CHAPTER 1

OBJECTIVES, THEORETICAL DELINEATION OF THE
RESEARCH DOMAIN AND RESEARCH METHODOLOGY

1.1 INTRODUCTION

South African society consists of a heterogeneous cultural and ethnic compilation (Van
Vuuren 1988:7). This ethnic diversity can give rise to a conflict of values, especially in the
western-oriented South African labour system, because the labour force consists of members
of different cultural groups. The diversity of cultural orientations implies that workers apply
different value systems in the workplace. Differences in cultural orientation and value
systems are emphasised by differences in education, class and socio-economic circumstances

between members of the South African workforce (Godsell 1983:56).

In many instances, the work values of indigenous African labourers come into conflict with
western-oriented organisational values in South Africa. These different value systems,
especially differences between the work values of western- and African-oriented labourers,
can result in financial and productivity loss for employers and organisations. It is thus
important that areas of value conflict and value differences should be defined. According to
Godsell (1983:56), to solve this problem, concessions and compromises are required from

individuals and organisations, within the contexts of both economic and cultural principles.

The western labour system that operates in South Africa cannot be examined without taking
into account the work values of a large proportion of the South African labour force, namely
black women workers. The study attempts to establish to what extent the working behaviour
of black women workers in the western workplace is influenced by their sub-Saharan African
culture. The study investigates whether, in most instances, the values held by these women
contrast and even clash with accepted western work values so that they are not necessarily
consistent with the working behaviour expected within a workplace with a western

orientation.




The study attempts to demonstrate that the western system of work values is still largely alien
to black women workers. Although such an assumption may be open to criticism, it is a
reality that in South African business there is a perception that western values must be
“adopted” by black women workers through a process of acculturation (see Section 1.5.1.2),
so that such values can operate through the South African labour system. Such a process
cannot happen overnight. Because the process is, at present, far from complete, the working
behaviour of black women cannot be predicted and is not fully understood within the present
labour set-up in South Africa. If the current situation is to be understood and the process is to
be made possible, it is imperative that the western-oriented South African labour system and
employers acknowledge disparities between the work values of western- and African-oriented
labourers. Only when differences are understood can a compromise between these two value
systems be effected in order to improve productivity and to establish peaceful labour relations
among the majority of the South African workforce. To enhance such an understanding,
knowledge of the work values of black women workers within a broad sub-Saharan African

cultural orientation is essential.

This study therefore focuses on how black women from indigenous Southern African cultural
groups perceive and experience selected western work values in the South African workplace.
The study attempts to establish how the work values and working behaviour of black women
workers differ from those of westerners, using the western work value criteria of

Raubenheimer and Kotze (1984), as well as those of Van Vuuren (1988) (see Section 1.6).

The anthropological value of the study lies in a cross-cultural approach to the situation of
black women in a western workplace and the performance of these black women workers
within this system. The topic is not approached from an exclusively western point of view,
and selected elements of the western work ethic as perceived by the black women workers
employed at Automotive Mouldings cc (AMM) were researched quantitatively and

qualitatively, after the completion of the main literature research phase.

1.2 PROBLEM STATEMENT

Koopman (1994:53-54) states:
We can see that, by and large, our black workers cannot fulfil their social purpose and

thus will never realise their work ethic, not that they do not have it, but that our




organisations restrict them from doing so. We can, thus, witness that if an
organisation ‘liberates the work ethic [or enhances the work process], it [the process]
has to be designed to accommodate the social purpose of the majority of its
workforce. It simply is not good enough to declare equal employment opportunities,

because one cannot make equal that which is intrinsically not equal.

In the past in the South African labour system, black women were discriminated against on
the grounds of gender and race (Albertyn 1994:42; Du Plessis 1987:171). South African black
women’s right to work and thereby improve their quality of life was impeded by law. Since
the abolition of apartheid in 1990 (Kemp ef al. 1995:131), the working rights of black women
in the labour market have been addressed through affirmative action in the South African
labour system. Black women workers are now a large part of the labour force. Because of the
focus of the study, the term black woman workers is used throughout. The term refers to
Bantu-speaking black women in the South African labour system, as employees in service.

The term does not include Indian or Coloured women.

The South African labour system and the labour relations resulting from its policies are
founded on western value systems and on capitalist economic principles. Hence, a western
capitalist working environment exists in South Africa (Raubenheimer & Kotze 1984:10).
However, the largest proportion of the labour force employed within this western work
environment is of traditional African origin. Black women are a part of the black workforce
and they are therefore expected to function optimally and to express their full potential within

a western labour set-up.

Black women workers bring to the workplace a, broadly speaking, sub-Saharan African-

oriented culture. As Els (1993:51) points out:
It is common knowledge that, in the different large geographical areas across the
world, more or less similar cultural traits are apparent in the peoples which live there.
So one may speak of ... a more or less similar African way of life. To attempt to
absolutise these similarities would be scientific suicide and one can only refer to them
in the broadest sense. However, it is true that bearers of the so-called African culture,
for example, share a more or less similar world-view, and share a more or less similar
value system.

Collectively, black women workers share a more or less similar sub-Saharan African-oriented

lifestyle. This lifestyle has its own unique value system and forms a system which contrasts




with a western lifestyle in general. In the study, references to African women imply women
who share basic cultural similarities in terms of a broad sub-Saharan African cultural pattern,
specifically related to the broader South African Bantu cultural pattern. Coertze (1980:44-45),
Goodenough (1963:52), Macnamara (1980:20) and Landro (1989:136-137) also refer to the
principle of the basic cultural similarity of broad cultural groups within specific geographical

areas.

Black women do not isolate specific elements of their culturally determined value system in
different situations, but approach every situation in a culturally holistic manner. Value
judgements, beliefs and traditions are carried over into the work environment and it is against
this background that black women workers function (Raubenheimer & Kotze 1984:34).
Personal behaviour, goals, expectations and ideals within the work situation are also judged
according to this value background. These cultural and value differences must be taken into
account in the workplace, but this can only be done if the employer is aware of the values of
indigenous Africans in general with regard to work, and the work values of indigenous

African women in particular.

