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Abstract 

 

The purpose of this study is to gain a detailed understanding of the gender dynamics that help 

or hinder women in pursuit of leadership positions in a local government. The focus of this 

study is local government through a specific municipality. Local municipalities play a pivotal 

role in providing services for communities, and women in these communities play an essential 

role in influencing decisions pertaining to service delivery. Therefore, the aim of this study was 

to explore the gender representation in this sphere of government. Further to this, the study 

aimed to explore the perceptions of women pursuing leadership positions in this municipality. 

 

Qualitative research of an interpretative nature was chosen for the research methodology. Semi-

structured interviews were conducted with eight (8) women purposively sampled in the two 

wings that govern local government, the administration and political wing, to participate in the 

study. Five (5) women were in administration positions and three (3) in middle and senior 

levels of management in both the wings of the local government. The interviews were 

conducted in a language suitable to participants, data was recorded, transcribed and analysed. 

Thematic analysis was employed to analyse data and strategies to ensure that rigor of the study 

was applied. 

 

The findings of the study revealed that regardless of legislative provision aimed at empowering 

women in the workplace and gender equality, women continue to be under-represented in local 

government leadership positions, and that women still face societal and institutional gendered 

challenges. The study indicated the prevalence of gender dynamics, traditional stereotypes of 

women’s place in society, negative political interference and the lack of support towards 

women in pursuit of leadership positions. Further to this, the findings reveal that over and above 

the challenges that women face in local government, the pull her down syndrome is prevalent 

amongst women; simply put, there is a lack of support between women. 

 

Women working in local government showed to have developed coping mechanisms with 

regard to managing the gendered challenges they continue to face in pursuit of leadership 

positions and continue to seek ways that can assist them in advancing in their respective careers 

in local government. 

 



 

xii 

Recommendations have been made on strategies that can be implemented in support of 

women's career development, capacitating women for leadership positions and general 

supporting of the women in local government. 

 

Key words: Women, leadership, local, government, municipality, gender, equality 
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Chapter 1: Background and Context of the Study 

 

1.1 Introduction 

In this chapter, the contextual background information regarding the research is outlined. The 

problem statement, goal of the research and an outline of the literature overview are also 

provided. The chapter concludes with a brief discussion of the research methodology and the 

preliminary chapter classification followed in this research. 

 

1.2 Background 

The subject of women pursuing leadership positions has formed part of an ongoing 

conversation about gender dimensions in the quest of nation building in South Africa. The 

Constitution of South Africa (Act 108 of 1996), Women’s Empowerment and Gender Equality 

Policy, Affirmative Action Policy, and Employment Equity Act (Act 55 of 1998) all aim to 

address gender equality and realise women’s rights to equal treatment. The focus of the study 

is on exploring the perceptions of women pursuing leadership positions in a local government. 

 

In the past, gender roles were dictated by cultural factors. There were three basic roles that 

formed the fabric of society, namely procreation, productivity and community management 

roles (Anku-Tsede & Gadegbeku, 2014). The roles of productivity and community 

management were often perceived to be played by men whilst women played the procreation 

roles and the general up-keeping of the family. However, the role of women seems to have 

changed due to an increase in education, globalisation, adulteration of cultures, governmental 

laws and policies. Many women have become part of the workforce (Kossek & Buzzanell, 

2018). 

 

Although the status of women has improved dramatically in many societies in the 20th century, 

women still lack access to power and leadership relative to men (Commission of Employment 

Equity [CEE] Report, 2019). Women are often overlooked when it comes to the sourcing of 

talent and leaders in almost every occupation in the world — from CEO positions, corporate 

board members to university senior representative council (SRC) presidents (Kossek & 

Buzzanell, 2018). 
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This gap exits even though women make up more than half of the world’s population. Gender 

inequality has since become a top global economic risk. The inability of organisations and 

nations to fully utilise women’s skills in the paid labour market has proven to slow the world 

economic growth (World Economic Forum [WEF], 2016). A study conducted in almost 22 000 

companies in 91 countries recounted that 50% of them were lacking women in key leadership 

positions and that a forecasted increase of 30% in women’s representation could generate a 

15% increase in profits (Noland et al., 2016). 

 

The lack of women in powerful positions used to be described as a "pipeline issue," that is, the 

idea that women with the appropriate experience and qualifications were not available. 

Although the explanation of the pipeline is still common among the male chief executive 

officers (CEOs), its credibility has been diminished by the dramatic increases in women’s 

employment as managers. Since the pipeline is full of women, this idea has given way to the 

glass ceiling concept (Kennett, 2012). The concept of the glass ceiling suggests that women 

often have to face more challenges in their quest to reach the top than men. This notion remains 

the main reason for inequality in leadership positions (Noland et al., 2016). 

 

1.3 Problem Statement 

The focus of this research is on the perceived gender inequality and the practical gender 

transformation issues within the sphere of local government. According to Rhode (2017), 

women leaders tend to possess helping behaviours that can significantly improve business 

outcomes. Women often engage in transformational leadership which puts emphasis on 

teamwork, authentic communication and on inspiring and empowering followers to make a 

positive contribution in their organisation (Rhode, 2017). For most women, leadership is not 

only meant for achieving organisational goals, but it is also meant to transform and to better 

the lives of those that they are leading. Chinyamurindi (2016) and Dlamini (2014) suggest that 

men have a more privileged position compared to their female counterparts and continue to 

enjoy more preferential treatment in the workplace. This notion of gender discrimination in the 

workplace is as a result of long-standing opinions that men are seen as more competent than 

women in leadership positions (Alwis & Bombuwela, 2013). 

 

From an international perspective, the United States of America ranked ninety-seventh in the 

world for women’s representation in the political sphere (Rhode, 2017). In academia, women 
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are the majority of students (undergraduate and postgraduate); however, they represent only 

about a quarter of full professors and senior representative council (SRC) presidents. In law, 

women only hold 18% of equity partnership position in major firms. In the non-profit sector, 

women consist of three-quarters of staff positions but only hold a fifth of the leadership 

positions in large organisations. In business, women make up a third of the MBA graduates, 

but only constitute about 4% of Fortune 500 CEOs (Rhode, 2017). Judging from the above 

statistics, it could take more than a century for women to have equal representation with men 

in executive positions (Hyun & Chemorion, 2016). 

 

In most African countries, gender discrimination has been highlighted as a social injustice 

(Kwa et al., 2016). This is as a result of how culture has been shaped and explored; leaving the 

idea that woman cannot hold high leadership positions. Research indicates that women 

encounter huge challenges in filling senior positions, blaming it on the cultural perceptive that 

influences women’s participation in the organisation (Nzimande, 2018). Generally, women in 

Africa are perceived as the domesticated partner that should take care of family duties and not 

pursue careers outside of the home. A woman is believed to be better at ensuring that the home 

front is taken care of and is perceived as not competent to run the economical side of life (Hyun 

& Chemorion 2016). 

 

Booysen and Nkomo (2010), Ebrahim and Singh (2017), and Myres (2014) share a similar 

sentiment in that there are barriers that keep women from being advanced to leadership 

positions. These are, amongst others, discrimination (gender discrimination included), absence 

of or low trust, cultural struggles, low commitment and responsibility to employment equity 

from top management, a lack of cultural understanding, women who are new to the 

organisation are expected to understand the organisational culture, and a white male-dominated 

culture that keeps on barring new recruits from advancing (Klenke, 2018). 

 

In South Africa, patriarchal powers seem to be resolute. Patriarchy has continued, partly 

attributable to the unintended consequence of the struggle against apartheid when women made 

sacrifices for the “greater good”. This meant that women remained silent even when men 

leading the African National Congress (ANC) abused their power (Thobejane, 2015). 

Regardless of women’s commitment and contribution to the apartheid struggle, they were never 

considered as truly equal to men in the patriarchal and hierarchical structures of the ANC and 

its armed wing, uMkhonto we Sizwe. The irony was that the fight for equality did not extend 
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to gender equality, despite the rhetoric of a “non-racist and non-sexist and democratic South 

Africa” (Thobejane, 2015). 

 

This study aims to focus its attention on how women are represented in leadership positions in 

the public sector, particularly in local government. For this purpose, we took a look at the 2016 

local elections statistics. This would shed a light on what the numbers looked like in local 

government and enlighten the study. Local government is largely political in nature, and these 

elections indicated to us exactly what the complexion of local government looks like (Hicks et 

al., 2016). 

 

In South Africa, the councils of metropolitan and local municipalities are elected through using 

a system of mixed-member proportional representation (De Visser & Steytler, 2016). Half of 

the seats in each municipality are elected through the first-past-the-post system in single-

member wards and the other half is allocated according to the proportional representation (PR) 

system. The mixed-member proportional representation calculates the number of ward seats 

won by a party and ensures that the final number of seats held by that party is proportional to 

their percentage of the overall vote (De Visser & Steytler, 2016). District municipality councils 

are partially elected by proportional representation and partly appointed by the councils of the 

constituent local municipalities (De Visser & Steytler, 2016). These partial appointments speak 

to women’s progression into leadership positions and their career advancement. Women’s 

representation in local government has seemingly increased from 38% to 41% of elected 

councillors in the 2016 municipal elections. Since 2008, South Africa has embarked on a 

journey of committing to time-bound targets of spearheading women’s development and the 

quest of achieving socio-economic rights, which include the attainment of 50% women’s 

representation in all leadership positions (Hicks et al, 2016). To achieve this, South Africa 

joined the Southern African Development Community (SADC) Heads of State in adopting the 

Gender and Development Protocol in 2008, and in 2015 further joined the world community 

in adopting the Sustainable Development Goals (Hicks et al., 2016), which advocate for 

women’s participation and equal opportunities for leadership at all levels of decision-making 

in public, economic and political life. Even with such commitments, political parties have 

shown little commitment to the advancement of gender equality in South Africa (Hicks et al., 

2016). 
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Table 1 below encapsulates women’s local government election results over the five (5) 

municipal elections that South Africa has had since the dawn of a true democracy in 1994. The 

results depict progress in the first three (3) municipal elections, with women’s representation 

rising from 19% in 1995 to 29% in the year 2000. The results showed a significant increase in 

2006, when women’s representation increased to 40%; this was after the ANC adopted a 50/50 

quota in 2006. The 2% decline in 2011 was a bitter blow for the equal representation campaign. 

However, in the 2016 municipal elections, women’s representation on all seats (Wards and 

Proportional Representation) showed a steady increase, with the representation being higher 

than it has ever been. The increase from 38% in 2011 to 41% in 2016 was most welcomed but 

it was still shy from the SADC Gender Protocol target of 50% (Hicks et al., 2016). 

 

Table 1 

Women’s Representation in Local Government 2016 

Year % Women Ward % Women Proportional 

Representation 

% Women overall 

1995 11% 28% 19% 

2000 17% 38% 29% 

2006 37% 42% 40% 

2011 33% 43% 38% 

2016 33% 48% 41% 

(Hicks et al, 2016) 

 

The World Bank shares similar sentiments with the SADC Gender Protocol target of 50/50 

representation of both genders (World Bank, 2015). The World Bank found that there is a direct 

correlation between the Gross Domestic Product (GDP) and gender equality in a country. This 

clearly includes all spheres of government in a country, including local government. 

 

The 2019 Commission of Employment Equity report (CEE Report, 2019) provides statistics 

that suggest that women and people with disabilities remain under-represented at top, senior 

and middle management levels. These report findings also suggest that there are minimal 

changes in the top and senior management representation among the African male and women 

population. These report findings also suggest that men continue to hold the majority of 



 

6 

leadership positions in the South African local government spheres, which begs the question 

whether South Africa will ever have equal standing when it comes to representation at the top 

(CEE Report, 2019). 

 

Table 2 

Workforce Profile at the Senior Management Level by Business Type, Population Group 

and Gender 

Business 

Type 

Male Female 
Foreign 

Nationals 

Total 

A
fr

ic
a

n
 

C
o

lo
u

re
d

 

In
d

ia
n

 

W
h

it
e 

A
fr

ic
a

n
 

C
o

lo
u

re
d

 

In
d

ia
n

 

W
h

it
e 

M
a

le
 

F
em

a
le

 

% % % % % % % % % % % 

National 

Government 
45.7 6,3 5.6 5.8 27.3 2.7 2.7 3.4 0.5 0.2 100.0 

Provincial 

Government 
49.3 5.8 2.2 5.3 28.1 3.7 1.9 3.4 0.0 0.3 100.0 

Local 

Government 
51.8 6.6 4.6 6.7 24.9 1.9 1.3 2.2 0.1 0.0 100.0 

Private 

Sector 
7.9 3.2 7.1 56.4 3.9 1.9 2.9 13.2 3.0 0.5 100.0 

Non-Profit 

Organisations 
20.3 5.7 3.6 25.4 13.1 3.6 3.8 19.4 3.2 1.9 100.0 

State-Owned 

Enterprises 
37.1 3.7 6.4 16.1 22.9 2.7 2.8 6.7 1.0 0.5 100.0 

Educational 

Institutions 
12.9 2.4 3.4 35.5 8.4 2.0 2.1 28.6 3.1 1.5 100.0 

(CEE Report, 2019) 

 

Table 2 indicates that African males are mostly represented in the government sphere and that 

the representation of the female groups at senior management level is reasonable. However, 

Table 2 tabulates the breakdown in percentages; representation of women in local government 

is nowhere near being equal to male representation, and this prompts this research into finding 

out what could be the perceptions of women given this reality. 
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1.4 Research Question 

The research question below is aimed to meet the research objectives: 

What are the perceptions of women in a local government regarding leadership positions? 

