in
relation to different themes that underpin the study. It also discusses different ways in which
these participants experienced and managed their challenges. It further presented responses
obtained from the interviews. All the views of respondents have been highlighted.
Participants made reference to the ways in which their personal efforts impeded negatively on
their ability to publish more frequently, therefore a need to have support groups to encourage
each other in terms of publication.
In this study, the researcher found work-life balance to be a fundamental challenge in the
lives of the female participants, especially in the conflicting roles of work-home, their ability
to cope at home and at work. Despite these challenges, participants voiced elements of
resilience that empowered them to achieve satisfaction in managing both roles as mothers and
professors.
In the course of analysing these interviews it became evident that most of the themes were
common to a majority of the female professors. Despite challenges, the participants were
often passionate about their trajectory and showed determination, perseverance and planning
and not giving up despite the many challenges that they face. More effort is required within
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the University to ensure that female professors – and more especially Black African females are encouraged and mentored.
The chapter in addition discussed employment Equity Act in relation to UWC‟s Institutional
Operating Plan of 2016.

Respondents felt they were not supported institutionally and

suggested ways in which the institution can support them. The findings also indicate that
female professors are particularly faced with challenges that inhibit them from publishing.
The findings further indicate that male professors had more publications than female which is
evident in the university‟s HR staff list. The low publication output for females can be
attributed to the various challenges they encounter which also explains the reason female
professors are limited in number within the institution.
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Chapter Five
SUMMARY OF THE STUDY FINDINGS AND RECOMENDATOIN
5.1 Introduction
This chapter provides a summary of the key findings, conclusions, limitation of the study and
recommendations from responses which emanates directly from the analysis and discussions
of the study. It also presents the strategic interventions that were proposed by respondents
regarding changes experienced and support for publishing activities as well as suggestions for
future research.

5.2 Summary of the study and findings
The study findings were analysed based on the study objectives. It analysed the challenges
female professors‟ encounter at the University of the Western Cape. The study objectives
were achieved through the use of in-depth semi structure interview to collect primary data.
Data were analysed through thematic analysis and the study further looked at policies, Acts
and interventions.
The findings emanated from 17 female respondents, 3 male respondents and 3 female nonprofessors from UWC revealed the major themes of the study. One of the main themes was
the social construction of motherhood -balancing academia and parenting, how participants
viewed their world and made meaning out of their experiences. One of the key findings in
this respect was that participants shared similar and personal dilemma handling family life
and at the same time engaging in academic pursuit. However a majority of these female
professors survived this challenge; meanwhile to one other female non professor being a
mother and at the same time in the academia is so demanding and a huge challenge as she
asserts it is the reason she has not attain a professorial position; as it does not give her enough
time to publish.
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It is hoped that these participants through their engagement in the process of articulating their
own experiences, have gained some positive impact. In this respect, their experience would
facilitate the transformation of their situations within the institution. Therefore
recommendations proposed in this study may go a long way to improving effectiveness of
female professors towards enhancing their representativeness, thereby promoting gender
equality within the university institution.
The participants believe that the introduction of such interventions would assist them in their
publishing endeavours, which can be enhanced by institutionalized development and training.
The need for networks and mentors to assist their publishing efforts and may contribute to
their ability to publish more regularly.
Against this background, this study examined possible challenges female professors
encounter within their Departments, Faculties, and the Institution at large. The study explored
qualitative research method within a feminist paradigm, face to face in-depth interview with
academic female professors was administered to get an insight and understand their
experiences; how they cope with such challenges; policies that promotes gender equality and
institutional responses to these challenges.
The findings of this study revealed that networking groups amongst women where they are
able to share their challenges are not available. In addition, the university does not have
policies that support females in general and professors in particular in their struggle to
combine their personal and academic role.
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5.3 Recommendation
This section looks at a set of recommendations proposed for the university executive to
consider in order redressing the significant under representation of females in the
professoriate. Despite the institutional initiatives that aim at promoting gender equality on
various aspects, there are still gaps to address.
5.4.1 Institutional recommendation
The following recommendations are made based on the conclusions made earlier. They are
in such a way that their adoption with make significant contribution regarding gender
equality particularly in university setting.


The university should create environments and policies that support women‟s
attempts to combine career and family as well as focusing on how to support their
roles as mothers and academia to minimise the impact on their productivity as
professors.



University policies should run from the top management structures to the HR
department. Participants acknowledged the importance of publications for their
academic credibility as well as progression in their academic pursuit.



There should be need to incorporate a fair representation of both males and females in
terms of engaging both in committee meetings. In this way the process of promoting
participation is encouraged.



The university should have clear guidelines and each faculty should have norms
attached to these guidelines with regards to promotion and appointment of professors
which will help stabilise the institution in terms of ranks.



Creation of a gender awareness environment a workshop where people can speak on
behalf of women in a woman‟s perspective, a forum to articulate women‟s
experiences and challenges, where everybody feels protected in a safe space.
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The institution should encourage the formation of academic support networks for
women who aspire to move up the academic ladder by formulating and implementing
policies geared at fast tracking women especially black South African academician.



In terms of incentives, the university should invest more in research funds to assist in
publications; identify brilliant students particularly black female students especially
in departments where there are few black professors or lecturers and support them.



An additional recommendation is to reconsider the requirements for appointment of
female professors in general particularly those in professional fields. The criteria for
appointment of professors should have guidelines and explicit norms attached to those
guidelines.



Other possibility of research could be mentorship and mentoring programmes which
can be introduced and a system of allocating mentors should be adopted. Women can
mentor each other as well as men can mentor women with outstanding academic
background and or who demonstrated the desire to become professors.

5.4.2 Recommendations for future research
 This study was not intended to look at black female professors, however further study
can to be done which also looks at black female professors in terms of the challenges
they experience as academicians and in attaining professorship.


Identify interventions to assist female academics in their publishing endeavours. This
can promote the creation of communities of women researchers and professor who
can support and empower each other to achieve their potential.
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