1.3 RESEARCH OBJECTIVES

Within academia, very little attention has been given to the working behaviour and work
values black women workers. However, as Chapple (1953:830) says, it “is perhaps
worthwhile to stress the potentialities for research by anthropologists in industry. This is
particularly true for those persons who are interested in the specific impact of culture through
its techniques, processes, and the like on human relations”. The aim of the study is to give an
ethnographic explanation of how black women workers in one particular South African
factory, Automotive Mouldings cc (AMM) in Marble Hall, experience and perceive selected
western work values. The attitudes of black women workers towards work are determined.
The influence of culturally determined value judgements, as well as the life- and world-views
of the black women workers at AMM with regard to selected western values assigned to

work, are explained.

It is against the above background that the research into aspects relating to the black women
workers at AMM was done. The following information was gathered on the black women
workers at AMM:




biographical data and life histories;

domestic circumstances;

family structure (genealogical diagrams) and dependants within households;

primary and secondary education;

household activities and duties;.

transport used as a means of commuting;

circumstances within the workplace as perceived and experienced by black women
workers;

the nature of the relationships of black women workers with other employees in the
workplace;

monthly income and the utilisation thereof;

perceptions of the current political situation in South Africa;

perceptions of the purpose and function of trade unions;

affiliation with organisations outside the workplace;

perceptions of the purpose and function of “work”;

perceptions of the families of black women workers of the purpose and function of
“work”; and

perceptions and value judgements of selected western work values and the influence of
these value judgements on the working behaviour of these black women workers in the

workplace.

The criteria set by Raubenheimer and Kotze (1984) and by Van Vuuren (1988) select certain

elements of a western system of values related to work, also called the Protestant work ethic.

These elements play a central part in the kind of work that is valued and required of workers

in a western labour system. These criteria include the following aspects (Raubenheimer &
Kotze 1984:8-15; Van Vuuren 1988:10-18):

career awareness;
individualism;
thoroughness;
concept of time;
discipline;
communication;
motivation to achieve;
responsibility; and

work status.




1.4 RESEARCH FOCUS

To focus the research, it was decided to conduct the research at Automotive Mouldings cc
(AMM) in Marble Hall. This factory was chosen, firstly, due to the relatively small number of
black women workers employed at AMM (nineteen), secondly, due to the mixture of western
and traditional elements or “rurban” orientation (Section 1.5.1.3 explains this term in more
detail) of the black women workers and, finally, the accessibility of the research area and the
consent of both the employer and the employees to do fieldwork at the factory. The nineteen
black women workers employed at AMM are largely unschooled and semi-schooled (as
discussed in Section 3.8). The choice of research focus was influenced by the organisational
structure of the workplace concerned (see Section 3.2 for a detailed discussion on the work
milieu of these black women workers). The black women workers at AMM are not formally
subordinated to one another within the organisational structure. Each black woman worker
has specific and delineated duties to perform and is individually responsible for work that she

performs, as well as for the quality of this work.

Work at AMM functions on the principle of proportional remuneration. In other words, the
more work is done, the greater the remuneration (remuneration is determined in terms of
productivity). The black women workers are individually responsible for recording how much
work has been done. They receive remuneration commensurate with the day’s work (see
Section 3.2). The informal organisational structure, where the black women workers have to
take individual responsibility for their monthly income, thus makes AMM an ideal data
source for assessing how the black women workers employed there experience and perceive

selected western work values in the workplace.

1.5 THEORETICAL DELINEATION OF THE RESEARCH DOMAIN

The theoretical delineation of the research domain establishes a framework according to
which the perceptions of and value judgements on selected western work values by the black
women workers and the influence of these values on the working behaviour of the black
women workers at AMM can be compared and described. The study asserts that working
behaviour and work values are largely culturally determined and influenced by the life- and

world-views of workers. For this study, the life- and world-views of black women workers




are particularly relevant. Thus, culture, acculturation and life- and world-views are defined as

the study’s focus.

The concept “values” as influenced by culture and general and personal life- and world-
views, is defined and discussed in order to establish a basis for the discussion of “work
values”. The discussion attempts to determine how people with a western orientation view
and perceive the concept of “work” and other work-related concepts. It also demonstrates
how workers in the west are normally expected to behave and act within the work situation.
The origins of the Protestant work ethic is explained. Raubenheimer and Kotze (1984) as well
as Van Vuuren (1988) emphasise certain elements of the Protestant work ethic as criteria
which dictate western working behaviour (see Section 1.6). These elements are expected to be

present in western labourers.

The South African labour system consists of various relations and institutions influenced by
the current political climate (see Section 1.7) These relations and institutions are central to the
functioning of the South African labour system and thus the daily life of members of the
South African labour force, including black women workers. Hence, certain related concepts

are defined against the background of the western work ethic.

1.5.1 Culture, acculturation and urbanisation

1.5.1.1 Culture

Academics have formulated various definitions for culture (for example, Kroeber &
Kluckhohn 1952). Smith (1973:25) summarises this diversity as follows: “Culture, like
communication, has fallen heir to a lifetime of definition and redefinition by anthropologists,
sociologists and psychologists.” Rollwagen (1986:102) states that the definition of culture or
the approach to cultural studies
should incorporate explanations for the differences in ideas and behaviour between
individuals in any particular social formation as well as explanations for the
similarities in ideas and behaviour between those individuals. It should account for
the differences between choices that members of a single formation might make. It
should facilitate the understanding of geographically and historically diverse sets of

human beings in different kinds of social formations and between human beings in




social formations with differential access to power, however defined and however
based. It should also facilitate to a greater extent ... the interdisciplinary integration
between anthropology and the other disciplines which focus their attention upon

human beings (such as, for example, history and economics).