 

1.5 Research Objectives 

1.5.1 General Objective 

This research aims to explore the perceptions of women pursuing leadership positions in a local 

government. 

 

1.5.2 Specific Objectives 

To explore the perceptions of women pursuing leadership positions. 

To get a further understanding of the perceptions of women already in leadership positions in 

a local government. 

To utilise findings to aid future research in women studies. 

1.6 Research Design 

1.6.1 Research Approach 

This research followed a qualitative approach that is of an interpretative nature. Qualitative 

research focuses on the capabilities of human behaviour and not on the quantifiable aspects of 

human behaviour as seen in quantitative research (Marshall & Rossman, 2011). The term 

“interpretative” in the context of this research meant that the qualitative research was not 

focused on explaining the women participants’ behaviour in terms of universally valid law or 

generalisations, but rather it was aimed at understanding and interpreting the meanings and 

intentions underlying their lack of upward movement to leadership positions and their current 

journey in these leadership positions (Schurink, 2007). 

 

1.6.2 Research Strategy 

The researcher took a phenomenological approach as it best described how human beings 

experience a certain phenomenon. A phenomenological study tries to set aside biases and 

preconceived assumptions about human experiences, feelings, and responses to a particular 

situation. It also allowed the researcher to explore perceptions, perspectives, understandings, 

and feelings of those people who have actually experienced the phenomenon of interest. The 

researcher conducted the research through the use of semi-structure interviews with women 
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trying to enter into and women already in leadership positions in local government and by 

studying their perspectives. The researcher made generalisations regarding what it is like for 

the participants trying to enter into leadership positions in local government and those already 

in them (Creswell, 2014). 

 

1.7 Research Method 

1.7.1 Literature Review 

A complete literature review regarding women in pursuit of leadership positions in a local 

municipality was conducted. Articles, journals (Journal of Competitiveness, Journal of 

Business Ethics, International Journals, International Journal of Social Science and Humanities 

Research, SA Journal of Human Resource Management, International Journal of Social 

Science and Humanities Research, etc.), and textbooks which were relevant to the study and 

which were not older than 15 years, were studied, these sources were consulted by utilising 

searches on databases and on the internet. Older resources, however, were included where 

important and relevant. 

 

1.7.2 Research Setting 

The research setting was at a local municipality. The interviews were conducted in the offices 

of the participants and some were conducted in the boardroom on the premises of the 

organisation to ensure familiarity and to guarantee that participants were comfortable and free 

from interruptions. To minimise disruption, meeting requests were sent out to the participants 

to ensure that they were booked for that particular time in their diary. The interviews were 

conducted in their offices and the organisation’s boardroom which had adequate lighting and 

air-conditioning, comfortable chairs, and a table. Five (5) interviews took place on the premises 

of the local government and three (3) interviews were conducted virtually because of the 

lockdown restrictions in South Africa due the Covid-19 pandemic that the country currently 

faces. Those that were conducted virtually were at a scheduled time where the participants felt 

comfortable to converse with no disruption from their families. 

 

1.7.3 Researcher’s Role 

Ritchie and Lewis (2003) address the relationship between the researcher and the research 

participant. In a purely scientific sense, the researcher should not influence the phenomenon 
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under study. However, since studying a social phenomenon is based on a relationship between 

at least two people, this relationship may influence one's understanding of the phenomenon. In 

qualitative research, it is generally acknowledged that the researcher becomes the research 

instrument (Schurink, 2007). This has resulted in the researcher paying much attention to their 

role and how to manage subjectivity. The researcher considered the following: 

 The researcher became immersed in the participants and their social interactions. 

 The researcher applied varying interactive social roles when observing, interviewing 

and interacting with the participants to collect, interpret and validate the data. 

 The researcher did their best to avoid bias in order to remain objective. 

 The researcher dealt with their own experiences and viewpoints. 

 The researcher kept a diary to document their experience and reflect on their 

understanding of what their reality is and that of their participants. 

 The research used a different municipality to the one where she was working. 

 The researcher would be on time and ensured that professionalism was maintained. 

 

1.7.4 Participants 

In identifying participants for the sample, this research was restricted to the public sector (local 

municipalities), as this is the area of the economy where men hold senior management positions 

as opposed to the woman (CEE Report, 2019). According to the CEE Report (2019), it is more 

applicable to conduct research in local government because there are fewer women in senior 

management and conversations with them would add significantly to this specific research 

topic. 

 

The researcher used a non-probability sampling method, where women were purposively 

sampled to get the meaningful intended information for this research (Klenke, 2018). A 

purposive sample is based on the characteristics of the population and the objectives of the 

study; this technique allowed the researcher to rely on their own judgment when choosing 

participants to take part in the study (Creswell, 2014). The researcher conducted eight (8) semi-

structured interviews with women of all ages, in positions a level lower than management 

positions; women in leadership positions and women pursuing leadership positions in local 

government, with the aim of extracting the required information. If data saturation was not 

reached after these interviews, more interviews would be conducted until new information was 

extracted. In addition, recommendations for additional participants would be made by 
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participants who had already been interviewed, using the so-called snowball sampling 

technique. This was, however, not required, as data saturation was achieved with the initially 

selected participants. 

 

1.7.5 Data Collection Method 

Face-to-face semi-structured interviews were used for the purpose of this research. Because of 

the restrictions on the movement of people due to the lockdown situation in the country, a few 

of the interviews had to be done virtually. These allowed the researcher to explore the attitudes, 

values, and beliefs of the participants (Mack et al., 2005). The semi-structured nature of the 

interviews enabled the examination and exploration of any other topics that might not have 

been identified in the literature. In qualitative research, the interviewer uses interviewing 

questions and observations in a way that allows the interviewee to openly share their 

experiences and thoughts on the subject. This flexibility allows liberty and adaptation. 

Participants can then respond immediately and elaborate in more detail (Klopper, 2008). The 

researcher used 2 open ended question at the beginning of each interview. The questions were 

specific to both ranks of women in the sample and depending on the response from the 

participant, the researcher probed further. The question for women pursuing leadership position 

in local government was “what are your perceptions about women pursing/trying to enter into 

leadership positions in local government?” and the question for women already in leadership 

positions was “what are your perceptions regarding women pursuing in leadership positions in 

local government and please explain what your journey leading into this leadership position 

was?”.  

 

1.7.6 The Research Tool 

Semi-structured interviews were the research tool utilised in this research. These types of 

interviews are described as more flexible than structured interviews which are rigid in their 

approach. The researcher drafted an interview guide that included both closed-ended and open-

ended questions, but during the interview there would be more freedom to adjust the flow of 

the interview and add questions based on the framework of the participants’ responses (Zhang 

& Wildemuth, 2006). Semi-structured interviews allowed the researcher to establish rapport 

with the participant, allowed flexibility when asking, the researcher was freer to probe 

interesting areas that arose and it allowed the interview to follow the participant’s interests or 

concerns (Creswell, 2014). 
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1.7.7 Procedure for Data Collection 

The researcher used the assistance of the human resource department of the local government 

to source the identified women in the municipality. The interested participants made contact 

with the human resources department and the researcher directly via telephone and e-mail. 

They were given a brief background of the research, meetings were scheduled and informed 

consent letters were signed. These letters highlighted the purpose of the research and the value 

of their contributions to the research. A semi-structured interview question process was the 

method utilised for data collection. The researcher interviewed the participants in their 

preferred setting. The interviews were no longer than an hour each. The researcher voice-

recorded the interviews with the participants’ consent. 

 

1.8 Data Analysis and Interpretation 

The information was obtained through the interviews and was analysed using thematic analysis. 

Howitt (2010) states that in the thematic analysis, an analysis of what is said and not necessarily 

how it is said is studied. The following steps were followed to do a thorough analysis: 

 Familiarising yourself with your data: required reading through all the transcripts to get 

a general idea. It was important to make notes of first impressions. 

 Generating initial codes: Words and sentences were labelled. The aspects that were 

coded were anything that was repeated several times. 

 Reviewing themes: A decision was made whether there was a hierarchy between the 

themes if there was one theme that was more significant than the others. 

 Producing the report: Results were presented in a formal, clear, consistent, objective 

and logical manner. The reporting also aimed to represent the findings rationally and 

have a prototypal nature. The analysis of data encompassed reading interview notes and 

referring back to audio tapes and was prepared manually. 

 

1.8.1 Strategies Employed to Ensure Quality Data 

Considering that qualitative research is subjective by nature, it is generally problematic to 

establish reliability and validity of the findings (Creswell, 2014). Qualitative researchers aim 

to design and incorporate methodological strategies to ensure the ‘trustworthiness’ of the 

findings. Such strategies include: 
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 Ethics: Researchers should keep all correspondence and consultations between 

participants and themselves confidential at all times. This is crucial as private and 

personal information is shared (Goodwin & Goodwin, 2014). 

 Meaningful coherence: It is imperative that the study answers all research questions, 

and remains with the chosen paradigm and joins data analysis (Tracy, 2010). 

 Credibility (similar to validity): Concerned with inaugurating a match between 

participant’s interpretation of realities and the researcher’s claims (Gunawan, 2015). 

 Transferability (similar to generalisation): This is the extent to which the research can 

be applied to other contexts (Flick, 2009). 

 Dependability (similar to reliability): Concerned with the idea that if the research was 

done again using the same participants and methods under similar circumstances, the 

new researcher would get similar results (Gunawan, 2015). 

 Conformability (similar to objectivity): Has to do with ensuring that the researcher’s 

assertions are not based on their biases, preconceived ideas or preferences (Gunawan, 

2015). 

 

1.9 Ethical Considerations 

Ethical considerations concern both the researcher’s responsibilities as well as the participants' 

rights. Researchers need to maintain respect for participants' dignity. The participants were 

informed of the research and were given the right to choose whether to participate or not. This 

was achieved through informed consent, which meant that participants knew and understood 

what participating in the research involved and that participation was entirely voluntary 

(Creswell & Creswell, 2018). To address ethical issues in this study, the research proposal was 

submitted to the Economic and Management Science Research Ethics Committee (EMS-REC) 

of the North-West University for review. The study was approved and was assigned an ethics 

number (NWU-00797-19-A4) (see Appendix A), and a further ethics approval was granted due 

the Covid-19 pandemic (see Appendix B). The researcher was further cleared by the NWU’s 

ethics committee to conduct virtual interviews. The medium that was used was WhatsApp call 

as participants preferred. This worked out well, apart from one participant who got cut off at 

the end of the interview by network issues. This did not pose a challenge, as the gist of what 

she had to say had already been captured and recorded. The participants were made aware that 

they could withdraw from the research at any point. It was also important that the privacy of 

participants was respected and that confidentiality would be maintained. Maintaining 
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confidentiality means that the participant’s identity and the location in which the research takes 

place are protected. Trust also needs to be established in the researcher-participant relationship. 

The results will be kept in the universities archives (Creswell, 2013). 

 

1.9.1 Protection from Harm 

Creswell (2014) states that for the research process to follow the correct ethical steps, all parties 

involved must be protected from any harm. Permission must be sought from the beginning and 

respect must be shown at all times (respect for the participant’s time and workplace). 

 

1.9.2 Privacy, Confidentiality and Anonymity 

In order to assure the privacy, confidentiality, and anonymity of the data, all participants' names 

and biographical information will be kept private and the data will be reported in an anonymous 

manner. Participants were allocated numbers to protect their identities. Records of all the 

material, i.e., informed consent, notes, and recording will be archived by the university for 5-

10 years in accordance with the policy of the university. 

 

The researcher ensured that this study was carried out in an ethical manner by adhering to the 

four general principles set out in the APA Code of Ethics. Goodwin and Goodwin (2014) 

described them as follows: 

 The researcher will act with benevolence and non-maleficence, by regularly assessing 

the benefits of the research, while pursuing to accomplish the greatest good in the 

research; 

 The researcher is obligated by fidelity and responsibility to be aware of their 

responsibility to society, as well as their role to illustrate the highest standards of 

professional behaviour; 

 The researcher is bound by integrity to be brutally honest in the entire research 

endeavour; and 

 The researcher should be fair to each research participant, with the aim of preserving 

the highest level of expertise which will alleviate any form of prejudice. 
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1.10 Expected Contribution of the Study 

Considering the limitations of this research and the study’s explorative-descriptive nature, it 

might be too ambitious to claim theoretical, methodical and practical contributions. This 

research will add the following value. 

 

1.10.1 Literature 

This research was aimed at describing women’s perspective on how organisational, personal 

and societal obstacles have an impact on their upwards mobility in the workplace. This research 

also aimed to close the literature gap that is in social sciences regarding obstacles facing women 

in the workplace. 

