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ABSTRACT

The thesis highlights the global and local und@resentation of women in positions of
leadership. The research provides insights into libeiers that women managers in the
hospitality and financial services sectors facée, key success factors and the strategies that

they employed in breaking the glass ceiling.

Research has established that in societies withmmalnrepresentation of women in business
leadership such as Zimbabwe, women'’s roles are tnadéional and women tend to be found
largely in supportive and submissive roles of fgnghre-giving, household responsibilities,
nursing and teaching. Stereotypes and gender baaeelsigh and the glass ceiling is harder to
break. The study explores what researchers havedfeagarding effective leadership and

management styles and confirms that culture impatigender and leadership.

This thesis utilized the mixed methods approachualitative research in order to identify the
leadership and gender challenges that impact opdhéipation of women in management in
the hospitality and financial services sectors imkabwe. The conceptual framework that
guided the research methodology and design walsiplue- Process- Output (IPO) model used in
the systems approach. Data from the questionnairdepth interviews and focus discussion
groups provided input into the framework. The otitprovided responses to the key study
guestions.

The main leadership and gender challenges idettifiehe thesis have to do with difficulties in
work life balance and prejudices from colleaguesilteng in them not being taken seriously.
The main success factors identified included haodkyacquiring the necessary qualifications,

confidence, assertiveness and creativity in mamgagork life balance.

The main recommendations from the study includequaing the necessary professional
qualifications for the particular industry, willingss to take up challenges that come with senior
positions, hard work, effectively managing worlelibalances, the need for awareness- raising
through networking with other women managers, anfbreement of policies for increasing

representation of women in boards and senior maneaggepositions.
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CHAPTER 1
1.1INTRODUCTION

This Chapter provides the background to the studytlee leadership and gender
challenges facing women in the hospitality andrimal services sectors in Zimbabwe. It
describes the situation of women in Zimbabwe befomm@ependence, the reforms
concerning the status of women since independendehee situation of women in the
hospitality and financial services sectors. Thdaestant of the problem investigated,
objectives of the study, specific questions adam@sgistification for the study, scope and
limitations of the study are also outlined. A bradscription of the methodology and
techniques used in carrying out the research imedtin this Chapter. The Chapter ends

with an outline of how the study is organized.

1.2 BACKGROUND TO THE STUDY

In Zimbabwe, as a patriarchal society, men and wopiay different roles at home and
in the society. These roles underpin the social anliural norms that define the
relationships between men and women and deterrhaeights, resources and decision
making power they have. Zimbabwe has a populatidi?®73 808 and men account for
6 234 931 while women account for 6 738 877 whgeb2% ( ZIMSTATS Preliminary
Report, 2012:1).

The status of women in Zimbabwe is an issue thatdiaays attracted attention. For
example, the Human Development Report of 2003 nibtetdschool enrolment remained
lower for females than for males in both secondarg tertiary institutions of learning.
Few women have senior positions in the public ardape sectors (Zimbabwe Human

Development Report, 2003:3)

Historically, gender disparities have always exisite many spheres of development in
Zimbabwe. In the education sector as noted abdwe,higher one progresses in the

education system, the lower the representation ahen becomes. Progress has been

1



made in narrowing the gender disparities in bott@ry and secondary education since
independence in 1980. This shows that gender diigparthe education sector starts at

primary school levels.

Even though progress has been made since indepenaei981, in 2001 enrolment in
the five main state and private universities showkdt only 32% were women

(Zimbabwe Human Development Report, 2003:21).

The Zimbabwe Human Development Report noted th&008 women were still under
represented in political decision making (Zimbabweman Development Report
2003:23). Although in 2012 there were 32 women &an8 men in Parliament and that
women constituted 17.9% of parliamentarians the r@enstitution of Zimbabwe
allocates 60 total affirmative action seats for weoamn both the country’s 210-seat
parliament and 88-seat senate (www.ipsnews.ne/R61 accessed 3July 2013).The
Constitution provides for 18 percent quota of wolsgrarticipation in politics. However,
the number of women in decision making positiongsegally remains low (UNDP

Country analysis Report, 2010:69).

The situation of women in the private sector durthg research period was not any
different. Although statistics are not availabletbea number of women executives in the
private sector, it is common knowledge that thaadion of women in the private sector
is less representative than that of the publicase&ositions of leadership in the public

and private sectors in Zimbabwe are mostly occupjethen.

Most women in Zimbabwe are employed in the inforsedtor. In 2010, 53% of those
employed in the informal sector economy were woméiile 47% were men (UNDP

Country analysis Report, 2010:19).

Generally, research findings show that women avekald by socio-cultural- economical
factors from entering into top positions. In subi&a Africa, 84% of women are

employed informally, compared to 63% of men (Dej&207:2).
2



1.3 THE SITUATION OF WOMEN BEFORE INDEPENDENCE

Culturally, Zimbabwe is a very patriarchal societyhis means that a woman moves to
her husband’s family and assumes her husband’susienThe children from that union
“belong” to the husband. Before independence, calaattitudes and policies defined
women as male property (Baden, et al., 1999). legaérefore, women were regarded
as minors under the guardianship of their fathersheir husbands. Women were not
regarded as equals to men before the law. Evenaforpurposes those women who
worked were not treated as persons. Their salaver® taken as additional to the
husband’s salary. They could not enter into cohtoacwn property in their own right.
Traditionally, the Zimbabwean society placed veiylel value on women working
outside of the family home. The woman’s place washie home. Those women who
were formally employed found themselves in the heeg and nursing professions which
were generally regarded as women'’s professionsorl educational and economic
policies and traditional practices tended to suppbe advancement of men at the
expense of women. For example, the bulk of thettiak the husband was liable to pay
was taken from the working wife’s salary. Women @veot paid the same as men for the
same jobs. This was the case even during the gadys after independence. Before
independence in 1980, very little recognition waseg to women’s potential or actual
participation in decision making in government, &one in the private sector. For
example there were no women permanent secretanidsna women members of

parliament in Rhodesia before independence.

It can therefore be said that Zimbabwean Societegdly regards women as subordinate
to men and that they should be confined to traditiggender roles such as looking after
the family and doing other household duties. “Thera perception that women may not
be effective leaders due to their multiple rolesthe labour market, men are preferred
candidates partly because of the comparatively dniglosts associated with female
employees. These include maternity leave, and tifhfom work to care for children,

the sick and elderly members of the family.” (UNDBBuntry analysis Report, 2010:71).



1.4 REFORMS CONCERNING STATUS OF WOMEN SINCE INDEPENDENCE

In spite of all the progress made in policy andalegforms, the 1998 United Nations
Development Programme (UNDP) Country Analysis Repescribed Zimbabwe as a
highly unequal society with representation of wonmerdecision making levels in the

private sector as still low especially in the fitesto decades of independence (UNDP
Country analysis Report, 2010:69).

The status of women started to improve with thaiatbtent of independence in 1980.
The Zimbabwean government started to remove thizeeiminatory laws and practices
that tended to discriminate against women and tluae their participation in the
development of the country. Zimbabwe also commitiself to international conventions
by signing up to international and regional proteand conventions that support goals
of gender equality (Baden, et al., 1999). Soméheflaws that were enacted since 1980

include the following:

1. Equal Pay Regulation Act of 1980 which enabled wortee enjoy equal pay as
their male counterparts for performing the same job

2. Immovable Property (Prevention of DiscriminationgtAof 1982 which made
discrimination on the grounds of sex in the dispasfaimmovable property
unlawful;

3. Legal Age of Majority Act of 1982 which made womand men be regarded as
equals before the law;

4. Matrimonial Causes Act of 1985 which made womemstgbution to the home
and family life be legally recognized and womenldauwow claim a share of the
assets upon divorce;

5. 14" Amendment to Section 23 of the Constitution of Eabhwe of 1996 (The Bill
Of Rights) which prohibited discrimination on theognd of sex or gender;

6. Convention on the Elimination of all forms of disomation Against women
(CEDAW, 1991) prohibited discrimination against wam Discrimination
includes exclusion or restriction made on the bakisex which has the effect or

purpose of impairing or nullifying the recognitioenjoyment or exercise by
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women of their rights, irrespective of their mdrggatus on the basis of equality
with men ( ZWLA, 2010);

7. SADC Declaration on Gender and Development of 188icle five provides for
member countries to place affirmative action measudor women in order to
eliminate all barriers which prevent them from #pating meaningfully in all
aspects of life and create a conducive environnfentsuch participation
(ZWLA, 2010);

8. National Gender Policy (2002) provides guidelinesl @nstitutional framework
for mainstreaming gender in all sectoral policiespgrammes, projects and
activities at all levels of society and economy.

In spite of all the progress made in policy andalegforms, the 1998 United Nations
Development Programme (UNDP) Human Development Refascribed Zimbabwe as

a “highly unequal society” with representation admen in decision making levels in the
private sector as still low especially in the fitato decades of independence (UNDP
1998).

1.5 WOMEN IN THE HOSPITALITY AND FINANCIAL SERVICES

The current study focuses on women managers imabkpitality and financial services
sectors. Some research has been done on women empewt in tourism and the
hospitality sector (Madzara, 2011), but, to theagsher’'s knowledge, no research has so

far been done on the status of women in the firzuservices sector.

1.5.1 Impact of global recession

Zimbabwe’s economy has been experiencing negatresvtj since the Economic
Structural Adjustment Programme (ESAP) of the e&890s. The problem escalated in
2000 when the land reform programme to redistrittand from mainly white farmers to
black Zimbabweans resulted in the internationalatsan of Zimbabwe resulting in the
economic crises which lasted for nearly a decadan{thgwa et al.,2012:14). As a
result, the Zimbabwe dollar fell dismally. The ghbkeconomic recession compounded
the problem. By the end of 2008 the US dollar wasivalent to the Zimbabwe dollar



with 21 zeros (Manjengwa et al., 2012:14). As aultesf this crisis many people
migrated to neighbouring countries and to the diesplLeading to what is commonly
known as the ‘brain drain’. Professional peopleshsas doctors, nurses and teachers, left

the country in huge numbers to seek employmentviises.

The importance of the effects of the global reaes$o the study on the participation of
women in management is that economic crises resuit@a drop in the performance of
the Tourism and Hospitality sectors. For example Three Year Macro — Economic
Policy And Budget Framework 2010 — 2012 ( STERP 1Xjoted that while in 1996
Zimbabwe was served by forty five (45) foreign earriers that linked the country to
more than one hundred international destinatiam®009 there were only seven such
carriers. The report also noted that the situati@s somewhat improving since the
Global Political Agreement (GPA) was implementeotwithstanding the general 4 — 6%
decline in global tourism (Three Year Macro-EconorRblicy and Budget Framework
2010-2012 STERP 11, 2009:49). The GPA has restuitéde economy stabilizing and
improved availability of consumer goods and sewvigHering renewed opportunities for
the hospitality industry. STERP 11 also noted thextds in tourist arrivals were steadily

increasing.

1.6 STATEMENT OF THE PROBLEM
1.6.1 Women in the Hospitality Sector

Studies from a number of countries revealed thatentioan 90 % of people working in
the hospitality industry as waitresses, bartendergids, babysitters, cleaners,
housekeepers, launderers, dry-cleaners, are woiMadzara, 2011:19). No statistics
were available for these specific occupations fontabwe but it was generally observed

and believed that women in these jobs are sigmfiganore than men.

Table 1.1 shows the gender disparity in employneémtomen in three leading hotels in

Zimbabwe.



Table 1.1 Gender Diversity within 3 Leading TourismOperations

Rank No. of Females No. of Males % female
Directors/CEOs 4 7 36.4
General Managers 5 21 19.2
Senior Managers 76 119 38.9
Front Office Managers 78 143 35.3
General Workforce 1225 1892 40.1
Totals 1388 2119 39.6

Source: (Madzara, 2011: 19)

This table shows that more men than women are gmglat all the ranks. It is assumed
that employment of women at the lower levels in hioéel industry is influenced by the
traditional gender roles that women play. Womemdté find themselves taking on
traditional female gender related roles such asnatg, cooking, caring and guest

services.

There is no gender segregated data for the finkuseievices sector in Zimbabwe.

However a study on women in the banking sector imhabwe has revealed some
challenges faced by women managers in the banlkaotprs(Chuma and Ncube 2010).
The study acknowledged gender disparity in the im@n&ector but did not give gender
segregated data in that sector. The study wasmals@xtended to other sectors of the

financial services such as the insurance industry.

A number of reforms were passed by the governmérdimbabwe to improve the
situation of women and these reforms include tabdur Relations Act (which forbids
any form of discrimination in labour on the grouofdone’s sex), the SADC protocol on
Gender and Development’, to which Zimbabwe is $@wya (which aims at increasing

women’s representation in positions of leadershig the National Gender Policy which



aims at mainstreaming gender at all levels andliaspects of the economy. In spite of
these reforms there is less representation of womegpositions of leadership in the
private sector in general and in the hospitality Anancial service sectors in particular in
Zimbabwe. More women than men are found in loweellgobs. There is need to explore

why this disparity exists in spite of the reforms.

This study assumed that women and men, becaudeeinfdifferent gender roles and
responsibilities, have different experiences wheraime to leadership and management.
There were leadership and gender challenges thabhewoin management in the
hospitality and financial services sectors in Zilmiva had to contend with. The problem
is that the success of a woman manager in the tatispand financial services sectors
depended not only on one’s intelligence, qualifarag and industriousness, but also on
how well one succeeded in managing issues to do Mdadership and gender and in
coping with what was required in those positiongasfponsibility as noted by Chuma,
and Ncube (2010).

1.7 OBJECTIVES OF THE STUDY

The study aimed at identifying success factors strategies for meeting leadership and
gender challenges faced by women in the hospitaliy financial services sectors of
Zimbabwe and making recommendations for their &ffecparticipation in leadership

and management.

1.7.1 Precise objectives

The study sought to explore the following precibgotives:
1. To identify leadership and gender challenges fédgedomen managers in
the hospitality and financial services sectors
2. To establish the extent to which women manageihenhospitality and
financial services sectors are satisfied with hbaytfulfil their roles and

responsibilities as wives, mothers and managers



3. To identify strategies employed by women managethe hospitality and
financial services for managing gender and leagexdtallenges

4. To identify key success factors for women managers

1.8 SCOPE OF THE STUDY

The study covered women in management in the radgpiand financial services sectors
in Zimbabwe. In the hospitality industry key resgents were drawn from the hotels and
lodges sector. In the financial services sector kegpondents were drawn from the

banking and insurance sectors.

1.9 LIMITATIONS OF THE STUDY

The study did not indicate how many women were anagement in the hospitality and
financial services sectors. It worked on the comrknawledge that there were fewer

women than men in positions of management in teestors.

Another limitation of the study was to do with thesearch methodology itself. The
intention of the study was to give an in depth ustading of the leadership and gender
challenges that hindered women managers from efédgtparticipating in leadership
and management positions and to find out whategjia$ those women could employ to

manage those challenges. The study was therefgaydased on qualitative methods.

Another limitation of the study was that no attema@s made to solicit views of men
managers as regards the leadership and gendeeraed] that women managers faced.
The intention was to give the opportunity to wonterspeak for themselves instead of
men speaking on their behalf. Soliciting the vieafs men as regards women’s

participation in management could perhaps be am@ranvestigation for future research.



1.10 JUSTIFICATION FOR THE STUDY

There were a number of reasons that justifiedstudy.

1. The question of leadership and gender challengatsithpact on the effective
participation of women in the hospitality and fical services sectors had not
received as much attention as women in other sectothe economy; there are
very few studies in this area.

Chuma and Ncube (2010) carried out a study on problfaced by women
managers in the banking sector in Zimbabwe. Theabives of their study were
to investigate the challenges faced by female baakgers in Zimbabwe, to
examine the extent to which the challenges impiogetheir performance and
career progression and to assess the attitudeslqgfeaceptions of subordinates to
female managers. The current research carriesitben&€ and Ncube study a step
further by investigating what strategies and kegcess factors women managers
could use to manage those challenges and succdmdaking the glass ceiling.
While the Chuma and Ncube study limited itself e banking sector only, the
current research extended the study to the insarand the hospitality sectors as
well.

Madzara (2011) carried out a study on how womethéntourism sector can be
empowered to own businesses in that sector. Ty sliowed the disparity in
the number of men and women employed at variouslden the three leading
hotels. This study serves to confirm that more woraee employed at lower
levels than men. Senior management positions inhttepitality industry are
occupied by men. Madzara did not look at the remsdny that was the case. This
research carries the study by Madzara further leytitying and analysing the
gender and leadership challenges that the womemamagement positions in the
hospitality sector met and what they needed toodaréak the “glass ceiling”, the

success factors.

2. Equipping women with strategies to break leaderahighgender barriers that face
them as a way of capacitating and empowering woward contribute towards

the realization of target 4b of tMillennium Development Goal

10



3. Academics in social sciences and business managevoerd also find the study
useful as it contributed to the field of socialesaes, organizational development

and business management.

4. The study would make a direct contribution to amlerstanding of women in
management; to policy makers as they develop pslicon gender and
mainstreaming of gender in hospitality and finahservices; to academics on
studies on women and organizational culture anthdevidual women aspiring

for management positions.

1.11 RESEARCH QUESTIONS

The study centred around identifying the leadersimg gender challenges that impacted
on women’s effective participation in managementthe hospitality and financial
services sectors and what strategies were emplbyethe participants in managing

those challenges effectively.

The sub question was on what key factors contribtaghe success of women managers

in the hospitality and financial services sectors.

Research questions were formulated in answer topiteeise objectives stated above as
follows:

1. What were the leadership and gender challengesl fagethe women
managers in the hospitality and financial servemsgors?

2. What was the extent to which women managers inhthpitality and
financial services sectors were satisfied with hbeay fulfilled their roles
and responsibilities as wives, mothers and managers

3. What was the extent to which women managers inhthepitality and
financial services sectors were involved in spond aother social

activities?
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4. What strategies were employed by women manageheihospitality and
financial services for managing gender and leagexdtallenges?

5. What were the key success factors for women masagérospitality and
financial services?

6. What suggestions and recommendations could be rfadeffective
participation of women in management as they clih@corporate ladder
in the hospitality and financial services?

Addressing the above six questions as guided by phexise objectives
contributed towards the establishment of leaderahigh gender challenges facing
women managers in the hospitality and financialises sectors in Zimbabwe

and the development of strategies for meetingetiobsllenges.

1.12 RESEARCH METHODOLOGY

The study employed a qualitative approach to rebeasing mixed methods namely,
case studies, focus discussion groups and queatiensurvey. Eight (8) cases were
developed with eight participants from the hospitadnd financial service sectors who

told their stories with the assistance of an intkdépterview guide.

Quialitative research methodology was used fordheviing reasons:

1. The proposed area of investigation rendered itsadily and adequately to the
gualitative approach as a research methodology.

2. The qualitative approach appealed to the resealmrause of personal training
and experience as an organizational developmentifowaer. The researcher had
experience in conducting open-ended in depth it and was comfortable
with literary form of writing.

3. The approach appealed to the audience for whiclstthdy was targeted, women
managers in the hospitality and financial servigeslicy makers, academics,

social science students and other women managers.
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1.13 RESEARCH DESIGN AND STRATEGY

The strategy used in the design of the researtbwet five steps. The first step was the
sampling and identification of key respondentthioquestionnaire and the 8 participants
for in-depth interviews and case studies. This fslswed by initial meetings with the 8
case study participants to prepare them for theystilihe third step was data collection
which involved in-depth interviews of the 8 panpiants and story- telling. Data was also
collected from questionnaires administered to oth@men managers in the target group
and from focus discussion grougllecting data from multiple sources, which inadd
in-depth interviews, questionnaire and focus disicus groups, facilitated cross-
referencing and triangulation of data. The foutiépsn the design was data processing
and analysis using computer software and presentati findings was the fifth step in
the design. Findings from the research were condparth findings by other researchers
identified in the literature review (Bass, 1990,a#ig et al, 2009, Metcalfe, 2010, Eagly
et al, 2010, Priola, 2004, Miller, 2010, Bertrarichk 2010, Rapacioli, 2012and Martin,
2006). The whole research design was guided bylrthat -Process - Ouput (IPO)
conceptual framework. IPO is a model used in ecoc®rand in the manufacturing
industry. It assists one in the understanding oatwiappens when a number of inputs
are put together and processed to get results ipmusu It provides a framework for

designing a project.

1.14 ETHICAL CONSIDERATIONS

Donald et al (2006) raised a number of ethicalesdhat a researcher should consider in
carrying out research such as voluntary partiogpetf respondents in the research study

and issues of confidentiality to protect the regjmris and their organizations.

Before the research was conducted the research&neth an introductory and official
letter from the university. The introductory letterattached to this thesis as Appendix F.
The (8) participants in this study participated wahrily. They were informed of the
nature of the research right at the beginning agaesl a consent form. A sample of the

consent form is attached to this thesis as Appe@diXhey were also informed of the

13



option to withdraw from the study at any time dgrihe research should they wish to do
so. Before the questionnaire was administered, igsitom from the participants’

authorities was obtained and it was made cleahdcauthorities that responding to the
guestionnaire was completely voluntary. The intaiun to the questionnaire also made
it clear that responding to the questionnaire leyitidividuals was voluntary. Permission

from the authorities was obtained to administerghestionnaire at the workplaces.

Confidentiality was stressed throughout the reseafbe anonymity of key participants
was protected by making use of pseudo names nadiety S8. The researcher ensured
that data would not fall into wrong hands the hamg&eeping it safe under lock and key.

1.15 ORGANIZATION OF STUDY

This study on the participation of women in managetn the hospitality and financial
services sectors in Zimbabwe is divided into ses@apters inclusive of the introduction,
which is the first chapter. The introduction praegdthe background to the study, the
situation of women in general, both before andraftdependence, the statement of the
problem, the objectives and the scope of the stlidyrovides the justification for the
study and the limitation thereof. The chapter aescribes how the study was carried out

and organized.

In Chapter 2 the study makes a review of literatetevant to the study. Definitions of

leadership and management and the relationshipeleatthem are explored. Theories of
leadership and leadership styles, starting withrtfwge traditional trait theories to the
more current theories of transformational and dmaatic leadership theories, are
reviewed. The chapter also reviews literature oltuce, gender and leadership, with
particular reference to women in management andgliass ceiling”. Literature on what

other researchers have said about key successsfartd attributes of effective leaders is

also provided in this chapter.

Chapter 3 provides the IPO conceptual frameworkdghaled the research design. Input

into the framework came from the multiple sourcéslata namely: in-depth interviews
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from case studies; focus discussion groups repod &om responses to the
guestionnaire. Data processing and analysis wag doth use of SPSS, Nvivo and
Excelle computer software. The expected outpuhénftamework consisted of findings
in response to the study question namely: leadeisia gender challenges for women in
the hospitality and financial services; stratedmsmeeting the challenges; key success
factors for, advice and recommendations and adeitehow women can effectively

participate in leadership and management positions.

Chapter 4 presents the findings from the reseataltyan both narrative and graphical
forms. The profile of women managers in the tasgattors is presented. The profile
shows the marital status, age, number of childred educational and professional
gualifications. Responses to the key study questaye presented. The findings reflect
responses from the questionnaires, the focus dismugyroups and from the 8 case
studies. A summary of the report from focus groupcussions is presented. A
comparative summary of the 8 cases studies, cadea&1 to S8, is also presented. An

in-depth narrative report of the 8 cases is appeénd the thesis.

The findings are analysed and discussed in chépfEne analysis is done with respect to
the specific questions raised in the study. Thdifigs are discussed in the light of the

literature review and with respect to what otheesrchers have found.

The study ends with Chapter 7 which presents tBeareher’s conclusions from the
study and recommendations for effective particgpatf women in leadership positions.
The chapter ends by presenting areas for furthezareh in the field of women and

management.
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CHAPTER 2
LITRATURE REVIEW
2.1 INTRODUCTION

The term gender is generally understood to refeattiudes, behaviours, values and
beliefs that a particular society considers appab@rfor men and women (Bland, 1998).
Leadership is generally understood to refer to dbdity to influence behaviour of
another person or group of persons (Armstrong, 2@828s, 1990; McFarland, 1979;
Carless, 1998, Fletcher, 2004). Pertinent to thisgdys on leadership and gender
challenges for women in the hospitality and finahsectors in Zimbabwe is the question
of women in management and the glass ceiling. Bmm t‘glass ceiling” has been
defined as “ a barrier to entry into top-level mge@ent positions---based on attitudinal
or organizational bias---simply because they aremaro rather than because they lack the
ability to handle jobs at higher levels” (Morrisehal., 1987:68). Leadership, gender and

the glass ceiling are concepts which are explorete literature review.

This chapter on literature review begins by prasgnseveral definitions of leadership.
The relationship between leadership skills, managerskills and individual success and
failure is explored. The chapter then discussesnoomtheories of leadership including
traits and grid theories and situational / contimgyebehavioural theories. More modern
or current theories, namely transformational andmmonal leadership are also discussed.
Contemporary thinking around the feminization ofn@gement incorporating the two-
factor approach of task and relationship mainteeamtentation to leadership is then
presented. The chapter looks at what researchess fwaind regarding key success
factors for effective leadership and charactesstc qualities that people look for in
successful leadership. In order to appreciate ¢addrship and gender challenges that
women face in trying to break the glass ceiling tapter reviews the relationship
between culture, gender and leadership. The chdpter reviews the discourse by

researchers as regards the glass ceiling. It cdeslby reviewing what research findings
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say about key attributes and success factors tbatew should consider in coming up
with strategies for breaking the glass ceiling &dthem to be effective participants in

leadership and management positions.
2.2 DEFINING LEADERSHIP

Several definitions of leadership have been pulvéod over the years as referenced
above. A basic definition of leadership is the ipbf an individual to influence others to
work beyond ordinary levels to achieve go&sich a definition applies particularly to
leadership within organizationd.eadership can also be defined as the process of
inspiring individuals to give their best to achiezedesired result. It involves getting
people to move in the right direction by their coittnent and motivating them to
achieve their goals and those of the organizalfibis implies that leadership requires the
harmonization of individual needs, task needs d&reeds of the group. It is about
getting the job done while meeting individual andup needs and maintaining team
spirit.

The above definitions point to leadership as a gssaf social influence in which one

person can enlist the aid and support of othetlseraccomplishment of a common task.

There are new models of leadership, transformatiand communal leadership, which
define leadership as a social process in whichrpetsonal relationships and interaction
at all levels in an organization are key to effestieadership (Carless, 1998: Fletcher,
2004). Included in the definitions of the new madelf effective leadership is the
relevance of emotional intelligence (Mayer, et 2008). Emotional intelligence is
defined as the ability to perceive, use, understand manage emotions. These are
characteristics or traits which are associated wittmen. This line of thinking has led
some authors to think that there is a trend towavrldat is currently referred to as the

feminization of management.
2.3 THE FEMINISATION OF MANAGEMENT

Contemporary management practices encourage thieisation of management. The

feminisation of management refers to the spreadvadfies, meanings or qualities
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culturally associated with females (Priola, 20024 Behaviours such as nurturing and
caring, interpersonal sensitivity and preferencedpen and cooperative relationships,
have been advocated as the most effective resptmsshanges in organisations’
environments. There are four major characteristibgch distinguish women and men

management styles namely:
1. the ability to manage multi — tasks ( including adistration);
2. people and communication skills; and
3. the ability to focus on support and care for staff.

Studies have shown that women management styletribzde positively to the
successful achievement of organizational goals I¢Bgh, et al., (2008:184). This

argument is in favour of the feminisation of managat.

In looking at theoretical paradigms on gender a&adiérship Nwobodo (2009) proposes a
two factor theory of looking at effective leadeslim organizations. The author argues
that there are two basic aspects of leadership gsimg the task oriented (masculine)
approach and the maintenance of relationship @tie(feminine) approach. The essence
of this argument is that effective leadership ie timat takes account of the importance of
both task and relationship issues. This approagblies that to be effective, women
should incorporate the masculine approach to th&ilal feminine orientation and men

should also incorporate the feminine approachéo tsual masculine orientation.

The idea of feminisation of management has, howeéwaen challenged (Collinson and
Hearn, 1994, Shakeshaft, 1999; Barker, 2000s Bad Avalio, 1994).