According to Malinowski (1944:1), culture is
that integral whole consisting of implements and consumer goods, of constitutional
charters, of human ideas and crafts, beliefs and customs, a vast apparatus, partly
material and partly spiritual, by which man is able to cope with concrete problems

that face him.

According to Harris (1968:16), the culture concept comes down to behaviour patterns
associated with particular groups of people, that is, to “customs”, or to a people’s “way of
life”. Spradley (1979:5) defines culture as “the acquired knowledge that people use to
interpret experience and generate social behaviour”. Hofstede (1980:14) argues that culture is
a “mental programming of the mind which distinguishes the members of one human group

from another”.

Raubenheimer and Kotze (1984:12) define culture as the collective ideas of a group of people
around the concepts of authority, order, competition and relationships between the members
of that specific group. Culture, according to these authors, includes collective ideas about
ways of life, the supernatural, communication and the aesthetic, relaxation and escaping from

the routine of daily existence — about every aspect and facet of life.

Another definition of culture within Anthropology was offered by Coertze and Coertze
(1996:164-165), who state that culture is all the creations of humans as complex living beings
within cultural groups, in a process of self-maintenance in their adaptation to a complex
environment. This includes the cultivation of the humans themselves and their environment,
as well as the creation of apparatus, methods and techniques, with which the cultivation
process takes place. Culture is thus the stereotyped, coherent way of life of a cultural group

and is transferred from one generation to the next by means of a process of enculturation.

On the other hand, Goodenough (1963:258-259) describes culture as “the shared products of

human learning ”. According to Goodenough (1963:258), culture may be said to consist of




o the ways in which people have organised their experience of the real world so as to give it
a structure as a phenomenal world of forms, that is, their precepts and concepts;

o the ways in which people have organised their experience of their phenomenal world so
as to give it structure as a system of cause and effect relationships, that is, the
propositions and beliefs by which they explain events and design tactics for
accomplishing their purposes;

o the ways in which people have organised their experience of their phenomenal world so
as to structure its various arrangements in hierarchies of preferences, that is, their value or
sentiment systems. These provide the principles for selecting and establishing purposes
and for keeping oneself purposefully oriented in a changing phenomenal world; and

o the ways in which people have organised their experience of their past efforts to
accomplish recurring purposes into operational procedures for accomplishing these
purposes in the future, that is, a set of ‘grammatical’ principles of action and a series of
recipes for accomplishing particular ends. They include operational procedures for

dealing with people as well as for dealing with material things.

Goodenough (1963:258-259) states:
...culture consists of standards deciding what is, standards for deciding what can be,
standards for deciding how one feels about it, standards for deciding what to do about

it, and standards for deciding how to go about doing it.

It is, however, important to understand that individuals still maintain an own identity aithough
they are part of a larger cultural whole. Harris and Moran (1987:190-195) have identified
certain characteristics of culture that provide each person with a unique identity:

e sense of self and space (people of different cultures experience various degrees of conflict
with themselves; some cultures are very structured and formal, whilst others are flexible
and informal);

¢ communication and language (verbal and non-verbal communication systems distinguish
cultural groups from one another; not only spoken language, but also gestures, facial
expressions and body language differ);

e dress and appearance (outward garments, adornments and body decorations tend to be
distinctive for each culture);

o food and feeding habits (the manner in which food is selected, prepared, presented and

eaten often differs between cultures);
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time and time consciousness (some cultures’ sense of time is exact, whereas other cultures
consider time to be relative; some cultures determine promptness by age or status, and
some have their own time system in terms of the seasons of the year);

relationships (cultures fix human and organisational relationships by age, sex, status,
power, wealth and wisdom);

values and norms (the needs systems of cultures vary, as do priorities attached to
behaviour; culture furthermore sets norms of behaviour for society through which
conventions are learnt);

beliefs and attitudes (culture influences beliefs, which, in turn influence attitudes toward
the self, others and the environment);

mental process and learning (culture has an effect on how people organise and process
information — all cultures have a reasoning process of some kind, but this reasoning
process is uniquely manifested); and

work habits and practices (different cultural groups have different attitudes towards types
of work, the division of work and work habits, including rewards and recognition; some
cultures espouse a work ethic in which all members are expected to engage in worthwhile

activity, whilst others define this concept broadly to include cultural pursuits and sports).

Employees belonging to different cultural groups have different attitudes, beliefs, norms,

values, philosophies and behavioural patterns, due to the fact that culture reflects a group’s

knowledge, customs, morals, language(s), perceptions and values. Consequently, different

cultural groups also differ in their perceptions of work (Nel 1997:53). Wallman (1979:11),

who wrote extensively on the above argument, states:

...the tradition of a particular culture will lead its members to select certain forms of
work out of the options open to them; will allow or require them to carry rights and
obligations over from the non-work to the work sphere where the structure of the job
permits; and will provide them with idioms, symbolic structures and modes of
organisation which may, if they are suitable to it, be adapted to the needs or the

opportunities of a particular environment.

Rollwagen (1986:105) defines cultural systems as

the products of human interaction within whatever size demographic framework there
is communication, maintained over any significant length of time and by whatever
means of communication ... Cultural systems can thus be as small as between two

individuals, and as large as those which unite billions of individuals throughout the
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world in shared values through music, religion, science, commerce, and other shared
cultural systems... every human being is incorporated into numerous sets of
relationships with other specific individuals who participate in the process of creating
and sharing ideas. In this perspective, individuals who maintain communication with
one another over time create shared systems of ideas and behaviours that are
meaningful to themselves. The complex of their understandings and behaviours
differentiates them from other sets of individuals bound to a variety of cultural
systems in other ways. Every human being is thus a participant in numerous culture-

in-process systems.

Rollwagen (1986:117) adds:
Individuals do have choices in their behaviour. No anthropologist is a cultural
determinist to the extent that they deny individuals choice. A cultural systems
perspective on human behaviour suggests that individuals have a far greater range of

choices in their individual behaviour all of which are related to cultural explanations.