 

1.10.2 Discipline of Industrial Psychology 

This research will contribute to the limited local qualitative studies and leadership research on 

women’s studies and perceptions of women seeking upward mobility in the workplace. The 

researcher believed that undertaking a qualitative research design would provide a deeper 

understanding of issues surrounding the gender dynamics that are at play in women’s upward 

mobility and leadership. 

 

1.10.3 Contribution to the organisation 

The expected practical value of the research was to use the information gained from the 

research findings to ensure that local government understands the gendered dynamics that 

women face on a daily basis and to provide guidelines to local municipalities on interventions 

that could be used to mitigate these dynamics with the aim to accelerate the movement of 

women into leadership positions. 

 

1.11 Conclusion 

It is clear that there are still obstacles to women's advancement in general within the South 

African public sector. Women in leadership positions remain under-represented, in spite of 

their qualifications and experience. The goal of Chapter 1 was to provide the objectives and 

the research methodology with context and background. The research article that will include 

data, background and findings after the study was conducted follows in Chapter 2. The report 
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will be concluded with the third chapter as well as the limitations and recommendations and 

further analysis. 

 

1.12 Chapter Division 

The chapters in the mini-dissertation are presented as follows: 

Chapter 1: Introduction. 

Chapter 2: Research article. 

Chapter 3: Conclusions, limitations and recommendations. 
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Chapter 2: Research Article 

 

Exploring the perceptions of women pursuing leadership positions in a local government 

 

Abstract 

Orientation: Literature reveals that for an extended period of time, there has been 

marginalisation of women in the workplace, particularly women in leadership. Women are 

often overlooked when it comes to positions in leadership across all spectrums in the working 

environment. In spite of women making up the majority of the population in the world, they 

remain under-represented in leadership positions. In South Africa, employment legislation has 

been enacted in order to give effect to the Constitution and to protect all employees, including 

women, in the workplace. Even with this in place, there still seems to be inequality of gender 

in the work environment. 

 

Research purpose: The purpose of this research is to gain an in-depth understanding of the 

gender dynamics that endorse or impede the participation of women in leadership positions 

within a local government. 

 

Main findings: Four (4) themes emerged: (1) Patriarchal culture, (2) Political interference, (3) 

The impact of qualifications on women’s career advancement into leadership positions, and (4) 

Managing multiple roles. 

 

Practical implications: The public sector may benefit from understanding the gender 

dynamics that women experience. Possible interventions in the form of policies can be 

designed to assist women in progressing into leadership positions, and to provide local 

municipalities with information that can ensure they engage more on the diversity agenda. 

Recommendations will be made to local government to advise them on making concerted 

efforts to assist women’s movement into leadership positions. 

 

Contribution/value add: This research aims to fill the literature gap with regard to women 

studies in local government. 

 

Key words: Women, leadership, local, government, municipality, gender, equality 
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Literature Review 

Introduction 

The study of leadership is based on the paradigms that have been created over time. The 

theories and methodologies that have been established and benchmarked for the practice of 

leadership are in a state of transitioning. A lot of what we have come to know about leadership 

came from the context of hierarchical bureaucratic structures. Leadership in that context is 

therefore known as an ideology that supports nuances of power, authority, an integrated flow 

of information and top-down instructions from the chief executive officer (CEO) as the head 

of the organisation (Klenke, 2018). 

 

The King IV Report on Corporate Governance for South Africa 2016 (Institute of Directors 

South Africa, 2016) emphasises the need for leadership in organisations to be as diverse as 

possible in order to take full advantage of the benefits and insights offered by a wide range of 

viewpoints and skills. This diversity allows the people in leadership positions to play their roles 

and functions in governance as objectively and efficiently as possible. By having a mix of 

expertise and experience, leaders are able to guide both the business and the company strategy 

more effectively. 

 

Local Government in South Africa 

According to the Constitution of the Republic of South Africa (Act 108 of 1996), a local 

municipality is a political sub-division of a state within which a municipal corporation has been 

established to provide general local government for a specific population concentration in a 

defined area. Municipalities are a division of local government and they are part of the primary 

level of democratically elected government structures in the country. South Africa has three 

(3) categories to which its 284 municipalities belong. The Constitution refers to these 

categories as Metropolitan (Category A), District (Category B) and Local Municipalities 

(Category C) (Constitution of the Republic of South Africa, 1996, Chapter 7, section 155). 
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Figure 1 

Categories of Muncicipalities 

 

 

Metropolitan municipalities represent large regions that consist of urbanised areas that might 

be regarded as a city; District municipalities consist of a class of municipalities found in several 

locations; and a local municipality shares authority with the district municipality under which 

they fall. This research will be conducted in the local government sphere because according to 

research, there seems to be a perception that women are under-represented in leadership 

positions, therefore this research can help us to comprehend why this is the case. 

 

Women in Leadership Positions in Local Government 

Key findings from the 2017 census of the South African Association of Business Women 

(BWASA) report (BWASA, 2017) indicate that women make up 51% of the total population 

but only 44.3% of the working population. The 2017 Census reveals that just 20.7% of directors 

and 29.4% of senior managers are women. Women account for only 11.8% of CEOs or 

chairpersons at the top management levels of organisations. Between 2008 and 2017, however, 

the percentage of women leaders (chairpersons and CEOs) in organisations increased more 

rapidly than the percentage of women directors in organisations. In 2008, just 7.8% of the 

businesses had female CEOs and chairpersons. The number of female chairpersons and CEOs 

grew by 51.3% by 2017. Over the same time, the proportion of female directorates increased 

by 44.8%. Although intensive efforts have been made to increase the representation of women 

at the top of the organisations, albeit gradually, it is still a concern that advancement at the 

executive manager level has been slowest, growing by only 16.2% over a period of nine (9) 

years. These statistics prompt us to further investigate the factors influencing the low increase 

in women in leadership. 

 

A study conducted by Phala (2011) states that although there is a high number of women in 

South Africa’s parliament, this does not translate in the representation of women in local 

government. It therefore disguises the inequality and may make studies such as these appear to 
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District

Municipality
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be irrelevant. The study further indicates that women’s representation in local government is 

often restricted to them being councillors and does not focus on the holistic view of 

transforming the work model of leadership, with the specific focus on the general challenges 

faced by women and women in leadership. A number of factors often affect how society at 

large and organisations in particular view the role of women and they often pose as challenges 

in the advancement of women in leadership roles. The undercurrents surrounding women in 

local government leadership positions present an opportunity to ask fundamental questions, 

such as why gender representation in leadership positions is still unequal and skewed. The 

participation of women and their occupation of leadership positions in local government 

matters represents their quest for independence in these critical areas of life. 

 

Impact of Culture on Women Leadership 

According to Unal (2017), culture and gender have been used significantly in excluding women 

from taking up leadership positions. This is a result of the gender stereotypes that are used in 

patriarchal societies to dictate gender roles. This has had a great impact on women who already 

believe that they are mediocre in the society and the male is greater, henceforth the deep-seated 

stereotypes are also upheld by the women. Unal (2017) describes culture as common beliefs, 

values, shared behaviour, identities and events that result from a common experience of a 

society which then get passed on to the following generation. Ayman and Korabik (2010) 

define culture as a learned pattern of shared meaning, feelings and behaviour that a distinct 

society possesses. The biggest challenges that women pursuing leadership positions face are 

due to cultural values and practices. Culture influences leadership significantly, causing great 

difficulties for women to be leaders in their respective societies (Unal, 2017). 

 

Some of the challenges facing institutions, such as local government, are that democracy and 

human rights have been defined and construed in relation to men’s experience. The Women’s 

Charter for Effective Equality [WCEE], 1992 argues that perhaps they both came about when 

men commanded authority and manipulated them to reflect their own male agendas (Matoane, 

2015). Unfortunately, though, for democracy and human rights to be meaningful to women, 

space must be created for women to participate in and shape the nature and form of women's 

participation. 

 

In a study conducted by Matoane (2015), it was found that women felt that culture and tradition 

define the way in which they are viewed in all spheres of life, how they should be expressing 
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themselves, their roles and responsibilities in the community and how most of the decisions 

regarding development are made by men. 

 

The Constitution of South Africa (Act 108 of 1996) exemplifies conflict between culture, 

tradition and basic human rights in that the customary law protects the positions of men in 

communities to the disadvantage of women. This is reiterated in a study conducted by Khunou 

(2019) that culture was found to be a great impediment to women’s advancement into senior 

positions because women were expected to be homemakers with the main functions of taking 

care of their children and family whilst running the household; the belief that they are the 

inferior gender often lead to women always having to “know their place” in society and respect 

men and elders. The study further found that these cultural factors posed serious challenges for 

women in the workplace as they have to work with men and the elderly on a daily basis. Women 

in leadership positions often have to stand up for themselves and this in turns requires them to 

lay down the law or give instructions as their senior status required. This was and is still being 

observed as them defying cultural beliefs, as that behaviour is perceived as not acting 

“womanly” (Khunou, 2019). Mupambirei (2013) states that because of the above-mentioned 

factors, some women end up not pursuing or accepting promotion into leadership positions, as 

the prerequisites of such roles do not fit in with society’s expectations of women’s role and 

responsibilities. 

 

Gender Stereotypes 

Mackay et al. (2010) suggest that gender should be understood as a constituent part of social 

relations focused on perceived disparities between women and men (socially-composed and 

culturally variable) and as the primary way to represent (and naturalise) power structures and 

hierarchies. Gender thus acts on the interpersonal level of subjectivity, where individuals 

classify and coordinate their interactions with others. 

 

Gender stereotypes in this context refers to expectations posed on women in the workplace. 

Gender stereotypes have an effect on men’s and women’s lives and they are shaped by different 

expectations and opportunities. According to gender philosophy, masculinity is associated with 

individuality, rationality, and aggressiveness. On the other hand, femininity is associated with 

submissiveness and emotionality, which in turn continue to reinforce a gendered division in 

the labour force where decision-making and high paying jobs are viewed as unsuited for 

women, thus favouring men (Clarke & Braun, 2009). Unal (2017) suggests that because of 
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gender stereotypes, women find themselves in conflicting roles. Unal (2017) further explains 

that conflicting roles are interruptions to women trying to get into leadership positions. This is 

because of the expectation that as the child-bearer, the woman is expected to take care of family 

whilst her career remains on hold (Rudman & Phelan, 2010). This becomes a challenge for 

women because a healthy balance must be forged between career and family. According to 

Herring (2009), tradition suggests that a woman should be taking care of family matters and 

not career work. 

 

In most cases exclusions exist because of the traditionally-held patriarchal views that continue 

to perpetuate views that women do not belong in the public sphere. These views originate from 

the public and private sectors’ hidden assumptions that in some way shapes the gendered 

organisation of reproduction and production. These assumptions are often not openly evident, 

although they assign roles and responsibilities innately to women and men (Matoane, 2015). 

These very stereotypes have entrenched themselves in the unfounded gender views that a 

woman’s place is in the kitchen, thus in turn having effectively limited and reduced women’s 

abilities in the public sphere. When women eventually make strides into the public sphere, they 

often find themselves in occupations that are an extension of their domestic roles, where the 

responsibilities are that of nurturing and caring. Examples of these occupations are teaching, 

nursing, secretarial, personal assistant positions and many others (Nkwana, 2011). 

 

Matoane (2015) speaks of the concept of gendered expectations and silences. This is the study 

of what is not being said. Women face daunting challenges but many of these challenges remain 

unspoken. The study by Matoane (2015) found that because of expectations of what a woman’s 

role is in society and in organisations, women often fear being isolated. When given the 

opportunity to voice these challenges, they remain vulnerable and overwhelmed. The study 

further found that because of this notion, it was almost as if women were done a favour by 

being in leadership positions and the expectation is that women need to consult and still get 

buy-in from their male counterparts to be able to make any kind of contribution and to be 

supported. 

 

The South African National Policy Framework for Women's Empowerment and Gender 

Equality (2000), also known as the Gender Policy Framework, is a framework that recognises 

that women and men should be accorded equal rights in order to achieve gender equality. It 

acknowledges that social and cultural factors have influenced the view that women are inferior 
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to men and have thus placed them in unfavourable positions in the private and public domains. 

This has led to men having more power and taking decision-making and leadership positions. 

It also realises that the effects of patriarchy cannot only be seen in the home, but have also 

filtered into the workplace (South Africa's National Policy Framework, 2000). This framework 

is an attempt to ensure that gender equality is central to the transformation of South Africa at 

all levels, i.e. in all programmes, practices, procedures, policies, institutions and structures, not 

only of the government, but also the private sector. It therefore serves as a guideline for all 

sectors and can be used to address the issue of gender stereotypes in the workplace (BWASA, 

2017). 

 

Organisational Barriers 

Khunou (2019) defines the glass ceiling as the favour of men over women holding leadership 

positions. Some people contend that the glass ceiling is more of a social blocker than an 

individual barrier, while others argue that corporate culture or organisational barriers are to 

blame for the lack of advancement in the leadership position for women (Elmuti et al., 2009). 