It has been argued that women managers at alrblgcal levels will only survive if
they follow the example of most of their male cauparts (Collinson and
Hearn,1994:10). These authors argue that therseseral masculinities which “remain
pervasive and privileged” in organisations and nganaent practices. These include

authoritarianism, paternalism, entrepreneurialisangerism and informal approaches.
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Shakeshaft, (1993:105) also argues that feminiageleship styles are not better or worse
than the traditional male-oriented ones. They ast fifferent. Men and women lead
differently and unless one understands these diffsvs men and women are not likely to
work well together. It has also been argued thatréal issue in leadership differences
between men and women hinges upon the equity isdleetion of the right person with
the appropriate skills and qualities to ensure dffectiveness and success of the
organization (Barker, 2000; Bass and Avalio, 19%4therefore means that regardless of
whether one is female or male ones needs to hataircejualities and skills to be
effective as a leader. This study shows that evigmthe requisite skills and qualities for
effective leadership, gender role expectations @antlire impact on the effectiveness of

women as managers in the hospitality and finarsgalices sectors in Zimbabwe.

Clearly, the challenges that have emerged negate two-factor feminization of

management preferring the masculine factor only.
2.4 RELATIONSHIP BETWEEN LEADERSHIP AND MANAGEMENT

The terms leadership and management are often sisgsmhymously. Some authors,
especially in the area of leadership, draw disitimst between the two terms arguing that
management refers to the five functions of plannorganizing, staffing, implementing
and controlling (Hughes et al,. 2002; Shriberglgt2905). This distinction is echoed by
others such as Heathfield (wwwAbout.comGuide, am@08/2012), who asserts that
management requires one to conduct the affairsisihbss, to have work under control
and to provide direction. In doing so one needguidle other employees, to administer

and organize work processes and systems and t¢ehanodlems.

Others see management as a function that is wiglaitkership (Kotter, 1990; Schouller,
2011). They argue that leadership and managemerdaanplimentary skill sets that are
both necessary for executive success. In other syokehdership and management
overlap. In the light of this discourse one carsayt that he or she is just a manager and

not a leader or vice versa.
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The understanding of key leadership theories i®ssary for the appreciation of what
makes one a successful leader and manager regaadlgender. The discourse on the
definitions of leadership and the feminisation addimagement is therefore of interest to
the study on leadership and gender challenges donem managers in the private sector
in Zimbabwe. The study makes it imperative thabider to appreciate leadership and
gender challenges faced by women managers, ones teé@dve an appreciation of key

theories of leadership and leadership styles.

McCartney et al., (2006: 195) argue that successfatutives must have both leadership
and management skills. These two sets of skilldrifrie to one’s success or failure as
an executive. The optimal mix of leadership anchagement skills may change as one
moves up in an organization. However over-reliameeone skill to the exclusion of the
other can lead to failure. This is a big learnilognp for women managers in general. The
implications for women managers in the hospitaltyd financial services sectors in
Zimbabwe are that being appointed to a leadersbsitipn is not enough. What is

required is for one to have the necessary mixadeship and management skills.
2.5 THEORIES OF LEADERSHIP

A review of the literature on leadership and gendeallenges for women managers
requires one to look at the various common theasfekeadership which in fact have
changed drastically over the years. Key theoriggeweed include the Traits Theory, the
Grid Theories and Situational / Contingency Theoriehe earliest theories of leadership
focused almost exclusively on personality traiteereas current theories emphasize the
context elements. The review also includes theodise on different leadership styles
such as the autocratic, democratic, appreciativanstormational and communal
leadership styles.

2.5.1 Traits Theory

The trait theory is probably the earliest acadethieory of leadership. The theory
assumes that there are certain qualities and trajiersonal attributes and characteristics

that make some people better suited for leadesbsions than others. Thomas Carlyle
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can be considered one of the pioneers of thettradry. Such traits as honesty, loyalty,
ambition, aggressiveness, initiative, and driveemgeemed important for effective and
successful leadership. The strongest versions af theory see these leadership
characteristics as “innate”, and accordingly lsdzehe people as "born leaders". The trait
approach can be criticized for lack of direct clatien between a trait and effective
leadership. The approach also failed to considernrfiuence of situational factors and
characteristics of followers. There is no agrestldf common traits among researchers
on leadership. Traits-based models would actualynore useful for selecting leaders
than for developing one to be an effective leader.such, the traits — based models
would not be very helpful for women in managementinding strategies for managing
leadership and gender challenges and breakingglhss® ceiling”, and hence the need to
look at other theories which look at behaviourd thake one an effective leader. Such

theories include the grid theory and situationahtmgency theories.
2.5.2 The Grid Theory

The grid theory is behavior based. The focus isemmn leader effectiveness than in
personal attributes or characteristics. The grebtia combined a number of different
traits into two distinct continua which cover theshessential leadership characteristics.

The two continua (or dimensions) are then crossddrim some form of grid.

The grid model was developed by Robert Blake ané J&outon and is known to many
simply as “THE GRID” (Zeldan, 2009:1). The two confa used by Blake and Mouton
were “Concern for Production” and “Concern for PeddBlake and Mouton, 1961).
The leader who has a low concern for people anddomcern for production has an
“Impoverished Management Style”. Effective prodantis unobtainable because people
are lazy, apathetic and indifferent. The Task Mamagnt style of leadership treats
people basically as a resource, the same as machme supplies. The manager’s
responsibility is to plan, direct and control therwof those subordinates under him/her.
The “Middle of the Road leadership style is wheoe push for production, but do not go
“all out”. Give some, but not all. Be fair but rfir with people. With “Country Club

Management” the leader shows high concern for gelpt low concern for productivity.
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Production is secondary to lack of conflict, goodntan relations, satisfaction and
fellowship. The leader or manager who practicesaffidvlanagement” style of leadership
has a high concern for people and also a high corfoe productivity. Production comes
from integrating task and human requirements intmiéied system of interplay towards

the accomplishment of the organization’s goals.

The problem with “The Grid” of Blake and Moutonttse tendency to indicate that there
is one “best” style of leadership which is “Teamndgement”. This can be disputed
because there are a lot of variables which coneeplaty such as the situation itself, the
personality or characteristics of the leader, tglexity of the task to be performed and
the characteristics of the followers themselvesd@®e 2009:3).

In theory it should be possible to train women ng@na in the team management style.
However there are some hidden limiting beliefs fhatsist despite training. There are
limitations posed by circumstances surroundingucaleind gender roles that may impact
on the success and effectiveness of women manaesuch, the grid theories do not

offer a complete guide to how one can become aibetider.
2.5.3 Situational / Contingency theories

Situational approaches view leadership as a growgvganizational process in which the
context greatly influences leadership behaviouhsag the nature of the problem, the
level of maturity of the followers, the urgencytbe situation among others. This view,
unlike the traitist theory, suggests that the situamakes the leader. In other words, the
leader is the person most likely to respond tovargset of circumstances. The situational
view emphasizes interpersonal relationships andneefleadership as a process of
influence. This theory assumes that different sibms call for different characteristics
(Hersey and Blanchard 1977). The task of the leadenanager is to identify the best
technique for a particular situation under paricudircumstances at a particular time in
order to achieve best results in meeting the gufaise organization (Stoner and Wankel,
1982)
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A purely situational view of leadership has onertdaming: it fails to take into account
that leadership is a complex process in which tidévidual’s traits may well play a part.
Like trait theories, the situational theories byertiselves represent a limited and
incomplete explanation. They overlook the postibthat at least some traits influence
people to attain leadership responsibilities arad th some cases traits may increase the
chances of their becoming leaders. Theorists stdaelefine the style of leadership as
contingent to the situation (Fiedler, 1971, Vroomd & etton, 1973). This line of thinking

is sometimes classified as contingency theory.

There is more ambiguity in the leadership literatas to whether situational theory and
contingency theory are one and the same. Thedwmastare often used interchangeably.
In this review of literature on leadership, the terihas chosen to treat situational and
contingency theories separately but to acknowlesigelarities between the two. One
way of looking at the similarities between situaibtheory and contingency theory is to
suggest that whereas situational theory states I#ztership style depends on the
situation (without suggesting which style is apprate for which situation), contingency
theory goes one step further and attempts to stgjgesype of leadership style that will

be effective in specific kinds of situations.

In recent years, four contingency leadership tlesoaippear prominently: Fiedler (1971)
contingency model, Vroom-Yetton (1973) decision elpdHouse (1971) path-goal

theory, and the Hershey-Blanchard situational theor

2.5.4 The path-goal theory

The path-goal theory developed by Robert Housel()lfxtuses on the perceptions and
expectations of subordinates, regarding the relatotheir performance, the relation of
the performance to their expectations of rewardakthe level of the extent to which the
subordinate desires the reward expected. It boraved from the expectancy theory of
motivation as developed by Vroom (1973). The rdléhe leader in the path-goal theory
is to clear the path by creating an enabling emvitent for the subordinate to perform

and, upon accomplishment of the task, to rewardtiv®rdinate as per expectation.
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2.5.5 The Fiedler contingency model

Fiedler’'s contingency theory defined two typesedder: those who tend to accomplish
the task by developing good-relationships with gieup ¢elationship-orienteyl and
those who have as their prime concern carryinglmitask itselftask-orientedl (Fiedler,
1971). According to this contingency model, thexao ideal leader. Both task-oriented
and relationship-oriented leaders can be effedfitkeir leadership orientation fits the

situation.
2.5.6 Vroom and Yetton model

A comparable model was developed by Vroom and Yie(i®73). They developed a
taxonomy for describing leadership situations de@rwhich approach was more suitable
to which situation. This approach supports the itheat the same manager could rely on
different group decision- making approaches depwndin the attributes of each

situation.

It can be argued that like the grid theories, bbibdler's and Vroom and Yetton’s
models are not useful in predicting strategies ghabman manager can use to break the
“glass ceiling”. This is because the models arey @dscriptive in nature. They do not
indicate what should do to become effective. Thel@®may be useful as general guides

for selecting people into positions of leadership.
2.5.7 Hersey and Blanchard

The situational leadership model proposed by Hersimed Blanchard suggests four
leadership-styles and four levels of follower-deyeghent (Claude, 1983). For
effectiveness, the model posits that the leaderstylp must match the appropriate level
of followership-development. In this model, leadgpsbehaviour becomes a function not

only of the characteristics of the leader, buthef tharacteristics of followers as well.

All the situational models discussed above assuh@ leaders can change their
behaviour but they ignore the presence of a leaddraracteristics and psychological

make- up.
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These approaches are interesting to the resedrebause of the need to look into what
skills and behaviours and what leadership stylesbeaadopted by women managers if

they are to be successful in breaking the glasmgei

One real value of these theories is the implicati@t leaders need not to be born as such
but could be trained to do the right things. Thelioations of this approach for women
managers is that one can learn to recognize tlirewmastances and practise the right
behaviours to suit the situation.

2.6 LEADERSHIP STYLES

The discourse on strategies for meeting leaderahi gender challenges for women
managers can be enriched by reviewing key commadelship styles which include
democratic, autocratic, appreciative, transfornmatioand communal leadership styles
(Bass 1990, Luthans and Avalio 2003; Lewis, et241Q6).

The autocratic leaders who impose their decisiosisig their position to force people to
do as they are told and the democratic leadersembourage subordinates to participate
and involve themselves in decision-making have reé&rred to earlier in this review
under the traditional approaches to leadership. Whter will therefore focus more on
appreciative leadership, transformational and cormahleadership styles which are part

of the more modern or current theories of leadershi

2.6.1 Appreciative Leadership

Appreciative leadership is a style that perhaps @owan learn from in order to be more
effective as leaders and managers. Appreciatidelsasee, make meaning, and connect
all that is good and best in people and the wortdired them. They are self aware and
incorporate new learning. Appreciative leadersvaiting to change the way they look at
and define things (Lewis et al., 2006:87).Thiswigf appreciative leadership tallies well
with what is described as authentic leadership {&ags and Avolio, 2003). Authentic
leaders are described as genuine, reliable, trustworeal, and veritable. Authentic

leaders take ownership for personal experiencesir Hetions are congruent with their
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“true self’. They are confident, hopeful, optimecstiresilient, transparent, and future-
oriented. Authentic leaders develop others. Dbsdrias such appreciative leadership

echoes the thinking behind the feminisation of nganmaent discussed eatrlier.
2.6.2 Transformational and Communal Leadership Stys

Transformational leadership is that leadership Wwhies highly visible. The
transformational leader is always looking for idélast move the organization to reach
the company’s vision. Transformational leaders $ooun the bigger picture. Communal
leadership requires one to be compassionate, seenaitd show concern for others. Both
transformational and communal leadership stylesegarded as relatively newer models
of leadership styles. Bass (1990) views transfaonat leaders as those leaders who
inspire followers, influence and inspire them tmiss for higher ideals. They are
individually considerate and they motivate followeo see the bigger picture. They are
visionaries. This view is echoed by Burns (2008 v#p describes the transformational
leader as one who motivates his/her team to beteféeand efficient. Communication is
the base for goal achievement focusing the groupherfinal desired outcome or goal
attainment.

An effective way to inculcate the characteristi€sransformational leadership includes
identifying personal intrinsic preferences, levemggexisting strengths, and developing

areas of weakness (de Charon, 2003:25).

Both transformational and communal leadership seeldrship as a social process in
which interpersonal relationships and interactibalblevels in an organization are key to
effective leadership (Carless, 1998, Fletcher, 2004us transformational and people
oriented behaviours such as appropriately exprgssinotions, motivating employees,
developing and monitoring employees and attentbrteir individual needs are what is
required for leadership effectiveness. Such traérse and still are to some extent seen as
feminine traits (Priola, 2004:427). These are tflags which have always been linked
with women. Such thinking is consistent with thétwal norm that women and not men
are generally described as caring, supportive amsiderate. This is echoed in the

inclusive leadership model which highlights the artance of the ‘feminine’ perspective
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of leadership which regards leadership as a spogless and partnership, rather than the

exercise of power over others (Alimo-Metcalfe, 2.

Such feminine traits as displaying warmth and leckelf interest, expressing agreement
and support are the same “feminine” characterigkias are valued in modern leadership
trends such as authentic leadership or servangishig (Avolio, et al., 2009:430). Both

authentic and servant leadership in this respeutesthe same views as transformational

and communal leadership approaches.

Having looked at the key leadership theories aaddeship styles, one would also want
to review what current research is saying aboutofacthat contribute to successful

leadership.

2.7 KEY SUCCESS FACTORS

It is argued that because the environment is ngdoms stable as it used to be, mere
management is not enough anymore. Top down appezeaeiere the leader issues
directives are also problematic. What is requiteéhfluence. It thus becomes essential
for this study to review key success factors fdeafve and influential leadership and
these include role modelling, ability to communéand listen effectively, involving
others, team development, positive mental attitadeé self-confidence, possession of

specialized knowledge and management skills,
2.7.1 Role modelling

In a study done by the Chartered Institute of Mamagnt Accountants (CIMA) in
Zimbabwe in 2012, the need for support of a roleleh@r mentor was seen as being vital
to the success of women managers in breaking thass gteiling (Rapaciolli, 2012

www.cimaglobal.com/Documents).

The effect of role modelling as being influential successful leadership development
and shaping one to be a successful leader is quabte. It is difficult to exactly imitate
another person’s behavior. The leadership techsithet are likely to work best for one

are the ones that one nurtures inside hersel#iimWhat is required is self awareness,
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figuring out what qualities one possesses thatdcdad turned into the qualities of
leadership. The first step toward success is thereidentifying your own leadership
strengths (Moshauvi, et al., 2003:410). This mehasto be an effective leader one would

need to maximise on one’s strengths and work ofsameaknesses.
2.7.2 Ability to communicate and listen effectively

Another key success factor is the ability to comioate effectively. Effective
communication is an important key success factoreftective leadership. “Our words
really should be like a present. A little gift; sething that we give to other people;
something that they want; something that they readhfor; they grab our words, and
they take them in, and they love them. Becausewamurds made them feel so good. ”
(Lewis, et al., 2006:87).

It can be argued that all the brilliant ideas tra¢ has in the world are worthless unless if
one does share them. That is step number one. nBtaper two is effective listening.-
being open to other people — above, below and beasiéself. People are more likely to
be receptive to your ideas if you show them that sce receptive to theirs. Successful

leaders, more often than not, are the ones who leaveed the value of listening.
2.7.3 Involving others and seeing things from anotr person’s point of view

It is generally acknowledged that successful leaderolve employees in all aspects of
the work process and show genuine interest in tHeoluding people motivates them
and that is a key success factor in effective lesdp. It is important to let people know
that you respect them, that you appreciate therkwthat they are important to you, and
that you want them to grow and reach their poténfiais can be fostered by expressing
genuine interest in others. There are many wayhowing interest which include using
a pleasant voice on the telephone, smiling at gedphrning their names and how to
pronounce them, remembering their birthdays, as&bmut their husbands or wives and

children. This view tallies well with the communeadership style.

It can therefore be argued that effective leadprsimeans seeing things from the other

person’s point of view. If you want to have morecaessful relationships with your
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customers, your family, or your friends, one shdaoluk at things from the other person’s
perspective. It is therefore important to stepsmi& of oneself to discover what is

important to someone else.
2.7.4 Team development

Team development is another key success factomntaay authors cite. It is argued that
the greatest legacy a leader can leave is a grioibeoted, self-confident people who are
themselves ready to lead. A successful leaderasagro develops his/her team and keeps
the team focused. Focus is the ability to igno&rdctions and pursue only what is
important. This view is echoed in transformatiolealdership which focuses the team on
vision and the broader context of the organizatiemaders must keep people focused on
core values and mission, and encourage perpetuaftrmation of the organization as a

means of pursuing its core mission (Burns, 2002:48)

A leadership skill that is commonly associated vettectiveness is the ability to develop
visioning capabilities. A leader should be able¢welop a strategic vision and to inspire
others to adopt and share the vision. In additiorisioning skills, it is important that a

leader aligns and communicates direction, motivatesinspires employees.

2.7.5 Work- life balance

Research has established the fact that women penfieeiny family responsibilities as
demanded by their gender role expectations fromego@nd that even if they are
formally employed and work outside the home they still expected to carry out those
responsibilities as primary care givers. This iases pressure on women and reduces the
time available for formal career work. On the otland, traditionally, men are still
expected to be good husbands and bread winnetkdiorfamilies. They are expected to
devote more time to business outside the homes #asy for men to sacrifice their
families in order to maintain their work responkilas whereas women are expected to
do the opposite (Jennings and McDougal, 2007 andifdaet al, 2002).
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2.7.6 Positive mental attitude and self- confidence

Creating a positive mental attitude is key to sasfid leadership. This implies that
outside influences do not usually determine persbappiness. What matters is how one
reacts to those influences, good or bad. They atbae one of the leader's most
important jobs is to set a positive, self-confidemte, showing others that failure isn’'t to
be considered a possibility. Positive mental wdit and self- confidence as a success
factor is important especially for women who ageaitionally seen as weak and lack self-

confidence.

Establishing a balance between “thinking” and ‘ifegl in decision-making is essential
to enhance leadership capabilities. The advantafy&kinking” include analysis, logic,
objectivity, and impartiality. The disadvantagessaciated with “thinking” over -
analysis of situations, avoidance of emotional egpion, undervaluing the feelings that
motivate others, and lack of approachability (B&rBarr, 1989). In order to overcome
these weaknesses one has to develop an aptitudesiog the feeling style. The
advantages of using the feeling style of leadershigude supportiveness, shared
emotion, sympathy, expressiveness, and the ahilifyrovide descriptive and interesting
account of events. The weaknesses include avoidaincenflict, lack of assertiveness,

overly emotional responses.

Given the advantages and disadvantages of thengiakd feeling styles, it appears that

optimal decisions are based on a balance betweshittking and feeling preferences.

This line of thinking is supported by Goleman (2p@dd Mayer et al., (2008). Both
writers also stress the need for high level ematfiamtelligence.

These authors show that the ability to manage oowis and the emotions of others is
fundamental to transformational leadership. Whagdgiired then is for women managers

to strike a balance between thinking and feeligtest
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2.7.7 Possession of Specialized Knowledge and Maaagent Skills

Another important managerial skill for effectiveatiership is the possession of
specialized knowledge. It becomes especially ingmbrtvhen directing subordinates. To
be successful, a leader just must have the negesspertise. As discussed earlier under
the relationship between leadership and managemeateeds to be a specialist in one’s
area as well as posses demonstrable and visibteridd@p and management skills
(McCartney, et al., 2006:190). The latter also ss¢g that an important skill to have is
the ability to be ready to admit mistakes and lmsvdio criticize. Instead of criticizing
and apportioning blame, which almost always cayssple to duck and hide, what is

required is constructive criticism, encouragemeitt gentle persuasion.
2.7.8 Behaviours and Qualities People Value in Leads

This review would not be complete without lookingspecific behaviours that people
value in leaders and that contribute to their ss€c&he behaviours may, in a way, also
be considered as key success factors of effectmdership. There are a number of
gualities which are generic to good leaders evengh the qualities required of good
leaders may somewhat vary from situation to situa¢Adair, 1984:357). The following

characteristics can also be regarded as contriputinleadership and management

success: enthusiasm, confidence, toughness, ityyegearmth and humility.

An awareness of the behaviours and qualities peagles in leaders and of leadership
key success factors is a necessary ingredient fimem managers as they develop

strategies for meeting leadership and gender ciggke
2.8 CULTURE, GENDER AND WORK

A study on women leadership and gender challengels as this one requires one to
review literature on the relationship between aeltwender and work. The review looks
at cultural issues to do with gender that affeetghrticipation of women in management
and leadership positions. It also requires onenetstand what is meant by the term

“glass ceiling” and its effect on women in managemén this regard the situation of
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women in general, and in Zimbabwe in particulafpbeand after independence, will be

reviewed.

2.8.1 Culture and leadership

Cultural issues affect gender and participationwaimen in leadership positions in
organizations (Hofstede,1980:25). Such culturaliessidentified by Hofstede include
power distance, individualism as compared to ctllextn, avoiding uncertainty

masculinity was compared to femininity, and concéon long term vs short term

orientation. Power distance is defined as the éxtewhich less powerful members of an
organization and institutions accept that powedigributed unequally and therefore,
make their demands and behave accordingly. Thedlsgoped countries in Asia, Latin
America and Africa have a higher power distancen thaglo and Germanic countries.
Individualistic societies put more emphasis on @eas achievements and individual
rights than on collective identification. Peopletwa high level of uncertainty avoidance
tend to be more conservative and cautious. On tter dhand, people with a lower level
of uncertainty avoidance tend to be more pragmetid more tolerant to change. The
research revealed that masculine cultures value pebtiveness, assertiveness,
materialism, ambition and power. Cultures with @agdeerm orientation attach more value
to the future than the present and the past cordpt@resocieties with a short term
orientation which value tradition, steadiness aalfilfnent of social obligations. The

Hofstede finding shows that differences betweertucall values are reflected in the

extent to which women can participate in leadergloigitions.

The GLOBE team (2004) carried out a research tultdd into cultural issues. The team
defined culture as “shared motives, values, beligfentities and interpretations or
meanings of significant events that result from own experiences of members of
collectives that are transmitted across generdtig@séobe, 2004: 15). The research
findings show that culture is constantly evolvingdathis means that over and above
tradition, culture is also affected by the interoa&l drive for reforms to improve the

situation of women. Zimbabwe has been responsivhdse international and regional

drives for reforms to improve the situation of wame
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Research has shown that the more developed a gasnthe more women are found in
positions of leadership in business and politicaull@igh, 2008). Thus economic
development of a country is associated with culteteange and development with
absolute norms and values giving way to more ratjoraccommodative, and
participatory values. Bullough (2008:184) estaldshthat societies with minimal
representation of women in business leadership, em&roles are more traditional and
women tend to be found largely in supportive anghsssive roles of family care-giving
and household responsibilities. Stereotypes andegdriases are extremely high and the
glass ceiling is harder to break, with Afghanistlming the Taliban rule (1996 — 2001)

being an extreme example of complete control of @iy their male family members.

Research has confirmed that cultural context isigmifgcant factor in women’s
perceptions about work and family life balance (hhet al., 2010:304). For example a
study comparing Chinese and American women (Theinal,. 2010) revealed that
sacrificing family time for work was regarded ini@& as a self- sacrifice for the benefit
of the family whereas in America sacrificing familfe for work was seen as failure to
care for family. The research showed that long wagrkhours would not pose much
problem for the Chinese women as it would to Ansrisvomen. The research showed
that in Singapore and Hong Kong, paid work was sesrery important in generating
money needed to meet financial and material needsrie’s family. The high cost of
living and the culture that priorities material sess in these societies explains why work
is seen as a family responsibility and does natniyn way conflict with family obligations
for women. Family support is important for workimgpmen. Coping strategies include

family support and use of domestic help in the fofma maid.

The GLOBE study also notes that in spite of thduarice from industrialization and
modernization, there are some strong cultural eetwhich endure the test of time.
Because culture is not static, strong traditiorsdlgs often coexist with modern values.
This has implications for the kind of leadershig ayender challenges that are faced by

women in the hospitality and financial servicestgsecin Zimbabwe.
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2.8.2 Gender and leadership

A review of literature of terms related to gendelps in the understanding of how gender

influences leadership. These terms include geralerand gender stereotype.

Gender role or sex role refers to the behavioutgudes values, beliefs that a particular
cultural group considers appropriate for, on onadhanales and, on the other hand,
females on the basis of their biological sex. & baen suggested that sex role refers to
whether someone lives a male or female role, wieleder role is how he, or she, lives

that role, (Bland,1998, www.gender.org.uk/aboutfedin.htm).

Gender role/identity refers to a person's undedstgnand acceptance of gender roles. In
other words it is how an individual adapts the priéed sex role to his or her individual

identity.

Gender or sex role stereotype is a socially detezthimodel which contains the cultural
beliefs about what the gender roles should befférd from gender role in that it tends to

be the way people feel 'others' should behave.

Gender is learned through a process of socialisatiod through the culture of the
particular society concerned. Every society usesobical sex as one criterion to
determine gender. Williams et al do not completafyee on what distinguishes one
gender from another. There is considerable vanaimn gender roles between cultures.
Gender not only varies from culture to culture ibatiso varies within cultures over time.
Culture in not static; it evolves as societies leeanore complex the roles played by
men and women are not only determined by cultuoé, blso by socio- political and

economic factors .

Because of their different gender roles and regpiities, women and men have
different experiences and needs. Gender analysierdiogly reveals the roles and
relationships of women and men in society andrlequalities in those relationships. It is
common knowledge that men’s work is usually outgitkee home, that they have more

leisure time and they are more involved in decisioaking.
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Martin (2006:19) points out that the dynamics asded with gender routinely make
workers, particularly women workers, feel incomp#teexhausted and devalued. The
author notes that what one says about gender beuttifferent from what one does about
gender. There could be a difference between whatsays about gender from the way
one practises gender. People do practise gendartionally, but they also practise it
unintentionally. Gendering practices are the “wioatlo/ can be done/ is done” relative to
a particular gender status and identity. Gendepragtices include widely known and
accepted forms of dress, demeanour, language, &tpns, actions and interests that are
culturally available to and normatively and steypatally associated with one or the
other gender. People actively display forms of slrelemeanour and interests that are
appropriate to their gender status. This impled there is a conscious effort to conform

to the imperatives, i.e., to what is expected efdgender institution.

In looking at leadership and gender challengesfpgiomen in management positions in
the hospitality and financial services in Zimbabove is bound to look at the concept of
the “glass ceiling” which is a term used to desefiarriers that women face in trying to

move up the organization ( Morrison, et al., 1987).
2.8.3 The “Glass Ceiling”

A common topic in the discourse on gender and Isage is the concept of the “glass
ceiling”. “The glass ceiling” is a term often usex describe the invisible barriers that
women face as they climb the corporate ladderast lieen defined as “a barrier to entry
into top-level management positions based on ditil or organizational bias — simply
because they are women rather than because tHethlaability to handle jobs at higher
levels” (Morrison, et al., 1987:68). These barriare seen as blocking women leaders
from moving up the corporate ladder. The problems associated with not just
challenges related to leadership effectiveness aish to gender roles and gender

stereotyping.