To summarise: one could say that the term “culture” denotes the similarity in values,
behaviour and ideas shared by individuals as members of specific cultural groups and that the
values, behaviour and ideas of these different cultural groups differ from one another in many

instances. Thus, the behaviour of members of different cultural groups will be diverse.

1.5.1.2  Culture change

Rollwagen (1986:125) describes cultural change as a process that takes place as the needs of a
cultural group changes. Rollwagen (1986:125) adds:
If culture is a process in which individuals participate in and create their own cultural
systems, then cultural systems designed to meet the needs of their participants will
always be emerging to meet the needs of their members. By contrast, however, it is
also important to remember that cultural systems always exist in the presence of other

cultural systems with different perspectives, goals and power .

According to Goodenough (1963:258),
A great deal of what is called ‘cultural’ change in social scientific literature ...

amounts to no more than change in a community’s real or phenomenal conditions,
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only incidentally including changes in the criteria by which people discern things,
their belief about things, their purpose in relation to them, or their principles of

dealing with them.

By contrast, Coertze (1968:1) defines acculturation as the process according to which the
cultural patterns of cultural groups or segments of cultural groups are subjected to a process
of change resulting from the systematic and continual influence of another different culture

and which, under certain circumstances, can grow into a new cultural unit.

Wallman (1979:10) suggests:
Traditional cultural resources of obligation, filiation, status, organisation, value and
so on are adapted to non-traditional spheres of work, often with the effect of
enhancing work-defined objectives; patterns and structures and technologies of work
feed back upon traditional culture, affecting, offering —sometimes even enhancing —

aboriginal forms and meanings.

In South Africa the inclusion of labourers from indigenous cultural groups in a western labour
system implies both the adjustment of these labourers to a western labour set-up and the
working behaviour expected within this working environment and the adjustment of the
western-oriented labour system to the culturally influenced work values and working
behaviour of African workers. This study includes the influence of the work values of
workers from an indigenous African origin on the western-oriented labour system in South
Africa and the changes in behaviour expected by employers from indigenous African-oriented

labourers.

1.5.1.3 Urbanisation

According to Mayer (1962:4), urbanisation can be defined “as a form of social mobility; as
the movement of individuals between rural and urban ... society [remembering that] we are
entitled to call urbanised only those who have moved in some profounder sense than the mere

physical change of abode”. Dubb (1974:448) argues that urbanisation is “a sociological
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concept and refers to changes in behaviour consequent upon coming to town”. According to

Mayer (1962:6), a “truly” urbanised person
would be one who is fully confirmed in ‘urban’ modes of behaviour — private life
included — and (above all) in valuing these positively. The question of values is
important, for in many situations people might conform outwardly, but still remain
inwardly determined to revert to pre-urban patterns when opportunity arises.

Pauw (1986:xvii) holds a similar view and says that “the main social ties and cultural interests

of a fully urban person are contained within the town”.

The research group for this study does not live within their original traditional culture and its
social ties and their way of life has changed through a process of acculturation and
urbanisation as well as their engagement in the western-oriented labour market. However, the
black women workers at AMM are neither fully urbanised, nor is their way of life completely
rural. The research group can be said to live in what is called the “rural-urban fringe”.
According to Fairhurst and Moate (1993:34), the distinction between rural and urban is, in
reality, artificial, as the two are inextricably linked “at all resolution levels, the micro, meso
and macro, the local, the regional, national and global scales”. The categories “urban” and
“rural” each has its own particular characteristics and identity and each is generally readily
distinguishable as a clear-cut research area (Fairhurst & Moate 1993:34). However, Fairhurst
and Moate (1993:34) also state that “the phenomenon of the rurban settlement, which has
developed and is continuing to do so with great alacrity in response to the effect of the
urbanisation process and its concomitant economic impact, also warrants investigation”. The
term “rurban settlement” or “rural-urban fringe” is used to describe “a phenomenon that
reflects a mix of recognised rural and urban features with a spatial location in proximity to an
urban area with which it has close social and economic associations” (Fairhurst and Moate

1993:34). The subjects of this study all live within a “rurban” setting.

1.5.2 Values

According to Koopman (1994:43) everybody has a value system
which shapes [his/her] world-view. It is based on a system of beliefs and human
experiences within a framework of background education, environmental interaction,
upbringing and culture. Language also will determine the way [people] respond to

central stimuli.
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Values refer to orientations towards what is considered desirable or preferable in society or
culture. Values thus express the relationship between environmental pressure and human
desire (Zavolloni 1980:74). Zavolloni (1980:75) insists that “values are distinctive of an
individual or characteristic of a group ”. The individual is the “culture carrier” of the group,
and can provide information about values in a society. According to Goodenough (1963:87),
for any community or social class
there will be some value orientations that are common to the personal sentiments of
virtually everyone within it. They allow for the development of recreational,
aesthetic, and ethical traditions that have wide appeal. These traditions [value
orientations] help to promote awareness of common sentiments, which in turn help to

give people that sense of mutual identity without which there is no social group.

Rokeach (1973:2) defines values as “core conceptions of the desirable within every individual
and society”. He adds that values serve as standards or criteria to guide action, judgement,

choice, attitude, evaluation, argument and rationalisation.

It is clear that values are the basis of each individual’s behaviour within the context of a
culturally determined way of life. Changes in culturally determined values represent central
rather than peripheral changes, and thus have important consequences for the cognition and

social behaviour of individuals and the group (Nel 1997:26).

Godsell (1983:6) argues:
It is difficult to conceive of a human problem that would not be better illuminated if
reliable value data concerning it [the problem], were available. Differences between
cultures, social classes, occupations, religions, or political orientations are all
translatable into questions concerning differences in underlying values and value

systems.

The above definitions of “values” are summarised by Coertze and Coertze (1996:336). Value
systems are coherent structures of tradition-determined judgements and guidelines ruling and
dictating behaviour within a specific environment. Values are judged positively or negatively

according to ruling cultural trends within a cultural group.