Organisational barriers refer to the organisational-level issues that affect the differential hiring 

and promotion of men and women. While these barriers vary significantly between 

organisations, they can create a huge roadblock preventing women from advancement to top 

management (Elmuti et al., 2009). 

 

There is a move away from the agenda of equality to emphasise personal responsibility, in 

which competition, individuality, autonomy and efficiency in the global market are 

commended (Noble & Moore, 2006). This school of thought encourages everyone to do it with 

hard work and talent. However, it completely ignores the fact that inequities still need to be 

addressed. This can be seen as a move back to patriarchal and hetero-sexist practices, where 

the needs of women are ignored. Differences in leadership styles may be immaterial, but gender 

differences in the workplace do indeed exist, in the form of inequities and the under-

representation of women in certain occupations and positions, predominantly those of power, 

decision-making, and leadership (Shefer, 2001). 

 

A study by Kiaye and Singh (2013) on the “glass ceiling” paid attention to issues that posed as 

barriers to the progression of women. These were centred on social roles, personal 

characteristics and situational barriers. These factors seemed to be strong barriers to the 

advancement of women. Other factors that were found from the study included gender 
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discrimination, a lack of respect from male counterparts and insensitive handling of the 

multiple roles played by women, family commitment and relocation. 

 

Research done by Khunou (2019) found that other factors contributing to organisational 

barriers were internal challenges, where sexual harassment and sexism surfaced as causes for 

a lack of advancement for women. The women felt that they constantly had to fend for their 

personal safety whilst pursuing leadership positions, while this was not the case with men. 

Khunou’s (2019) study also found that managing team dynamics appeared as another 

contributing factor to women’s lack of success in leadership roles, as most women time and 

again feel the need to have a male leader over a female leader. This view causes a split in most 

teams and requires that the women leader must spend more time focusing on managing the 

team rather than the actual work. The study also found that work-life balance was a barrier in 

women’s career advancement because women often have to work long hours in male-

dominated organisations trying to prove themselves, whereas ideally, they would like to have 

a more balanced life where they spend adequate time with both family and their work. 

 

Matoane (2015) contends that since municipalities are political institutions by nature, it is 

believed that men and women who enter leadership positions do so because of their political 

alliances rather than their personal capabilities. This often means that men and women feel 

indebted to these political parties and remain loyal even when things are not being done 

correctly. Men and women fear being labelled “anti-revolutionary” because of the fear of being 

recalled or being redeployed. This notion has entrenched itself in the running of municipalities 

and has blurred the lines for revealing women’s abilities according to their qualifications and 

capabilities, and instead has caused a rise in fear of being victimised in the form of sexual 

harassment. Therefore, political interference can be seen as an organisational barrier in local 

government. 

 

Patriarchy’s Dominance 

Patriarchy promotes masculinity, privilege, dominance, and identifying control obsession as 

one of its key components, supposedly controlling women, resources, and opportunities among 

others (Nzimande, 2018). This has a very long tradition and is also profoundly rooted in society, 

from generation to generation, because it has conferred profit and privilege on the male gender. 

Life is seen from a male viewpoint only, what is referred to as “patriarchal mirroring” 

(Matoane, 2015). From this perspective, men as the more dominant gender are provided with 
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many opportunities to decide almost every aspect of life, culture, and language, among others. 

Men get to set the basic standard of living (Khosa, 2019). 

 

Patriarchal domination has painted itself as a kind of ethics code for men. It is an ethics of 

thought, written and taught by, to address men and to free men. In this movement women are 

only seen as objects or at most partners that are meant to be conditioned into being the best 

desirable partners that the men can easily control. In simple terms, women are expected to be 

inferior to men (Kwa et al., 2016). The concept of women being overpowered by men originates 

from unequal power relations, which also propagate women’s inferior status and men’s 

superior status in the community and filter through to all other societal institutions of influence 

(Matoane, 2015). This notion gives precedence to sexism, which perpetuates the inferior status 

of women in relation to the superior status of men. Largely because patriarchy has set its 

foundation, power remains unbalanced and continues to decide the extent and levels of entrée 

for women into leadership positions (Gasela, 2007). 

 

Pull Her Down Syndrome (PHD) 

The pull her syndrome can be described as women opposing women on matters pertaining to 

leadership. Mutsagondo (2015) suggests that women often feel the need to entertain PHD, 

because most women are of the worldview that they live in a male-dominant patriarchal world 

and for them to succeed in it, they need to demonstrate that they are on the side of the more 

powerful structure, which is the male structure. The power structure has all the advantages and 

for women to forge their way ahead, the only way is to sell out on other women (Lamb, 2013). 

Pulling other women down is the easy way out, as going against the norm fighting for women’s 

rights and equality sometimes leads to victimisation and women end up facing the 

consequences individually rather than as a collective. This syndrome is fostered by external 

forces which intend on breaking the womanhood chain (Tau, 2017). 

 

Knight (2011) shares similar sentiments about the PHD syndrome, but rather calls it the "Queen 

Bee Syndrome (QBS)". QBS manifests when women in high-level positions detach themselves 

from their female subordinates. Equally so, Mwando et al. (2014) found that women leaders 

are likely to be evaluated negatively by their female subordinates; this in turn becomes a 

double-edged sword obstacle to women’s efforts to get into leadership positions. 
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The PHD syndrome is a sign that whilst the gender agenda tends to see women as targets rather 

than perpetrators of gender-based oppression, women are not united, they do not support each 

other and their social status, personalities, leadership rank and wealth sometimes lead to the 

inequality within themselves (Kellerman & Rhode, 2014). 

 

Conclusion 

The literature review reflects a long tradition of deliberations on a variety of gender inequality 

issues, including gender discrimination, patriarchy, set social and organisational expectations 

in the form of gender roles, culture and tradition. It thus provides a clear theoretical basis and 

context for building on the gender gap in leadership roles in local government. The researcher 

therefore utilised this background information to show that the gendered experiences of women 

in pursuit of leadership positions are not homogenous; they are influenced and defined by the 

various socio-economic and political issues that are at play within the environment in which 

they find themselves. 

 

Research Methodology 

Problem Statement 

South Africa is a democratic country that is governed by a constitution. The Constitution (Act 

108 of 1996) advocates for equal rights for all its citizens in all spheres of life. With this in 

mind, research has found that women in the workplace, particularly in local government, are 

under-represented in leadership positions. This is despite efforts from legislation, such as the 

Employment Equity Act (Act 55 of 1998), Affirmative Action Policy, Gender Equality Policy 

and the Gender Policy Framework (also known as the South African National Policy 

framework, 2000) to address this inequality (Matoane, 2015). 

 

There is no doubt that women have made advancements in attaining leadership positions in 

government as a whole. However, when the focus is put on local government, the CEE reports 

a 32.2% representation of women in leadership positions, which is a clear indication that the 

representation between males and females is not equal (CEE Report, 2019). This allows this 

research to delve deeper into why there is such a huge gap between the two groups. 

Furthermore, women are consistently under-represented even though they are in the position 

of holding more Bachelors’, Masters’, and Doctoral degrees than men (DeFrank-Cole et al., 

2014; Diehl, 2014; Gallant, 2014; Lennon et al., 2013). Given such findings, this study aimed 
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to determine the factors affecting the rise of women to leadership positions, particularly in the 

local government context. 

 

Research Design 

The research design represents decisions that the researcher makes when preparing for the 

study (De Vos et al., 2011). The design is intended to ensure that the research study is “critical, 

political and self-reflective” in order to enable the researcher to “see” those people and 

processes lost in gaps, silences, limitations and boundaries (Ackerly & True, 2010). This study 

aimed to explore the perceptions of women pursuing leadership positions in a local 

government. Interviews were conducted with women in pursuit of leadership positions and 

those who are occupying leadership positions. The interviews aimed to find out how women in 

pursuit of leadership positions experienced their journey whilst trying to enter into these 

positions and to further establish how those who were already occupying leadership positions 

were experiencing their roles. 

 

Qualitative research requires the design to be more than a set of “worked-out formulas” (De 

Vos et.al., 2011). The researcher was concerned with developing a comprehensive and clear 

understanding of the gender dynamics affecting women in pursuit of leadership positions rather 

than providing a basic explanation. The research design also put emphasis on the researcher’s 

personal interest and inquisitiveness in the topic, which is the case in this research (De Vos 

et.al., 2011). The researcher is a woman who serves as an employee in local government 

administration, whose interest is in gaining more in-depth understanding into the gender 

dynamics confronting women in pursuit of leadership positions. The aim was to diversify her 

knowledge on gendered issues and situations challenging other women in these positions. 

 

Research Approach 

Qualitative research aims to focus on the phenomena that take place in a person’s comfort 

setting, the real experience of the world (Austin & Sutton, 2014). This qualitative study is 

interpretative in nature. In this research the term "interpretive" means that qualitative research 

does not aim to explain human behaviour in terms of valid laws or generalisations, but rather 

aims to understand and interpret the meanings and intentions underlying daily human activity 

(Creswell & Creswell, 2018). The researcher took a phenomenological approach as it best 

describes how human beings experience a certain phenomenon. According to Creswell and 

Creswell (2018), gender dynamics are primarily change-driven, political in nature and 
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empowerment-oriented. Creswell and Creswell (2018) describe phenomenological research as 

a study that encapsulates the meaning of the lived experiences of a phenomenon or concept for 

several individuals. Gender dynamics, as a multifaceted phenomenon, fits well into this 

description. The root of phenomenology is the intent to understand the phenomenon under 

study, which in this case was the gender dynamics in relation to women in pursuit of leadership 

positions in a local government (De Vos et.al., 2011). The aim was to understand these 

women’s experiences in their own terms and therefore to provide a clear description of how 

they experienced the phenomenon in question. 

 

Research Setting 

Participants in the study are employed in a local government across different clusters and 

departments. A total of eight (8) interviews were conducted to understand the perceptions of 

women in pursuit of leadership positions. Five (5) interviews took place at the premises of the 

local government and three (3) interviews were conducted virtually due the Covid-19 pandemic 

that South Africa is currently facing. The researcher received permission from the local 

government’s training department to conduct the interviews during working hours with the 

agreement that it would be when the participants had time, and that there would be no 

interference with the participants’ work. The interviews held at the premises of the organisation 

were in enclosed offices, equipped with proper ventilation, lighting and with no disruption. 

Those that were conducted virtually were at a scheduled time where the participants felt 

comfortable to converse with no disruption from their families. The researcher conducted most 

of the interviews in English, with the exception of one participant who was comfortable 

relaying her perceptions in isiZulu, a language in which the researcher is proficient. The 

interviews took no longer than an hour each. 

 

Women in pursuit of leadership positions and those already occupying leadership positions 

were identified as potential research participants. A flyer was created with the contact details 

of the human resources department and the researcher on it (see Appendix C). All participants 

made direct contact with the researcher. The researcher furnished the gatekeepers, which were 

the local governments training department, with an information sheet detailing the aim of the 

study and the university’s scientific committee’s research clearance. The ethics clearance was 

sent to the organisation at a later stage as it was received at a later stage of the research process. 

Each participant signed a consent form (see Appendix D). 
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Data Collection Method 

Face-to-face semi-structured interviews and virtual interviews were conducted for the purpose 

of this research. Semi-structured interviews comprise predetermined enquiries which can be 

altered upon the interviewer’s idea of what seems to be suitable. Using this type of interviewing 

style allows for the question wording to be changed, explanations to be given, inappropriate 

questions for a particular interviewee can be omitted or additional ones can be included. Face-

to-face, individual semi-structured interviews give room for overcoming poor response rates 

that could occur; it will also allow for the exploration of attitudes, values and beliefs of the 

participants (Guest et al., 2013). These kinds of interviews provide the opportunity to assess 

the validity of the respondent's answers by observing what is not being said, which is 

predominantly useful when discussing sensitive issues such as women’s studies. These 

interviews facilitate comparability by ensuring that all questions are answered by each 

respondent, and lastly it ensures that the respondent’s responses are authentic, as no assistance 

is provided from other participants or outside factors (Creswell, 2014). 

 

Population and Sample 

The population and sample were broken into two categories, namely women who have 

previously applied for leadership positions (mainly in lower administrative positions), and 

women occupying leadership positions (middle management and management positions). The 

population was based in Gauteng, South Africa. The unit of analysis was women in lower, 

more administrative positions, and women in higher middle management and top management 

positions. The focus of this research was on the public sector as this sector struggles to meet 

its equity targets. Women were the focus because they were underrepresented in the public 

sector (CEE Report, 2019). 

 

Sampling Method 

The sampling method that was utilised was purposive in nature, with the aim of targeting 

information-rich subjects through semi-structured interviews. The aim was to provide insight 

into the research questions as the study focused on women in the public sector (Sandelowski, 

2010). The sample size was determined with saturation in mind and was not fixed at the start 

of the research, but the researcher anticipated that there would be approximately ten (10) to 

twelve (12) participants as literature requires, but data saturation was reached at eight (8) 

participants (Boddy, 2016). A semi-structured interview was conducted with each individual 

in the sample with the aim of extracting the required information. The participants gave 
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permission for the interviews to be recorded and the researcher had a journal for taking notes 

to assist with transcribing. The interview notes were typed and the recorded interviews were 

transcribed. The notes were used alongside the audio-recording and interview transcripts to 

understand the data collected. 