Few women are found at the top in management pasitEven though women comprise
47% of the global labour force, they account folyd®®6 of top management (Glancy,

2012, www.ft.com/cms/s/02). Barriers to breaking thass ceiling can be found in both
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the demand and supply side of the equation. Orstipely side of the equation women
themselves may not take up top management poshecesuse of limitations placed upon
them by motherhood and parenting or prejudiceswmahen should not take up certain
roles. On the demand side of the equation therenargy barriers to breaking the glass
ceiling. Top executives are mostly men and women pejudiced in promotions and

appointment to top jobs.

A major part of the problem lies in the stereotypof leadership with effective leaders

being seen as shrewd and tough while women areaseerak and soft.

Historically leadership has largely been constrmeghasculine terms (Vinkenburg, et al.,
2011:11). In their studies these authors show thamen managers believed that
behaving like a man was a trait required for susdes women managers. Hence being
assertive and forsaking a family life were regardsdthe only option to get ahead in

women'’s careers.

Gender inequality in appointments to managerial aupervisory positions in
organizations is a well known phenomenon. Therenzaiay studies which have shown
that gender is one of the important criteria thetednine an employee’s position at the
work place (Adler, 1994, Priola, 2004). These arghmint out that women tend to be
given less authority, autonomy, and control atwioek place than men. The studies also
show that women’s prospects for promotion are gifie from those of men with similar
education and status (Adler, 1994:33).

In 2004, men in UK represented 63% of the acadataif and occupied the most senior
academic and managerial positions. Only 7% of uheversities world-wide were

managed by women, (Priola, 2004:426).

Gender differences in patterns of promotion canekplained at two levels, at the
individual level and at the contextual level. Aetindividual level, according to the
human capital view, women have less experience th@n in administrative
responsibilities and lack suitable training for dbepositions. Thus experience and
training hinder women'’s promotion at the individiglel.
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At the contextual level, the differences in prorontibetween the genders can also be
explained by the fact that women are thought tdesse committed to jobs that require
effort and investment of time because of the rthes they play in the family and at the
work place. In college women tend to be concerdrate the arts, nursing, foreign
languages and communications or education, while stedy engineering, technology,
mathematics or architecture. These positions maalste to matters of pedagogy and the
curriculum. Men, more than women, are found initpmss with an organizational
orientation, such as principals or vice principalgnagement positions that emphasize
hierarchy, control and power. The fact more meantlwomen are found in top
leadership positions may indicate gender preferenteiiring and promotion to senior

positions within an organization.

Women are usually located in staff service depamtmehich offer limited advancement
opportunities. Such women find it difficult to ehold top decision — making powerful
positions. Staff jobs do not generate income. Taey rather considered overhead or
expenses and they are the first to go when therdadget cuts. Such jobs lack power.
Line jobs are normally located in the profit ceatof business operations. It is these jobs

which offer advancement opportunities because tjeexerate money.

In general, it has been observed that men at wane frmore power, control more
resources and exercise more influence than womesn Kbld the most powerful
positions and most women are subordinate to meherformal authority structure and
relative to gender. When men refer to women ass‘gihey infantilize them and call into

guestion women’s competence and authority.

Women often find themselves in a double bind wssegender role concept of leadership
(Oakley, 2000:322). The bind happens when actiegninine’ is associated with
incompetence, and acting ‘competent’ is associatgtd masculine traits that when

adopted by women lead to the conclusion that onst trel‘unfeminine’ to be competent.

Few women attain positions of real political clodt.has been noted that in USA only

2% of members of boards were women, (Belle, 208):19he reason suggested in this
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study could be that women tend to put “family c&rdest, whereas for men their

professional career takes priority.

The same study reveals that problems facing worsaredonciling the claims of both
career and family life. Women managers acknowlabgdact that most outperform their
male counterparts to prove their worth in the eyfethemselves and of others. Hence the
inevitable strategy of overdrive and over-efficigmehich, coupled with an evident effort

to play down their femininity, is meant to makeithgosition unassailable.

The inter-relationships between motherhood, inclgdooking after dependent children,
and full- time work is known to greatly influenceareer outcomes. In his study on work
life balance, Gartzia (2012) established thathmdtood impacted significantly on

career progression opportunities for women. Foe@awomen, motherhood implied a
complex relationship between working hours and ksea careers. This contributes to
the explanation of gender disparity in top manag#rpesitions. The study also showed

that women with children of school going age wemther disadvantaged.

Other factors preventing women from getting intp pwmsitions are work life balance and
the struggle to be taken seriously in a male dotathéusiness (Rapaciolli, 2012,
www.cimaglobal.com/Documents). This shows the pobhssociated with stereotyping
of leadership. The writer suggests that the proléstereotyping of leadership might lie
in instilling stereotyping and gender biases thtotrgining and coaching. Experiences
shared by women in the study in CIMA suggested ithest possible to break the glass
ceiling. What women need is a combination of supfsom home and work, confidence,
determination, meticulous organizational skills aadstrategic approach to career
planning. The research also pointed to the needupport of a role model or mentor as

being vital to the success of women managers iakiong the glass ceiling.

The long working hours required in most high mamaget positions and “ boys’
networks” especially in sport such as golf are saithe glass ceiling effects that pose

challenges for women managers (Ogden et al., 2006:4
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Litchtenberg (2005) gives tips on what women cartalbreak the “glass ceiling”. The
writer argues that women can get more of what thayt by being more of who they are.
Litchtenberg argues that if you pitch like a gubu use your natural powers of influence
and persuasion to gain support of what you wamljrfg comfortable asking for it. A
pitch is nothing more or less than using your iafloe, skills and powers of persuasion to
gain support and to get people to do what you waern to do. You pitch for visibility
and for opportunities for development. In the dladsusiness situation, you pitch a
prospective client to land a new account, or aenrcustomer to get additional sales.
You pitch subordinates to follow you. In adolese=boys say ‘you throw like a girl’ and
that is meant to be the ultimate put down. If ydloréw like a girl, it means that you
throw a ball weakly and with poor aim, failing t@ fiour target and nobody would want
you on the team. The author argues that sometihgsnfluences women to try to use
masculine behaviours instead of being themsehigshiRg means taking your ideas and
tossing them with intention to someone else wholedp move them forward rather than

simply throwing them in the air and hoping theythg target.

In other words, the strategy is that you figure adnat you want the outcome to be,
identify a key person who could help you reach taal, think of the value in it for that
person, i.e. why would it be in that person’s betrest to help you achieve your goal,

and then work hard to communicate that added value.

In another study of female and male leaders, it fwaad that male managers had more
“transactional’ leadership styles than their fen@danterparts (Rosener, 1990:121). The
males exchanged rewards or punishments with emgdoyereturn for their performance.
Male managers used power derived from their forpaeiitions in the organization. The
leadership style of female managers was describetransformational” as employees
were led to transform their self - interest intoe tinterests of the group. This
transformational style of leadership is interactiié encourages diversity, participation

and involvement. It is akin to what has been reféto earlier as communal leadership.
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2.9 THE SITUATION OF WOMEN

This literature review is by no means exhaustivahaf global situation of women as
regards leadership and gender. It is meant to fjietdon how the situation of women in

Zimbabwe compares to that of other women elsewhere.
2.9.1 The global situation of women

The fact that women are blocked by socio-culturad aconomic factors from entering
top positions of leadership in organizations is petuliar to Zimbabwe. Dejene (2007:3)
noted that in sub-Sahara Africa, 84% of women wergployed in the informal sector,
compared to 63% of men. With increased industasilitn and modernization resulting in
gender roles become more flexible many women aree@singly working outside the
home. In United States of America (US) women coe®d6% of the workforce (Chin,
2011:1). The same study also showed that womenstlieunder represented in
corporations in the US with 23% of American CEOs\gevomen. The same study put
women’s representation as presidents of institstiohhigher learning such as colleges
and universities in America at 16%. This goes @rshiow that female leaders receive

less professional respect than their male countesrpa

Women are generally under- represented in corporgtinstitutions of higher education

and in the political arena.
2.9.2 The situation of women in Zimbabwe

This study on leadership and gender challengesdonen in the hospitality and financial
services sectors in Zimbabwe has been groundednwitte socio-cultural and economic

context of the country.

The population of Zimbabwe is put at twelve millionine hundred and seventy three
thousand and eight hundred and eight (12 973 808) %2% of that is women
(ZIMSTATS, 2012:1). Zimbabwe is a patriarchal sogieThis means that traditional
culture requires a woman to move from her familyoia the husband’s home and family

upon marriage. The children emanating from thabmrassume their father’'s surname
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and traditionally “belong” to the husband. Not mugtognition was given to women
before independence. Pre colonial attitudes redamtemen as inferior.The socio
economic policies of the colonial government tenttedupport the advancement of men
at the expense of women, thereby exacerbating ithatisn of women. Traditionally
women’s participation in activities outside the leomvas discouraged and very little
value was placed upon it. Women could not own pitgpend were legally regarded as
minors regardless of age. Access to formal employrfaee women before independence
was limited to nursing and teaching professionosehfew women who entered formal
employment were not treated as individuals in tlogun right for tax purposes. Their
wages and salaries were regarded as addition&etdndsband’s income. The husband
was regarded as the bread winner and the bulkeofath that a married woman and her
husband were liable to pay was deducted from tifiesincome.

The situation of women changed after independemd®80 when government embarked

on reforms at improving women'’s status. The refoamselaborated below.

1. Equal Pay Regulation Act of 1980
Before 1980 women were paid less than their malsteoparts for performing
the same job and even with the same qualificataond experience. The Equal
Pay Regulation Act of 1980 enabled women to enjgyaé pay as their male
counterparts for performing the same job.

2. Immovable Property ( Prevention of discrimination) Act of 1982
Before 1982 women could not own property and a andbcould dispose of
immovable property at will. The Immovable Propertprevention of
discrimination) Act of 1982 made discrimination tre grounds of sex in the
disposal of immovable property unlawful.

3. Legal Age of Majority Act 1982
The Legal Age of Majority Act of 1982 made womerdanen equal before the
law. Women could now make decisions in their owghtiwithout needing the
approval of their husbands or guardians. They coatdvote, enter into any legal
contracts on their own without the approval of gsardian, father or husband.

4. Matrimonial Causes Act 1985
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By the Matrimonial Causes Act 1985, women’s coniitn to the home and
family life is legally recognized. The law enableemen to claim a share of the
assets upon divorce.

. 14" Amendment to section 23 of the constitution of Zifbabwe in 1996 (the
Bill of Rights)

This amendment prohibits all forms of discrimination the grounds of sex and
gender.

. Convention on the Elimination of all forms of Discimination Against
Women (CEDAW, 1991)

This prohibits discrimination against women. Disgnation includes exclusion
or restriction made on the basis of sex which hees éffect or purpose of
impairing or nullifying the recognition, enjoymeat exercise by women of their
rights, irrespective of their marital status onaasib of equality with men (ZWLA,
2010).

. SADC Protocol on Gender and Development

Zimbabwe is signatory to the SADC Protocol on Gended Development.
Article five of the SADC Protocol on Gender and B®pment provides for
member countries to place affirmative action measudor women in order to
eliminate all barriers which prevent them from p#paiting meaningfully in all
aspects of life and create a conducive environrfeerguch participation (ZWLA,
2010). In the spirit of this protocol political pi@s in Zimbabwe have adopted a
guota system which has seen an increase in thes&mation of women in party
politics but it is still below the AU and SADC 30&&ota requirement and still
below the 50/50 gender parity in the SADC ProtarolGender (UNFPA, 2011).

. National Gender Policy (2002)

The Ministry of Women Affairs and Community Developnt was created by
government in 1996 to oversee conditions of alldgenprogrammes and to
facilitate gender mainstreaming in all sector nimes. The Ministry’s The
National Gender Policy (2002) provides guidelinesd athe institutional

framework for gender all sectoral policies, prognaes, projects and activities at
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all levels of society and economy. To this end @entbcal points were

established in all ministries and parastatals &adpead gender mainstreaming.

Zimbabwe is signatory to the SADC Protocol on Geradel Development. Article five
of the SADC Protocol on Gender and Development ides/for member countries to
place affirmative action measures for women in prdeeliminate all barriers which
prevent them from participating meaningfully in aipects of life and create a conducive
environment for such participation (ZWLA, 2010). neéw quota system was adopted by
political parties in Zimbabwe in the spirit of thpotocol. This has resulted in an
increase in the representation of women in partifig® but it is still below the AU and
SADC 30% quota requirement and still below the 60¢ender parity in the SADC
Protocol on Gender (UNFPA, 2011, htp://countryadfiunfpa.org/Zimbabwe).

The reforms cited above have resulted in some iwgment in the representation of
women in the decision making levels in politicsZimbabwe. For example in the 2005
parliament there were 34 women out of a total di ddembers and in 2012 the number
had come down to 32 women in Parliament compristig9% women representation
(Parliamentary debates, House of Assembly Repodl2R This is a drop in
representation when compared to the start of tlub&blPolitical Agreement (GPA) in
2009 when the representation of women had increlasad13% to 20% (UNFPA, 2011,
htp://country  office,unfpa.org/Zimbabwe/2010/11/283/gender). No figures are
available for the representation of women in legkligrin the private sector.

2.10 KEY ATTRIBUTES AND SUCCESS FACTORS FOR WOMEN IN
MANAGEMENT

Gender differences in perceptions occur betweeswe aradl female managers in relation to
attributes considered important in achieving praoaroto senior management positions
(Hind and Baruch, 1997:277). Criteria for successuwamderstood differently. It has been
suggested that “fitting in” and operating as a ritg@layer” may be what determines who

succeeds in an organization. Hind and Baruch (198te that there are gender
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differences in perception regarding what constititeamwork” within an organization’s
set-up. Women believe teamwork means “making aribwution” and “speaking up”,
whereas men appear to view teamwork as followind smpporting the leader. In
addition, men consider that trust and loyalty aseatial components of team building,

whereas, being competent is more highly valued bmen when structuring teams.

Research has shown that female senior managersasinpth their personal qualities as
critical success factors in their career advancén{@atalyst, 1998; Cames et al.,
1998:115). The attributes often quoted includefttiewing :

1. capacity for hard work;

2. integrity;

3. desire for responsibility; and
4. positive attitude

On the other hand male chief executives reportatitftanagement skills and experience
were important attributes to fill senior positicensd they believed that these were lacking

in women.

A study on the contributions women are making als® @n how women may make
contributions to board room decisions showed thatunderstanding of boards as arenas
for power games was an essential starting poiniMamen if they are to contribute to
corporate boards (Huse, and Solberg, 2005). Poutside and inside the boardroom is
important. The study shows that there are fivesnaywhich women may contribute to

the corporate board:

creating alliances
preparation and involvement
attending the important decision- arenas

taking leadership roles

o~ 0w Dd P

being visible
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The women directors studied reported that the p@aete at the top involves permanent
or temporary alliances and alliance building. dtthis power game which is most
important in understanding board behaviour. Thdifigs also show that when entering
a board as a token, a woman is often not a pathefuling alliances. However, the
woman has means to become a part of the power gathée influential. The women
also reported that by doing good homework a womiaectbr has the possibility of
influencing decision-making and to improve her staés a director, even though she

might have been selected as a token in the fissaunte.

From the researches cited above it can be conclidgadne key ingredient to achieving
corporate success is leadership. To rise to the semior positions one must be and must
be seen as a leader. In preparation, one mustdral/&e seen to have the potential for
leadership). The research has shown that stereatypasculine behaviours are still
considered important for leadership. Possessiorfenfale characteristics does not
decrease an individual's chances of becoming aelead long as the individual also
possesses masculine characteristics. It therefreaas that a woman has a better chance

of rising to leadership status if she shows maseuwharacteristics of leadership.

Other studies have shown that following a masculim@lel has both advantages and
disadvantages for aspiring women managers. Women éihd themselves in a double
bind as discussed earlier. You are ‘damned’ if pehave like a man and ‘damned’ if
you behave like a woman. The gender role concepptarfership becomes problematic

for women managers (Oakley, 2000:325).
2.11 CONCLUSION

The review of literature on leadership and gendey $hown that theories of leadership
have evolved over time from the traditional trafgproach and grid theory to the more
current situational /contingency models. The reviexplored what researchers have
found regarding effective leadership and managersstes ranging from appreciative
through to transformational and communal leadershyfes. Literature on culture as it
influences gender and work relationship was alsgeveged. The global situation of

women in general and the situation of women in Zbwe in particular were explored.
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Research has shown that some factors that potgntiatiermine the effectiveness of
women as leaders include: women’s attitude, womseal§ confidence, women’s prior
work experience, the corporate environment, andotidoys’ network. When it comes
to team — based organisations, women are seercasipetent if they not display the
more masculine characteristics. Although masculiisitstill relevant studies suggest that
attitude towards leadership, more than masculimiight be what makes one to be seen
as a successful leader and manager. Having thesageexperience is key to women's
credibility to possess leadership potential.

Old boys’ networks foster solidarity between memn aexualize, threaten, marginalize,

control and divide women and as such are an impatito breaking the glass ceiling.

Research has also shown that there are four meoowdses which distinguish women

and men management styles and these are:

=

. the ability to manage multi — tasks ( including acistration)

N

people and Communication skills

w

. the ability to focus on support and care for st
4. the implementation of a team — based approachrrthe an authoritarian style.

As far back as 1997, studies have shown that wasnexperiences of the glass ceiling
and inequalities of the workplace have led to difig perceptions of career development
and opportunities and to lower their expectatidrgs review of literature has revealed
that leadership and management success for womgendg not only on variables
relating to skills and qualities required for oree lie a successful leader but also on
gender perceptions and stereotyping of leadership.

The review provides the reader and women in pdaticwith insights into the barriers
that women face in leadership positions and alswiges insights into the various

strategies that women may find useful in breakiregggdlass ceiling.
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CHAPTER 3
RESEARCH CONCEPTUAL FRAMEWORK

3.1 INTRODUCTION

The review of literature on leadership and on gerohel leadership in particular led to
the development of a conceptual framework that gplithe research methodology and
design. The conceptual framework that guided tsearch methodology and design was
the Input- Process- Output (IPO) model used insysems approach. Figure 3.1 is a
depiction of the Input-Process-Output conceptuahiwork.

Alternatively, the researcher could have used tt®mresearch approach to this study.
Action research is a participatory approach thahiended to solve problems with the
active involvement of people concerned in an om@ion, a community or institution.
This definition is shared by Lewin, (1946); Torbettal., (2004); Reason and Bradbury
(2007) among others. Conceptualizing the reseasthguthe action research model
would have, however, constrained the researchernwotking with participants within a
single organization. The model demands that thécgzants would take action to solve
an identified problem within their own organizatiohhis approach would not have
allowed the researcher to take a sectoral apprtmatie study. It is for this reason that
the researcher decided to use the IPO concepamkfrork.
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Figure 3.1 IPO CONCEPTUAL FRAMEWORK
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3.2 INPUT

The input in the IPO conceptual framework consisted of dgashered using the various
approaches, namely: story telling cases using pthdenterviews, data from focus discussion
groups and from questionnaires. The variablesetddsted were derived from the research

guestions and they included the following:

a. the leadership and gender challenges faced by dhcipants in the hospitality and
financial services sectors;

b. the extent to which the participants were satisfigth how they fulfilled their roles and
responsibilities as wives, mothers and managers;

c. the kinds of meetings in which the participantsegafly participated and the extent to
which they were happy with their involvement in dean making process;

d. the extent to which the participants were involiedport and other social activities;

e. strategies employed by the participants for margagander and leadership challenges;

f. key success factors for women managers in hogpitaid financial services; and

g. suggestions and recommendations could be maddféatiee participation of women in

management as they climb the corporate ladderimdspitality and financial services

The study made a number of assumptions about factffecting women’s participation in
management. It assumed that there were leadeastigender based barriers or challenges that
women managers in the hospitality and financialises sectors faced. In order to identify those
barriers and challenges, the study made use ofmixed methods approach to qualitative
research. Qualitative research methods include si&thods as in depth interviews or narratives,
focus discussion groups, and action research, anotimgys, where the respondents or key
informants are actively involved in the procespposed to statistical empirical research. The
study made use of in depth story — telling or rtarea and focus discussion groups and a survey
guestionnaire. Although the study made use of thednmethods approach to research such as
the questionnaire survey analysis in terms of deaplgcs of the respondents it relied heavily
on the qualitative methods.
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The common and popular saying ‘experience is trst teacher,” carries the message that the
best learning is derived from one’s experiences roidfrom what one is told. In the Shona
culture there is the popular sayirBegazvipore akabvamukutsvahe literal translation of this
saying is that he who tells you to wait for the Boup to cool down before you drink it knows
that you can get burnt because he himself was lhafore. So he/she knows the consequences
of drinking hot soup. Another Shona saying thauseful in this regard isMuzivi wenzira
yeparuware ndiyenufambi wayomeaning the best person to tell you anything alagparticular
subject is one who has experienced it). People yawaflect on their experiences and draw
generalizations or conclusions based on their éapess. Our own experience in terms of how
we feel and react to situations is more importhahtwhat we are told about a situation.

Eight participants were involved in the story tadlinarratives. The researcher developed an
interview guide to assist with guiding the in demtory telling interviews. Each of the
participants gave her background, academic ancegsafnal qualifications, marital status and
number of children. They were also asked to dsthe importance of role models or mentors
in their career lives, factors that contributedtheir success, leadership and gender challenges
they met at work as a manager and at home as matitewife. They were asked to describe
what strategies they each used to manage thoskerayed and to give advice to other women
managers. Suggestions and recommendations for ffeetiee participation of women in
management in the hospitality and financial ses/isectors were then made. Data from story-
telling and in depth interviews formed a very inuale input into the research conceptual
framework.

Another source of input in the framework was deathgred from focus discussion groups. By
their very nature focus discussion groups bringppetogether to discuss issues that commonly
affect them as outlined in the chapter on reseangthodology. Unlike the story-telling
technique where one respondent is narrating thgiergences, a focus discussion group brings
out common views as regards the topic under digmuss

The third source of input into the conceptual framek was data from questionnaires.The
research made use of questionnaires for profilimgrespondents in terms of demographics in

order to obtain indications of the profiles of waommanagers in the selected sectors. Data from
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guestionnaires’ open ended questions also providegt for validation of findings from the
gualitative research.

3.3 PROCESS

The process stage in the conceptual framework wedbthe input of data from all the sources

leading to processing and analysis.
3.3.1 Processing and Analysis Tools

Data from the eight case narratives, from discusgimups and from questionnaires formed
input into the process stage of the conceptual framework. The researchade use of
appropriate computer software, namely SPSS 10ig¢8tat Package for the Social Sciences),

Exelle 2010 and Nvivo 10 for processing both gasire and quantitative data.

SPSS is a programme that is widely used for sialsanalysis in the field of social science.
SPSS became useful in processing and analysing gtaptoc data from the questionnaire.

Excelle 2010 was used to develop graphical presentaf findings and analysis.

Nvivo 10 was used to analyse all qualitative datamfin depth interviews, focus discussion
groups and from the open ended questions of thstigneaire. Nvivo is not the only computer
software available for processing and analyzinditaieye data. Other software include Atlas,
MAXQDA and QDA.

3.3.2 Why Nvivo Software

The following reasons explain why the researchearidéel to use Nvivo in processing and

analyzing qualitative data.

1. The major reason is that Nvivo is a software thad been tested and used by other
researchers in a related study on gender and potiics (Welsh, E. 2002:1).
2. Using a computer software like NVivo would contri@uo a more rigorous analysis of

gualitative data than doing it manually.
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3. Nvivo software facilitates organizing and keepirack of records such as raw data from
interviews, questionnaires and focus group disomssand recorded in depth narratives
of story-telling.

4. Nvivo does not only assist in organizing data batlso helps in providing quick access
to conceptual and theoretical knowledge that migimanate from the study. It also
provides data which supports those generated ctmeeyu theories. The context from
which the data is derived is not lost. One can gbagD back to it when necessary.

5. It is possible that queries on the data can besdasnd all information relevant to the
guery can be retrieved from the data base.

6. Nvivo allows for graphical presentation of findings results. The software helps in
graphically portraying relationships between ideasoncepts raised in the study.

7. Nvivo facilitates production of the report by usiogntents from the qualitative data base,
the outcomes from the analysis of using informatéomd knowledge developed from
them.

8. The software also assists in reporting the prodsssvhich the outputs in the IPO

conceptual framework were reached.

The advantages of using the three sources of detassed above were that triangulation and
cross validation of findings was made possible whaalyzing the data so that questions of

validity were addressed. Comparisons between seatut variables could be made.
3.4 OUTPUT

The output of the research study, as shown in éidgii, consists of the findings from data

processing and analysis. The expected outputs inetlee form of findings from the research

study. The outputs reflected all the variables twate addressed in the questionnaire and
interview guide and these included existence amgr@af leadership and gender challenges that
women managers in the hospitality and financialises sectors in Zimbabwe faced, the profiles
of respondents, strategies that the women managgptoyed in meeting leadership and gender
challenges and the factors that contributed tostieeess of the women managers. The insights
from the reflections on the experiences from thalitative approaches and the findings from the

guestionnaires led to realistic and useful gereatibns and theoretical conclusions.
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3.5 SOCIO-CULTURAL AND ECONOMIC ENVIRONMENT

The Input-Process-Output conceptual framework dpsran a socio-cultural and economic
environment and is influenced by it. As indicateatlier in the background to this study the
socio-cultural environment is characterised by Huoe that subordinates women’s position,
under representation of women in leadership postim general and in the hospitality and
tourism sectors in particular. The economic emuiment is characterized by gender disparities.
In the IPO conceptual framework, the environmemdots on both the inputs, and the outputs.
Whatever recommendations and success factors thaldwassist women managers become

more effective in their work were influenced by #revironment.

3.6 ASSUMPTIONS OF THE STUDY

Given the background on the socio- cultural envitent of Zimbabwe, the situation of women
and the relationship between gender and leaderghi, researcher made the following

assumptions about the study:

1. The study assumed that Zimbabwean socio-cultundt@mment, to a very large extent,
influenced the nature of leadership and genderleainggs that women managers faced
and the extent to which they could succeed in dpnet) effective strategies to manage
those challenges.

2. The study also assumed that women in managemeittopssin the hospitality and
financial services sectors have experiences thanwapped could shed light on what
leadership and gender challenges are faced by womémose sectors and what they

could do to participate effectively in managemeudippons and break the glass ceiling.

3. The third assumption was that few women in managéieadership positions
participated in sports enjoyed by their male couptets in the same organization.
Important decisions are made by men during spditvays’ clubs” and women managers
were often presented with ready- made decisionm ftbe recreational centres to

rubberstamp.
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4. There are certain aspects of culture and sex odegeroles that pose challenges for

6.

women managers. The study also assumed that payeatid motherhood posed
challenges for women managers in managing workiééances. Women went on
maternity leave and provided a break in careeraifetted movement up the cooperate
ladder. Women with school- going children found lehages in balancing wifely and
parenting demands and the demands of an executiveEjffectively managing those
challenges would assist in increasing effectiveigpation of women in management

and in breaking the glass ceiling.

The study also assumed that for women to succeédeisking “the glass ceiling” and
survive in it there are certain key success fadoaib characteristics that they should have
and employ as strategies for increasing the effeqiarticipation of women in decision
making levels in the private sector.

Another assumption that the study made is thaetlare more women in the financial
services sectors, especially in banking, and irhttepitality industry and that this would

provide an adequate pool of respondents for tharastimation of the questionnaire.

The study also assumed that there were participahts were willing to share their
experiences as regards leadership and gender rofpedlehat they met. Lessons could be
drawn from those women willing to share their exgreres thereby shedding some light
on what strategies women could use to manage tbhba#enges. This assumption
influenced the methodology in that the researcleat to use purposeful sampling of

participants in the hospitality and financial sees sectors willing to tell their stories.