To summarise: every culture has a value system, and value systems are distinctive of different

groups of people. Value systems symbolise that which is desirable and preferable within the
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daily lives of different groups of people. There have been several attempts by various authors
and researchers to “measure” the value systems of specific groups of people, and this has led

to the compilation of different models of values in which “a value system” is described.

1.5.3 Models of values

1.5.3.1 A philosopher’s model

Morris (1956:1) developed a comprehensive model of human values based on religious and
ethical views of the world. This model has not been widely used in research, partly, as Tylor
(1978:136) suggests, because the model was the creation of a philosopher, not a psychologist,
and was thus not the main channel through which psychological information flows. Morris’s
model originally included “13 Ways to Live”, based on “values advocated and defended in
the several ethical and religious systems of mankind” (Morris 1956:1). The “13 Ways to
Live” were compressed into five value dimensions (Godsell 1983:10; Nel 1997:27):

e social restraint and self-control;

e enjoyment and progress in action;

e withdrawal and self-sufficiency;

e receptivity and sympathetic concern; and

e self-indulgence or sensuous enjoyment.

Morris distinguished between three value elements, namely, dependence, dominance and
detachment (Godsell 1983:11; Nel 1997:27). Morris (1956:10-12) also distinguishes between
three types of values: operative values, conceived values and object values. Morris (1956:12)
described operative values as “the tendencies of living beings to prefer one kind of an object
rather than another”. Conceived values refer to a “preference for a symbolic indicated object
... directed by an anticipation or foresight of the outcome”. With object values, the emphasis
is placed on the properties of the object, in other words, the benefits or disadvantages
accruing from the object rather than the value of the object per se. This concept refers to what
is desirable, and whether or not it is preferred (Godsell 1983:11; Nel 1997:28).

The idea of conceived values, relating to anticipated outcomes, is the most relevant to this
study. It is worth noting the factors which Morris believed to influence this type of value:

“...the conceived values of individuals take account of both the individual’s own personal
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characteristics and the requirements of organised society” (Morris 1956:188). Morris
maintained that particular societies or cultures are characterised not so much by one typical
value dimension as by particular combinations of dimensions which produced value profiles
characteristic of those cultures (Godsell 1983:12; Nel 1997:28).

1.5.3.2 An anthropological model

Kluckhohn and Strodtbeck (1961:11) set out “five crucial problems in value orientation”:

e human nature orientation (the choice here is whether human nature is perceived as
“good”, “good-and-evil”, “neutral” or “evil”. In any one of these orientations, human
nature may be regarded also as either mutable or immutable);

e man-nature orientation (humans may be seen as being in harmony with nature, as being in
subjugated by nature, or as having achieved mastery over nature);

e time orientation (individuals may have a past, present, or future orientation);

e activity orientation (the choice here is between “being”, “doing”, and “being-in-
becoming™); and

e relation orientation (possible relations are individualism, lineality and collaterality).

Kluckhohn and Strodtbeck (1961:4) divided the behavioural sphere further into the following
dominant patterns:

e economic-technological;

o religious;

¢ intellectual-aesthetic, and

e recreational.

Kluckhohn and Strodtbeck (1961:4) provided the following definition of value orientations:
Value orientations are complex but definitely patterned (rank-ordered) principles,
resulting from the transactional interplay of three analytically distinguishable
elements of the evaluation process — the cognitive, the affective and the directive
elements — which give order and direction to the ever-flowing stream of human acts

and thoughts as these relate to the solution of common human problems.

One of the most important conclusions Kluckhohn and Strodtbeck (1961:341) reached in their

study is that the “conceptualisation of the variation in value orientations of a culture is an
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interlocking network of dominant (most preferred) value orientations and variant value

orientations which are both required and permitted”.

This would seem to echo Morris’s (1956:198) conclusion that the “common values” which
distinguish culture are primarily the common acceptance of a certain distribution of values in
various segments of the social system rather than the same operative values in all members of

a culture.

1.5.3.3 Psychological models

Allport (1970:454) identified six important values, namely:
o theoretical values;

e economic values;

e aesthetic values;

e social values;

e political values; and

e religious values.

In the Allport-Vernon-Lindsey value scale (Godsell 1983:15), each of the six values is paired
an equal number of times with each of the other five values, and each subject to whom the
scale is administered must make a forced choice between pairs of values to produce an
individual value hierarchy. With this method, the relative prominence of values within a given

context is measured (Godsell 1983:15).

Another important psychologically oriented value scale is that of Rokeach (1968). Rokeach
(1968:159) defines a value as “an enduring belief that a specific mode of conduct or end-state
of existence is personally and socially preferable to alternate modes of conduct or end-states
of existence”. He further classifies values as being either instrumental or terminal.
Instrumental values refer to desirable modes of conduct, while terminal values are related to
desirable end-states of existence. Terminal values may be either personal (for example,
salvation) or social (for example, world peace). Instrumental values are divided into moral
values (for example, behaving honestly) and competence or self-actualisation values (for

example, behaving imaginatively).
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Rokeach (1968) did not start with a model of human values, ideal or otherwise. Instead, he
recorded people’s perceptions and expressions of their own and other’s values, and organised

them into categories and scales (Feather 1975:22; Rokeach 1968:29).

Rokeach’s “Value Survey” consists of lists of 18 instrumental and 18 terminal values, which

the subject must prioritise or rank in order of preference. The following measures can be

obtained from one or more rankings (Godsell 1983:16-17):

o value system stability, obtained by correlating rankings made on one occasion with those
made on another occasion;

o value system similarity in two or more persons, obtained by correlating rank orderings
produced by different people;

e similarity of perceived value systems of reference persons or groups, obtained by
comparing one’s own values with the values attributed to other persons or groups; and

o reliability or stability of single values, obtained by comparing positions of single values

on test and retest.

The Rokeach Scale of Values is probably one of the most widely used instruments in the
study of values; however, Rokeach’s “Value Survey” is western-oriented and not really
appropriate for application in studies which include comparisons of multicultural value
surveys (Godsell 1983:16-17).