 

Table 3 

Participant Profile 

Participant Age Job Level 
Time 

Employed 

Duration in 

current post  

Years 

applying 

Participant 1 40 Administration 10 years 10 years 10 years 

Participant 2 38 Management 5 years 5 years N/A 

Participant 3 35 Middle management 5 years 5 years N/A 

Participant 4 42 Management 15 years 10 years N/A 

Participant 5 30 Administration 13 years 5 years 5 years 

Participant 6 45 Administration 10 years  10 years 7 years 

Participant 7 29 Administration 3 years 3 years 3 years 

Participant 8 60 Administration 40 years 40 years 40 years 

 

Table 3 is a representation of the participants’ profiles. The sample comprised three (3) women 

in leadership positions (two (2) in top management and one (1) in middle management) and 

five (5) women in administrative positions, between the ages of 29 to 60. The two groups of 

women were in the political and administration wings of a local government. 

 

Data Analysis and Interpretation 

The information was obtained through semi-structured interviews and thematic analysis was 

used to analyse the data. Thematic analysis can be described as a technique in which data can 

be systematically identified and organised, and it offers a way in which the patterns derived 

from the data can be understood (Braun & Clarke, 2013). The four phases of thematic analysis, 

proposed by Howitt (2010), were endorsed in the current study, namely familiarisation with 

the data, coding and searching for themes, reviewing themes, and producing the report. 

 

Familiarisation with the Data 

The researcher listened to the recorded interviews carefully, transcribed the interviews and 

wrote the field notes. The researcher/interviewer then read the transcripts and field notes to 
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allow data to be immersed. From the data collected, the researcher then started to make the 

initial first impressions of the results. 

 

Coding and Searching for Themes 

During this phase, initial codes were created. In order to organise and assign data which was 

viewed as relevant to the research question, the researcher used codes. At the end of this phase, 

the researcher coded all relevant data and assigned codes. Further to this, in order to identify 

similarities and overlapping between codes, the coded data was checked. Themes and sub-

themes were created by grouping similar codes and codes appearing to be popular. Relations 

between topics in this phase were also explored. 

 

Reviewing Themes 

At this point the researcher established that there was a hierarchy between themes and there 

were themes that emerged. Four (4) themes emerged from the data: patriarchal culture, political 

interference, the impact of qualifications on women’s career advancement into leadership 

positions, and multiple gender roles. From these themes sub-themes also emerged. 

 

Producing the Report 

The four (4) themes identified from the data were categorised according to the research 

objectives of the current study. These thematic categories provided structure for reporting of 

the findings. 

 

Themes identified from the data were presented in a formal, clear, consistent, objective, rational 

and logical manner. The analysis of data contained reading interview notes and manually 

referring back to audio tapes that were prepared. 

 

Measures to Ensure Trustworthiness and Quality of Findings 

Bloomberg and Volpe (2018) stress that trustworthiness is to qualitative research what 

reliability and validity are to quantitative research; it plays a crucial aspect in ensuring the 

credibility of the study. The researcher adhered to the following criteria: 

 

Ethics 

Research that focuses on understanding human behaviour suggests that personal insights, 

experiences and feelings will be shared, therefore confidentiality becomes such an imperative 
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part of this kind of research. Ethical considerations are mainly focused on protecting the rights 

of the participants. It is important that all information gathered remains confidential at all times 

(Goodwin & Goodwin 2014). The researcher followed all ethical protocol required by the 

North-West University. Scientific and ethical clearance (NWU-00797-19-A4) was obtained 

(see Appendices A and B). All ethical considerations suggested by parties (the Health 

Professions Council of South Africa [HPCSA], Economic and Management Sciences Research 

Ethics Committee [EMS-REC], etc.) governing the whole study programme were adhered to. 

The researcher ensured that all ethical practices were carefully adhered to, particularly ensuring 

that all participants participated voluntarily, signed informed consent forms (see Appendix D), 

understood that they were free to stop participating at any point in the process, that 

confidentiality and anonymity were guaranteed, consent to record and take notes was granted 

and that the study would be shared with them after completion. 

 

Credibility 

Gunawan (2015) believes that credibility is concerned with inaugurating a match between a 

participant’s interpretation of realities and the researcher’s claims. The researcher works in a 

local municipality and this allowed the researcher to understand the nature of the work 

environment in which the participants work. It fortified the participants’ experiences to that of 

the organisational culture. 

 

Meaningful Coherence 

It is imperative that the study answers all research questions, and remains with the chosen 

paradigm and joins data analysis (Tracy, 2010). The researcher ensured that a thorough 

explanation of the aim of the study was given at the beginning of every interview to ensure that 

the participant understood clearly what the research topic was about, thus in turn ensuring that 

the research question was answered. 

 

Transferability 

Transferability is concerned with connections between occurrences in diverse backgrounds and 

it can be compared to external validity in quantitative research (Tracy, 2010). The researcher 

recorded the direct testimonies of this research and processed them into transcripts. 

 

Dependability 
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Dependability can be defined as consistency in the qualitative research. It is concerned with 

the idea that if the research was conducted again using the same participants, similar methods 

and under the same circumstances, similar findings would emerge (Gunawan, 2015). The 

researcher accurately reported the findings that would allow a new researcher to replicate the 

study. 

 

Conformability 

Conformability focuses on ensuring that the researcher’s assertions are not based on their 

biases, preconceived ideas or preferences (Gunawan, 2015). The researcher is personally 

affected by the topic at hand as she is also a woman in pursuit of a leadership position and her 

background of experience regarding the topic had a possibility of affecting her interpretation 

of the findings. To curb this, the researcher made use of a reflective journal documenting the 

thoughts and feelings of the researcher. The researcher tried at all times to centre the interview 

on the participants and their views, even when participants would try and get the researcher’s 

perspective. The researcher would respond accordingly to show congruity to the participant 

and topic but would quickly direct the conversation back to the participant’s experience. To 

further ensure conformability, the researcher sent the participants their individual transcripts to 

ensure that the findings were accurate to the message they were conveying. 

 

Conclusion 

This section of the study focused mainly on the research methodology that was used to carry 

out the research objectives of the study. The approach the researcher undertook was explained 

in detail. 

 

Findings 

Table 4 presents the themes that emerged from the semi-structured one-on-one interviews. This 

was a result of the participants being asked to share their perceptions on their pursuit of 

leadership positions in a local government. The data required to address the research questions 

was collected through qualitative data collection methods. A total of eight (8) women in pursuit 

of and already occupying leadership positions took part in the interviews. The frequency with 

which the themes emerged has been documented; however, interesting data points not 

mentioned below were also presented in this study. Four (4) key themes were identified and 

the findings are presented according to the following research question. 
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Research question: What are the perceptions of women pursuing leadership positions in local 

government. 

 

Table 4 

Themes and Sub-themes Deduced from Interviews 

 Theme and Sub-theme Theme description 

1 Patriarchal culture: 

 Prejudice 

 Sexism 

Men’s treatment towards women in local 

government that suggests that women are 

not good enough to lead. The perception 

that women belong in administrative 

positions and in the home taking care of the 

family. 

2 Political interference 

 Sexual favours 

These can be seen as the negative political 

influences that have an impact on the 

advancement of women into leadership 

positions. 

3 The impact of qualifications on women’s 

career advancement into leadership 

positions 

 A lack of training and mentorship 

for women 

 Pull her down syndrome 

Possessing qualifications does not translate 

into women having a competitive 

advantage over their male counterparts. 

The lack of upskilling for women puts them 

at a disadvantage amongst the negative 

attitudes that women have amongst each 

other. 

4 Managing multiple roles 

 Ageism 

This constitutes women’s plight of having 

to manage more than one role the same 

ways their male colleagues do. Navigating 

these multiple roles being a certain age, 

makes women susceptible to more 

prejudice in the workplace. 

 

Table 3 detailed a breakdown of the research participants. The terms local government and 

local municipalities were utilised interchangeably as municipalities are institutions of local 

government. There are two components that govern local government and those are the 
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political wing and the administration wing. Women in both components were represented. 

Women in top, middle management and in administration positions were represented. 

 

Theme 1: Patriarchal culture 

In accordance to literature, it was found that patriarchy is a system that perpetuates masculinity 

in all forms of life, be it in the workplace, in society or at home. It breeds a culture of dominance 

over women (Alwis & Bombuwela, 2013). This study revealed that this was still the case, as 

women in local government experience patriarchal dominance. Local governments were and 

still are overwhelmingly male-dominated. Women's entrance into this “system” is thus 

constantly seen as a daunting task, a constant and challenging process of unravelling patriarchal 

domination and its related norms and values. Matoane (2015) points out that gender relations 

are not only seen as institutional, but they are institutionalised. This simply means that, in 

particular, gender relations are rooted in political structures such as local government, thus 

restricting and influencing social interaction in these structures. All participants mentioned that 

they felt prejudiced, as men first saw them as women who belong in a position below a man 

before seeing an equal counterpart with the relevant expertise and experience to assume similar 

positions as the men. They all alluded to an extreme level of sexism and chauvinistic behaviour 

they often experienced from men. Extracts are given below from women in both groups of the 

sample, Participant 3 being in middle management, Participant 1 being in administration and 

Participant 2 being in top management. 

 

Participant 3: 

... so my perception is that, yes we have government policies, I work in local government, 

we have government policies that are better implemented on a local government level, 

you understand, but it has not been that way. We have the constitution that thorough 

means the bill of rights for women that advocates for gender equality, eh but the gender 

dynamics in the space that I am in they are very complicated and what I am also seeing 

is that there is a lot of patriarchy that is happening, there is a lot of prejudice emanating 

from social norms, from social customs and the culture that we have, I remember one 

day my manager said to me that, uhm he prefers hiring men because women now and 

then they go on maternity leave and that is production being lost for a good three or four 

months, and then women need to take care of the kids, they are the ones that take children 

to doctors and all of those things, so when you look at, yes, on a microscopic level where 

I’m at, it’s happening, but remember that it’s also being informed or influenced by what 
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is happening socially, whether on a rational scale or in our country or even on a global 

scale where women are still being prejudiced because of their gender, you understand, so 

my perception on it is that women are still not represented especially in South Africa and 

especially on local government. Yes there are opportunities there and there but it is not 

the same when you compare them with how men are able to thrive and to move on an 

upward scale or have the upward mobility in terms of their careers. 

 

Participant 1: 

Pursuing those careers in local government as a woman is very difficult because in the 

local government mostly the leadership that is up there is mainly men and it becomes 

difficult for a women because they think women are good for administration not being 

leaders, so even though you have those good ideas whatever, but they will see you as an 

administrator or a PA or secretary or something, not someone who could lead a 

department. 

 

Participant 2: 

The challenging part, I don’t know whether I should say challenging part or what, but 

my perception is that once you’re in that position, it’s not easy, you have to compete with 

men, with their mindset that a women cannot lead a man, not that a woman cannot lead, 

you lead other women its fine, but having to lead them as well it’s a challenge. Being 

heard as well that you making a point, it’s an environment that requires, I don’t know 

how to put this, it doesn’t acknowledge the differences in gender, yes, the diversity within 

that dynamic. The first thing that they see it’s not a person who’s in a leadership position, 

they see a woman, even if you are there, they look at you as if you are still trying, and 

you still have to prove a point to them. 

 

From the above extractions, the researcher could only conclude that male supremacy in local 

government is still prevalent. Regardless of women’s efforts of pursuing leadership positions 

from a point of competence, men still see women as unworthy of being able to lead because of 

their gender. It is as if women are granted a favour or given leadership positions to just tick 

equity boxes that they are there, but their contribution is continuously questioned and not 

respected as it should be. 

 

Theme 2: Political interference 



 

39 

The study found that political interference in this regard spoke to how politics affect the 

appointment of candidates in the recruitment process. Local government by nature is governed 

by political parties, for instance the local municipality in question is governed by the ANC, 

which filters through to how recruitment decision-making takes place. In a quantitative study 

done by Al-Habil and El-Ghazali (2017) about measuring the impact of political-based 

recruitment’s dimensions on the quality of governmental services in Palestinian public 

ministries, it was found that decision-making independence and fairness in providing 

governmental services have a significant effect on the quality of governmental services. 

Political parties subscribe to specific policies that govern the operations of the organisation. A 

simple example in the case of this study is that the ANC believes in the emancipation of women 

in the workplace and therefore the policy they utilise to ensure that this happens is the 

Employment Equity Act (No. 55 of 1998), amongst many others. Further to this are trade 

unions which are also political by nature and also contribute to the general upward mobility of 

women. Trade unions form part of political structures in that they also subscribe to certain 

mandates of ensuring that all employees are treated fairly. The researcher herself has worked 

in the recruitment department of a local government where she learnt that a recruitment process 

cannot be completed without the input of trade unions. Trade union representatives form part 

of the screening and interviewing panel to ensure that all candidates are being given an equal 

opportunity to contend for positions. Six (6) out the eight (8) participants alluded to the political 

interference as a barrier. They associated the political parties with corruption when it comes to 

recruitment. Mostly participants in pursuit of leadership positions spoke about this, more than 

women occupying leadership positions. However, Participant 4, who is in middle management 

occupying a leadership position in the political wing of the municipality, also shares her 

perceptions. The following are citations from the interviews. 