3.7 CONCLUSION

The assumptions described above formed the bastseadaftudy. With the guidance of the IPO
conceptual framework the research design: quesdio® in-depth interview guide and focus

discussion groups were constructed around thesenasions.
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One challenge of the study using the IPO conceftaade work was the movement of women in
changing jobs to join other organizations or tatdi@eir own businesses. Ten participants were
initially involved in the case studies. By the érthe research was completed two participants
had withdrawn from the study as they went to stesir own businesses.
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CHAPTER 4

RESEARCH METHODOLOGY

4.1 INTRODUCTION

This chapter highlights the two main research apghes in business management, the
guantitative and qualitative research methodologhkdvantages and disadvantages of both
approaches are discussed. The chapter then makse dor qualitative research methodology as
being the one most suitable for the research swmmlystrategies for improving effective
participation of women in decision making in thevpte sector in Zimbabwe. The specific
gualitative methods used in the study are the ssimictured interviews, storytelling or
narratives, focus group discussion and a questiemnBhe advantages and challenges of these
research methods are discussed. The researchggtnatealso outlined. Issues of validity,
reliability and accuracy of research findings aigcdssed in relation to the qualitative methods
used in this research.

4.2 QUANTITATIVE RESEARCH

The main pre-occupations of quantitative reseascheg measurement, causality, generalization

and replication.

In quantitative research all aspects of the studycarefully designed before data collection
starts. The researcher specifies variables, measfithose variables, and statistics to be used to
analyze the data. It is possible to do this bezahs researcher knows in advance what to
investigate. He/she has specific questions or lngsats in mind. This is in contrast to qualitative
research where even though the specificationseotthdy are broadly defined at the beginning

of the study, the research design continues taneeqdjustment.

A general feature of quantitative research as edfigesign is that it is often concerned with

aggregates, with group of properties and with gantgndencies. In most cases results are
traditionally reported in terms of group averagather than with what individuals have done.

Data is typically collected using questionnaires.
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4.2.1Advantages of Quantitative Research

There are advantages associated with quantitasaarch which one does not find in qualitative
research.

Quantitative research is regarded as ‘being séi€nfrhere is need to unpack what is implied
by ‘being scientific’. The standard view of what‘scientific’ is what is upheld by positivists.
Assumptions of positivism are that:

1. objective knowledge can be obtained from directeeignces;

2. value free, i.e., one can separate facts from galue

3. causal relationships can be established i.e. coinstdationship between events or
variables exist; and

4. one event can be applied to another - general gabe applied.

In other words, quantitative research is able amdcend individual differences and identifies
patterns and processes which can then be linkedotmal structures and group or even
organizational features.

It also means that researchers can maintain greateical and emotional distance from the
study than is the case with qualitative researdianCes of the researcher influencing findings

are minimal.
4.2.2 Disadvantages of Quantitative Research

Quantitative research has the following limitati@mgl these are :

a. Preparation for quantitative research design ugtiakes long periods before the
research is carried out. The process usuallysstaith a theory or hypothesis
followed by research design. Measures of concapsthen devised and the
research site is selected. Respondents are sekectedhe site and the research
instrument, usually a questionnaire, is administéoe data collection. The data is
processed often using some computer model. A suitaeriod of analysis
takes place after the data is collected. Analykithe data then leads to findings

and or conclusions.
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b. Quantitative research cannot capture the subtlatidscomplexities of individual
human behaviour.

c. The reliance on instruments and procedures hintlegsconnection between
research and everyday life.

d. The analysis of relationships between variablesrigs the fact that events mean

different things to different people.

4.3 QUALITATIVE RESEARCH

Qualitative research is an umbrella term that emasses an array of methodologies,
perspectives and strategies for research that raoge participant observation, oral and life
history, personal narrative or storytelling, graoferview, focus group discussion, and all other
methods of documenting reality and research udinigrans of audio and audio-visual data and
information gathering. Qualitative research is ahodology that is predominantly applied in
social and cultural anthropology. It has a longdms in sociology and social policy. Earliest
research in sociology and social anthropology upgalitative methods in urban settings with
particular references to the poor, and other matfigied groups such as ethnic communities and
cultures, the urban poor women, gay communitiesthadike. Of late there is increasing use of

gualitative research (Eisner, 2001:136).

The researcher employs individual experiences,aigcand historically constructed meanings
with an intent to developing a theory or pattertrateégies such as narratives, ethnographies,
grounded theory studies or case studies are oftgsloged. The goal is a holistic picture and
depth of understanding, rather than a numericdlaisaof data (Donald et al.2006:27).

Some of the more important aspects of qualitativeasearch are:

shows concern for context and meaning;
studies real world behaviour as it occurs naturally
the human investigator is the primary instrumentgathering and analyzing data;

e

deals with data that are in the form of words atyies rather than statistics;
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5. although researchers specify the design to be asdte beginning of the study, the
design continues to emerge as the study unfolds;ehthe name emergent design;
and

6. data collection and data analysis in most casesstakace simultaneously, hence

inductive analysis.

4.3.1Methodologies and Characteristics of Qualitatie Research
Commonly used methodologies in qualitative researclude the following:

a. ethnography;

case study;
document/content analysis;
phenomenological study;

grounded theory; and

-~ 0o o 0o T

historical study;

Ethnography is a research method whereby the @wraengages him/herself totally with the
community or social setting for a considerable tiasking questions and generally observing
what is going on (Bryman and Bell, 2007:129). Oa dther hand a case study entails an in depth
analysis of a single case or more if comparisoas@be made. Document or content analysis is
an approach whereby the researcher analyses dotsu@eth texts in a systematic a manner.
Phenomenological study focuses on how individualsgive and interpret the world in which
they exist. With grounded theory the researchetyaaa qualitative data with the intention of
generating theory from it. Historical study isastount of what happened in the past and what

lessons could be drawn from it.

Table 4 is a summary of the comparison of majoistioes and key characteristics of the above

mentioned methodologies used in qualitative regearc
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Table 4.1 Methodologies of quantitative research

Major Question

Key Characteristics

.| = Studies naturally occurring behavior of |a
What are the culture and perspectiyes _ } )
) o group. Describes beliefs, values and attitudes.
Ethnography of this group of people in its natural o o ]
) participant observation is the primary data
setting? ]
collection tool
« Focuses on a single unit. Produces in-depth
description.
o _+ Can be combined with other qualitative
What are the characteristics of this
Case Study o o approaches.
individual, organization, or group?
e Provides a rich and holistic description |of
context, theme, issues.
* Is anchored in real life.
What can be learned about this _ ) ) ) _
Document /content ) e It is an analysis of written or visual materials.
: phenomenon by studying these ) o )
analysis Describes characteristics of the materials.
documents?
e Is concerned with the essence of| a
phenomenon.
Phenomenological | What does this experience mean fof Interprets the meaning of a participant's
study the participants involved? experience.
¢ Includes investigator's firsthand experience.
Interview is the primary data collection tool.
What theory can be derivede Itis “grounded” in the real world. Its goal is {o
inductively about a phenomenon from inductively build a theory about a practice |or

Grounded theory

the data collected in this particul

setting?

phenomenon.

Uses observations and interviews.

Historical

What insights or conclusion can

reached about this past event?

Focuses on the past.

Primary sources of data are the written

documents and artefacts.

Seeks to authenticate sources and determine

their consistency with other artefacts a

documents.

nd

Source: A. Zinyemba summary
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4.3.2 Advantages of qualitative research

The following are the advantages of the qualitatipproach:

a. Qualitative researchers have always spoken for viieeless, for example, the
dispossessed, the inarticulate, the outcast, thginadized, the powerless. This is
done through narratives, life histories and othecumnents whose substance is
derived by the voiceless groups or individuals,negl@ries. It is one of the abiding
strengths of the qualitative traditions that theesecher is attentive to the life worlds
and voices of individuals and social groups théecethe heterogeneity of social life.

b. Qualitative research is more appropriate than trenttative approach if the concept
or phenomenon needs to be understood becauseditarch has been done on it.

c. Qualitative research may be needed because theisopew, the topic has never been
addressed with a certain sample or group of peaplexisting theories do not apply

with the particular sample or group under study.
4.3.3 Disadvantages of qualitative approach

There are a number of concerns about the quaktapproach which could be regarded as

disadvantages and these are:
a. Unreliability of memories

It is human nature to tend to forget thingelying on memories alone can be problematic as
memories can be unreliable. If memories can be liabte then it raises problems of the

reliability of knowledge and findings of the qualive research.

The pitfalls of respondents’ unreliability can beomed by triangulation. Where possible
,multiple accounts or even multiple types of datd enethods of data collection are used, either

to corroborate or refute particular findings.

b. Taking notes/ recording can be quite a challenge in qualitative researghedally in
ethnographic studies. The challenge is in decigvhgt to write and when to take notes. There
are a number of constraints related to taking niotéise field. One strategy is to take preliminary

notes in the field and elaborating on the notesrlathis is advisable because it reduces the
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chances of forgetting important points if recordirsgdone later. Another challenge is in
choosing what to take notes on. One ends up takilog) of notes so much it may even become
difficult to sort out. One still has to decide whatrecord.

c. The issue of confidentiality in qualitative research can be problematic. Qaiahie
researchers have been brought to believe thatder @0 ensure honest responses and dialogue
from the respondents, they must promise confidétytiand seek permission to disclose
anything should it become necessary. The idenfitggpondents should not be disclosed and in
trying to ensure this, researchers find themseines dilemma: by disclosing accurately and
faithfully their findings they run into the poteatidanger of revealing the identities of the
respondents and yet on the other hand, if theyhelthcertain information it can be said that one
cannot rely on accuracy of their data. The quedtien is do they protect or do they expose the

identity of their respondents?
d. Ethical concerns

Ethical issues in qualitative research cannot bwrgd because they relate directly to the
integrity of the research findings. Questions almihics in management research centre around

two fundamental questions which are:

1. how does the researcher treat people on whom #leaneh is conducted and

2. in carrying out the research, are there any aigs/that the researcher should do?

Some researchers on social ethics have taken standhe issue of ethics. One stance is that of
universalism which stipulates that ethical precegtsuld never be broken and that it is morally
wrong to break them (Bryman and Bell 2007: 129)isTimplies that the researcher should
always be open and expose or introduce herselfevberhe/she goes and informs everybody
what his/her research is about; this is what tiveent research study intends to do, commonly

termed self- disclosure.

The other stance is situation ethics. The situatitiics stance has two facets to it. One facet is
the argument that the end justifies the means.afpement is that unless there is some breaking

of ethical rules in social research, we would nekesw about certain social phenomena. The
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other facet of the situation stance is that quiteroresearchers have no choice but to engage in

some disguise in order to investigate issues irchvthey are interested,

It can be argued that if the researcher is comyldtenest and reveals what he/she is doing
totally to the people, the people become dishoaedtwill try to hide actions and attitudes that

they consider undesirable. As a result, the rebeantiust be dishonest to get honest data. This
means that ethical transgression is pervasive drmesearch involves some elements that are

ethically questionable.

What is being argued for above is that there hdsetsome element of flexibility when making
ethical decisions. In this study, the researchglagad in some self disclosure by sharing with
the respondents her own experiences as a womangaraimathe private sector. This approach
helped set participants at ease and establishqubntafeading to similar self-disclosure by

participants.
e. Ethical principles

There are four areas of consideration in assessimgther a piece of research/ or research

methodology is ethical or not and these are:

1. harm to participants

2. lack of informed consent
3. invasion of privacy and
4

. involvement of deception

Writers agree that it is the responsibility of tlesearcher to insure that there will be no harm to
participants, that participants’ consent shouldseeured, that their privacy will not be invaded
and that the researcher will not be involved inegitiwe activities in collecting/ gathering data.
Confidentiality agreements with the participante asften signed and data collected is

anonymous.

This study took into consideration the above etltoacerns. Participants were fully informed
of what the research was all about. The reseaiasierd for the consent of the participants in
being interviewed after having fully explained whae research is all about and how the

findings will be used. The participants were alstl tthat a voice recorder would be used in
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order to facilitate the recording of the intervielheir consent was also sought in using the voice

recorder.
f. Time and financial constraints

A major constraint in the use of qualitative resbamethodology in ‘real life’ situations is that
of time. The research has to be carried out witbasonably short time and not to be prolonged

because the respondents in the study are mobilelardye jobs, or quit their employment.
Financial constraints also imply that the studynzdrbe prolonged.

4.3.4 The Case Study Methodology

Of major interest to this study is the case stuéyhmdology. A case study provides an in depth
description of a specific unit. Unlike a single-gdt experiment which focuses on behaviour of
a subject, a case study attempts to describe thectis entire range of behaviours as they relate
to the subject’s environment and history. Datgaghered on the subject’s current state, past
experiences, environment and how these factorderdta one another. It is an in depth,

longitudinal study of a subject over a period of¢i Case studies are based on real life.

The advantage of the case study approach isttpadvides an in depth examination of factors
that explain present or current status and th&iente change over time. Another advantage is
that being based on real life situations a caseysttan provide rich detailed accounts of

phenomena.

On the other hand, it can be argued that a cadlg stethodology lacks breadth (even though it
has depth) and that it is difficult to establisitesral validity and generalizations from a case
study. It can equally be argued that what onenkedn a particular case can be applied or
transferred to similar situations. This ties inllweith the Experiential Learning Model

described in Chapter 3 as the model that this stadyadopted. This study intends to show that it

is possible to make theoretical generalizationsifeocase study.

It can also be argued that there is subjectivitthimm case study approach in that the researcher
can have some pre-conceptions on which behavi@amrs$e observed and how the observations

are interpreted. Case studies can employ multiglthads of data collection and not just rely on
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observation. In order to mitigate against precotioap this study will employ a mixture of
methods, namely, semi-structured interviews, steljag, and focus group discussions and
guestionnaires. This is part of the triangulatiechhique the study is applying for ensuring

validity and accuracy of information.

4.4 THE RESEARCH STUDY APPROACH

There were several reasons why the researcheradetdise the qualitative approach and these

include the following:
a. The Researcher’s Bias

The researcher’s bias for qualitative research atedrfrom the researcher’'s own background as
an Organizational Development (OD) practitioner #naihing in Sociology which laid strong
emphasis on qualitative and ethnographic investigattudies. The researcher’s belief was that
statistical research does not quite measure hueelmd@s and reactions to life situations which
gualitative research does through observationsytstbng and ethnography studies in general.
Having spent close to 26 years as an OD practitjighe major focus of the researcher’s work
was in helping organizations and groups diagnosé& thwn situations and very much like a
doctor help them articulate where “it hurts” andist®d them find their own solutions to make
the organization function more effectively in a manthat left the organization being able to

identify and find solutions to their own challengeduture.
b. The Research Topic

The research topic itself was one that requiretirggetlose to the situation and hearing it from
the participants speaking for themselves - heneeatiaptation of the story telling narrative

approach.
c. Real World Inquiry

This study involved investigations into the isswésggender and leadership and women in the
‘real world’. Real life situations were those bktdaily experiences of women managers at the

work place and at home. The real world also meaait the work situations women managers
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were involved in are basically open systems, nogedl and unlike a laboratory situation where
outside influences can be completely excluded. appyopriate research methodology for ‘real

life’ situations is undoubtedly the qualitative apach.

It may be argued that the study was not “scieritifiecause it did not apply the quantitative
approach. What was important was showing what Rol§20602) called a “scientific attitude”.
This required carrying out the research in an athitanner, being systematic and explicit about

all aspects of the study and opening up the resdendings to scrutiny by others.

4.5 RESEARCH DESIGN/STRATEGY
4.5.1 Population and Sample and Research Strategy

The sample was drawn from women in the hospitalitg financial services sectors who had
managed to break the “glass ceiling” where few woraee found, that is, in middle and top
management levels. This included heads of depattmand directors. The researcher had

identified 10 key respondents for the study.

The research applied a purposeful sampling teckni@urposeful in that it only focused on
women in middle and senior management levels irhtdspitality and financial services sectors.
The sample did not also include women in decisi@hking levels in the public sector, that is, in
Government, local authorities and Non Governme@aganizations (NGOs). It was the
researcher’'s assumption that due to the high lelzebmpetitiveness and preponderance on the
bottom line, private sector management and demamde different from those of the public

sector and NGOs.

In this study, the researcher broke away from cotioeal research practices and methodologies.
No attempt was made of using systematic randontifeédhsamples of respondents. Instead, the
aim is to interview people as ‘representative’ tifavs in similar positions. One might actually
argue that the study was indicative of the chaksngomen managers meet in their work life.

The study sought to give the participants the ojymity to speak for themselves.
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The strategy for the research involved holdingiahimeetings with key respondents. The
purpose of the meetings was to explain the resesrdnto obtain respondents’ willingness and
commitment to participate in the study. The purpobéhe meetings was to also explain the
nature of involvement of the respondents, to abeny fears as regards matters of ethical
concerns especially that of confidentiality. Pesa was sought from the respondents’

authorities where the respondent felt it was neagss

4.6. SPECIFIC QUALITATIVE METHODS AND TOOLS FOR THI S STUDY

In applying the case study approach a combinatfajualitative research techniques were used
and these included, semi - structured in depthrirges and storytelling, questionnaire and
focus discussion groups. An interview guide wasluseguide the in depth interviews and focus
group discussions. The questionnaire (Appendix AJ aterview guide (Appendix B) were

structured as to respond to the research questions.

4.6.1Case Study Method

The case study method was appropriate in that st avehored in real life situations of women
managers in the hospitality and financial servisestors. The case study storytelling approach
allowed the use of other qualitative methods swlseami-structured interviews. This research
was based on case studies of 8 women in managgrosiions. The study explored in depth
how each of the individuals came to be where theyewn management positions today, and
how they managed the leadership and gender chaBdmag thy experienced.

4.6.2 Semi-structured Interview and Storytelling tehnique

Semi structured individual interview were conducteith each of the 8 respondents. Several
meetings were organized. The number of meetingh wach individual participant varied
according to need. In order to allow for the smoibdlv of conversation a voice recorder was
used to record the interviews. Notes were alsontasethe participant responded to interview
guestions and as they told their stories. The adgenof face to face interviews was that the
researcher was able to get immediate responseients could provide historical information
and the researcher was able to control the lirguestioning.
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However the researcher was aware that intervieles dalot of time and needed to be planned
carefully so that one was not hurried.

Interviews were conducted away from workplacesrioteo to avoid disturbances. Knowing the

calibre of the participants, and being busy peadpéy were more cooperative when invited to
talk over a cup of tea or drink away from the wptace and from home. The idea was to let the
participants talk freely and openly. This kind dmasphere was relaxing and it allowed the
participants to open up without fear of being oeartal by work colleagues. The interviews were

fully recorded using a voice recorder with priorméssion of the participants.

The researcher avoided the use of jargon, leadntykaased questions. Long and double -
barrelled questions were also avoided. Termine®guch as oral histories, life story research,
in-depth interviews and personal narratives areenoftised interchangeably in qualitative
research. This study requested participants to ttedir stories. From an organizational
perspective, a story can be defined as narrateditien information that serves to enrich our
understanding of an organization and its people. fElsearcher requested the participants to tell
their stories of how they come to be where theyewegr management positions and the
challenges that they met. They recounted the giestdhey used for effective participation in
those positions of leadership. Story telling wagrapriate to this study for three reasons

namely:

1. With storytelling one gets a deeper understandfirglationships with people around
them, be at the workplace, home or with friends acguaintances. Story telling can
be used to influence thinking, attitudes and behavi

2. Stories are a rich medium of communication bec#usg appeal to both emotion and
intuition, to both heart and mind. Political leasleand organizational leaders use
storytelling to communicate their visions.

3. Story-telling involves sharing of experiences amdation of mental maps of the
environment in which people are motivated to penfdo their full potential. The
researcher found storytelling to be very appropriftr this study as participants
shared their experiences with the researcher atid other participants in the focus

discussion groups.
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However, story- telling has its challenges. It hagen argued that memories are an unreliable
source of information since people can have problemh remembering and forgetting things
(Gardner, 2001). An established method that thislystused in order to avoid the pitfalls of
respondents’ unreliability was triangulation. Theategy was to have multiple methods of data

collection to corroborate or refute findings on #pecific research questions.

4.6.3 Focus group discussions

A workshop was held with sixteen (16) participafitsn the hospitality and financial services
sectors to discuss the leadership and gender ngeBethat they faced. The participants did not
include those who had completed the questionnalre.participants were divided into two focus
discussion groups in which they discussed theieggpces and challenges facing them and the
strategies that they employed to be effectivelytipgate in the management positions. The
workshop was designed in such a way that soliggsgonses to the seven specific objectives of

the study. The workshop report is appended tatti@sis as Appendix D.

Focus group discussion was one way of triangulattomsure reliability and validity of data

from the questionnaires and semi structured int@rsiand story- telling.
4.6.4 Questionnaires

A questionnaire addressing the same questions sxidgethe seven specific objectives of the
study was designed and administered to 60 partitspa the hospitality and financial services
sectors. The variables in the questionnaire werdeguby the specific objectives of the study.

The variables included:

position;

years of experience as a manager in the same ;sector
marital status;

education and professional qualifications;

the industry sector;

participation in sport and other social activities;

N o o bk~ wDbd P

satisfaction with role as manager, as wife and aiher;
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8. participation in meetings;

9. challenges faced as a working mother;

10.challenges faced at home as mother and as wife:

11.strategies used to manage challenges at work dnuiva;

12.factors that contributed to ones success as a raaimathe sector and; and
13.suggestions and recommendations for improving tHecteveness of women

managers in the hospitality and financial servemsors;

The questionnaire was pilot tested on 5 particp&oim the target group. Pilot testing was done
because the questionnaire had not been testedyoprevious studies before. The idea behind
testing the questionnaire was to check on ambigséguencing of the questions and to establish
whether the instrument captured what the reseans@sriooking for in responding to all the
variables. The revised questionnaire was then adtared to those participants who had not
completed the pilot questionnaire. The final quesiaire is appended to this thesis as Appendix
B. Apart from responding to all the variables edlisn the specific objectives of the study the
guestionnaire also provided for the demographidilprg of the participants by accommodating
statistical /quantitative analysis of data.

4.7 TRIANGULATION

Validity, reliability and accuracy of data are neast of concern in qualitative research. The
researcher applied the triangulation technique ros< referencing. Focus discussion group

findings were used to cross validate in-depth inésy findings of case reports.

With cross referencing data was collected througittiple sources described above. Ongoing
dialogue with participants regarding the researsherterpretations also ensured validity,
reliability and accuracy of data.

4.8 STRATEGY FOR DATA ANALYSIS

The researcher was aware that if the qualitatisearh was to yield meaningful and useful

results it was necessary to have data scrutinizdcanalyzed in a methodical manner.
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Data in this study consisted of both qualitativel gantitative parts. In the qualitative element
data were collected through in depth interviewsBoomen in the case studies and from the
focus group discussions. The quantitative data wetkected with the use of a questionnaire
which was completed by 57 participants. Responsespen-ended questions were typed in
word documents. Statistical responses on the deapbgrs were captured using excelle and
analysed using SPSS computer software. Qualitakate from the interviews were quantified
through a process of data transformation using dlemmputer software. The process involved
mapping through frequency of occurrence and cordeatysis. Data from questionnaires was

analyzed using the SPSS software programme.

Data analysis was made simple because the NviVtwae made it possible to import
documents directly from word processing and froroeig. The responses were already coded
manually on the questionnaire. The responses aalll @asily be seen on the screen. Using
Nvivo therefore allowed the researcher to make si@tgainst codes and this facilitated the
creation or emergence of themes since generalimtioould be drawn from the data. Using
Nvivo served to facilitate an accurate and trarsmaanalysis of data whilst also providing a
quick and simple way for tracing who said what. the process of carrying out in depth
interviews the researcher had already manuallynizgd and coded the questions into themes.
Nvivo was useful in mapping out diagrammaticallywhthe themes related to each other.
Therefore a combination of manual and comput& daalysis was used. Demographics on the

guestionnaire were also already coded manually.

4.9 CHALLENGES ENCOUNTERED

The researcher met with a number of challengearirying out the study.

1. Administering the questionnaire was a challengthat completion of the questionnaire
was completely voluntary. The pilot study had shatat it was possible for some
guestionnaires to be returned with less than halfquestions having been responded to.

In order to mitigate against this challenge, treeagcher had to personally administer the

guestionnaire.
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. Data were analyzed using Nvivo computer softwangv® computer software was new
to the researcher. The researcher had to learnthhawe the software package and this

took some time.

. The question of validity and reliability in qualitee research has been a subject for
debate among researchers. Some researcher subgedhese terms may not be

appropriate in qualitative research, preferring use the terms ‘trustworthiness’,

‘rigorousness’ or ‘ quality’ of data ( Creswell998). The researcher had to use the
mixed methods approach of in depth interviews far tase studies, questionnaire with
open ended questions and focus group discussiom®iikshops, for cross referencing

and triangulation purposes. This was done in a@@nsure rigorousness and quality of
data collected.

. Although Nvivo is less useful in terms of addregsssues of validity and reliability it is
useful in seeing frequency of occurrence of certaords and themes and creation of
patterns which generate themes. Being mindful of ffact, the researcher made use of
more than one sources of data collection to addessges of validity and reliability.
Findings from the cases studies and focus grouwqusissons were compared. There was
consistency in the findings. This is the triangolatmethod that the researcher used. As
mentioned earlier, this approach ensured qualityteustworthiness of data collected. A
combination of manual analysis and use of compsémare in data analysis allowed

for rigorousness.

. A purely manual data analysis could have been wa#d multivariate analysis. Data
collected from the research were too much to ham@eually. This is the reason why the

researcher opted to make use of Nvivo software gpek

. One of the challenges the researcher encounterednat? of the initial 10 participants
in the case study left their jobs and withdrew frtiva study before it was completed. In
anticipation of this challenge, the researcher ditito work with a large number of
cases, that is 10.

. Another challenge that the researcher encounteasdivat of assuring the participants of

confidentiality of the information provided. Parfiants did not easily open up to the
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researcher. The researcher had to use the techafcgedf- disclosure, in order to gain
trust and create rapport with the participantsf-Sb$closure meant that it was safe for
the participants to open up to the researcher turre In reciprocity, the participants
could trust the researcher with their life stori€%onfidentiality also required the
interviews to be conducted outside of office praasis The interviews were conducted

over a cup of tea or drink or even lunch at homataenues away from the offices.

8. Time was another challenge that the researcherttnazbntend with. As executives,
participants in the study could not spend too mtiole out of their offices being
interviewed. This meant that the researcher haddke several appointments with one

respondent to complete the in-depth interviews.

4.10 CONCLUSION

This chapter highlighted the two main research @@gres used in business management namely
the quantitative and qualitative approaches. Haexglored the advantages and limitations of
the various methodologies employed in both appresthe researcher decided to use the mixed
methods approach to qualitative research. The rdstleonployed in the study included story
telling or narratives of 8 cases, in-depth intemge focus discussion groups and open ended
guestionnaire. The in- depth interviews of the Bipigants who told their stories were recorded
using a voice recorder. The questionnaire was adtaned to 60 participants. In order to
establish validity, reliability and accuracy of dathe researcher applied the triangulation
technigue. The multiple sources of data collectedugh the mixed methods approach enabled

cross referencing of data.

Using the IPO conceptual framework, the data ctdérom the multiple sources was processed
and analyzed with the assistance of Nvivo and SE&S8puter software packages. Nvivo
software enabled content analysis of responsegdn-ended questions on the questionnaire and
of responses from focus discussion groups and fgoided in-depth interviews to specific
guestions.
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CHAPTER 5

RESEARCH FINDINGS

5.1 INTRODUCTION

Chapter 5 presents the findings of the researchgatticipation of women in management in the
hospitality and financial service sectors in Zimvabfocusing on leadership and gender
challenges and strategies for meeting those clyggkernThe research employed a mixed methods
approach to qualitative research. The findings lamsed on data collected from in depth
interviews of 8 respondents who told their storodshow they came to be in management
positions, the leadership and gender challengdsthlkes encountered and what strategies each
one of them used to manage those challenges. Dadaalgo collected from a questionnaire
which was administered to 60 respondents. Therfgglfrom the 57 out of the 60 participants
who responded to the questionnaire are also pedeRbcus discussion groups method was also
employed in data collection. Findings from the 2Zu® group discussions facilitated by the
during a workshop are also presented. The findings1 all the 3 data collection research
methods show the profiles of the respondentsexitent to which the respondents were satisfied
with their various roles as wife, mother and as agam at work, the leadership and gender
challenges that the respondents encountered,ridtegies that respondents employed to manage
those challenges, key success factors for effeataeagement, advice and recommendations for
effective leadership and management for women nesamn the hospitality and financial

services in Zimbabwe.