1.5.3.4 Concluding remarks

The above models all have in common a concern with values. All the above authors define
values as culturally determined, although several factors and variables influence values.
According to the three above models of values, values centre around the preferences and
principles that dictate individual behaviour and action according to the requirements of
society (a cultural group). According to the definition of “values” by Coertze and Coertze
(1996:336), a value system is a cultural aspect. Values are thus a product of a specific cultural

group’s life- and world-views and are judged accordingly.
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1.5.4 World-view and value judgements

According to Kearney (1984:41-42),
The world-view of a people is their way of looking at reality. It consists of basic
assumptions and images that provide a more or less coherent, though not necessarily
accurate, way of thinking about the world. A world-view comprises images of Self
and all that is recognised as not-Self, plus ideas about relationships between them, as
well as other ideas ... each society is a particular arrangement of these ideas and
behaviour. The overall cognitive framework of these ideas and behaviour is that
society’s world-view. Another way of stating that is that a world-view is the

collection of basic assumptions that an individual or society has about reality.

A world-view is thus the integrated combination of “concepts, typical of a particular society,
having to do with the nature of things human beings need to know to behave successfully ...
human beings tend to regard their world-view ... as absolute and true knowledge of reality”
(Kearney 1984:46). Els (1996:8) holds a similar view and argues that a world-view that is
shared by bearers of the same culture constitutes the broader background against and within

which value judgements about reality are defined.

1.5.4.1 Human free will and value systems

Both Goodenough (1963:258-259) and Rollwagen (1986:117) imply in their definitions of
culture that humans have choices and that culture and values should not be viewed separately
from human choice and behaviour (see Section 1.5.1). Coertze (1980:45) states that these
choices and human actions in general are limited due to the need to combine freedom with
responsibility. If humans have free will, they must take responsibility for their actions to
prevent chaos and anarchy within the community in which humans co-exist with other
humans (Coertze 1980:45). According to Goodenough (1963:96), “every community has a set
of rules by which people are required to conduct their affairs and interact with one another.
The rules specify various rights, privileges, and duties, and indicate the combinations in

which they can properly occur”.

Human nature implies the evaluation of actions, objects and thoughts. Humans do not

evaluate at random, but use criteria and norms (Coertze 1980:45). It appears to be natural for
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humans to use their own interests as norms and criteria for the evaluation of actions, objects
and thoughts. However, humans cannot live in harmony with other humans if each individual
uses his/her own norms and criteria in the evaluation of actions, objects and thoughts. Hence,
when humans choose criteria and norms for evaluation, they must do so bearing in mind the
interests and needs of their fellow human beings and the demands of a “higher power”
(Coertze 1980:45).

For humans to co-exist in harmony and peace with other human beings, they must establish a
communal set of norms and criteria to evaluate actions, objects and thoughts. This is why
humans who live together in a specific geographical area and members of the same culture
share a more or less communal set of norms and criteria which they use to evaluate and judge
their world and experiences (Coertze 1980:44-45) (see Section 1.2; Els 1993:51).

Humans do not live in arbitrary groups, but in established units (Coertze 1980:45). These
units or groups of humans evolve by means of a specific growth process, and are referred to
as cultural groupings or groups. Each cultural group has its own set of values, which directs
its way of life. Goodenough (1963:52) states that people who “grow up and live together in
the same community will normally share a larger number of experiences and a larger number
of associations than any of them is likely to share with an outsider...” (see Section 1.2)
Although such value systems, experiences and associations are specific to each cultural
group, the adoption of such value systems is characteristic of human existence across the
world. Value systems are found in all cultural groups and have been found throughout the
ages. These value systems are expressed in the way humans live, and are classified in four
categories by Coertze (1980:45):

o truth-values or logical values;

e moral values or ethical values;

e aesthetic values; and

o utility values or pragmatic values.

These four groups of values are discussed in greater detail below.

1.5.4.2 Truth-values or logical values

Truth-values refer to human logical insight and the human ability to judge the truth of factual

“truths” within their particular cultural context, and to know and understand them. These
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truth-values apply to everything that can be factually evaluated. These are truths that the
human mind acknowledges and can express in words (Coertze 1980:45-46). According to
Coertze (1980:45), every cultural group has its own category of truth-values, based on its own
culturally determined knowledge and insight. Each cultural group attempts to live according
to its unique category of truth-values. The behaviour and actions of the individual in a
particular culture are therefore measured according to the truth-values of that particular

cultural group (Coertze 1980:45-46).

A set of truth-values held by a specific cultural group is called logical values (logos: insight,
knowledge and understanding) (Coertze 1980:46-47). Goodenough (1963:153) states that
logic and rationalisation are “a normal consequence of the fact that human beings are
impelled to relate their various percepts and concepts to one another in a systematic and
orderly way”. According to Goodenough (1963:150),
logic is in a formal sense a codification of the reasoning process, a set of rules of
inference ... Logic, in other words, is a set of propositions about the manipulation of
propositions ... In all societies, people not only reason, they judge one another’s
reasoning as correct or incorrect. This means that in all societies there are generally
accepted propositions about the manipulation of propositions. There is no society

without logic.

The following phenomena are subject to judgement and evaluation by humans and are
categorised according to the logical truth-values of cultural groups (Coertze 1980:46-47):

e persons;

¢ institutions;

e occasions;

o places;

e objects; and

¢ a “higher power” (the unseen world)

1.5.4.3 Moral values or ethical values

Moral values refer to human judgements of what constitutes correct behaviour (including

thought) as an expression of the will. What humans consider good and right depends on

human judgement and insight and is closely related to existing culturally determined truth-
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values. If a person ignores the accepted and internalised truth and acts in a way that clashes
with this truth (the relations between humans and animals, between humans and other
humans, and between humans and a “higher power”), such behaviour is regarded as wrong, as
immoral, as clashing with norms and customs, and as clashing with the ethos of a cultural
group (Coertze 1980:50-51). Goodenough (1963:97) states
People violate the rules or seek to subvert them often enough. Where personal values
are at odds with the public ones, moreover, there is a need of some inducements to
persuade people to obey the rules. Where inducements are insufficient and the
personal sentiments of enough people differ from public values in similar ways, a
community will seek to modify its rules accordingly.
Thus, a cultural group’s values pertaining to its ethos and its logos are closely interrelated.
The most important aspect of moral values is the norm; the attitude toward the truth as
manifested in actions of the will (Coertze 1980:50-51). Just as every cultural group has its
own unique logos, so every cultural group has its own unique ethos, which governs the

behaviour of individuals within that cultural group (Coertze 1980:51).