 

Participant 5: 

If everything was done by my manager in local government and he was the only decision-

maker, I think he would give me a try, but because there’re so many external influencers. 

Our department is the x unit and for some reason many employees in the municipality 

want to work here, I don’t know why but I think it’s because there’s a lot of overtime, I 

also think there are other reasons unknown to us as to why people want to join the 

department. If the organisational structure can be approved, people will flock to applying 

for positions in this department and I would be left in the dark, because, who am I? Who 

am I aligned to? Chances of me getting a senior position in this department are 40% 
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because most of all, there’s political influence around the recruitment process, that’s 

number one. Even those few leadership positions that exist on the structure, the political 

people will just align their people that they want, regardless of whether they have 

qualifications or not. If the process was clean then maybe I would stand a good chance 

of getting a position in law enforcement leadership positions. 

 

Participant 5 further speaks of the expectation of sexual favours for advancement: 

One other factor influencing our advancement is the expectation that we need to sleep 

our way to the top, the men want sexual favours over and above your qualifications and 

experience. Some men will tell you straight to sleep with them and they will help you 

and some will hint at it, so it hinders our advancement. 

 

Participants 7 and 8 echoed Participant 5’s sentiments about sexual favours. 

 

Participant 7: 

I had a couple of my friends that we were chatting about, is how is it that someone wants 

to sleep with you to give you a job, I mean I’m qualified to do the job, I’ve studied for 

years to have a degree, to have a PhD, to have a master’s, what makes you think the 

sexual favours can work in such an environment. 
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Participant 8: 

I’ve been in an administrative role for more than 10 years, I have all the qualifications 

that are needed to be in the leadership position as I furthered my studies while I was 

working, but it is so difficult to be employed there, to be pushed up there, especially if 

it’s a man, men are still having that thing of being superior to women, so they still regard 

women as being inferior, they will choose a man over a women even if you have so much 

qualifications that are needed there, they won’t regard them instead you must really work 

hard or else you must buy the job or you must do some favours, you must give some 

bribes or you must do some sexual favours if a man is in leadership, this is what gives us 

difficulty to be up there. 

 

Participant 6 speaks of her views on political interference. 

 

Participant 6: 

Worst of all, they would even appoint someone who has a standard 6 qualification to 

work with me side by side, because he’s a man and he’s from the ANC’s MKVA wing 

(soldiers), their political affiliation lands them the job and I have to work side by side 

with these people that don’t even know how to write a mere ticket and I have to train 

them. I have qualifications but I’m overlooked. 

 

Participant 4 shares her experience of being in the political sphere of local government. 

 

Participant 4: 

It’s challenging, the thing is, you know, it’s political, you know there are positions which 

are not political but in a political environment it’s a bit hard I must say because you know 

what they say. You can’t live in two worlds, or you can’t please two worlds, because in 

the political office there are differences, there are causes, some are negative, some are 

positive, some will you support, some will be negative like I’m saying. But if you keep 

your head high and if you know your stuff, you know, and if you’re not shaken because 

there will be people out there, just to go and destroy, they have a plan for you, but if 

you’re weak, then you are finished, then you are finished. Basically that’s it when you 

work in a political office as a woman. 
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Reflecting on women’s perceptions on their daily experiences in relation to political influence, 

participants revealed that they felt that they needed to affiliate themselves with certain political 

parties in order for them to progress. Participants 5 and 6 felt that their efforts in attaining 

leadership positions were in vain because of political interference. It does not matter what effort 

they put into their current positions in the form of hard work, relevant qualifications and 

experience. These factors do not add value in their quest for leadership positions but they felt 

they would not stop trying. Participant 4 occupies a leadership positions in the political wing 

of the municipality and she reveals that because of the hectic political nature of that wing, she 

finds herself having to work harder as a woman to prove herself, because not only does she 

experience some prejudice for being in that position, she also has to constantly watch out for 

intentional backstabbers. Participants 1, 3, 7 and 8 also shared similar sentiments on how 

politics interfere in their pursuit of leadership positions and further explained how having to 

sleep their way to the top is also a critical issue. 

 

From the above deductions the researcher’s findings show that women often go through extra 

phases of seeking positions in local government. The normal process is to attain a qualification, 

produce that one has experience, apply for a post and wait for feedback. In this case women 

have to do all the above, affiliate themselves with a political party, fight for recognition, pray 

they get to be chosen and sleep their way to the top.  

 

Theme 3: The impact of qualifications on women’s career advancement into leadership 

positions 

For women to get the same opportunities as their male counterparts in leadership positions, 

English and Hay (2015) suggest that women have to get a qualification that fits that specific 

leadership position they are hoping to get. Having a qualification is more crucial than it is to 

men, as women tend to have more difficulty in attaining leadership roles. All the women who 

participated in the study have qualifications and they have all stated how important education 

is for them. Their qualification levels range from a diploma to a master’s degrees. The general 

feeling of the participants is that although qualifications are necessary and they are in 

possession of them, their stay in the organisation showed them that their qualifications do not 

translate into giving them a competitive advantage over their male counterparts. Most of the 

participants mentioned how they were overlooked in spite of having these qualifications and 

how they have to work hard beyond their experience and qualifications. Another pressing issue 

that was mentioned was the lack of training and mentorship for women. The participants felt 
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that women were not being properly prepared for leadership positions. The last factor that was 

mentioned under this theme was the notion that women do not support each other when one of 

them is in a leadership positon or pursuing leadership positions with a women being a leader. 

The term used for this is the pull her down syndrome. The following is what the participants 

had to share about this theme. 

 

Participant 3: 

There’s a lack of mentorship, you’d find that when you enter into corporate, there are 

people who are there who can mentor you, that you can go have catch up meetings with 

them, that will show you the ropes, that okay fine, you are here, where do you want to be 

in a years’ time, this is what you can do, they recommend books, they can recommend 

other sources where you can be able to get information to equip yourself for progress in 

your career, you understand, so in the space that I’m in there are no opportunities for 

such things, there is no space for such things, and yes we know that most men are the 

ones in terms of leadership positions, they are occupied by men, even women are not 

given a chance to sort of gradually, you know, get into such, even some of them, a fraction 

who are there, they don’t even know and they don’t have the support of the people who 

are reporting to them or even from management in terms of some of the challenges they 

are facing. In the space that I’m in, my qualifications don’t mean anything, they don’t 

mean anything because I remember a time where we were having a meeting where my 

manager made a very nasty remark to say, we have people studying and coming here and 

telling us they have PhDs and master’s, what does that do if you don’t have experience, 

like the level of demoralization is appalling. 

 

Participant 7: 

Okay, oh wow, what happened is, obviously when I started at the local municipality it 

was a matter of just getting a job, even though I do have a qualification, I just wanted to 

start from the beginning and move higher, but as times goes by when I applied with my 

qualification I realised that it’s one of the hardest thing ever that I could have imagined, 

I thought when you are just inside it was gonna be easier. 

 

When asked if her qualifications have been assisting her in advancing, this is what Participant 

1 had to say. 
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Participant 1: 

No, not really, they don’t count, you know, in the local government, I don’t know, maybe 

this one that I’m in, once management sees you as an admin you will always remain an 

admin, you will remain that way. And it’s like, if you are good at being a secretary they 

forget that you have more skills that maybe they can develop you to be something better 

than that. There’s no development in the municipality. If you are good at making tea, you 

are good at making tea, you can’t advance at baking a cake or something. 

 

Participant 2 speaks of experience of managing women. 

 

Participant 2:  

For me, now, currently, for me the tables have changed. Initially men would be difficult 

to deal with but now women are difficult to deal with, because I think initially we think 

we are friends, women we connect easy, even though they say we don’t connect, we 

connect easy, we connect through, you know, women topics, so now, there are some 

things that, (women report) you say my child is sick I can’t come to work, but you say 

yes but I don’t need you here, can you just send me this, like you’re being inconsiderate 

as a women and when you say that to a men, they can do it. 

 

Participant 8 speaks of her perception on women and the treatment of women in the workplace. 

 

Participant 8: 

If there are women who are up there, who are in leadership positions, you know we 

women we have this pulling down syndrome, we look down on each other, and even if 

you have some qualifications, women will choose others instead of you despite of every 

qualification you have, so you must really be a favourite to be taken, to be employed 

there in the leadership positions. 

 

As can be seen from the findings, the majority the participants alluded to their qualifications 

not being recognised as good enough to grant them leadership positions. Their qualifications 

helped them enter into local government but they have not helped them to advance into 

leadership positions. The lack of mentorship and training leaves them disadvantaged and 

overlooked because when positions present themselves, they will either not have the relevant 

experience that is required for the position or they would not have the right qualifications. The 
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participants feel that if these training and mentoring programmes were in place, they would be 

better positioned to take on leadership roles. Another factor that emerged from the interviews 

is that sometimes women pull each other down, they do not support each other, which makes 

it a challenge when leading them or when pursing leadership positions. 

 

From these findings the researcher can only conclude that for women to advance in local 

government, qualifications need to be accompanied by political affiliation, an understanding 

of the culture that you have to have to be humble enough to be noticed by management, and an 

acceptance that when you are not “next in line” then you will not get the position, regardless 

of qualifications and experience. There are no retention strategies and succession plans with a 

clear focus on women to assume leadership positions. Lastly, women in local government seem 

to face challenges from both men and women. 

 

Theme 4: Managing multiple roles 

Regardless of the roles women play in the workplace, they are expected to juggle many roles 

at the same time. The expectation of being an excellent employee who is competent and readily 

available for work, being a co-provider, being a wife and lover that takes care of her husband, 

being a mother and caregiver to her children, taking care of the general upkeeping of the house 

and generally being there for family and friends have proven to take a toll on women (Khunou, 

2019). 

 

This is because of traditional norms that have entrenched themselves in society, that a women’s 

place is in the home, taking care of the home and family. With women’s status evolving, 

society, including the workplace, has shown very little change and acceptance to the new way 

of life for women. Most participants in the study alluded to the fact that they are always trying 

to balance these roles, and sometimes they fail. They find that they are expected to be tough in 

the workplace and submissive and calm at home and generally kind in the community, which 

makes this a daunting task trying to keep up. The following are some the responses from the 

interviews. 
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Participant 2: 

But the tables will turn also on me to say, I can’t come to work because my 5 year old is 

not well, I’m expected to have plan B for my 5 year old and not a plan B for my work, 

so it’s the dynamics that are there. 

 

When asked if this plan B expectation stems from her being a woman, this was her response: 

You have more roles you play as a woman in your life, and it’s not like work is the only 

thing in your life, work is part of, the same as men, but however, society we know it, 

women play far more other roles than men. I wanted to pin specifically to work, I’ve been 

trying for many years but I’ve been failing dismally so and I’ve come to accept that, I 

don’t just play this one role, I’ve been trying to fit in, to say you know what you must 

put your 150% effort within your work, but there are other expectations that are very 

silent that are expected of you as a women and yet society acts as if they are not there, 

it’s equal opportunity, it’s equal base for everyone, no it is not, and from my experience 

it is not and your private life affects your work life as much as your work life affects your 

private life. 

 

Participant 2 further elaborated on her views on ageism: 

It is more difficult when you are a young woman, when you are in your 30s and there’s 

an executive position and you work with men in their 50s also. So age also plays a factor 

that you are young, you won’t tell them anything. You don’t know anything. 

 

Participant 3’s summarised the response about playing multiple roles. 

 

Participant 3: 

I’m a mother of three, I have to balance my role between being a mother and wife, 

challenges in my immediate department with regard to being a young black women in a 

middle management. It’s a lot. 

 

When asked how she maintains a work life balance and managing multiple roles, this is what 

Participant 4 had to say. 
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Participant 4: 

It’s not easy, I’ll make you one classical example, I’m a runner, I won’t say I’m a 

professional runner but I’m a social runner. I have run Comrades, and you know to run 

Comrades, not everyone can run Comrades, to run 90kms in a day, so I have ran those 

races and its easy, but like you saying now, it’s all about balance, My last position when 

I was in the office of the speaker, acting for the second time now as a manager, my son 

was doing Grade 5 and he had just changed schools, I felt like I’m neglecting my son, I 

needed to balance things, you know not everything is about money, and for me to have 

that balance I had to sit down and manage my time properly, and it’s not easy, especially 

in the political office, you know, the work that I did as a manager obviously in the 

political office was now different to one that did in 2017, it was totally different, the 

workload expanded so much, I think in my personal life, I’m a runner, that year I couldn’t 

do my Comrades. I still had to come home and cook, and be a mother, be a wife, socialise 

but unfortunately that year was just rough. Rough not in a bad way but I think some 

positions are meant for single women and some for elderly women because if you have 

young children you need to come back and help them with homework. 