5.2 PROFILES OF RESPONDENTS TO THE QUESIONNAIRE

The findings from the questionnaire survey showkdt t56% of the respondents to the
guestionnaire were from the financial services weand the rest were from the hospitality
sector. Forty-nine percent (49) of all the respotsiavere based at head offices while the rest

were stationed in branches and units away from béaxks.

5.2.1 Level of Managerial Position
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Figure 5.1 below bar graphs a bar graph showieddtel of management of the respondents.
Thirty-seven (37) or 64% of the respondents wemdosemanagers, 28% (16) were middle
managers and the rest were junior managers.

Figure 5.1 Managerial Position
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5.2.2 Years of Experience in Managerial Position

The years of experience as a manager were notictedtrto the respondent’s current

organization. It included years of experience asaaager in the same sector. Figure 5.2.2 shows
that 42% (24) of the respondents had more thayeats experience as a manager, 28% (16)
had between 6 — 10 years experience and 30% (H7lgha than 5 years experience as managers

in the same sector. The findings also show thatthprity of the respondents held middle and
senior management positions.
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Figure 5.2 Years of Experience
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5.2.3 Marital Status

Table 5.3 below shows the marital status of respoted The findings show that 84% (48) of the
respondents were married women,7% (4) were sibgke(3) were widowed and 4% (2) were
divorced.

Table 5.3 Marital status

Marital Status No of respondents % of respondents

Married 48 84
Single 4

Divorced 2 4
widow 3 5
Total 57 100

76



5.2.4 Ages of Respondents

Figure 5.4 below shows that of the people who redpd to the questionnaire, 51% (29) were
aged between 30 and 39 years old, 30% (17) wereekat40 and 49 years old, 18% (9) were
between 50 and 59 years old and only 1% (2) wasthem 29 years old. The findings show that
the majority of the respondents were middle aged.

Figure 5.4 Ages of Respondents
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5.2.5 Respondents and Number of Children

The table 5.5 shows that 86% of the respondentschadren of school going age. 21% had
children in both primary and secondary school. Qii96 (8) of the respondents either did not

have any children or the children were grown up aumdof institutions of education.
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Table 5.5 Respondents and Number of Children in Vaous Institutions

Institution

respondents

No of

Percentage
of respondents

Primary school 12 21
High school 6 11
Tertiary school 7 12
Primary and High school 12 21
Primary and tertiary school 6 11
High school and tertiary 6 11
No children 8 14
Total 57 100

5.2.6 Highest Qualifications Obtained

Table 5.6 shows the highest qualifications obtaibgdhe respondents in the hospitality and

financial services sectors. Thirty-six (36%) or @fLthe respondents had a Masters degree.
Thirty-two percent (32%) or 18 had a degree, arh 307 ) had a diploma and only 2% (1) had

an A Level certificate only. Over and above thehlegt educational qualifications obtained,

figure 5.2.7 shows that 67% (38) of the respondéats other professional qualifications and

these included certificates offered by the Chaitesditute of Accountancy (CIA), Institute of

Bankers (I0OB) and Institute of Personnel Managemé@imbabwe ( IPMZ).

Table 5.6 Highest and other professional qualificabns

Highest qualification

(\\[e]

Percentage of

of respondents Respondents
A Level 1 2
Diploma 17 30
Degree 18 32
Masters 21 36
Other professional qualifications 38 66
Total 57 100
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5.3 SATISFACTION WITH ROLES AND RESPONSIBILITIES

Using a 4 point rating scale described below, redpats rated their level of satisfaction with
their roles as wife, mother and manager at work.
Rating Scale

1 Not at all satisfied

Not quite satisfied

Somewhat satisfied

2
3
4

Very satisfied

The researcher decided to use the 4 point scaleamhf the 5 point Likert scale because the
researcher wanted the respondents to be definitat &lheir level of satisfaction with the various

roles and not to be tempted to take the ‘safe’ ieidate.

5.3.1 Satisfaction as a Wife

The table below shows that only 19% of the respotsdeere very satisfied with their role and
responsibility as a wife. Forty-two percent (42%grev somewhat satisfied, 19% were not quite
satisfied and 4% were not at all satisfied. Tweioty- percent (24%) did not indicate their level
of satisfaction as a wife. Of that 24% who did mdticate their level of satisfaction as a wife,

they were either widowed, not married or were safjgarfrom their spouses.

Table 5.7 Satisfaction as a Wife

. . . Number Percentage of
Level of satisfaction as wife
of respondents respondents

Very satisfied 11 19
Somewhat satisfied 24 42
Not quite satisfied 11

Not at all satisfied 2 4

No response 14 24
Total 57 100
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5.3.2 Satisfaction as a Manager

Table 5.7 shows the level of satisfaction of thepamdents as manager at work. It shows that 33
% were very satisfied with their role and respoitisitas a manager at work. Fifty-four % (54%)
were somewhat satisfied, 9% were not quite satisdied 2% were not at all satisfied. The other

2% did not respond to the question.

Table 5. 8 Satisfaction as a Manager

. . Number Percentage of

Level of satisfaction as a manage
of respondents | respondents

Very satisfied 19 33
Somewhat satisfied 31 54
Not quite satisfied 5 9
Not at all satisfied 1
No response 1 2
Total 57 100

5.3.3 Satisfaction as a Mother

Table 5.9 shows that 26% of the respondents weisfied with their role and responsibility as a
mother. Forty percent (40%) were somewhat satisfiéélo were not quite satisfied and 5% were
not at all satisfied with their role and responig§pias mother. The 18% who did not respond to

the question did not indicate that they had chiidre
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Table 5.9 Satisfaction as a Mother

. . Number Percentage of
Level of satisfaction as a mothel
of respondents respondents

Very satisfied 15 26
Somewhat satisfied 23 40
Not quite satisfied 6 11

Not at all satisfied 3 5

No response 10 18
Total 57 100

5.3.4 Participation in Sport and church activities

The researcher looked at participation in sport emarch activities by women in management
positions in the hospitality and financial servicetors. The common sports that executives,
particularly male executives, participate in ardf,gennis and soccer. The respondents were
asked to indicate which sports they participatedl'tne respondents were also asked to indicate

whether they participated in church activities ppased to just going to church.
The table below shows that 40% of the respondemtscgpated in sports or church activities.
17% did not participate in any sport at all. Odsh who participated in sport 26% played golf,

5% played soccer and 2% played tennis. 7% wereeaictichurch activities.

Table 5.10 Participation in Sport and Church Activities

Type of sport/activity No of Respondents Oﬁg;‘;?::gﬁts
Golf 15 26
Soccer 3 5
Tennis 1 2
Church activities 4 7
Sport and church 23 40
Non participation 34 17
Total 57 100
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5.3.5 Participation in Meetings and Decision Making

The findings show that all respondents attend mgstiAll senior managers attend management
committee meetings as members of that committespdtelents chair meetings in their
departments in their capacity as heads of depatsm@il respondents indicated that they were
satisfied with their involvement in decisions- nrakiin their own departments. However there
were some who indicated that at times they wereoosulted on decisions that affected them at

senior management level.

5.4 QUALITATIVE RESPONSES FROM QUESTIONNAIRE SURVEY

The questionnaire solicited responses to the falgwpen — ended questions:

1. To what do you attribute your success?
2. What leadership and gender challenges do you rseetreanager at work?
3. What leadership challenges do you meet at home?

4. What strategies do you use to manage those chaliéng

The following findings show responses to the abqestions.

5.4.1 Success Factors

Findings from the study show that women managdrgoate their success to the following

factors:

perseverance and dedication;

commitment to work;

working hard;

support from husband;

determination and belief in self;

ensuring availability of resources for one to perfp
eager to learn and being a self starter;

having the right educational and professional digations;

© © N o a h~ NP

being informed and having information at the tipswe’s fingers;
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10. being visible;

11.being thorough and paying attention to detail;

12. having integrity and being principled;

13.awareness of one’s strengths and weaknesses amthiziag on the strengths;
14.having a strong character and not compromisingiesland

15.the grace of God.

5.4.2 Leadership and Gender Challenges Relating Teamily and Home

The Findings on what leadership and gender chalefgce women managers at home revealed
the following: lack of time, difficulties in balamg work life and home responsibilities,

husbands feeling threatened and not being notioedppreciated at work.

Lack of time

Almost all respondents to the questionnaire in@iddahat one of their biggest challenges
was that they felt that they did not have enoughetifor children, husband and for
attending to family functions.

Difficulties in striking a good work life balance

All respondents indicated lack of time to spendwi@mily and husband. All respondents
in the hospitality sector indicated that the hoafavork in the sector were a very big
challenge. They were required to work late intortight, do night shifts and work during

weekends as well.

The biggest challenge for all respondents was tiey found it difficult to strike a
balance between their work and home life. The nedpnts indicated that as managers,
they had to work very hard to prove themselvesis Tiieant spending more time at work
than at home. Their responsibilities as mother\aified meant that they had to supervise
children’s homework every day and prepare mealgHerfamily but they did not have
enough time to do all that. As married women, latkime meant that they were found

missing at such family functions as anniversarmghdays, funerals, weddings, sports
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days and field trips for children. This meant tbhae was not always able to be there for

family needs with a demanding job.
Husbands feeling threatened

Twenty percent (20%) of the respondents indicatatlwhen they got promoted to senior
management positions and earned better salariasthiea husbands and with company
benefits such as car and entertainment allowarneg; husbands felt threatened and

became jealous.

5.4.3 Leadership and Gender Challenges Relating TWork

The following are the leadership and gender chg#enrelating to work that faced the

respondents:

1.

all respondents to the questionnaire indicated waahen have to work very hard to be
noticed and this meant working after hours;

all respondents from the hospitality industry iraded that it was not easy for a woman
manager to work in that industry because of thereadf business which required long
hours and shift work and this meant working welbithe night and finishing very late;
findings from the hospitality industry indicatedathclients preferred male managers to
female managers in helping them solve their probjem

respondents indicated that both the hospitalityustiy and financial services sectors
were dominated by men at senior management lelete twas gender imbalance in
favour of men at the executive level and there wgserception that in the hospitality
industry general managers had to be male and older;

respondents sensed a feeling of resistance from codleagues and male subordinates as
they felt that certain senior management positamngd not be taken by women and that
men were not comfortable receiving criticisms frawoman manager;

respondents cited lack of support from other wormamagers as a challenge and there
was a perception that other women underestimated fellow women managers
preferring to promote or appoint men over women.

a few respondents experienced not being taken ustyidoy other male colleagues,

especially if the women managers were younger themen; and
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5.4.4 Strategies for Managing Challenges Related tdome and Family

Respondents indicated that they used the followingtegies for managing challenges they

met at home and with family:

1. training children and house maids to cook so thaalmprepared in their absence
were made well;

2. teaching children how to drive to reduce pressuréh@mselves in driving them to
school and picking them up from school;

3. engaging husband in dialogue, discussing expentabbeach other and enlisting his
support and not being confrontational;

4. not bringing work home and giving family qualityne,;

5. staying up late doing work;

6. and making sure that day time was reserved forlyami

5.4.5 Strategies for Managing Challenges as Managat Work

Research findings showed that respondents usedotlmsving strategies to manage those

leadership and gender challenges that they exoexdest work:

1. managing time well by good planning and schedutiigork to meet deadlines;

2. remaining professional at all times and focusingvork;

w

trimming away some of own responsibilities by depahg staff and delegating to
them in order to create more time to self;

being firm, assertive and standing one’s grourtth wonfidence;

attending all important meetings and participaacgvely in meetings;

coming for meetings well prepared,;

N o o k&

empowering self by getting exposure to best prastirom other organizations,
learning through the internet and networking;

8. being well informed about what happens in otheradepents and keeping abreast
with information;

9. acquiring the necessary qualifications for thegolas to be credible;
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10.insubordination from subordinates was managed bggb&rm and pushing for

results to meet deadlines in spite of resistance;

11.ignoring negative comments from men and keepingded on work;

12.being adaptable to different situations and manmtg good interpersonal

relationships with subordinates and colleagues;

13.continuous self improvement in order to keep alredth trends and acquiring the

necessary education, skills and qualifications;

14.learning to balance work and home demands andgtnyot to mix work and home

issues;

5.5.6 Advice and Recommendations to Improve Effesteness of Women Managers

Findings from the qualitative responses to the greson advice and recommendations for

women in the hospitality and financial service®éoeffective as managers were that:

1.

women managers should remain focused on theirgalsnot become distracted by

negative comments from other people;

. for one to be more effective and participate moesaningfully and get recognized

there was need for women managers to empower thesadey being well equipped
with the necessary educational and professiondifigaions;

women should continue working hard and be visibtetliem to be noticed;

4. women managers were advised to be professionakimxecution of their work and

not to compromise themselves by succumbing to opredile behaviour with male
superiors in order to get favours as this was rasing solution to their challenges.
there was need for women managers to contributenimgfallly during meetings; it
was necessary for one to always come well prepmethe meetings and to have
information at the tips of one’s fingers, showingnfidence when talking and
participating as an equal,

there was general agreement from the findingswioaten managers were advised to
believe in themselves and be prepared to take; risks

in order to manage the home and work life balameamen managers were advised

to have a strong support system at home; thisideel making sure that house maids
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and children were properly trained to assist wime of the responsibilities such as
cooking and children driving themselves to school,

8. women were advised to make use of the time thegngmaternity leave to empower
themselves by acquiring the necessary skills amdifgations;

9. the long hours typical of the hospitality industaquired one to be dedicated and
committed to work;

10.it was necessary for women managers in both settdrave confidence and belief in
themselves that they could be as good as the& omlintrparts;

11.women managers should learn to be assertive and sfafor what they believed to
be their rights;

12.it was necessary for women managers to maximistheittle time they had with
family by not taking work problems home; and

13.in order to get recognition at the top, women managhould raise their visibility by

volunteering to take on leadership roles and resipdities.

5.5.7 Other Recommendations

Findings from the qualitative responses to questies indicated other recommendations
which would facilitate effective participation ofomen in management and leadership positions.
These included the following:

1. creation of a network for women managers where tay network with other women
managers from other organizations to share expmgen

2. there should be a platform for women managers foess themselves freely, air their
views and the challenges that they meet; and

3. the study showed that women were not well represkeit top executive positions; it
expressed that there was need for a quota systemstoe women representation in top

executive positions provided the women were qualifor those positions.
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5.5 FINDINGS FROM FOCUS GROUP DISCUSSIONS

A workshop was held with 12 women managers from hbspitality and financial services
sectors who had not been asked to complete thdiguesire. The objective of the workshop
was to gather information from another sub-set @imen managers for the purposes of

triangulation against the information gathered fnaomen who had been the focus of this study.

5.5.1 Leadership and Gender Challenges Faced by Wemin Focus Groups

The participants were divided into 2 focus disomsgiroups of 6 people each. Both groups were

given the same tasks to focus their discussiomdrtlzese were:

1. Discuss and agree on the leadership and genddemtpas that women managers in the
hospitality and financial services meet.

2. Discuss and agree on what advice and strategiescgoumake for women in the
hospitality and financial services for them to m#phate effectively in management
positions

The findings from the groups were discussed in gignTable 5.11 shows the leadership and
gender challenges and strategies for managing tblosenges that women studied in focus

discussion groups agreed upon.

Table 5.11 Focus Groups Leadership and Gender Chalhges and Strategies

Challenge Strategy/Recommendations
Women managers tend to face resistance from Become a high performer and remain focused

men on promotion to senior positions on your work

Women managers find it difficult to penetrate Learn the language and terminology used by
into the male dominated top management men in the top management positions
positions Train and get expertise in that area;

Stop thinking low of yourself and start

believing in yourself.

Inconsistencies in benefits between men fand Learn to be assertive and demand the bengfits

women holding the same positions still exist related to your position;
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Challenge Strategy/Recommendations

to the contract.

Women should stand their ground and re

xfer

Difficulty in balancing work and home roles a

responsibilities.

nd
how they are managing;
Delegate work whenever possible and
involved in important family functions;
Have a good and reliable house maid
cook; Give the children cooking lessons
you don’t have to cook when you get ho
so that you have more time to supery
homework;

Manage time well and learn to prioritize.

Networking with other women to find ol

ut

get

and

SO

ise

Lack of information and awareness of import
things in the organization. It is a question ofsl
one get to know

Research, read, write and get involved,;
Get

departments.

to know what happens in oth

er

Taking a risk was a big challenge for ma

challenging senior positions.

women. They ended up not going for the

Take initiative and see what happens;

share experiences;

Believe in oneself and be confident.

Network with other women managers and

Women tend to talk a lot and generally do
respect confidentiality

not Respect confidentiality and be professional

There is a tendency for women not to supy

each other. They pull each other down.

ydfifomen managers need to support each othe
not down grade each other;

Have a girls Network to share ideas 3
experiences;

Appreciate our achievements as women and t
of other women;

There is need for a girl network to provide
platform for women managers to share ideas
experiences and to provide support to each @

and thereby empowering themselves and othe

and

and

a
and
ther

IS.
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5.6 CASE NARRATIVES

Story telling was one of the qualitative methodadsgised in data gathering. A total of 8 women
managers from the hospitality and financial sewigarticipated. In-depth interviews were

conducted using an interview guide. The respondeidsheir stories how they came to be what
they are today including the leadership and gewmtiatienges that they experienced and the
strategies that they used to manage those chaflerifee narratives were recorded and
transcribed. What follows in table 5.12 is a sumymalrthe case histories focusing on the key
points only. While the identity of the respondeta/g teller is not revealed each is identified by

a code in the series S1 to S8.

5.6.1 Summary of Cases

The study focused on 8 cases code named S1 up ©aS8 findings are presented in Appendix
C. The summary of cases presented in Table 5.1@sfam background, success factors,
leadership and gender challenges experienced by gaaticipant. The table shows that all the
participants were in the middle and senior managemesitions. Five of the participants were
from the financial services sectors and three virera the hospitality sector. All the participants
had degrees and a professional qualification. THatlenges that they faced included prejudice
from male colleagues, work life balance resultingnf pressure of time due to long working
hours, lack of support from other senior female aggns, unsupportive husbands and boys’
culture at work that excluded them. The participaattributed their success to having the right
educational and professional qualifications, hardrky dedication, competence, resilience,
support from husband and family members, takinggitive, being confident and being assertive.
They also attributed their success to developingoad relationship with superiors and

developing subordinates to take on more respoitsbil
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Table 5.12 Summary of Cases

Case Sector

No

Position

Marital

status

No of

children

Qualifications

Yrs of

exp

Challenges

Success factors

S1 Financial Senior 50 Divorced | 2 Degree in 10 » Lack of support from Good planning
services Manager Marketing senior women Good time managemen
MBA managers Developing staff
* Male prejudices Effective delegation
* Work/home balance Working hard
Dedication
Good qualifications
Self confidence
Supportive husband
S2 Financial Marketing | 45 married 2 MBA 12 * Prejudice from male Assertiveness
services director colleagues Determination
IPMZ Dip in HR »  Work/home balance Self awareness
Initiative
Supportive husband
Professionalism
S3 Financial Branch 43 Married 3 IOBZ certificate | 11 * A Jealous husband Developing subordinate
services Manager e Husbands’ Empowering children to

Degree in Fin.

And Banking

‘traditional’ attitude
towards women

« Long working hrs

drive and cook
Good reliable maid

good relationship with

2

91



Sector

Position

Marital

status

No of

children

Qualifications

Yrs of

exp

Challenges

Success factors

Work/home balance staff
Hard work
Playing golf
Praying for customers
S4 Financial Director 42 Married 2 Bachelor. of8 A conservative Assertiveness
services Accountancy corporate religious Hard work
MBA culture Confidence
Work/home balance qualifications
Boys’ club culture
Unsupportive
husband
S5 Financial Divisional 50 Married 3 CIS 11 Political partisanship Acquiring higher
services Head 10BZ Male prejudices qualifications
MBA Work/home balance Punctuality
Lack of support from Attending all meetings
in laws Participating fully in
Lack of support from meetings
other women Preparedness
managers Professionalism
S6 Hospitality Senior 40 Married 4 Degree in Hotel5 Prejudice from male commitment
manager and catering colleagues experience
MBA Work/home balance competence

Lack of support from
husband

strong values
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Case | Sector Position Age Marital No of Qualifications Yrs of Challenges Success factors
No SIS children exp
S7 Hospitality Senior 50 Married 2 Hospitality Husband felt Working hard
manager Degree threatened Dedication
MBA Long hours of work Good planning
Work/home balance Time management
Good interpersonal
skills
Support from family
S8 Hospitality HR 35 Married 2 B Commerce 3 Resistance from Supportive parents
manager Diploma in older men Passion for the job
Hospitality Male prejudices Confidence

Not being taken
seriously
Work/home balance

Jealous husband

High educational
qualifications

Good planning
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A summary of the strategies that each participaatiuo manage those challenges and the advice
and recommendations on how women managers in th@tabty and financial services sectors
can become more effective is presentenced in Talileé. The strategies that the participants
used to manage the leadership and gender chall@amgesecommendations on how to improve
effective participation of women managers refletiatvthe participants attributed their success
to. Other recommendations included the need to twdegsional by obtaining the right
gualifications, appropriate dressing. The partioipaalso recommended being informed and
participating fully in meetings, having a strongpart system at home by empowering children

to drive themselves if possible and to prepare sneald having a good and reliable maid.
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Table 5.13 Strategies for meeting challenges anda@mmendations

Case

Strategies for meeting challenges

Recommendations

D

4%

S1 being very confident; * women managers should never succumb to approacrasien in order tq
obtain favours as this does not provide lastingtimis;
supporting every position the participant took wfttts
and figures; » women managers should be well informed and havs fawd figures at th
tips of their fingers;
working hard and meeting deadlines;
« companies should provide child care facilitieshairt work places.
being vocal and assertive on issues affecting ame;
working for an organization that offered child ear
facilities at the work place
S2 being assertive and knowing one'’s rights; * make use of maternity leave to acquire furthelskihd education;
empowering self by getting the necessary trainimgl [as Always dress professionally to avoid being misustierd; and
gualifications; and
« empowering self by knowing one’s own strengths weedknesses.
dressing professionally to avoid being misunderbtby
male colleagues.
S3 being very confident; » have a good and reliable maid to assist at home;

having facts at the tips of my fingers;

develop staff to grow in their careers to achiawersss;
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Case

Strategies for meeting challenges

working hard and meeting deadlines;
being assertive and

standing up for my rights.

Recommendations

discuss expectations and values with spouse;

maintain a close relationship with superiors.

S4 standing up for omy rights and being assertive; » have appropriate qualifications;
compromising on demands that were not detrimemal ¢« standing up for self; and
own values and career; and
* encourage girl children to follow their dreams gnuisue careers other than
speaking out against poor decisions taken withaibhdy teaching and nursing.
consulted.
S5 furthering qualifications in order to move up thareer| « family support in itself is not enough, one neaxbe self disciplined;

ladder;

being punctual to all meetings at all times sooalset taken

seriously;

participating fully in meetings and coming well paged

for those meetings.

f one knows that one would still want to have cfghdit is advisable not t
accept positions of high responsibilities. It's attar of choice. Decide ho
many children you would like to have and have theumickly one after
another. Then use the child bearing period to avgryour career witl
further education and professional training. Aftdrat one can sta

developing her career without many disturbancess Tives one time tq
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Case

Strategies for meeting challenges

Recommendations

bond vith the chidren while they are still youn
use maternity leave for self development;

one should not accept a position on the basis eftming a woman. On

should deserve the position;
women should not sit on Boards just for cosmetippses; and

if a woman wants to be taken seriously, she shout come late fo
meetings because women are always associated withing late for
meetings and neither should they put on lipsticgublic during meetings,
takes away the respect and dignity that one staesdrve as a manager.

S6

e attended all important meetings even when on miayge

leave in order to influence important decisions;
» used maternity leave for self development;

* lobbied for a change in organizational policy tdowl

spouses to drive company vehicles;

» sent all the children and house maid for cookegsdng
while they were still at primary school so thatyhmould
prepare good meals;

work hard and meet all dead lines;

be informed of all important decisions in the origation especially thos

that affect one’s department;
get all the necessary qualifications;

children should not be used as a reason for paforpgance at work as thi

works against women;

be daring enough to accept challenging assignntenqove that you can d

1)

o
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Case

Strategies for meeting challenges

waited to pursue PhD until all children were grouwm and

attended all important functions of the organizatven if
they were held after hours;

Recommendations

it; anc

read the newspapers and talk the same languagenalthcolleagues

S7 working hard and being dedicated; » learn to trust and develop junior staff as thise$rgiou to focus on othe
things and create more time for self;
good planning of tasks and management of time;
» strategize and plan work well so as to make liitlany mistakes;
developing and delegating to junior staff to takehigher
responsibilities in order to create more time faf;s * be creative and learn to do things differently bat tother managers wi
learn from you. That way you influence decisions;
waited for children to grow up before embarkingroare
demanding qualifications such MBA; » be alikeable person and interact with people atyelevel; and
interacting with other managers and getting to kmdwat is| ¢ active participation in decision making meetings.
done in other departments and even helping theth; an
participating actively in all functions organized/ bhe
company.
S8 limited the number of children to 2 because of kg | « be resilient and stay focused;

working hours and evening or night shifts;

became the expert in my area and management redyir

19

be adaptable and try to fit in with the men ararehow to interact with

N
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Case | Strategies for meeting challenges Recommendations

her forimportant decisior; them;

* working as a team; » if one wants to be successful in the hospitaligustry then one has to be

. . multi skilled; and
e getting oriented to all departments so | would Ipeeo

aware of what happens in the whole organization; « keep husband assured by being transparent in aiggyadnd maintaining

. good communication.
» |looked for accommodation close to place of work;

e took in sister to help with the work at home andpimg

children with homework;
* sometimes parents come to help at home;

» work longer hours or do some of the work during kesels
and create time during the week to attend to school
functions. | make up for the time by working weed#e

and long hours; and

e put in extra hours to create time with husband whers

around.
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5.7 CONCLUSION

This chapter presented findings from data colledtedn the questionnaire, the 8 in depth
interview cases and from the focus discussion grolipe findings show that the majority of
respondents to the questionnaire were middle agedrerried with school going children. The
main leadership and gender challenges faced bpdheipants were to do with difficulties in
balancing home and work life roles and responsiéslj lack of support from other women
managers, long working hours and working shift awkning hours and not being taken
seriously. The findings show consistency in tehsuccess factors which included working
hard, acquiring the necessary qualifications, beasgertive and standing up for what one
believed in. Findings from the data collected fribra 3 mixed methods of questionnaire, focus
discussion groups and in depth interviews and wtiryg were consistent indicating their

validity and reliability.
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CHAPTER 6

ANALYSIS AND DISCUSSION OF FINDINGS

6.1 INTRODUCTION

This chapter analyses and discusses the reseadihgs on the participation of women in the

hospitality and financial services sectors in Zilmlva with particular reference to strategies for

meeting leadership and gender challenges thatftoey The analysis and discussion is made in

answer to the 7 precise objectives of the studyemam

1.

To identify leadership and gender challenges fdmedvomen managers in the
hospitality and financial services sectors

To establish the extent to which women managetkéarhospitality and financial
services sectors are satisfied with how they ftitidir roles and responsibilities as
wives, mothers and managers

To establish the kinds of meetings women managergenerally involved in and
the extent to which they are happy with their imeshent in decision making
those meetings

To establish the extent to which women managetkéarhospitality and financial
services sectors are involved in sport and otheiakactivities with other
managers

To identify strategies employed by women managershe hospitality and
financial services for managing gender and leagexdtallenges

To identify key success factors for women managderdhe hospitality and
financial services of Zimbabwe

To make suggestions and recommendations for efeegarticipation of women

in management as they climb the corporate ladder.

Data analysis was done with the assistance of tmapater soft ware programmes namely SPSS

and Nvivo. SPSS programme was used in computingpdeaphic data from the questionnaires.
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Nvivo software assisted in analysing qualitativdad&om the questionnaires’ open-ended

statements, in depth case narratives and from fdisgsission groups.