1.5.4.4 Aesthetic values

Concerning the aesthetic, it is safe to say that humans enjoy expressions of beauty — beauty of
shape, sound, colour, line and movement. The aesthetic appeals to human emotion and evokes
emotional responses such as appreciation or admiration. That which humans experience and
perceive gives them pleasure and happiness. The fact that humans create beauty and find

pleasure in doing so is due to the essence of humanity (Coertze 1980:51-52).

1.5.4.5 Utility values or pragmatic values

These values concern human judgement of the extent to which phenomena promote human
survival. This value category is derived from the truth-values about certain phenomena which
may promote prosperous survival. “Truths” about the usefulness or uselessness of phenomena
are examined. Pragmatic values are therefore related to the focus on the utility value of real

phenomena, for example, objects, people and a “higher power” (Coertze 1980:52-53).
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1.5.4.6 Concluding remarks

There is a link between truth-values, moral values, aesthetic and pragmatic values. If the link
between these value categories is removed, there may be a resulting loss of values, some
blunting of the sense of responsibility and even dissociation of personality. Humans are and
will remain simultaneously, and at all levels, discerning beings that evaluate their world and
their options within a culturally determined context. If humans ignore or neglect this essential
human function, they contribute to their own cultural decline (Coertze 1980:55). No single
category of values can be separated from others. So, for example, an action which is wrong
according to the specific set of value categories of a specific cultural group cannot be
approved of simply because the action is beautifully executed. If the distinct components of
the human value system are separated from one another, the unity of the human spirit is lost.
The prominence of one category of values at the cost of others implies an arbitrary or
deliberate rejection of one or more human attributes. By choosing such a path, humans choose
to be less than they can be and fail to meet their potential. In the western context, to be human
implies to evaluate, to discern, to judge, and to be responsible for whatever choices are made
(Coertze 1980:55).

Cultures vary strongly in terms of what is meaningful to their members and what they value
(Rose 1985:23). According to Coertze (1980:56), the uniqueness of value systems gives each
cultural group a discernible and distinct character. A value system is therefore inherently part
of the culture of a cultural group. The value system of each cultural group forms the
personality traits of its individual members and each individual becomes the expression of the
values of his/her cultural group. Because the value systems of different cultural groups are
usually very different, the values of individuals can differ radically too (Coertze 1980:56).
Thus, differences in the work values of different cultural groups and individuals are to be
expected. To summarise: central to human culture, there are sets of meaning which are
ordered by different categories of values (truth-values, moral values, aesthetic values and
pragmatic values). It can be said that black women workers evaluate their surroundings and
working environment according to their own unique African-oriented value systems and
distinguish between

o true or false (truth- values);

e right or wrong (moral values);

o beautiful or not beautiful (aesthetic values); and

e useful or useless (pragmatic values).
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It is against this background of evaluations or value judgements that black women workers

operate within the western workplace and experience and perceive western work values.

1.5.5 Work values

In everyday life, “work” refers to a miscellaneous set of things: effort, labour, toil,
occupation, a profession, a career, a place, a condition, a skill, a product, a feat, a set of
achievements, etc. However, in contemporary modern life (in a western context), the meaning
of the term “work” as referring to paid employment has become the most current. Working
entitles a person to provide for himself/herself and for that person’s family, and to fulfil the
needs of that person’s dependants. Work is rewarded by success. Success implies self-respect
and a sense of having value. Each working person has his/her own particular aims and
ambitions; the person also has specific motivation(s) to reach those particular aims (Rose
1985:22).

The meaning(s) attributed to work, the relationships between them, the associations they
evoke, and the feeling of approval, enthusiasm, obligation, disdain, detestation or even sheer
indifference that they may evoke, are all created by the human mind. Such cultural products
are subject to gradual historic change and, depending on circumstances, susceptible to
deliberate alteration. The work domain has played an important role in the evolution of
human social and cultural life. Any adjustment to what society believes work means and to
work-related values modifies the nature of the basic economic system of a given society
(Rose 1985:22).

According to Bezuidenhout (1989:1), the most basic aim in modern, western-oriented
industry is to earn enough money to survive and lead a happy and comfortable life. However,
any notion that work is simply a means towards earning a living is a serious error. In this
regard, Gartner and Riesman (1974:563) state that “work should be more than a means of
acquiring expendable income — it should enhance the quality of life”. Within a western
context, work gives meaning to one’s life, providing opportunities for social contact and
promoting personal fulfilment (Vecchio 1980:361). Schwartz (1974:35) argues: “...work as
an activity is an end in itself. Work carries with it a certain moral flavour which is reflected in

attitudes toward the work of others.”
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The reasons why people work are closely related to their work values. Elizur et al. (1991:22)
define the “value” of a given social group as “any entity (object, behaviour, situation) on
which that group places a high worth or importance”. Cherrington (1980:19) states that the
“work ethic ... [is] a positive attitude about work — a belief that work itself is important and
that doing a good job is essential”. Wollack (in Theron 1989:13) defines work values as
an index of a person’s attitudes towards work in general as contrasted with attitudes
towards a specific job. It differs from job satisfaction in so far as job satisfaction

refers to an employee’s attitude towards his job.