 

Findings reveal that the women find it extremely difficult to manage the multiple roles that 

they are faced with. The expectation that they need to excel in these roles stretches them to 

failure at times. Women pursing leadership positions and those occupying these positions often 

have to work harder than their male counterparts in the quest to balance the need of what is 

regarded as being a good woman. This is confirmed by a study done by Matoane (2015). This 

study also found that traditionally set roles often determine women’s lives. Women are not free 

to fully live their lives, as they are constantly faced with having to make hard choices that in a 

way affect who they are and their self-esteem. From the above the research can conclude that 

women in leadership positions face a daily struggle to keep their lives afloat. Having to balance 

these multiple responsibilities puts pressure on women and frame those that deviate from these 

set social norms and transgressors. 

 

Conclusion 

This research findings and discussions indicate that gender dynamics for women in pursuit of 

leadership positions still exist. The themes prove that the gender dynamics are elusive in local 

government. Although local government has policies and procedures set, there is clear evidence 

that they do not translate into the practical advancement of women into leadership positions. 
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Women still need to work harder than their male counterparts, regardless of their competence 

levels. 

 

Discussion 

The following four themes served as key findings in the study: (1) Patriarchal culture, (2) 

Political interference, (3) The impact of qualifications on women’s career advancement into 

leadership positions, and (4) Managing multiple roles. The recorded experiences are subjective 

to the women who participated in the study. This study had no male representatives. 

 

The primary results in this study indicate that women's occupations, especially those in 

leadership, remain challenging and neglected due to pervasive patterns of gender dominance 

and sexism. At the centre of it all is the disguise through the gender representation numbers 

which are steadily increasing over the years (CEE Report, 2019). The findings from the study 

indicate that although there seems to be a significant number of women in leadership positions 

in local government, the reality is that the higher the positions, the fewer the number of women 

becomes. Patriarchal hegemony and prejudices, political interference, the disregarding of 

women’s qualifications and the pressure for women to manage multiple roles are still prevalent 

in local government. The study’s focus was in one local government as that was the area of 

interest for the researcher. Literature proved that women are still under-represented in 

leadership positions. 

 

The study revealed that in the said local government, the power dynamics are still unbalanced. 

Male superiority is still prevalent in leadership positions and seems to be a barrier to women 

advancing to leading positions. A study done by Phala (2011) echoes the same sentiments in 

that almost all eight (8) of the participants alluded to the fact that society at large and both 

wings of local government were still patriarchal in how they did things; however, its prevalence 

is not as evident as it was in the apartheid era. In the current study, given the diversity of the 

participants, the responses to patriarchal imbalance were appealing, as women occupying and 

women pursuing leadership positions were able to juxtapose their perceptions of leadership in 

local government. The study found that women in leadership positions experience patriarchy 

in how their male counterparts treat them. They felt that they often have to work twice as hard 

just because they are women and their opinions were second-guessed at every turn. The women 

pursuing leadership positions felt that they had to be favoured by the men in leadership 
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positions to even be considered for leadership positions. These views resonated in the studies 

by Khunou (2019) and Noland et al. (2016). 

 

Political interference in the context of this study refers to how political administration affects 

women’s advancement into leadership positions. All the participants were in some or other way 

affected by how politics are at play in local government. All five participants in pursuit of 

leadership positions mentioned how political influence always came in the way of them 

advancing in their careers. 

 

The findings indicated that by virtue of local government being political in nature, political 

power always appears to steer employment of candidates. Political parties have a strong upper 

hand and influence on the recruitment process. The participants mentioned that they would 

have to have a strong political alliance in order to make their way up the ranks of local 

government. One participant mentioned how even management is at the mercy of political 

influence. This left the researcher to conclude that management and the recruitment department 

do not entirely have a strong influence or are the only parties involved in the selection process 

once a political mandate on who has to be employed has been given. Simply put, because of 

gender, women’s progression into leadership positions is still prevalent in not only local 

government, but in all spheres of the workforce, and this in echoed in literature from Witchert 

and Steel (2013) and Zungu (2013). 

 

Additional to political interference and somehow linked to it is how women in local 

government are sometimes expected to provide sexual favours as a means to secure 

employment in leadership positions. The findings revealed that women in this local 

municipality more often than not felt as if they were objectified by their male counterparts who 

directly or indirectly suggest sexual favours as a further requirement to the recruitment process. 

This can be seen as sexual abuse because in no way is this accepted by the Labour Relations 

Act (No. 66 of 1995), which is the custodian of sexual harassment in the workplace. Research 

done in predominantly male environments reveal that women are often faced with a chance of 

being asked for sexual favours or being susceptible to possible sexual abuse in the workplace 

(Managing Transformation Solutions [MTS], 2011). 

 

Most women studies reveal that, contrary to the belief that the educational differences between 

men and women are a thing of the past, this is not the case as positions often need the relevant 
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qualifications to be filled (Khosa, 2019; Phala, 2011). Women pursue their studies on their own 

accord because of the realisation that they are at a disadvantage when vacant positions are 

advertised. Research done by Matoane (2015) indicates that women often have to multitask 

between work, home and school to attain their qualifications, which makes it extremely 

difficult for women to be on a par with men. A census report by BWASA (2017) confirms 

these findings in that it was revealed that in most countries, women were lagging behind when 

it came to qualifications. Regardless of this perception, the researcher is pleased to report that 

participants in this study have not let that deter them from furthering their studies. Five (5) of 

eight (8) participants are either pursuing post-graduate degrees or are in possession of such 

degrees, with the goal to continue studying. 

 

Women studies done in local government indicate that the majority of women in leadership 

positions are either middle management or sectional heads, which in this study is recorded as 

top management. Deputy municipal managers, municipal managers and mayoral positions are 

often occupied by males (Khosa, 2019; Matoane, 2015; Phala, 2011). The findings in this study 

indicate that there is a direct political influence on recruitment decisions which are often taken 

by the majority party on who gets employed into these senior management positions that are 

said to be strategic in nature. This leaves the researcher to conclude that this is one of the 

reasons why there are more males in leadership positions; this, in turn, then renders women’s 

qualifications, expertise, experience and knowledge unfortunately null and void. 

 

Traditional gender roles have proven to have an impact on a woman’s ability to spend time on 

their professional career. A study done by Kwa et al. (2016) found that societal norms imposed 

the responsibility of being a home-maker on women. The expectation is for a woman to be able 

to take care of her household by cleaning, cooking, doing the laundry, attending to her husband 

and then the children to be fulfilled without fail. All these are expected to be done to the highest 

levels of excellence after a woman returns from work (Matoane, 2015). The researcher can 

conclude that women in local government are faced with the plight of managing multiple roles. 

This puts pressure on women to perform in all areas of their lives, which increases the chances 

of burnout, depression, disease and other factors that might have an impact on the general well-

being of women in local government. 

 

Implications 



 

51 

The study provided information for women in local government to share their experiences with 

regard to pursuing leadership positions. What is imperative for women to understand in their 

quest for self-development in the form of career advancement is the fact that the onus is on 

them to push the boundaries that come by way of glass ceilings in local government. Women 

in local government need to use these obstacles as a source of information in navigating their 

way through careers in the municipality. This study can be used by women and local 

government to understand gender dynamics in the organisation. 

 

Limitations and recommendations for future research 

The study posed some limitations. The study was limited to women pursuing leadership 

positions and those already occupying leadership positions. The study just had one race 

(black/African). A more diversified sample in terms of race would have provided a different 

angle to the study. 

 

The objective of this study was to explore the perceptions of women pursuing leadership 

positions in a local government. The sample was limited to women working in one local 

government; it might be valuable to consult other municipalities to find out if the women there 

also experience these challenges. The research sample can also be extended to males to 

determine their perspective on this study. This would shed a light as to why there are so many 

barriers for women which, according to the findings, are as a result of them leading and the 

general perceptions that men have about a women’s place in the workplace. The general society 

should also form part of the sample, in order to understand why these traditional roles of women 

are still entrenched in its fabric. 
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Chapter 3: Conclusions, Limitations and Recommendations 

 

3.1 Introduction 

This chapter presents the conclusions, limitations and recommendations that were revealed by 

the study. A brief summary of the study is provided, conclusions drawn from the findings will 

be outlined, the limitations of the study are then presented and, lastly, recommendations for 

women, organisations and future research will be discussed. 

 

3.2 Summary 

The aim of this study was to explore the perceptions of women in pursuit of leadership positions 

in a local government. 

 

The researcher used a qualitative research that was interpretative by nature. This approach was 

chosen because its focus is on the lived experiences of the women (Marshall & Rossman, 

2011). The study was guided by a phenomenological approach. A phenomenological study 

tries to set aside biases and preconceived assumptions about human experiences, feelings, and 

responses to a particular situation (Creswell & Creswell. 2018). It also allows the researcher to 

explore perceptions, perspectives, understandings, and feelings of those people who have 

actually experienced the phenomenon of interest (Creswell, 2014). This approach provided the 

researcher an opportunity to delve deeper into understanding the research topic and the 

participants. 

 

Semi-structured interviews conducted individually in person and virtual interviews were 

utilised to collect data from eight (8) participants who were employed in one local municipality. 

 

Semi-structured interviews allowed the researcher to explore the attitudes, values and beliefs 

of the participants regarding the phenomenon. The researcher was able to probe deeper where 

further understanding was required because of the nature of semi-structured interviews (Guest 

et al., 2013). 

 

The researcher used non-probability, purposive sampling to select participants for the study. 

Purposive sampling allowed the researcher to sample women who would contribute 

meaningfully to the research (Klenke, 2018). The researcher contacted the local municipality’s 
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gatekeeper department (training department) and permission was obtained to conduct the study 

in the local government. The inclusion criteria for participation in the study required 

participants to be women, working in pursuit of leadership positions in the local government, 

and included women of all ages. 

 

Data was analysed using thematic analysis. Howitt (2010) describes thematic analysis as an 

analysis of what is being said rather than how it is said. The researcher followed the four steps 

suggested by Howitt (2010), which are: 

 Familiarisation with data: The researcher went through the gathered data to get the 

general idea of what the participants were saying by listening to the recordings and 

going through the field notes. 

 Generating initial codes for theme: The researcher listened to the recordings, captured 

interview transcripts and ground notes. This allowed the researcher to deliberate about 

what the data meant and get a sense of what the data meant. 

 Reviewing themes: The researcher reviewed the coded data and found recurring themes 

and sub-themes, named the themes and detailed them according to how frequently the 

theme was mentioned by the participants. 

 Producing of the report: All the findings under identified themes were stated. Verbatim 

quotations from interviews were included in the report. The reporting of verbatim 

quotations gives participants a voice (Holloway & Galvin, 2016). 

 

3.3 Conclusion from Literature and Empirical Results 

The key findings in this research imply that women remain under-represented in leadership 

positions in local government. Further to this is that women who occupy leadership positions 

continue to face difficulties due to persistent gendered power dynamics and gender 

discrimination. Patriarchal dominance, political interference, the impact of qualifications on 

women’s career advancement into leadership positions and managing multiple roles emerged 

as key themes. Conclusions on these themes will be discussed and recommendations will be 

made. 

 

The study indicated that as a result of male dominance, the local government environment 

continues to be virile. Women in leadership positions remain powerless despite position, 

qualification and experience due to their gender, and those pursuing leadership positions 
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remain stagnant at the bottom of the corporate hierarchy (Chinyamurindi, 2016; Dlamini, 2014; 

Thobejane, 2015). Gender discrimination, a lack of trust in women’s ability to lead and cultural 

struggles all contribute to the patriarchal nature of local government (Booysen & Nkomo, 2010; 

Ebrahim & Singh, 2017; Myres, 2014). The study further indicated that men in positions of 

influence will choose their male colleagues instead of women as a first choice for leadership 

positions. These finding are confirmed in literature by Kwa et al (2016). The expectation is that 

women should “stick to their lane”, “speak when spoken to” and “toe the line”, and not disturb 

the peace or order (patriarchy) that has been there for years. Studies done by Khosa (2019), 

Matoane (2015) and Phala (2011) confirmed these findings. As a result of this patriarchal 

nature of local government, women have to work harder than their male counterparts for their 

voices to be heard. Societal customs and informal patriarchal institutional norms and values 

prove to be a long-standing challenge that women will have to face and overcome in their quest 

for equal acknowledgment in leadership positions. 

 

The findings of this research, together with literature, have thus far proven that local 

government is a politically governed organisation (Phala, 2011). This has in so many ways put 

women in disadvantaged positions regarding advancing into leadership positions. This research 

is appreciative of South Africa’s policies and legislations that are in place with the aim of 

supporting women. The African National Congress (ANC), South African Local Government 

Association (SALGA) and the departmental Provincial Government in Gauteng, have been 

playing a key role over the years in supporting the general struggles that women face in the 

public sector (Hicks et al., 2016); however, from this research we see that this has not translated 

into tangible results with regard to the upward movement of women in leadership positions and 

the general improvement in the treatment of women in local government. The findings indicate 

that women still have to fight off men who insist on “helping” them in ways that are unfair to 

them (Matoane, 2015). Men with political influence use it either to stop women from entering 

into leadership positions or to require unprofessional favours to fast-track women’s placement 

into leadership positions (Khosa, 2019). This is despite the fact that women, when applying for 

positions, often meet the requirements of the post. Qualifications and experience in this 

instance do not serve the intended purpose of giving the women a competitive advantage. 