6.2 PROFILES OF WOMEN IN MANAGEMENT IN THE HOSPITAL ITY AND
FINANCIAL SERVICES SECTORS

The research findings presented in chapter 5 shotvatl most women managers in the
hospitality and financial services sectors are mdrwith children of school going age. The
findings also show that about 70% of them havevegle degrees and 30% have diplomas.

Those with diplomas are found in the hospitalitytse

The challenge of balancing work and home that #méigipants face are a result of the need to
fulfil their gender role expectations as wives amathers. The participants are still raising school
going age children who need to be driven to scteoa whose homework still need to be
supervised. As wives and mothers and accordingiitore and gender expectations of society
the participants are expected to prepare meaksndtto extended family functions such as
weddings and funerals regardless of whether theg lize time or not. This was echoed by all

the participants in the case studies.

The fact that all the respondents to the questioarzad the participants in the case study have
relevant diplomas and degrees goes to prove tkpérience and hard work alone is not enough
for a woman manger to participate effectively iadership and management positions in the
hospitality and financial services sectors. Thigghoed by all the eight participants in the case
study.

The two sectors are characterised by women managénsir middle ages ranging between 30
and 49 years old with a few of them in their 5@e of the gender and cultural challenges
posed to women managers is that of supervisingwienare older than them as revealed in the

responses to challenges that the participants faced
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6.3 SATISFACTION WITH ROLES

Findings on the extent to which respondents wetesfigal with their various roles as wife,
mother and manager showed that only 33% were igatigfith their role as manager, only 26%
were satisfied with their role as mother and ord¢clwere satisfied with their role as wife.
Research findings revealed a number of challengas ¢ontributed to these low levels of
satisfaction.

The low levels of satisfaction with the variousa®lemanate from the fact the participants find
themselves in situations where there are many dasnplaced on them from the various role
expectations as mother, wife and full time worlkastead of just focusing on their career the
woman manager’s time is spread over many roleserélts time pressure and the result is that
not enough time is spent with family. The partaifs indicated that they spent more time at

work.

6.4 PARTICIPATION IN MEETINGS AND DECISION MAKING

The findings show that by virtue of their positiosis respondents participated in meetings that
they chair as head of departments or units andénfie decisions at that level. At the senior

management level the respondents participateckisttiategic planning and review meetings.

However at management committee meetings some ndspts expressed the problem of
initially not being taken seriously by male colleag. The case study findings showed that there
was a tendency for some male senior managers te@ mhkhe important decisions without

involving them.

6.5 PARTICIPATION IN SPORT AND SOCIAL ACTIVITIES

While it is a known fact that men use sport sucly@sé to network and make decisions all the
respondents except one did not participate in dpecause of lack of time. They would rather
spend the little time they had with family. Theeorespondent who participated in sport (S3)
maximized on playing golf and used the opportutotyretwork with similar organizations, mix

with clients and sell products.
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For other social activities the researcher decitdedse the church as a social activity common
and accessible to all. The findings showed thahallrespondents attended church services when
they have the time to do so. The findings were tleay few of them went beyond attending

church service to involvement in church activisegh as outreach programmes.

The findings revealed that participation in speugh as golf, is regarded as not appropriate for a
married woman. The perception that playing golissociated with women of loose character as
echoed by two of the participants in the case suwelgrs women from joining sport clubs.
However two of the participants felt that it waschuse of lack of time that they did not
participate in sports such as golf. One particigaayed golf and she used the opportunity to

network with other male managers, to meet andactexith both old and new clients.
6.6 LEADERSHIP AND GENDER CHALLENGES

The analysis of challenges that women managerseimospitality and financial services sector

face is made in relation to the challenges at hantechallenges at work.

6.6.1 Leadership and Gender Challenges at home

The pie chart in figure 6.6.1 is a graphic pres@maof the challenges that women managers

faced at home.

Figure 6.1 Challenges at home
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The chart above shows that 85% of all the chalertbat the respondents faced at home had to
do with insufficient time and work life balance. & hespondents expressed that in working hard,
showing commitment to work and to be noticed tleeme&n had to put in a lot of extra time at
work and thereby leaving very little time with fdgniand husband. They found it difficult to
balance work and family responsibilities. All resplents indicated that they spent less time
with family and children than they would have likddsufficient time with famliy meant that
they participated less in family functions suchcasemonies like funerals and weddings and

school functions.

11% of the challenges that the respondents exmererat home had to do with gender
expectations and prejudices. The gender role eapecs for women as mother and wife means
that women were expected to perform such reportgbkilas preparing family meals, supervising
homework and generally performing duties and residities associated with home while the

husband, as head of the family, was expected todsp®re time outside the home earning a

living.

One of the most commonly cited challenge facing wormanagers at home had to do with
balancing work and family responsibilities. Gart¢gzZ912) established the same finding which
concluded that motherhood impacted significantly oareer opportunities for women.

Motherhood implied a complex elationship betweenrkivy hours breaks in careers and
dependent children. The study concluded that thenger the age of children the greater the
relative disadvantage in career progression.Theareh findings outlined in chapter 5 showed
that 84% of the respondents were married and 86%hetespondents had children of school
going age. This partly explained the challengetiregato insufficient time and dificulties in

managing work life balances. In a study by CIMA Reiplli (2012) also noted the challenge

associated with with work life balance for womennagers.

The challenges to do with gender role expectatiockided husbands feeling jealous and
insecure with wives earning more than them andyémy company benefits such as company
vehicle and intertainment allowance. The husbaittdrfeecure if they earned less than the wife
and if he was to be seen being driven by his wiféhér company car. It appears that this
challenge has to be placed within the Zimbabwedaralicontext as the student did not come

across it in literature review. In the Zimbabweaitural context, the husband being the head of
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family and bread winner should be seen to be inrobnBeing driven by a wife gives the
impression that the husband is ‘ruled’ by the wife.

6.6.2 Challenges at work

The challenges that participants experienced ak ves women managers had to do with
prejudices, stereotyping and discrimination andifiisent time. Figure 6.2 shows that about
46% of the challenges faced by women at work hadaowith prejudices and stereotyping,
followed by discrimination and insufficient time 58%.

Challenges directly related to gender includedyatiegs, stereotyping and discrimination.The
prejudices experienced especially in the hospytalictor were to do with the respondents being
women and young. There was a perception among mé#reihospitality sector that executives
had to be male and older. Sometimes clients sh@nefdrence of wanting to be saved by a male
manager. When it came to shift work it was chaliegdor women to do the night shifts and the

job required long hours of work and working duringekends.

Figure 6.2 Challenges at work
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The findings also showed that it was challengingviemen to deal with insubordinate male
associates especially if the subordinates werer.ofteme respondents also indicated that they

106



faced challenges in decision making especially aetimgs when their opinions were taken in
last with management showing preference for deassemming from male coleagues. There was

a feeling that some male colleagues felt threatefi®eing led by a woman.

Respondents also expressed that in some case$ethdiscriminated against by other women
managers not being supportive of each other andpheference to hiring men instead of wome

on the grounds that women go on maternity leavetlaaidvould affect the company.

Respondents indicated that women were less refegsan the top in their organizations. This
simply confirm observations made about Zimbabvet there is less representation of women in

top management positions in the private sector.

Discrimination manifested itself in the form of ut®rdination of male coleagues, preference to
hiring men over women in senior management jobsame organizations and in meetings

female contributions being taken in last.

Discrimination also manifested itself during thertetment ans selection process. Attending job
interviews while one was expecting seemed to wagatively against women. The experience
of S2 and S5 in the case studies showed that @négmomen were regarded as costly to the
organization as they would need to go on paid majeleave and to take time off from work to

go and breast feed.
6.7 STRATEGIES FOR MANAGING LEADERSHIP AND GENDER C HALLENGES

All respondents from the questionnaire, focus dismn groups and indepth case narratives
indicated what strategies they used inorder to resetership and gender challenges that they
faced at home and at work. What follows is an aialgind discussion of those findings.

6.7.1 Strategies for managing leadership and gendehallenges at home

Figure 6.3 is a summary of the frequently usedtesgias by women mangers in the hospitality

and financial services sectors in managing thdleriges at home.

The figure also shows that of all the strategiest the respondents employed in meeting
challenges at home there were four outstanding oaesely, time management, hard work,

managing husband and effective use of housemaidfatdten.
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Time management had the highest frequency of 5FE#&ctive time management meant
balancing work and family responsibilities well. émder to manage time effectively, findings
indicated the use of daytime and weekends to atefamily responsibilities, staying up late up
late into the night to catch up with one’s studéesl any extra work. Time management also
meant proper planning of work so that no work wasied home. It was important not to mix

work and home responsiblities.

Figure 6.3 Strategies at home
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Working hard was another strategy that the respusdesed. Staying up late and attending to
family responsibilities, performing wifely and metty roles during day time and weekends

meant that one had to work very hard. It leftdittime for social activity.

Support from husband was indicated to be a sudeets for many participants. This required
engaging husband in dialogue, being open to eabkr oand talking about each other’s
expectations and how they can be fulfilled. It vimportant to enlist the support of a husband.
Open communication and good intrpesonal skills waportant in managing husband and
enlisting his support. The research findings showet supportive husbands assisted with
supervising children’s home work and taking outdriein during wekends so that the wife was

left free to do other things. A supportive husbatsib asssited in attending school functions.
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Effective use of house maid was cited as helpflihe participants indicated that they trained

their house maids to cook so that the family ath twehe satisfaction of husband and children.
It was even suggested that training the childreooimk as well was also helpful. This strategy
took pressure away from the woman manager in siat could put in a little more hours at work

knowing that the meals were being prepared and whergot home she would have some time
to rest and to supervise children’s homework. Trhpadrtance of supportive family was also

highlighted in the research findindings of the Cld#udy (Rapacioli, 2012).

Effective management of challengres at home mdwitdne was able to achieve a work life

balance.

6.7.2 Strategies for managing leadership and gendehallenges at work

Content and frequency analysis of strategies ugedanage challenges that the respondents

faced at work as a woman manager cited 6 frequeistiyl strategies namely:

being assertive;
effective communication and interpersonal skills;
having educational and professional qualifications;

hard work; and

a r wnh e

professionalism and good time mangement;

Figure 6.5 shows that professionalism and assesds&had the highest frequency of 21% each
followed by effective time management at 18%, etlanal and professional qualifications at
14%, working hard at 7% and communication at 5%viktp the right educational and

professional qualifications were key to managireglership and gender challenges at work.
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Figure 6.4 Strategies at work
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The behaviours associated with assertiveness were:

P 0N PE

being firm and fair;
standing one’s ground,;
pushing for results in the face of resistance ®@®oleadership; and

ignoring negative criticism coming from men and veom

The behaviours associated with professionalism were

1.

S S o

striving for excellence in performance;

focusing on performance and not on personal issues;

maintaining a professional conduct at work;

dealing with subordinates individually and focusorgperformance not the person;
dressing appropriately so as to avoid being miststoed by men; and

not being emotional since women are always as®utiaith being emotional.
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Behaviours associated with educational and prajassigualifications included the following:

1. keeping in touch with developments in one’s field the internet and study visits;

2. acquiring the necessary educational and profedsmumifications needed for the
job; and

3. self continuous improvement.

Behaviours associated with effective managemenina included the following:

always being in time with reports and meeting diead!
developing a work plan to assist in managing time;
prioritizing work and keeping to the planned schHedi work;
consciously making an effort not to leave work a@®0pm;

being creative and finding new ways of managingetiand

o g ks~ w e

trimming away some of the responsibilities by datety to junior staff.
Behaviours associated with hard work included tlewing:

being committed to work and the organization;
being prepared to put in extra time;

doing a thorough job consistently;

giving a good service to the employer;

striving to achieving in spite of a difficult emenment;

striving for excellence;

N o o bk~ w0 Db P

self discipline and being available when neededaak;
Behaviours associated with communication and ietesgmal skills included the following:

speaking clearly and with confidence;
organizing one’s thoughts well and speaking wiahwction;
making meaningful consultations before making asilea;

not being confrontational when responding to mea a

a ~ wnh e

listening effectively.
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6.8 SUCCESS FACTORS

In response to the question of what contributedh® success of respondents, the findings
showed a range of success factors including adidiptabmbition, being analytical, availability

of resources, commitment to work, determinatiorscigiline, educational and professional
qualifications, hard work, being focused, havingortive husband, good time management,

passion, perseverance, self confidence, tenacityraegrity.

Figure 6.5 is a chart that shows the frequencyeffactors that respondents indicated as having
contributed to their success as managers. The diaws that the outstanding factors

contributing to the success of the respondents:were

hard work;

commitment;

education and professional qualifications;
teamwork;

determination and staying focused;
excellence;

support from family especially husband;

adaptability; and

© © N o gk~ whhPE

self confidence.

Other factors that contributed to the success efgdrticipants in the in-depth interviews but

were mentioned les frequently included the follogvin
1. having ambition and being passionate about thegot wanting to succeed;
2. availability of resources to enable one to impletp@anned activities;
3. prioritising and being disciplined to keep to ongfan and managing time effectively;
4. having the necessary experience required for the jo
5. having faith in God and praying for work, prayingea for clients and subordinates and

6. being inspired and tenacious about the job

112



Figure 6.5 Success factors
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Adair (1984) and the research conducted by thedini@dl society (1997) also identified similar

factors.

The findings show that respondents quoted their pansonal qualities as success factors. This
analysis echoed what was cited in a Canadian s{@dyalyst, 1998) that senior women

managers often quoted their personal qualitiesiisat success factors.

6.9 SUGGESTIONS AND ADVICE TO OTHER WOMEN

The research study also asked respondents to praddce to other women managers on how
they can be effective and manage the leadershiander challenges that they meet in order

for them to be effective. Top on the list of theviad from repondents are the following:
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being knowledgeabile;

being of good character;

determination;

educational and professional qualifications;
excellence;

hard work;

open mindedness;

not having an inferiority complex ;

© 0o N o gk wdhPE

professionalism;
10. self confidence;
11.praying ; and

12.good time management .

Figure 6.6 Suggestions and advice
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Figure 6.6 $iows that women managers were advised to be veny Wwarking to show
determination, to have the necessary educationdl professional qualifications, to have a

professional approach to work, to learn to balamoek and life by good time management, to be
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confident and to be vey committed to work. Beinggobd character, aiming for excellence and
profesionaism are linked. Not showing an inferippdgbmplex can also be linked to having self

confidence.

Being of good charcter was taken to mean not subogrto men in order to obtain favors at
work. It is linked to being professional whereby men were being advised to dress

professionally so as not to be misunderstood by. men

The advice tallies well with the success factoentded in an earlier section. However what is

coming out as new in the study on leadership angagement that this study is revealing is the
advice on prayer. In the literature review. thedstu did not come across prayer as either a
success factor or as contributing towards the g¥egess of a manager. Within the context of

Zimbabwe it appears that there is increasing reéaor adoption of praying as a key success
factor for one to be effective as a manager orutm a successful business. It would be

interesting to do a followup study on women as regjgpraying and management.

6.10 FINDINGS IN RELATION TO LEADERSHIP AND GENDER THEORIES

The review on literature made reference to newedatsoof leadership which define leadership
as a social process in which interpersonal relaligps and interaction at all levels in an
organization are key to effective leadership. Themtrend towards what has been referred to as
the “feminisation of management” (Eagly et al., @0Rriola 2004). Behaviours displayed in the
“feminization of management” discourse includedabédity to manage multi — tasks, people and
communication skills and the ability to focus orpgart and care for staff. This management
style was portrayed by 2 cases in the researcly.sResearch findings showed that S3 and S7
successfully practised this new approach. Theatesgy for managing leadership and gender
challenges involved building a relationship witrafstthat went beyond work to a caring

relationship and developing staff to move up theealadder.

The research findings on what the respondentdatéd their success to, which the researcher
termed success factors, are the same attributéschizmacterise transformational leadership
(Bass, 1990; Avalio et al., 2009, Metcalfe 201yl aappreciative leadership (Lewis et al.,

2006).
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One of the key success factors and recommende@gts identified by the respondents is
possession of requisite academic and professiaraifigations required for the sector that one
is working in.The profiles of the respondents agards educational and professional
gualification is testimony to this. All the resp@mds to the questionnaire and the 8 participants
in the case study indicated that they needed tbeyond just basic qualifications to obtaining
professional qualifications and this echoes thedné® requisite professional skills and

knowledge as a success factor (McCartney, et@GO6R

The research findings also mirror what other wsiteave identified as generic behaviours and
gualities people value in leaders. These includgtiusiasm, confidence, toughness, integrity,
warmth (Adair, 1984; Industrial Society, 1997). $haeflect the same qualities that were given
by respondents as what they attributed their sgctesand the advice they gave for women
managers to participate effectively in leadershgsifoons. However some respondents cited
what are typically masculine attributes such agmess, standing one’s ground, tenacity, being
bold among others. This is in accordance with tiséotical viewpoint of seeing leadership in
masculine terms (Kumra and Vinnicombe, 2008, Vitkeg et al., 2011). This confirms the
view that there are several masculine qualitiesciviiemain pervasive in organizations and
management practises (Collinson, D. and Hearn9@4)1 This goes to show the importance of
situational or contingency theories of leadershiat there is no one best style of leadership, it
all depends on the favourableness of the situadiosh the nature and maturity of followers
(Fiedler, 1971). S1 and S3 in the case studiesgyotthiese leadership behaviours.

The leadership and gender challenges experiencatdebsespondents mirror the assertion that
one of the barriers to breaking the “glass ceilingis the limitations of child bearing and mother
hood (McKinsey, 2011).

With reference to gender biases, prejudices amdattging Martin (2006) pointed out that when
men call women “girls” at work, they infantilizedg women and called into question women'’s
competence and authority. This is the experierice8owho was referred to as ‘that girl’. S8
experienced the challenge of older men who werestieordinates having problems reporting to
a female manager who was younger than them. Heseawnanifestation of culture and gender
posing challenges for a woman manager. In the Ziwean traditional Shona and Ndebele

cultures younger people are supposed to respecttale instructions from older people.
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Seniority is regarded highly. At the same timeditranally, women are not supposed to take the
lead in making decisions and giving instructior88 resorted to using her good interpersonal
skills and teamwork to get things done. She theneshthe respect of her male subordinates

after proving her leadership skills.

Research has shown that gender is one of the iamgactiteria that determined an employee’s
position at the work place (Adler. 1994, Priola,02p) This study has found that in the
hospitality sector certain positions of managenespgecially in operations and restaurants are

quietly reserved for men as S8 indicated.

Another barrier to breaking the “glass ceiling'wsrk- life balance and the struggle to be taken
seriously (Rapaciolli, 2012). This study has canéd the same barrier. The findings indicated
as the major challenge, the insufficient time armdllenges of balancing work and home
expectations. All the 8 cases in the study ande¢lponses from focus discussion groups and fro
the responses to the questionnaire cited pres$tiraeas contributing to the challenge of work-
life balance.

The CIMA study cited the need for support of a roledel or mentor as being vital to the
success of women managers in breaking the “glabsgie Respondents in this study indicated
that their parents, either mother or father plageadinfluential art in shaping who they were.

Specific reference to a role model or mentor wastiaeed in only one case.

6.11 CONCLUSION

Chapter 6 analysed and discussed research findingke leadership and gender challenges
faced by women managers in the hospitality andnfired services in Zimbabwe. The major
challenges identified included difficulties in maag work life balance, prejudices at work
resulting in women managers not being taken sdgiplesng working hours and lack of support
from spouse and from other women managers. Thedkeobes come about due to the impact of
culture and gender role expectations on women. Asen the participants were expected to
continue with their responsibilities of being careers at home in spite of their being employed
full time.
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The strategies that the participants used includerking hard in order to prove themselves,
planning and managing time effectively, which regdia lot of self discipline. Effective time

management required the participants to balanck ami home responsibilities well.

In order to manage these challenges the partimpamployed domestic help and empowered
their children by giving them life skills such asvihg and preparing meals for themselves. This
strategy reflected what other women managers iarAsountries are also doing to manage those
challenges (Thein et al., 2010).

The challenges the participants faced at work oduprejudices, discrimination, stereotyping

and insufficient time.

The findings also showed that most women were ant satisfied with the extent to which they
fulfilled their roles and responsibilities as matheife and manager at work. This was due to the

long hours of work and sometimes the night shiésydnded by their jobs.

The results also showed that participants were rgénesatisfied with their involvement in
meetings. The challenges encountered in meetiadg€dido with not being taken seriously by
male colleagues. They were happy with the decidiogisthey made in their own departments.

The results also showed that the participants waoatlger utilize the little leisure time they had
on family rather than on participating in sport aather social activities. The few who

participated in golf used it as a networking oppoitly.

Participants attributed their success to hard warmmitment, possession of relevant
qualifications, professionalism, support from famahd spouse, adaptability and self confidence.
The advice given by participants to other women agans for them to manage the leadership
and gender challenges reflected what the partitspimemselves regarded as their success
factors.
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CHAPTER 7

RECOMMENDATIONS AND CONCLUSION

7.1 INTRODUCTION

The studysolicited for advice and recommendations for imprgwuthe effective participation of
women managers in the hospitality and financialises sectors. A number of recommendations
can be made from the analysis and discussion dings. The recommendations are discussed

under the following headings:

education and professional qualifications;
awareness raising;

self confidence;

equality;

hard work;

self motivation; and

N o o~ DN e

time management;

Figure 7.1 Recommendations
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7.2 RECOMMENDATIONS

Figure 7.1 is a summary of the recommendations ¢hat be derived from the analysis and

discussion of findings.
7.2.1 Education and professional qualifications

Top on the list of recommendations is to do witlhuetion with 26% frequency. In order to
participate effectively as a woman manager and thget respect that one deserves, it is
recommended that one should acquire the requisgtdesmic and professional qualifications for
the industry. The following educational qualificats are deemed necessary for the financial
services sector: Bachelor of Accountancy degregredein Finance and Banking, Certificate of
the Institute of Bankers of Zimbabwe and a degne®larketing. For those working in the area
of human resources management, it is recommendsdtliey acquire a diploma in human
resources management from the Institute of PersoNMamagement of Zimbabwe. The
following educational and professional qualificaso are recommended for the managers
working in the hospitality sector: a degree in Tisnrand Hospitality Management, a degree or a
diploma in Hotel and Catering, a Masters degredusiness Administration and for those
working in the area of human resources managementiploma in Human Resources
Management from the Institute of Personnel Managerat Zimbabwe. For those working in
finance in the hospitality sector, it is necessaryone to have a degree in Accountancy or a
Certificate from the Chattered Institute of Acccaumty (CIA) or equivalent.

It appears that basic academic qualifications ianmtbelves are not enough. Professional
gualifications are needed. It is recommendedwmahen managers should make use of the time
they are on maternity leave to develop themseluethdr. Continuous self improvement is

necessary.

Under the same category of education and profeaisgpralifications, is the importance of being
well informed. It is recommended that women manageust be well- informed. This means
that women managers should keep abreast of whapisening in other parts of the organization

and in the industry in general.
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7.2 2 Raising awareness

Second on the list of recommendations was awareaessg. This involves formation of a
network of women managers in the industry. The natwvould assist in raising awareness

about issues affecting women managers in thatqodatiindustry.

It also involves formation of a forum for women ragers to share experiences, exchange views
and information on leadership and gender challef@geisg them and how to overcome them.
The forum would also provide a platform for thenmagn managers to celebrate their successes

and support each other.

Senior women managers would use the network amenf@for mentoring other women in junior
positions in how to manage the challenges that theyld likely meet in higher positions of

management.

There are a number of existing organizations thatige networks and forums on women issues
that women managers could benefit from. Some obtiganizations (to mention a few) include

the following:

1. The Women'’s Coalition of Zimbabwe (WCoZ) which pides a forum where women
meet in collective activism on issues affecting veonand girls

(www.facebook.com/theWCoZ, accessed 3 July 2013).

2. The Zimbabwe Women Resource Centre and Networkghwisi an information - based
nongovernmental organization that works towardsuced) gender inequalities and
promotes gender sensitive development policies (vewven.org.zw, accessed 3 July
2013).

3. Women’s Trust, a not-for-profit organization, whiatorks with women in tertiary
institutions and rural communities to enable themparticipate fully in the national
development process. They work to enhance womespmaities in decision-making

(www.women.org.zw, accessed 3 July 2013).

It is also recommended that women managers sh@kd &dvantage of developments in

information technology. Information technology hmade it possible for networking to be done
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both locally and globally through social media. fiéhare a number of e-social networks that
women could benefit from such as Twitter, Face baakked- in and WhatsApp.

Awareness- raising should start right from primaciool level up to universities where the girl
child can be taught about gender challenges aatkgtes for managing those challenges. It is
therefore recommended that schools should maimstigeender awareness at all levels of the

school curricula.

7.2.3 Self-Confidence

Self confidence means being assertive and stanginfpr what you believe in. It means not
holding yourself back, not being shy and believimgourself. It requires one to be an effective

communicator and to speak with conviction.

Women managers should be bold enough and be wiltirtgke up challenges that come with
leadership positions. It is recommended that tieywkl volunteer for responsibilities when such
opportunities arise. This is one way of raising’smsibility.

Speaking with confidence in meetings would alssisisvomen managers to be heard and to
stand up for what they believe to be right.

It is recommended that women managers should reler themselves to be discriminated

against on the basis of gender, but to have thidaste to speak out when that happens.

7.2.4 Representation of women at senior managemeatels

Policies should be put in place to ensure reprasientof women on boards and at senior levels
of management. In this study financial servicesta@emcluded commercial banks, building
societies and insurance companies. The hospitaityor included hotels, lodges and restaurants.
Senior level positions included the following: heaaf units; directors or general managers of
departments like finance, marketing and operatianst at the levels of managing directors or
chief executives. The Zimbabwean Constitution piesifor affirmative action for improving
women’s participation in positions of leadershipheT SADC protocol on Gender and

Development, to which Zimbabwe is signatory, airhb@50 parity for men and women in
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politics. In the spirit of the SADC protocol potiéil parties have adopted a quota system aimed at
increasing the representation of women in decisnaking in politics. It is recommended that
government policy on affirmative action be enforeedhe private sector as well. This would
ensure the achievement of target 4b of the millemngoals which aims at increasing the
participation of women in decision making in allckes of the economy and at all levels.
However it is also recommended that membershipdsd positions should be based on merit so

that the women appointed to the positions wouldumsitbe like window dressers.
7.2.5 Hard work

In order for women managers to earn respect, theyld continue working hard and prove
themselves. They should earn the respect of b@ssksolleagues through hard work and not by

guestionable means that would diminish their stahgstanding.

It is not enough to have the educational and psidesl qualifications. One must be prepared to
work hard. The nature of work in the hospitalitgustry is such that the working hours are not
“normal”. There is shift work which may require obte work well into the night and early

morning. Working hard in the hospitality sectorane that work finishes when the last client at

a function is gone.

The financial services sector has a lot of papakvemd figures. Working hard in the financial
services sectors means staying up at work long efterybody else has gone home reconciling
figures and balancing books, processing clientgjuests or projects, preparing financial
documents and other reports for the board. Workiaugl often times requires one to forgo lunch
in order to meet deadlines. For both the hospjtalitd financial services sectors hard work
means putting in extra time, doing a thorough jamststently, striving for excellence and
achievement in spite of difficulties at work andhatme and above all, being available when

needed at work.
7.2.6 Self- awareness (Self motivation)

One advice to women managers is the need for sedfemess. This means that the women
managers should know themselves in terms of whpdhes what their values are and what their

goals are. They should be motivated enough andebermined to achieve those goals. Self
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awareness requires one to listen to what peoplesayt you in terms of how they experience
you. Often times how people see us, in terms ofb@aviours, attitudes and values and what
drives us, is more important than how we see oueselPeople’s reaction to us is influenced by
how they perceive our behaviour and their expegeasfcus. It is therefore important for women

managers to be aware of how colleagues, espeanaly colleagues at work, experience them in

terms of what their strengths and weaknesses are.

Self awareness in terms of knowing one’s strengtitd weaknesses becomes very important.
One then should maximize on one’s strengths inra@@chieve goals. Self awareness can be
achieved through training. Implied in self awarenés self motivation that comes with the

determination to want to achieve one’s goals. Aarawess of one’s weaknesses is important in
that one is made aware of those areas that ndeeldeveloped. It is also important in that one is

made aware of one’s limits in terms of what thery da.

7.2.7 Time management

Under this category of recommendations is the wigakestion of the need to balance work life
and family life. Women managers are recommendegldao their work and be disciplined
enough to stick to the planned schedule. It is sommended that they should empower their
children by teaching them life skills such as cogkand driving in order to reduce the burden
from their shoulders. It is common knowledge then have more leisure time and that they
spend more time outside the home pursuing caréars do women. Because of the different
gender role expectations which regard the man @dtbad winner, it is more acceptable for a
man to spend more time at work and come home kete it is for a woman. It is therefore
important for women managers to be able to managie time effectively in order to strike a
healthy work life balance.
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7.3 CONCLUSIONS

The objective of this thesis was to identify leadhdp and gender challenges faced by women
managers in the hospitality and financial servesstors in Zimbabwe and the strategies that are
employed by women in those positions to meet tlebsdienges. The conclusions that are drawn
up bellow are made in relation to the specific otyes of the study and the methodologies used
in the study.

1. On the whole women managers working in the hospitahd financial services sectors
in Zimbabwe are married, middle aged and with stigoog children. They have many
responsibilities which are a result of the multipdées that they play as wife, mother and
manager at work, a situation which poses challefgahem.

2. Women managers in the hospitality and financiavises sectors are not very satisfied
with how they fulfil their multiple roles of mothewrife and manager at work. This
emanates from the gender role expectations demaridedm by culture.

3. The major challenges that face women managerseimadlpitality and financial services
sectors have to do with difficulties with work lifealances, time management, long
working hours and evening shift work, not beingetakseriously by male colleagues,
prejudices and stereotyping of women by men.

4. Parenting and motherhood is big barrier to cardeaacement for women managers.

5. Mentoring is not very common in the hospitality afimiancial services sectors. Most
women managers model their behaviour after onetbr @f their parents.

6. Women managers chair meetings for the departmeaditsiaits that they head. At senior
management level they participate in Managementr@itiee meetings. At times women
are not taken seriously in those meetings becaluste@otyping and prejudices against
women.

7. For women managers to effectively participate iretimgs and contribute meaningfully
to decision — making and be taken seriously, thesetio do the following:

* being be very well prepared;
* being very well informed and having facts readilsailable;
* being aware of what goes on in other departmentiseobrganization;

» and speaking with confidence in order for therbedeard.
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8. Women managers in the hospitality and financialvises sectors generally do not
participate in sport and other social activitiee da lack of time. They attend church
services but limit their outreach activities orgad by the church because of lack of
time.

9. Chief among the factors that contribute to the esscof women mangers in the
hospitality and financial services sectors in Zilma is the need to acquire relevant
academic and professional qualifications in spatialeas in the industry.

10. Frequently used strategies for meeting leadersigpgender challenges at work include;
professionalism, assertiveness, good time manademerking hard, acquiring relevant
qualifications and good communication skills.

11. Effective strategies for managing leadership andlgechallenges at home include;

* having the support of husband;

» effective time management skills;

» working hard; and

* having the support of a good and reliable maid.

12. Attributes and key success factors for women mamsage participate effectively in
leadership positions include hard work, commitmedaptability, team-work, self-
confidence and possession of specialized knowlealyg skills reflect what other
researchers have identified ( Carnegie et al., 1993

13.There is increasing use of prayer as a strategyaoaging leadership and gender
challenges.

14.The use of mixed methods in qualitative researcleadership and management studies
is an effective approach that brings about a lohfarmation rendering cross referencing

and validation of findings easy.
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7.4 AREAS FOR FURTHER RESEARCH

This study is probably the first to look into tleatlership and gender challenges faced by women
in management in the hospitality and financial B®w sectors in Zimbabwe. There are other
sectors in which this question is still unexplor@tie following are possible areas for further
research:

1. Further studies can be done looking at the leageestd gender challenges faced by
women managers in other sectors of the economyasiamanufacturing and mining;

2. The study did not include women managers in thdipsgkrvice. A possible area for
further research could focus on leadership and gjecithllenges faced by women in
Local Government, and another on women in the Geilvice;

3. The study looked at leadership and gender chalterageexperienced by women
themselves and not from the men’s perspective. #aropossible area for further
research could be to look into the leadership aeddgr challenges for women
managers as seen by men; and

4. One of the findings from the case studies was dloe that there seems to be a move
toward the use of prayer in strategies for manafgadership and gender challenges.
Three (3) of the participants in the case studielicated that they prayed for their
clients or customers to do well so that their besgses would also do well. They
prayed for their subordinates and encouraged tloepnaty as well. They encouraged
each other to be prayerful. A possible area fah&mrresearch could be to identify the
extent to which prayer or Social Teachings of tHeu€h influences management
practices.

5. The Zimbabwe Labour Act Chapter 28:01 (amendedata%anuary 2006) makes
illegal all forms of discrimination at the work gk on the basis of one’s gender. As
a result job descriptions do not show preferenoeséx type. However it is in the
process of recruitment and selection and job deigh gender preferences exhibit
themselves. Some jobs are designed in such a veaywbmen are discriminated
against. Jobs that require travel and night shiftdo not accommodate the situation
of women who may be breast feeding, for exampleckrarly designed for men.

Further research could be carried out in the afgabaanalysis and the gender.
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APPENDIX A:

QUESTIONNAIRE ON THE PARTICIPATION OF WOMEN IN MANA GEMENT IN THE
HOSPITALITY AND FINANCIAL SERVICES SECTORS IN ZIMBA BWE

Introduction

This questionnaire is a study on the participatibwomen in management in the hospitality and faian
services sectors in Zimbabwe. Your responses tgjtlestionnaire are confidential. You do not have t

put your nhame on the questionnaire. Please not@é#nécipation in this study is completely volurga
Instructions
Please answer all the questions.

Where answers are provided, circle your response.
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SECTION A (DEMOGRAPHICS)

Al Position

1. Junior manager 2. Middle manager 3. Senigrager

A2 Years of experience as manager

(1) 0-5 (2) 6-10 (3) 11+

A3 Age

(1) 20 — 29 (2) 30-39 (3) 40-49 (4) 50- 59 ) @B+

A4 Marital status

(1) Married (2) Single (3) Divorced/Separated (4pew

A5.1 How many surviving children do you have? D
A5.2 Of the children you have, how many are

1. In primary school and below []

-

2. In high school

3. In tertiary institutions ]
4. Other D
SECTION B (EDUCATIONAL QUALIFICATIONS AND TRAINING )

B. Highest Academic qualifications attained ( Plese circle appropriate number)
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box)

(1) O Level (2) A Level (3) Diploma  (4) Degree (5) Mast

B2 Have you done any professional course?

1. Yes

2. No

If yes, list the ones you obtained in the spaceigesl

(6) PhD

SECTION C (WOMEN IN MANAGEMENT)

C1 How do you classify the industrial sector of yaucompany?

1. Hospitality
2. Financial services

C2 Where are you ordinarily stationed?

(2) Head Office (2) Branch

C2.1 For Head Office

1. How many women managers are there? D
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2. How many men managers are there? D

C2.2 For Branch

[]

1. How many women mangers?

2. How many men managers

0 0O

C3 At what age did you become a manager

SECTION D (SPORT AND SOCIAL ACTIVITIES)
D1. 1. Which of the following sports and or sociactivity do you participate in with

other managers? (Please tick as appropte in the yes/no column

Yes | No | Comment on your participation in the sport/activity

Golf

Soccer
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Tennis

Church

None

Other
( Specify)

SECTION E (ROLES AND RESPONSIBILITIES)

E1 Using the scale provided, please rate the extematwhich you are satisfied with
how you fulfil each of the following roles ad responsibilities (where applicable)

Scale

1 = Not at all satisfied

2 = Not quite satisfied

3 = Somewhat satisfied

4= Very satisfied
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Role and

Responsibility

1 2 3 4| Commenton your rating

Wife

Manager at work

Mother
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SECTION F (PARTICIPATION IN MEETINGS)

F 1 Which of the following Meetings do you AttendZNB Multiple answers are possible)

(1) Board Meetings (2) Management Committee Mesting

(3) Departmental Meetings (4) Other ( Pleaseifpe

F1.2 Comment on your involvement in those meetingad decision making in the space provided

SECTION G (Challenges, Survival Strategies and Ke$uccess Factors, ,)
G 1 What challenges do you meet as a woman manager?

1. Atwork
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2. AtHome

G2 What strategies do you use to manage challeghgegou meet ?

1. Atwork
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2. AtHome

G 3 What do you attribute your success as a wamerager to?

SECTION H (SUGGESTIONS AND RECOMMENDATIONS)
H 1 What advice would you give to women aspiringpggome managers and to be

successful in climbing the corporate ladder?

H 2 What suggestions do you have for improvingaiie participation of women in

your industrial sector?
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Thank you for taking time to answer this questionnire
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APPENDIX B: INDEPTH INTERVIEW GUIDE

© ©® N o 00 ks~ N PRE

11.

12.

13.

14.
15.

What is your family background?

Are you married?

How many children do you have and what are thedsag

How did you come to be where you are now?

How many years of experience do you have in thsgc

What are your educational and professional quatifims?

What do you contribute your success to?

Can you explain the importance of a role model entor in your career?

What challenges have you met in your career as miedawoman/wife and how have you

managed them?

. What challenges have you met in your career asreages at work and how have you managed

them?

Can you comment on your participation in meetings/@k and your involvement in decision-
making ?

What challenges have you met in your career astaanat home and how have you managed
them?

What advice can you give to other women who ar@iaggo become managers in your sector?
What is your participation in sport and other ctuactivities?

What recommendations do you have to improve effeqiarticipation of women in your sector?.
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APPENDIX C: WORKSHOP REPORT

REPORT ON A WORKSHOP ON PARTICIPATION OF WOMEN IN M ANAGEMENT
IN THE HOSPITALITY AND FINANCIAL SERVICES SECTORS | N ZIMBABWE:
STRATEGIES FOR MEETING LEADERSHIP AND GENDER CHALLE NGES

OBJECTIVES OF THE SEMINAR
At the end of the workshop participants will have:

1. shared their knowledge and experiences on leagewsd gender challenges facing

women in the hospitality and financial servicestgecin Zimbabwe.

2. made suggestions and recommendations on whatgé&stwomen in the hospitality and
financial services sectors can employ in order tfgm to participate effectively in

management positions
Target Group

The workshop was attended by 16 women managers titerhospitality and financial services

sectors.
Workshop Methodology

The workshop was preceded by a short presentatioresearch findings on participation of
women in management and the effect of the gladmgeiAfter the lecture participants were
divided into two groups and given discussion topidse two focus groups deliberated on the

same discussion question. The discussion questieres

3. Discuss and agree on the leadership and genddenfpas that women managers in the
hospitality and financial services meet.

4. Discuss and agree on what advice and strategiescgaumake for women in the
hospitality and financial services for them to mipate effectively in management

positions

The following were the findings from the two groups
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Group 1

1. Discuss and agree on the leadership and gender cleaiges that women managers in
the hospitality and financial services meet.

The group agreed on the following leadership anttigechallenges: and strategies for meeting

those challenges:

Challenge Strategy/recommendations

Women managers tend to face resistances Become a high performer and remain

from men on promotion to senior positions focused on your work

Women managers find it difficult t « Women should learn the language
penetrate into the male dominated top and terminology used by men in the
management positions top management positions
Women should train themselves and

get expertise in that area

* Women should stop thinking low of

themselves and start believing |in

themselves

Inconsistencies in benefits between men fand «  Women managers should learn to|be
women holding the same positions still exist assertive and demand the benefits

related to their position

@
=

» Stand your ground and refer to th
contract

Difficulty in balancing work and home rolgs « Networking with other women to find

and responsibilities. out how they are managing

» Delegate work whenever possible and
get involved in important family
functions

* Manage your time well and learn to

prioritize
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Group 2

Challenge Solution

Lack of information and awareness |of Research, read and write and
important things in the organization. It is a involved

guestion of does one get to know

Taking risks—It's a big challenge for many Take initiative and see what happen

women to take risks and go for t

challenging positions

Network with other women manage

and share experiences

Perception “ It's a man’s world”. You tend

feel lonely being an odd one out

to

Get involved and talk their language

to identify yourself as one of the boy

Managing time and relationships

Women tend to talk a lot and generally

not respect confidentiality

Respect confidentiality and &

professional

There is a tendency for women not
support each other. They pull each ot

down.

her

. Women managers need to supp

. Have a girls Network

. Appreciate our achievements and t

. There is need for a girl network

get

ort

each other and not down grade each

other

of others

provide a platform for wome

managers to share ideas &
experiences and to provide support
each other and thereby empower

themselves and others

hat

to

ind

to

ng

(Please note that the list of participants is nobwn for confidentiality purposes)
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APPENDIX D: CASE REPORTS

1 NTRODUCTION

Annex E presents findings from the 8 respondents warticipated in depth interviews and
storytelling. The participants told stories of httvey came to be where they were in their careers
as women managers in the hospitality and finarsgalices sector. The cases are code named S1
to S8. The stories focused on the family backgroueducational qualifications, career
development, success factors, leadership and gesfddlenges and strategies used by the
respondents in managing those challenges. Theygase advice and recommendations for
women in the hospitality and financial servicesbicome more effective in management

positions.

2 CASES

2.1 Case S1
2.1.1 Background

S1 was a 50- year old woman, married with 4 childsé school going- age. She grew up in a
family of 6. She was raised by a widowed mother whght her that education was everything
for a girl child. She attended Catholic schoolsrfrprimary to secondary school. The Jesuit
training that she received while at school inflieshber to value education.

2.1.2 Qualifications

S1 held a diploma in hospitality industry, an IPMettificate in Human Resources Management
and an MBA

2.1.3 Career development

After obtaining obtaining the diploma in the hoapty industry, S1 found employment in small
restaurants. Because of her higher educationalpasféssional qualifications, S1 quickly rose
through the ranks in the hospitality industry anded up working as a human resources director
for a chain of hotels. She did not have a role rhfrden within the industry because women at

senior management positions in the hospitality stiguwere few.
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2.1.4 Participation in Sport

Even though male managers from the organizatioypeglaolf S1 did not participate in it. She
did not participate in any kind of sport at all base she found it difficult to create time for

family and work.

2.1.5 Participation in meetings

S1 attended all management committee meetingstaiced her own departmental meetings. In
order to ensure that she was on board on everyttiiag happened in the organization S1
attended all important meetings even when she wasaiernity leave. She discovered that she

was able to influence decisions that way.

2.1.6 Success factors
The following factors contributed to the succesS bf

1. Having good educational and professional qualifcet contributed to the success of S1.
Even though she had a diploma in the hospitalidystry S1 went on to do an MBA and
a certificate in Human Resources Management. Higtliftcations worked in her favour
because very few men in the hospitality industrg MBAs. She was the only woman
manager in the executive team at head office.

2. S1 also attributed her success to the support Bteened from her husband. She had a
very supportive husband who took on some of thparsibilities with children and even
preparing meals and supervising their homework. keband agreed that she leave
behind a 5 month old baby while she pursued furgiedies abroad. The husband also
held a high management position with another omgdinn. The husband was very
protective of her from comments from the extendaaify and in- laws who believed
that the husband was ‘be-witched'.

3. S1 believed in hard work. She had learned fromnm@her whom she looked upon as a

role model that for one to succeed one had to werl hard.
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4. Another success factor for S1 was that she had sefffidence and believed that she

could ‘do it’. She regarded herself as an equaletomale colleagues. She did not use her
being a woman as an excuse for poor performancdonorot participating in evening
functions organized by the organization. She sagdparticipated as an equal.

S1 attended all meetings when key decisions hae tnade even if she was on maternity

leave.

2.1.7 Leadership and gender challenges

When she joined head office as an executive corftmg the organization’s units S1 faced a

number of challenges.

1.

S1 was entitled to the same benefits as her mdleagoes on paper. In reality she
discovered that she was allocated an older cariquely driven by one of the male

managers while the new car which she had been peainwas taken over by a male
colleague. S1 demanded her rights and made noweat &e issue. She successfully
demanded the keys from the male colleague.

Work- life balancing was a challenge for S1 witkcHildren of school going age she
found herself always tired and not giving enoughetito be with husband and children.
She found herself going home very late most oftilme. The working hours in the

hospitality industry were such that one had to gomes work at night.

Because she was the only woman executive in theérsemanagement team, S1's
husband became suspicious of her. He suspecteaf hhaving an affair with her boss.

Sometimes he would come to her office unannouncedifahe did not find her in her

office he would suspect that she was having fuh #ie boss.

As an executive S1 enjoyed a number of companyfitertbat her husband did not
enjoy. She had company vehicle and an entertainrhedget. So she was able to
entertain. During that time the organization polidi not allow spouses to drive

company vehicles. The husband ‘s ego was hurtah rople and relatives would see
him being driven around by his wife. The husbandildmot let her drive the vehicle

while he sat on the passenger side especiallpirt of relatives.

When she was a junior manager, S1 experiencedadfekpport from a senior woman

manager who preferred promoting men to her. A matleout proper qualifications and
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from outside the organization was given a highenagarial position above S1 when in
fact she had all the necessary qualifications aiperence.

2.1.8 Strategies for meeting leadership and gendehallenges.

The strategies that S1 employed to meet the |caipeanid gender challenges included the
following

1. In order to ensure that she was on board on evagythat happened in the organization,
S1 attended all important meetings even when she eova maternity leave. She
discovered that she was able to influence decigloatsvay.

2. One of the strategies that helped S1 gain influemae active participation in meetings.
She made sure that she went for meetings fullygrezgpband knowledgeable about things.
She empowered herself by going round all the homis and getting to know what
happened in each department. That way she coultkspigh authority when it came to
making decisions during meetings. S1 also attend#dbusiness meetings and
conferences even while she was on maternity le&re would bring her child and baby
minder to the conference while she participateithéproceedings.

3. S1 used maternity leave for self development. ¢ @aring her maternity leave that S1
acquired further educational and professional fjoations.

4. In order for her husband to drive the company vehi§1 successfully lobbied for a
change in organizational policy to allow spousedriee company vehicles.

5. In order to create more time for herself and to aggnher work- life balances better, S1
empowered her children quite early. She sent alldmdren, regardless of sex, for
cookery lessons. This meant that the children vedrdle to prepare family meals quite
early in life and thereby reduce their dependentyth® mother for meals. As soon as
each child turned 16, he/she was sent for drivesgdns. This way the children would
drive themselves and drop and pick each other doffam school. S1 and her husband

did not have to worry about picking up childrenrfrgchool.
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2.1.9 Advice and Recommendations

In order to improve the effective participation wfomen in leadership and management

positions, S1 gave the following advice and recomtagons:

1. She advised women to work hard and meet all dessllifihe fact that one had children
should not be used as a reason for poor performaherk as this worked against
women

2. S1 also encouraged women to be informed on all itapbdecisions in the organization
especially those that affected one’s department.

3. S1 believed that it was important for women to obtthe necessary professional
gualifications beyond just the school educationslldjcations.

4. Parents should empower their children and give th#amskills such as cookery and
driving.

5. S1 also advised women to be daring enough to acespbnsibilities and challenging
assignments to prove that they can do it.

6. From her experience S1 felt that it was importamt Wwomen to keep themselves
informed by reading newspapers and interacting miéhe colleagues as an equal and not
as second class citizen.

7. S1 advised that women should assert themselvestand up for their rights.

2.2 CASE 2
2.2.1 Family Background

S2 is a 45 years old marketing manager with aelamgurance firm in the financial services
sector. She is the last born in a family of sixe $&garded herself as being achievement oriented
and she attributed this to her family backgrounkde $ame from a family of achievers. The
children competed positively amongst themselvesw&2 married with 2 children aged 12 and

15 and both going to school.
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2.2.2Educational background and training

S2 graduated with a BA general degree and an MB# fithe University of Zimbabwe. She was
also a certified and licensed air traffic controli&he held an IPMZ diploma in personnel

management and Training.
2.2.3 Career Development

S2 started her career as a teacher after graduatinguniversity. S2 also worked as an Air
traffic controller after having been trained astsutthe United Kingdom. There were very few
women in that field then. S2 had a break in caedr she became pregnant because during
those days maternity leave was not fully paiddod only one hour per day was provided for

breast feeding.

While on maternity leave, S2 took the opportunity dtudy for the diploma in personnel

management with IPM.

S2 had an interesting experience going for intevsi@s an expecting mother. The prejudices
were obvious. In the interview people would askwbwer baby and the prospects of going on
maternity leave. They would ask questions aboutnwtiee baby was coming. They fussed

around her and even wanted to help her stand upnéAttime she was told during an interview

by a woman panellist that since she had one babgdy and was expecting another one, it was
the woman interviewer’s hope that S2 was not gaomnépll pregnant again. S2 responded that
since she was only 29 years old then, she couldumatantee not falling pregnant again. S2 did

not get the job.

The other experience was with an interview shedtaa Building society. It was with a woman
manager who had asked her if she had any childi®®.told her that she had a baby. The
manager told her that she hoped that it was ganiget her last baby. S2 responded that as a
young woman of 29 years she was not sure about that

2.2.4 Role Model

S2’s mother was a book-keeper and she regardednbéner as her role model. Her mother was

self -driven.
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S2 attended a course for personal effectivenesssalichwareness and she believes that the
course made a mark in her life because she wasweow much self aware and knew her

strengths and weaknesses.

Another person who influenced S2 positively wasatigman whom she had met during the air
traffic control training in the UK. He was a sdishbut was studying for an IPMZ certificate in
personnel management. S2 asked him why he wamtddy personnel management and yet he
was training to be an engineer. She was told thatet was no harm in training for career
development in general. This influenced S2 to tagepersonnel management training with
IPMZ as well.

2.2.5 Leadership and gender Challenges

S2 experienced challenges from both men and wonaragers. She faced problems from her
senior woman manager, a divorcee who had her ougtritions. When a more senior position
became vacant the senior manager did not applyngapid assuming that they would just give it
to her. S2 applied and got that job and movedetdioffice. The tables were then turned. The
senior was now reporting to S2. The lady could take it. She went on early retirement even

against advice. Within 2 years S2 became the HURemources Manager.

Another challenge that S2 experienced was heahimg¢ about her from the corridors. For
example she head from the corridors that somebadygeing to take over her job and that she
would be moved to another department through hegaltsmade her feel bad and she confronted

management on the issue.

S2 experienced negative attitude from a male aglieaas well. After having been 3 years with
the organization doing marketing, each time they smeew or even an old client the male
colleague whom S2 had been attached to would int@dher as “our new marketing manager”.
S2 had to be assertive without being aggressive wgimt to him and asked him how long it took
for one to stop being “new” even after working m @ganization for 3years? S2 had to put a
stop to it because it gave the impression to tieatd that she was still new on the job and should
be excused if she made mistakes. It appearsthbahale colleague was being apologetic about

her to the clients.
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S2 found it challenging to balance career and wesponsibilities. There were times when she

felt that being a woman made things worse. Sometishe got home late, angry and frustrated

and her husband complained and asked her to quijbth Her response to him was ‘handitize

mudariro’ meaning ‘I do not throw in the towelShe was determined to succeed.

2.2.6 Strategies for managing challenges ( Succé&sstors)

S2 asserted that there was nothing wrong with baiwgman. She did not apologize for being a

woman either. The following are the strategies st used:

1. she dressed appropriately and professionally fakyshe tried to be a role model,

self- awareness was a very important success famnt&2; she was very much self aware
and knew her capabilities and limitations;

3. S2 took initiative and did not wait to be askeditothings;

4. she also valued training and took it up wheneves@portunity arose; and

5. S2did not give up; she was determined to succeed.

2.2.7 Advice and Recommendations

The following advice and recommendations were glediby S2:

1.

Women should stop being aggressive and learn tasbertive. She had experiences of
women who when given a company car or even whey ltbeght the car themselves
with a company loan from their place of work, thegnded the car over to the husband
and waited to be picked up from work by him.

For one to be empowered, one should know onestlrbeelf awareness helped one in
knowing one’s capabilities and limitations in terofstrengths and weaknesses.

S2 advised women to empower themselves by devegJdpemselves fully and making
use of maternity leave to empower themselves byhdéung their educational and
professional qualifications rather than sit at home

4. In order to avoid being misunderstood by men, wosteuld dress professionally.

5. As a woman manager one needed a supportive hudbecalise sometimes it was

difficult to strike a good work life balance.
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2.3 CASE S3
2.3.1 Family background

S3 was a 43 year old senior Branch manager of anewnial bank with more than eleven years
of experience in the banking sector as a manader.v&s married with 3 children of school

going age. Her parents were ordinary peasantschilgren grew up working hard in the fields.

When she was growing up S3 performed all male amdafe duties: looking for firewood,
cooking, fetching water, working in the fields, tg cattle among other things. She had a
strong Christian background and the family prayedre day. She was taught to do things
quickly. The work -hard ethic was instilled in tegrite early.

S3 decided quite early in life that she did not itanead a peasant farming life like her mother
did. So she told herself that she had to be sudes®l that meant taking control of her life.

2.3.2 Educational qualifications and training

S3 graduated with an A Level certificate in mathgosa physics and chemistry.. She also
obtained a professional qualification with IOBZ.eSkhas studying for an MBA.

Based on her experiences S3 is writing a book abowt not to lead. She was motivated into

writing this book after watching a movie about anmho turned his lameness into an asset.

S3 is a qualified banker with a certificate frone timstitute of Bankers in Zimbabwe. She is

currently studying for a degree in Finance and bank
2.3.3 Career development

S3 had always been a leader since high schooké h8H been a prefect all her years of high

school.

S3 had wanted to be a pilot right from the begigrohher primary school. That vision changed
from wanting to be just a pilot to wanting to desigeroplanes. Although she was offered a
position for aircraft fitter and engineer with @imbabwe after passing her O Levels S3 did not

take up the offer because of pressure from henpaeand family members to go for A level.
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She found a temporary teaching position after héegels and taught for one term after which
she moved to another job where she did interioodéad designing. She did not stay for too

long there and moved on to another company doitey cipturing.

S3's career in banking started with a large comrakbank before joining her current bank, first

as a customer services manager, then as operatameger and later as branch manager.

2.3.4 Role models and mentors

S3 regarded her older sister as her role modelnagttor. Her sister groomed her. The older
sister and her husband also worked in the banléotps She learned a lot from them. They gave

her advice on how to grow with the bank.

Another influential person in the career of S3 wa®e of her female bosses who was very

demanding. She received a lot of counselling fremand they became close friends
2.3.5 Leadership and gender challenges
S3 experienced a number of leadership and genddiecbes which included the following:

1. S3 held a senior position which came with compaayefits such as a car; although the
husband was an auditor he did not enjoy the samefite as S3 enjoyed and S3 could
sense a bit of jealousy; the husband maintainedhhavas the head of the family and as
such the wife should always be below him., howekiercompany allowed him to drive
the car as well;

2. As the operations manager the job was demanditigainit required long working hours
and this meant S3 getting home late; the husbasinet amused; balancing work and
home became a big challenge for S3; and

3. S3's experience was that in leadership positions seemed to be preferred to women
because women went on maternity leave; employere wet prepared to promote a
woman knowing very well that she would one day Ibee@regnant and go on maternity

leave.
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2.3.6 Strategies for managing challenges

There were a number of strategies that S3 emplayeatder to manage the leadership and

gender challenges and these include the following:

1.

As a career woman, one must learn to manage hdrahds children, customers and
colleagues; she had to be very strong and firm Wi#hhusband.; she told him that she
believed in contributing to a relationship. Wherr Ieisband asked to marry her she
requested that they talk about their expectatidnsaoh other and what they wanted in
life. She told him that she was not expecting awéea rural peasant life but to be a career
woman. In order to manage the home and workblfiances S3 made sure that she had
a very good maid to assist her at home

Over and above being firm with her husband, S3elkeli that one of the strategies for
managing challenges was to do one’s job thoroughly have good relationship with
bosses.