 

The researcher, by virtue of being a woman, can conclude that women often find themselves 

in positions where they have to be “strong” because of their gender. The expectation of having 

to run a household, be a respected member of society by ensuring that your wifely duties are 
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met, children are taken care of, extended relatives are tended to, communities (e.g. street kids 

and the needy) are loved and nurtured and the expectancy to still be an excellent and competent 

employee serves as a plight that women will have to face for a long time. This is reiterated by 

studies that were done by Khosa (2019) and Khunou (2019), and literature by Hyun and 

Chemorion (2016) and Kwa et al (2016). The findings reveal that having to manage these 

multiple roles is a serious challenge for women. The participants stated that managing multiple 

roles poses a serious challenge for them to make career advancement decisions. Literature by 

Alwis and Bombuwela (2013), and Anku-Tsede and Gadegbeku (2014) support this statement. 

One participant mentioned that she had to put a career that she loved on hold because she had 

to attend to her growing child’s educational and psychological needs, while their male 

counterparts just advanced without these kinds of challenges. What the researcher found 

disheartening was the pull down syndrome found from literature and the findings. Apart from 

the challenges that women have to face, they also have to deal with their female counterparts, 

who often make it difficult for them to lead and to enter leadership positions (Mutsagondo, 

2015; Tau, 2017). Women are not united (Lamb, 2013). It is clear that women still face 

judgement for wanting to progress in their careers (Kwa et al., 2016), but it gives the researcher 

great joy to report that the participants, in spite of all these challenges, are excelling at all these 

roles. Although this is the case, literature has shown us that sometimes this comes at the cost 

of well-being for some women (Matoane, 2015). This has to change. 

 

3.4 Limitations of the Study 

There were limitations to the study. The research was limited to women pursuing leadership 

positions and those already occupying leadership positions and only from the perspective of 

one race (black/African). Although the participants came from different departments and were 

on different levels in the organisation, the sample came from one local municipality only. 

 

3.5 Recommendations to Organisations 

3.5.1 Patriarchal Dominance 

Since patriarchal dominance is not tangible in nature, it is important for local government to 

deal with it in a manner that will ensure a change in behaviour in the entire local government 

system. 
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Seminars, workshops and behavioural change intervention programmes aimed at demystifying 

beliefs about women needing to earn their credibility to occupy leadership positions should be 

introduced into the organisation’s overall well-being strategy. Separate programmes could be 

implemented, particularly for men, with the aim of sensitising them to the cultural stereotypes 

that are still at play in work settings and educate them in subtle behaviours that infringe on 

women’s capabilities and how these are against the law. These programmes focus on topics 

such as unconscious bias and inclusive leadership training. 

 

3.5.2 Political Interference 

A focus on a gendered political approach rather than an approach of women in politics is needed 

in local government. This approach will foster gender transformation, as the highlight would 

be on politics to reflect, structure and reinforce gendered patterns of power in local government. 

This recommendation was made by Matoane (2015), and the researcher agrees with the 

recommendation and supports that it is implemented in the local municipality. The study is 

aware of the reality that there are measures already in place in local government focusing on 

women being a previously disadvantaged group. The recommended shift will not diminish 

these efforts, but will enhance them to reach greater heights of the full inclusion of women in 

leadership positions. This shift will encourage a gendered change management platform where 

men will be actively engaged. This recommendation fits the findings of this study, as it will 

eliminate all biases pertaining to women’s advancement into leadership positions. Women will 

be seen as equals rather than subjects in the work environment; this in turn will eliminate sexual 

abuse in the line of upward movement in local government. 

 

A further recommendation is that a clause of protection should be added to the sexual 

harassment policy of local government that will specifically protect women who report 

perpetrators of sexual harassment with the promise of career advancement without fear of 

victimisation. This should be driven by political parties, given the nature of local government, 

to ensure quick approval. 

 

3.5.3 The Impact of Qualifications on Women’s Career advancement into Leadership 

Positions 

With regard to qualifications having the intended impact on women’s advancement into 

leadership positions, it is recommended that local governments invest in diversity and inclusion 
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programmes. This can be done through mentoring programmes and developmental and 

rotational programmes, where women are groomed for leadership positions in their respective 

fields. Local government can focus on programmes that will concentrate on equipping 

management with information that will show them the benefits of leading teams with women 

without prejudice. 

 

Lastly, local government should build a culture of hiring from within at all times and ensure 

that managers are held accountable for training and supporting women in their new roles. 

 

3.5.4 Managing Multiple Roles 

According to the King IV report (Institute of Directors South Africa, 2016), organisations that 

have women employed in management positions and sitting on company boards perform better. 

Women contribute immensely to the bottom line of any organisation as they bring the necessary 

feminine balance that comes with their way of leading. It is recommended that local 

government focuses on programmes that will ensure that management is sensitised on the 

multiple roles that women have to play and supports women in this regard. These programmes 

can take the form of day-care centres which will operate within the same hours in which the 

business operates. If meetings continue into the late hours of the night, this day-care should be 

able to accommodate children until then. Flexible hours can be standardised to allow women 

the flexibility of balancing these roles without neglecting themselves. A further 

recommendation is that this local municipality can start facilities such as cafeterias and on-site 

gymnasia that can take care of women’s well-being. 

 

3.5.5 Conclusion on Recommendations 

The above-mentioned recommendations will not only benefit the women in local government, 

the men will also reap the rewards and ultimately the organisation’s bottom line of service 

delivery will be met. 

 

3.6 Recommendations for Future Research 

This study revealed the complex nature of two groups of women: one in pursuit of leadership 

positions and the other already occupying leadership positions. Since this research was limited 

to women in leadership positions, it is recommended that future research duplicate this study 

with a comparable sample population in other geographic areas in the same district as this local 
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government. A replication of this study in the same district would help to identify similarities 

and differences of a different sample to give merit to this study. Further qualitative research 

should be conducted with male participants, using the same selection criteria, as this will allow 

for a contrast between male and female gender roles to determine if society’s roles have the 

same impact on men. 

 

An important area to consider is the impact of women leadership. A study should be conducted 

to determine if there are differences between women and men leadership, and if so, a further 

study can be done on how these differences contribute to the bottom line of the organisation. 

 

A quantitative study on how society as a whole views the role of women is highly 

recommended, as this would identify where the concept of women having traditional roles 

emanated from. This study would include the elderly, men, women and the youth. 

 

Lastly, a qualitative study on women-to-women prejudice should be conducted, as this would 

give a better understanding on the PHD concept. 

 

3.7 Chapter Summary 

This chapter provided conclusions from literature and the empirical results of the research. 

Limitations were outlined. Recommendations, based on the findings of the current study, were 

made for organisations and future research. 
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Appendix C: Advert 

 

 

 

 

 

 

 

 

 

Research Advert 

 

We are looking for women who are currently in a leadership position 

and those in pursuit of leadership positions to participate in a 

research study about exploring the perceptions of women pursuing 

leadership positions in a local government. 

 

You will be required to be part of a semi structured interview that 

will take no longer than an hour. Interviews will be conducted in the 

comfort of your office or a boardroom closest to your office. Permission 

was obtained to conduct the interviews within working hours. 

 

If you are interested in participating please contact Lebohang Motse 

at Lebom@emfuleni.gov.za Personnel officer (Human resources) 

Emfuleni Local Municipality or Debbie Ramosunya at 

debbieramosunya@gmail.com (Researcher) at 0716102475  
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Appendix D: Information Sheet and Informed Consent Form 

 

 

 

 

 

 

 

 

Researcher: Debbie Ramosunya 

Organisation: North West University 

Topic: Exploring the perceptions of women pursuing leadership positions in a local government  

This Informed Consent Form has two parts:  

• Information Sheet (to share information about the study with you)  

• Certificate of Consent (for signatures if you choose to participate)  

 

Part 1: Information Sheet 

I am Debbie Ramosunya and I am currently studying towards my Master’s degree in Industrial 

Psychology at the North West University. I am doing research on the topic exploring the perceptions 

of women pursuing leadership positions in a local government I am going to give you information 

and invite you to be part of this research. You do not have to decide today whether or not you will 

participate in the research. Before you decide, you can talk to anyone you feel comfortable with 

about the research.  

This consent form may contain words that you do not understand. Please ask me to stop as we go 

through the information and I will take time to explain. If you have questions later, you can ask me 

to elaborate further. 

Purpose of the study 

A lot of women often face obstacles/challenges/successes while in pursuit of leadership positions 

or whilst in the actual leadership positions in their workplaces. We want to understand what these 

perceptions are and how they play out in the workplace. 
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Type of Research 

This research will involve your participation in a semi structured interview that will take about an 

hour to an hour and a half to complete. 

Participant Selection 

You are being invited to take part in this research because we feel that you are in the right position 

to make us understand this phenomenon better. Your being just under senior management or in a 

management/leadership position tells us that you have an understanding of the perceptions of 

women pursuing leadership positions in a local government. 

Voluntary Participation 

Your participation in this research is entirely voluntary. It is your choice whether to participate or 

not. The choice that you make will have no bearing on your job or on any work-related evaluations 

or reports. You may change your mind later and stop participating even if you agreed earlier. 

Procedures 

You are invited to participate in an interview with myself. During the interview, I will sit down 

with you in a comfortable place in your office. If it is better for you, the interview can take place in 

your home or a friend's home. If you do not wish to answer any of the questions during the interview, 

you may say so and the interviewer will move on to the next question. No one else but the 

interviewer will be present unless you would like someone else to be there. The information 

recorded is confidential, and no one else will access to the information documented during your 

interview. The entire interview will be tape-recorded, but no-one will be identified by name on the 

tape. The tape will be kept on a password-protected computer. 

Duration and Sharing of results 

The research is a once off study and the interview will last for about an hour. We will contact you 

once the study is done to give you feedback on the findings. Should you be available, we will give 

you feedback in person or via email/telephone correspondence. 

Risk 

There is a risk that you may share some personal or confidential information by chance, or that you 

may feel uncomfortable talking about some of the topics. However, we do not wish for this to 

happen. You do not have to answer any question or take part in the discussion if you feel the 

question(s) are too personal or if talking about them makes you uncomfortable. 

Benefits 

There will be no direct benefit to you, but your participation is likely to help us find out more about 

obstacles that hinder women from entering into leadership positions. Please note that sharing your 

story may be personal and perhaps uncomfortable. You may be reminded of very personal issues. 
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It is hoped that you will benefit from participating in this research study by using this study as a 

platform for you to share your story. You are encouraged to share only what you are comfortable 

sharing.  

Reimbursements 

This research is not funded. You will not be paid for your participation. If participating in the 

research means that you have to travel especially for the purpose of participating, then your travel 

costs will be paid. Although you will not be compensated monetarily for your participation, it is 

anticipated that your participation in this research study will afford you an opportunity to tell your 

personal story. 

Confidentiality 

The research being done in the community may draw attention and if you participate you may be 

asked questions by other people in the community. We will not be sharing information about you 

to anyone outside of the research team. The information that we collect from this research project 

will be kept private. Any information about you will have a number on it instead of your name. 

Only the researcher will know what your number is and we will lock that information up with a 

lock and key and the soft copy will be on a password locked computer. It will not be shared with or 

given to anyone. 

Right to Refuse or Withdraw 

You do not have to take part in this research if you do not wish to do so, and choosing to participate 

will not affect your job or job-related evaluations in any way. You may stop participating in the 

interview at any time that you wish without your job being affected. I will give you an opportunity 

at the end of the interview/discussion to review your remarks, and you can ask to modify or remove 

portions of those, if you do not agree with my notes or if I did not understand you correctly. 

Who to Contact 

If you have any questions, you can ask them now or later. If you wish to ask questions later, you 

may contact the researcher at dsramosunya@gmail.com or on 0716102475 or NWU Economic and 

Management Sciences Ethics Committee, contact details as follows:  

Dalene Vorster (Deputy: Administrator) 

Faculty of Economic and Management Sciences  

Tel: (+27) 018 2991362 Dalene.Vorster@nwu.ac.za  

 

This study has been ethically reviewed and approved by the Economic and Management Sciences 

Ethics Committee (EMS-REC) at NWU (approval number_____). 

mailto:dsramosunya@gmail.com
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Part 2: Certificate of Consent 

 

I                                                                     have been invited to participate in research about 

exploring the perceptions of women pursuing leadership positions in a local government. I have 

read the foregoing information, or it has been read to me. 

 I have had a chance to ask the researcher questions on the study.  

 These questions have been adequately answered for me to be able to provide informed 

consent to participate in this study. 

 I understand that taking part in this study is voluntary. 

 I have not been pressurised to take part in this study. 

 I understand that I may exit the study at any time without being penalised or prejudiced 

against in any way.  

 I hereby provide consent to contribute to this study under the conditions explained in this 

form. 

 

Please initial each page and sign 

 

Name of Participant__________________ 

Signature of Participant ___________________ 

Date ___________________________ 

 