Maintaining a good working relationship with onsigperiors was a strategy that worked
well for S3. She maintained a good work relatiopshith her superiors throughout her
career.

S3 believed that being a leader was one thing amjla manager was quite another. As
a leader she believed that one could not say ogedome one’s job unless one’s
subordinates had risen in their careers. She deedlber subordinates to move up with

their careers.

5. S3 believed that good work ethics was a matteasgirty the right attitude.

6. She believes that if staff were not happy at hotiney would not be able to give good

services to their customers. She therefore maitlainclose relationship with both male
and female colleagues. She built a relationshigclviarent beyond work. All the staff in
the office called her “mother.” Her approach to waras professional. “Even their wives
come with their problems to me and | counsel thegoadingly” she said of her make
colleagues. She built a relationship with themilges.

Taking control of one’s life and being assertivewaone’s expectations was also another
strategy that worked for S3.
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8. S3 was a Christian who prayed everyday for herotosts to do well. She believed that
their doing well meant that her business would disovell.

9. S3 prayed every day. She believed that there wdsngothat one could ever do without
God'’s involvement. Together with her staff, S3 meyor their customers, their families
and for themselves. She prayed for their customeed® well in their business so that the

customers would do well and be able and pay off thans.
2.3.7 Participation in sport

S3 played golf. Playing golf allowed her to minglgh customers and make business deals. She
also net- worked with other male managers fromroiaks and share experiences on the golf

course.
2.3.8 Advice and Recommendations
S3 provided the following advice and recommendation

1. S3 advised that in order to earn the respect obrsliates, it was important to develop
staff to grow in their careers to achieve success.

2. S 3 also believed in developing a relationship vatibordinates. Understanding their
concerns was key to maintaining a trusting relagm with subordinates and this
contributed towards making one an effective leader.

3. With regard to spouses, S3 believed that it waitapt for one to discuss one’s values
and expectations with one’s spouse so that theseopenness in the relationship.

4. Having a good and reliable house- maid to assit work at home was very important.

5. S3 also advised that women managers need to nmaiataclose relationship with
superiors in order to gain their support.

6. It was S3'’s advice and recommendation that oneldhmnay for one’s staff so that they
did well in their business and in turn they woudd able to pay their debts to the bank.

7. According to S3, the key to success is having tget rattitude to work. This meant

working hard and putting in more time than is usutile case with men.
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2.4 Case S4
2.4.1Family Background

S4 was a 42 years old married with 2 children dnenéversity and the other at primary school.
She held a Bachelors degree in Accountancy andBA.Nhe was the only woman manager in

the executive team of an insurance company initiza¢ial services sector.

When S4 joined the current organization, she was7themployee. The organization was still
new. She had to set up all the systems. The firstytears were very difficult. They could not

even afford to recruit staff.

She had been in the financial services sector fongtime and saw many people come and go.
2.4.2 Success factors

The following factors contributed to the succesS4f

1. The most important thing that contributed to SA&cess was her determination to
succeed. She came from a poor family. All her o#iBlings did not have degrees. S4
therefore decided that she wanted to make a namkefself. She was determined to
succeed.

2. Her first experience also contributed to S4’s sascen spite of her hard work and good
performance results, S4 was bypassed for promdbecause she did not have a
professional qualification. This experience tauggt that if one wanted to be recognized
it was not enough for one to know what one was glolhwas important to have the
professional qualifications. S4 decided to imprbee qualifications.

3. S4’s husband also contributed to her success. Hevery cooperative and supportive of
her career throughout.

4. One key success factor for S4 was her willingnestalke risks. When she joined the
organization she was currently working for S4 wald that the company was still new
with nothing much to offer in terms of salaries It it had potential. S4 took risks.
She took up the challenge because she wanted W@ prerself and rose to a director

level.
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5. Having the right educational and professional dicalions worked in her favour.
Management realized that they needed her expertise.

6. S4 worked very hard and was resilient

2.4.3 Participation in Sport and Church activities

S4 went to church on Saturdays and participatechiurch outreach activities such as visiting

prisoners or the sick. S4 did not participate iy sport because she did not have enough time.
2.4.4 Participation in meetings and decision making

Having information at the tip of one’s hands anavging confidence during discussions in
meetings resulted in S4 influencing important deais. She attended management committee

meetings and served on the Board as secretary.
2.4.5 Leadership and Gender Challenges

S4 met a number of leadership and gender challedgesg her career as a manager in the
financial services sector and these include tHeviahg:

1. For the many years that S4 worked in the first oizition she was promoted only once
in spite of the fact that she worked very hard b8Heved that it was because she did not
hold higher educational and professional qualifores.

2. The challenges that S4 met in the organization shatworked for had little to do with
the job itself. It had to do with gender prejudic&! was the only woman in the
management team and she experienced gender cleallahgiork. S4 discovered that the
way her managing director treated his wife at heras the same way he was treating her
at work when it came to decision making. S4 camghé¢oconclusion that sometimes the
way men treated their wives back home affected wiag they related to women
colleagues.

3. S4 did not expect preferential treatment as a woatavork. She did not like the idea of
always being referred to as a “woman manager 'abud manager. One of the challenges
S4 faced as a woman manager was in the area dfia@eenaking. Her experience with

male colleagues was that they believed that a wasoatd not give a contribution which
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was meaningful. Sometimes her ideas were initigd|gcted. S4 believed this had to do
with gender biases. She found her ideas beingptatemuch later after the male
colleagues had initially made mistakes.

S4 found it challenging to balance the responsiésliof home and work. She tried her
best but was always very tired by the time shehgate. She found that she did not spend
enough time with her children and husband. She datadrom work and prepared meals
late. Her husband was not happy with the situafldrey agreed with her husband that if
he wanted a working wife there were certain thittget he had to accept because she

could not do it all and having late dinners was ofhthem.

2.4.6 Strategies for meeting challenges

Strategies for meeting leadership and gender cigdefor S4 included the following:

1.

In order to balance home and work responsibili8dsbelieved that it was important to
get domestic help to assist with house work angaragion of meals.

S4 made decisions together with her husband. Stwewired that women who were not
formerly employed had all the important decisioresevmade by their husbands.

S4 had 2 children, one at university and the otftes was still in primary school. The
gap in the ages of the children could be explaimgthe fact that the time S4 wanted to
have a second child was the same time that sheddime organization that she was
currently working for. It was a new and challengjog so she decided to wait on having
a baby. S4 postponed child-bearing when she stdahtednew job with the current
organization she was working for in order to cornie on her career.

For S4 acquiring relevant educational and profesdiqualifications was a key strategy

for self development and moving up the career ladde

2.4.7 Advice and recommendations

In order to be recognized in an organization amthBuential, S4 believed the following advice

and recommendations were essential:
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1. One needed to show that she was capable and bargdeio work hard. One simply had
to perform and produce results. She believed tbatlgperformance always spoke for
itself and would eventually be recognized.

2. One had to be convincing when presenting an ideanoargument especially during
meetings. People listened when one showed thakrshe what she was talking about.
There was need to be confident of what one wasigayi

3. S4 advised that one should not get stuck in theegaosition or in the same organization
when one knew that she was capable and deservied. li2he needed to look for options
and opportunities elsewhere and move on.

4. S4 believed that it was important for women mamnageknow what they wanted in life.
She was of the opinion that the choices a womarentraderms of marriage were very
important. If a woman married a man without ananifithe man would not want to see
the wife grow and develop. This would lead to frason.

5. A woman manger must be prepared to work hard arfdrpe well.

6. As a woman manager respect from bosses, colleagndssubordinates was very
important. S4 advised that one should earn thatertsof bosses through the way one

worked and not through anything else that was ucegdth

2.5 Case S5
2.5.1 Background

S5 was a manager with a commercial bank. She wasib@ family of 4. Her parents divorced
when she was 10 and this affected her educaticauiecshe was still in grade 7. Her father was
reckless and could not pay her school fees. Thiedook both her and her sister under his care.
After writing A levels, S5 looked for a job withammercial bank. S5 was 50 years old, married
and with 3 children of school going age.S4 heldedificate with CIS and IOBZ. She was
studying for an MBA.

2.5.2 Career Development

S5 had 11 years experience as a manager with tmenercial bank. She held key senior

management positions as deputy chief and headvidiah. Challenges started emerging when
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the bank hired a new managing director. The nevg basl his own people whom he wanted to

put in influential positions.

S5 was back office manager responsible for all gas1 People lost their jobs because they
belonged to the wrong camp. S5 was arrested foeong that she did not do and spent 5 days
in prison. Internal and external audits were denkar department and nothing wrong was found
but S5 was suspended. She was stripped her oéraidnefits. After 7 months of suspension S5
was reinstated. However while other male colleaguese sent abroad for staff development

there were no business trips for her. She was denany opportunities.
2.5.3 Mentor/ role model

S5 regarded her own mother as a role mdsleé always wanted to please her mother by doing
well in school. She saw her mother as a successafiger woman. The mother was a retired

school head.
2.5.4 Participation in Sports

Unfortunately in her mind, sport was associatedhwiad reputation for women. Even going to
the gym was seen as a meeting point for men andewooh lose character. S5 never joined

sports because of that very reason and not gomgpfart did not disadvantage her.
2.5.5 Participation in Meetings

As a woman manager, S5 was always asked to cononegegnder issues during meetings. She
was the only woman in the Works’ Council represemtiManagement. She attended all

Management meetings.

2.5.6 Leadership and Gender Challenges

As a career woman, S5 faced a number of challemgflisat work and at home.
1. S5 was the first to lose her job when the orgamraketrenched staff because she did not
belong to the right political camp.

2. As a working wife, S5 faced challenges from in lawBhey expected her to attend all

funerals even when the job demanded otherwisee®®&mbered how at one time when
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she was about to write exams and had taken stady lder husband’s sister died. The
in laws expected her to attend the funeral andvdoyghing expected of a sister in law
even though she had an examination to write théovimhg day. She wrote the
examination when she felt she was least preparatl fo

3. S5 faced gender challenges. When the company wsasiciired she was moved to a
smaller department. It was like a demotion. Tresoa for the move was not made clear
to her. She concluded that the move had to do getider and she felt very bad about it.
The male manager who replaced her was far lesgierped than she was. S5 could not
openly challenge accuse the bosses of gender bias.

4. S5 was of the opinion that women do not supporh edber. Another challenge for her
came from other women senior managers who tendetddse men over women even if
the woman had better qualifications. She belietad the reason was because women
experienced a lot of challenges that affected tpeiformance. When a child got sick it
was the woman and not the man who stopped worladiadded to that problem. Women
also suffered from many biological conditions than did not experience such as mood
swings, hot flashes and went on maternity leaveedmonths of maternity leave was a
long time for one to be away from work. It was fbese reasons that senior women
managers preferred to put men instead of women asitipns of leadership and

management.

2.5.7 Success factors
S5 attributed her success to the following factors:

1. She was manager for 8 years at the same levelthgthbank with no promotion. She
then realized that she was going nowhere with herer unless she improved herself and
that is why she registered for the MBA. Having tight qualifications was key to her
success.

2. S5 also attributed her success as a manager falkiseipport she got from her husband.
When she was under pressure she would not cookhenbusband bought take a way
foods for the whole family. Even when she showephsiof fatigue and slowing down,

the husband would encourage her to keep workingret#@nded her to keep to her
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schedule of work. His support allowed S5 to managetime well. S5 worked hard and
learned how to prioritize things.

3. Another success factor for S5 was self- discipliBae insisted that although family
support was important one needed to be self disegland to remain focused. So she
trained herself to manage her time and to keegtsthedule of work. All her tasks were

planned and scheduled.
2.5.8 Strategies for meeting leadership and gendehallenges

Managing leadership and gender challenges waslat battle for S5. As a mother, wife church

leader and manager, She had to balance all thesandis in the following manner;

1. changing her sleeping habits and studying at nigien the children were sleeping; for
S5 it was a matter of “juggling many balls in the and working hard;

2. effectively managing time and planning; and

3. having the necessary educational and professiaaiffigations strategies for recognition

and influence.
2.5.9 Advice and recommendations

1. S5 was of the opinion that women should acceptttiegt went on maternity leave. For
as long as one was still child- bearing and kneat $he was going to get pregnant or that
she was already pregnant, there was no point ingasn big responsibilities that came
with higher management positions. S5 believes dimat has to make a choice between
carrier and work. She advised women to have thelden early. There was need to
decide how many children one wanted and have tteehy without big gaps between the
children. This way a woman had a chance to grow thi¢ children and raise them.

2. S5 also encouraged women to use maternity leairapgmve their careers by furthering
their education and professional qualifications.eWldone with child bearing she would
then assume more responsible positions and develppareer. Maternity leave should
be used for self development.

3. S5 did not think highly of the quarter system faitt;ng women in leadership positions.

The quarter system for her made mockery of worSée. did not want things done for
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her because she was a woman, just to please hebeliBved that one must deserve it.
Sometimes women are put to sit on boards justtakesn.

4. In her experience, S5 had observed that women htehdency of coming late for
meetings. That gave a wrong impression about wamegeneral which resulted in them
not being taken seriously by male colleagues. 3isealso noticed that putting on lipstick

in a meeting in full view of everybody doesn’t acllue to a woman’s image.

2.6 CASE S6
2.6.1 Back ground

S6 was a marketing manager in the financial sesvseetor. She grew up in a family very much

focused on education. They were born 4, 3 girlslhdy. She was divorced with three children
2.6.2 Qualification

S6 held a degree in marketing and mass communisatio

2.6.3 Career development

S6 qualified with a degree from the United State&rmerica. Upon returning to Zimbabwe she
joined a company where she worked for 6 years, fasta personnel assistant and later as a

public relations officer.

She left that company and joined another still ggilalic relations officer where she stayed for
only 3 years. Funding became a problem with thepaomy and so she left to join an advertising
company as an account executive. She stayed vathdimpany for 2 years and this is when her
career in marketing started shaping up. Whild stith the advertising company, S6 had a
difficult pregnancy and lost the baby. She coutit nope. So she decided to leave the
organization. She got pregnant again and decidsthjoat home. After a stint as an entrepreneur
she went back to formal employment with anothereailsing company. This new company was
run by 3 women who also had children and were weryerstanding. They even had a small
créche for workers’ children. Even homework wapesuised. The owner understood other

women’s needs and that worked well for S6 as tisiggave one a piece of mind. She stayed for
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2 years with the company before she left to workagsublic relations manager with a larger

organization.

Working for a big conglomerate gave S6 exposuremarketing and best practices in
management. She spent 8 years with the big compargd with pending retrenchments in the
company, S6 found a job with a bank in the regidren she spent two years. She came back
after 2 years and joined a big insurance compargrevbhe was the only woman in the executive

committee. S7 had 3 years of experience in theitadispindustry.

2.6.4 Leadership and gender challenges

S6 met gender related challenges during her cagsemarketing manager with a group of
companies. This was during the time when a loettenchments were taking place in the private
sector. Male colleagues knew she had gone throughva@ace and some wanted to take
advantage of her.

2.6.5 Meetings and decision making

S6 rated her impact on decisions and participatianeetings highly. She was very confident in
her area of marketing and communication. Being ident gained her support for whatever
position she took.

Female colleagues in higher positions became venyathding and not supportive of her. As the
only woman in top management she always found ldoseng told of meetings in the last
minute and this frustrated her. She was alwaygotten when notices for meetings were
dispatched.

2.6.6 Strategies for managing challenges

S6 learned to be very confident to express heaselfsupported whatever position she took with
facts and figures.

1. As a divorcee going through a difficult time it wisnpting for S6 to succumb to male
advances. She however told herself that she gohtwe she was through hard work and
merit and not through other means. She remainedifst&t. She saw succumbing to men

as taking away from her what she had gained.
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2. The experience of being forgotten for meetings h&u®6 to become a more aggressive

and vocal person.
2.6.7 Success factors

S6 attributed her success as a woman manager teriexpe, competence, commitment,

capability and strong personal values.
2.6.8 Advice and Recommendations

S6 advised women never to succumb to approachesrf@ie colleagues as this did not provide
lasting solutions to challenges. She believedwmahen managers should support their decisions

with facts and figures.

2.7 Case S7
2.7.1 Back ground

S7 was senior manager in the hospitality indusdlye was married with 2 children of school
going age. She grew up in an urban setting asrihegirl in a family of 5. She was raised by a
brother who was very strict with her. The brothecdame her mentor. She therefore learned to do
things right the first time. S7 was one of theyvearly women managers at executive level in

the hospitality industry.

2.7.2 Qualifications
S7 held a diploma in hospitality industry and aahpa in Management.
2.7.3 Participation in sport

S7 did not find time to participate in sport. Stgreed that playing sports such as golf was

instrumental in networking and making decisions.
2.7.4 Participation meetings

S7 attended all management committee meetings. chh@ed the meetings in her own

department.

174



2.7.5 Success Factors

S7 attributed her success to the following factors:

1.

Working hard and being dedicated to the job wene dwecess factors for S7. She was
prepared to put in a lot of time and effort into erk.

Good planning of tasks and management of time wé3e key to the success of S7.
Good time management required S1 to have a lalbtiscipline.

Good interpersonal skills enabled S7 to interath wiale colleagues as an equal. It also
contributed to her being accepted as one of them.

Trusting and developing junior staff was anothescess factor for S7. She was able to
delegate and this freed her to focus on other ghing

Another success factor for S7 was the ability tmaim focused on the job and not to
worry much about peoples’ opinions of her, esglcibhose opinions coming from men.
S7 believed in doing the job well. She thereforategized and planned work well so that

she made few mistakes.

2.7.6 Leadership and gender challenges

S7 found her work as manager in the hospitalitygtd/ quite challenging.

1.

The work required her to work long hours, includingekends, and finish very late at
night. She was left with very little time for heasband and children. The challenge was
in balancing home and work life.

The executive job came with certain benefits whidre not immediately provided to
her. S7 found herself having to fight for the sdmeefits that her male colleagues were
getting as a matter of routine.

S7's husband felt threatened by a wife who earnedhnmore than he did. She did not
find it easy to talk freely about her company bésefith her husband.

While working in the restaurants before moving orhéad office, S7 found that women
were more acceptable in junior positions as wagssand room cleaners than in
management positions. The women were more acceptablroles which women

traditionally filled at home.
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2.7.7 Strategies for managing leadership and gendehallenges
S7 cited the following as strategies for managesaglership and gender challenges:

1. S7 had to work hard to prove that a woman couldhégob just as well as a man if not
better.

2. Good planning of tasks and management of time beceary useful to S7.

3. S7 found that the nature of the job required hespend a lot of time away from home
during evenings and weekends. She therefore ded¢al@diit for children to grow up
before embarking on more demanding qualificatiarshsas MBA. She also limited the
number of her children to 2 because of the timeguree.

4. Interacting with other managers and getting to kmdvat was done in other departments
to the extent of even helping them was a stratbgy $7 used to empower herself. She
became knowledgeable about things in other depattive# the organization and could
therefore contribute meaningfully at meetings.

5. Participating actively in all functions organizeg the company contributed towards
male colleagues accepting S7 as one of them.

6. Creating time for herself to do other things byedgiting work to subordinates was also
key to the success of S7 because then she hadtdinpdan and even to read. S7
developed staff and delegated work to junior staffake on higher responsibilities in

order to create more time to herself to do othergth

2.7.8 Advice and Recommendations
The advice and recommendations that S7 providéddalell with her success factors.

1. S7 advised that women managers should learn tb @ang develop junior staff as this
freed them to focus on other things and create itimefor self.
2. Strategizing and planning work well so as to makide| if any mistakes was very

important. S7 regarded this as contributing to losieg perceived as competent.
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3. S7 regarded the ability to solve problems as vemyortant. One had to be creative and
learn to do things differently so that other mamadearned from her. This way she
influenced decisions.

4. Interpersonal skills were regarded by S7 as vemyomant for women managers. She
advised women to be likeable people and to intewatlt people at all levels of the
organization.

5. Women need to actively participate in meetings saainfluence decisions. Active
participation in meetings for S7 meant that shdadcmfluence decisions.

6. Being a likeable person and interacting with pe@plevery level of the organization was
a good strategy that worked well for S7.

2.8Case S8
2.8.1 Background

S8 was second born in a family of 9 children. Slas 83 years old , married and with 2 children
of primary school going age. She worked as a senamager responsible for human resources
management in the hospitality industry. Having gdaeCatholic schools S8 had a strong
Catholic background. She held a degree in Commanckwas pursuing studies towards an

MBA. Her husband was based outside the countryli$éea with her 2 children and a cousin.
2.8.2 Role model

S 8 believed that she took after her parents whwernregarded as very hard working people. She
did not have a role model as such. S8 attributesabkievement to her father. She had not
wanted to continue with school after her O Levals ler father pushed her to go further with

her education and obtain a degree. Her fatherhtetdhat she had good people skills hence her

choice to work in the hospitality industry and hummasources.
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2.8.3 Success factors
Success factors for S8 included the following:

1. She attributed her success to her passion foroth@nd not being afraid to take up the
challenge.

2. Another factor that contributed to S8 becoming sastul was the fact that she earned
the respect of the senior management and the yastiowing them that she knew the
job and went on to prove that she could do it.

3. Obtaining higher qualifications earned S8 the respé male colleagues and gave her
confidence that she could do the job.

4. Working hard, being adaptable and fitting in wittuations also contributed to her

success.
2.8.4 Participation in sport

S8 did not have much time to participate in sprther organization, staff were free to join
sports clubs but there was nothing organized bytmepany itselfMale colleagues played golf.
The hospitality industry had a lot to do with netking. S8 observed that they used golf for
networking purposes. However she did not play pelfause she would rather spend the little
free time she had with her children.

2.8.5Leadership and gender Challenges
As a young female manager S8 met the followinglehgks:

When S8 joined her current organization, she migairesistance from men especially those
men who were older than her, she being a womaryauadg for that matter. Being young and
female, men looked down upon her and referred toake'this girl”. S8 experienced gender
stereotyping of women in the hospitality industgpecially at the top. Her observations were
that there were very few women in high manageat®in the industry especially in operations.
She experienced that men did not take women sdyioughe industry. The men seemed to take
it for granted that managerial positions especiailyoperations reserved for men only. The
industry itself was dominated by men. Even for sopusitions, S8 had observed that

management insisted on hiring men because theguveelithat a woman would not be able to
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perform well because of the nature of the job dmedchallenges involved in working long hours.
Such management positions included food and bessragpd front office and restaurant

managers.

Women were afraid to take up managerial postsenhttspitality industry because of what she
called “crazy” working hours. Sometimes eveningdtions continued into midnight and as
manager one had to see that everything was cléafede going home. One therefore finished in

the early hours of the morning. This posed chaksrfgr women who then had to drive home.

Work life balance was a big challenge for S8. W& joined this “crazy” industry, she was
glad that her children were a bit older and couddhdme work for themselves. She found it
difficult to balance work life and home responstiek. The industry involved shift work. One

was required to attend to everything and all emerigs and work would go beyond 10.00pm.

S8 experienced jealousy from her husband. The tadispindustry tended to be associated with

promiscuity. Her husband felt insecure especialygmwhe was not around.

2.8.6 Strategies for meeting leadership and gendehallenges

Strategies for meeting leadership and gender cigele that worked well for S8 include the

following:

1. One of the strategies that worked for S8 was t@mimecknowledgeable about her work
such that she ended up playing the advisory rotegdoard and management especially
on matters of human capital.

2. S8 adopted a strategy of being adaptable and bagaateam player.

3. S8 believed that for a woman to be successfulngeeled to become multi skilled. She
had to be oriented to all departments in the establent: food and beverages
department, front office, house- keeping, the pilagof the kitchen etc. She needed to
know all what happened in the organization.

4. If S8 was working in a more stable industry, sheiddave had 2 more children to make
them 4 because she loves children. But as it t@s?2 children were enough for her

because of the challenges she experienced withgmgnaome and work life balances.
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5. Managing the work life balance was s a real probi@ns8. The advantage she had was
that she found accommodation very close to hereptdavork. She could go home and
help the children with their homework and then cdraek to work.

6. To manage the home front, S8 took in her sistercandin to live with her. They would
assist with some of her responsibilities at honehsas supervising homework. She also
had 2 orphans who lived with her and they too &ssisShe also had a housemaid who
assisted with other home chores. Her parents soragttame to assist.

7. Creativity was a useful strategy. S8 made it a tpogver to miss any of the school
activities that required a parent to be presené lind creative ways to manage her
time. Sometimes she worked longer hours or didesof the work during weekends in
order to make up for lost time when she neededtémd school functions.

8. S8 believed that there was need to keep husbafasnied of one’s whereabouts and
being transparent at all times in order to assweentand reduce jealousy. As a wife when
her husband was around S8 made time for him. S8dfdueasier to do her job because
her husband is not always around since he worké&ddeuthe country. She did not think
that he would tolerate the crazy hours of the Jaihen he came home S8 took time off
for a week or two and then put in extra hours whenwent back. That is how she
managed as a wife. S8 assured him by making leevédify transparent. She was either at
home, at work or at her parents place or at chukblove all S8 communicated all her

movements to her husband
2.8.7 Advice and Recommendations
S8 provided the following advice and recommendation

1. Be resilient and stay focused in spite of the maegative comments that could be made
against one.

2. A woman should be prepared to work hard in the halgy industry. She was out to
prove a point so she needs to work harder thanalorm

3. According to S8, a woman needed to be wiling takances and to be resilient if she
wanted to be successful. When experiencing resisiathere was need for her to be
adaptable. There was need for one to study thpl@eme worked with and get to know

them well in order to be able interact with them.
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APPENDIX E: CONSENT FORM

RESEARCH INTO THE PARTICIPATION OF WOMEN IN MANAGEM ENT IN THE
HOSPITALITY AND FINANCIAL SERVICES SECTORS IN ZIMBA BWE:
STRATEGIES FOR MEETING LEADERSHIP AND GENDER CHALL ENGES

Conducted by Alice Zinyemba

Lecturer ( Business Studies Department)
University of Zimbabwe

Contact details : 5 Fairfield Close , Borrowdadarare

Email address: azzinyemba@agmail.com

Cell: 263 (4) 772 323 849

[------- confirm that | understand the nature of the
research of the above study. | understand thatamycpgpation in the study is voluntary and that |
am free to withdraw at anytime during the courséhefresearch without giving reasons. | agree
to be interviewed and or to take part in the fogumip discussions being audio recorded.

-------- date ---------------——--

Signature of participant

-------- date-------------------—-

Signature of Researcher
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APPENDIX F: LETTER OF INTRODUCTION

University of Zimbabwe
Faculty of Commerce

Commerce, Arts & Social Studies Building, Rollo @i
Box MP 167 Mt Pleasant, Harare

Tel: 263 04 303211 Ext 13000

Fax: 263 04 333674

05 January 2011

To whom it may concern

Re: Research Into The Participation Of Women In Maragement In The Hospitality And
Financial Service Sectors In Zimbabwe: Strategies d¢f Meeting Leadership And Gender

Challenges

Mrs Alice Zinyemba is a lecturer in the BusinessidBds Department in the Faculty of
Commerce at the University of Zimbabwe. She isentty carrying out research leading to a D
Phil. Her research topic is “Participation Of WomkenManagement In The Hospitality And
Financial Services Sectors In Zimbabwe: Stratedies Meeting Leadership And Gender

Challenges.” The research findings will be usefunany respects:

Target 4b of goal 3 of the Zimbabwe’s Millenium Réywment Goal which focuses on
promoting gender equality and empowering women aihsncreasing the participation of
women in decision-making in all sectors at all leveto 40% women in senior civil service
positions and to 30% for women in Parliament) b@3hd to 50:50 balance by 2015. Policy

makers will find the study useful in this respect.
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Academics in the field of social sciences and essnmanagement will also find the study
useful as it contributes to the field of socialeswes, organization development and business

management.

The study will make a direct contribution to an arslanding of women in management, to
policy makers as they develop policies on genddrmaainstreaming of gender in private sectors,
to academics on studies on women and organizatcutizlre and to individual women aspiring

for top positions.

Your assistance in facilitating Mrs Zinyemba’s @& will be greatly appreciated.

Yours sincerely

S. Gumbe

Chairman (Business Studies Department)
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