Another definition of work values is based on the value definition of Kluckhohn (1967:395),
which reads that
a value is a conception, explicit or implicit, distinctive of an individual or
characteristic of a group, of the desirable which influences the selection of available
modes, means and ends of action.
Work values can thus be defined as a conception of what is desirable within the organisational
or work context (Godsell 1983:57). Godsell (1983:58) notes that the measurement of work
values presents severe problems, “because most existing work value scales have a strong
cultural bias and because these implicit values must be clarified before they can be studied”.

In the context of this study, this statement is particularly valuable.

Life values have a significant and positive correlation with work values (Kinnane &
Gaubinger 1963:365-366). For example, westerners value advances in scientific knowledge in
everyday life as well as consequent advances in their working life. A high premium is placed
on the conditions in which work is done and what accrues from it. Economic, political and
religious values are usually reflected in the everyday working life of westerners (Kinnane &
Gaubinger 1963:365-366). In the work environment, religious values may take the form of
social welfare, reflected by a humanitarian approach to social problems by management. The
social dimension of life values may be translated into a sense of responsibility for social

problems in the work situation (Kinnane & Gaubinger 1963:366).

Van Pletzen (1986:253) defines work values as the orientation of an individual towards work
in general. This orientation contains a strong affective component and is an evaluation of
whether work is considered “good” or “bad” by the individual. This orientation is not
necessarily connected to the type of work the individual currently does. Nor is this orientation

dependent on the particular tasks the individual is engaged in. This orientation towards work
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reflects what the individual thinks of idleness or inactivity. This statement is also of particular

value in the context of this study (see Section 3.16 and Section 3.25).

From a western perspective, “work” can be regarded as central to human life. The purpose of
work is to enhance quality of life. In a western cultural context, “work” plays an important
part in human social and cultural life and, to a large extent, determines a person’s worth in

society (Raubenheimer & Kotze 1984:10).

1.5.6 The ideology of work

There is no agreement on a definition of the term “ideology”. An ideology can be seen as a
rather loosely organised philosophy encompassing the totality of the ideals and aspirations of
a people. An ideology has more in common with a philosophy than with a theory. An
ideology attempts a meaningful analysis of the existing environment to discover truths
concerning humanity. Ideologies attempt to make verifiable statements about reality by
focusing specifically on human beings, and their relationships to other humans, as well as to

the past and future world (Ingersoll & Matthews 1991:4-5).

An ideology of work is, primarily, a schedule of meanings and values associated with work
and the division of labour. But it goes beyond that and provides explanations for the
phenomenon of work itself and shows how work is linked with other “departments” of human
life (Rose 1985:25). A number of ideologies concerning work are discussed below, because
they have created traditions with an enduring impact on the conceptions of work in western

industrial society (Rose 1985:27).

1.5.6.1  The classical work ideology

For both the Greeks and the Roman élite who imitated Greek attitudes, inventions and
philosophy, work was clearly divided into certain élitist categories. According to the Greeks
and the Romans, nobility was proven by success in warfare. Some distinction could be gained
through success in organising large-scale commerce. In the arts, it was especially architecture
or sculpture that were honoured occupations. Skilled crafts were recognised as having broad

social value. But ordinary work, hard labour, and subordination to raw economic need or to a
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master’s orders, was inherently degrading, a curse. The only persuasive reason to work at
despised occupations was, for slaves, fear of physical punishment, and for commoners, to

avoid starvation (Rose 1985:28).

1.5.6.2  The Hebrew work ideology

Work, for the Jews, was a curse explicitly devised by God to punish the disobedience and
ingratitude of Adam and Eve. The Genesis myth begins with an account of God’s own toil.
After work, moreover, He required a period of recovery, to be ritually commemorated on the
Sabbath. Humans could eventually find redemption after transgression had been expiated by
long-suffering toleration of human toil. Later rabbinical interpretations of this doctrine came
to suggest that the heavenly kingdom might arrive in response to growing virtue amongst
humanity, which included diligence in work. Hard work was thus conceived as a step in the

process of securing redemption (Rose 1985:28).

1.5.6.3 The medieval work ideology

Christian religion adopted from the Jews an emphasis on the Word of God and its
interpretation. However, two developments modified its practical application to secular life
and the promulgation of a medieval Christian morality of work. First, the Church was
organised along bureaucratic lines and the interpretation of texts was placed under watchful
administrative control; priests were strictly forbidden to deviate from authorised doctrine, and

congregations discouraged from close consideration of biblical messages (Rose 1985:28).

Then, when learning was revived in the western world after AD 1000, an attempt was made to
incorporate in the Church’s teaching many surviving fragments of classical philosophy,
especially the rather disciplinarian social doctrines of Aristotle. This had a direct impact on

medieval western economic systems (Rose 1985:28).

As far as the work domain is concerned, the results of this integration are apparent in the
theology of St Thomas Aquinas. Aquinas constructed a hierarchy of occupations, after a
philosophical exploration of their inherent value to society. Merchants and shopkeepers were

rated not only lower than farmers and peasants, but also lower than artisans. The priesthood
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and other sacred callings were ranked the highest. Aquinas developed an argument to
demonstrate that this ordering was not only naturally just, but also reflected divine will (Rose
1985:28).

An effort was made to impose this doctrine of work on medieval society. The portrayal of
production for use as inherently noble was apparent in the Church’s ban on interest payments
for debt and its suspicious response to profit-making in general. This principle was promoted
at a time when commercial life in northern Europe was reviving, and the growth of cities
began to alter the socio-economic and political arrangements of feudal society. Sentimental
support for this type of conception of work (production as inherently noble) and economic life
has survived for centuries. Traces of this ideology can be detected in some modern idealist
schools of thought (Rose 1985:29).

The influence of these ideologies is visible in the work values of the modern western world:
work is considered to be inherently noble and to be an act of redemption to regain the
goodwill of a “higher power”, work is considered a religious duty. The discussion below

explains the Protestant work ethic on which the modern European labour system is founded.

1.5.7 The Protestant ethic

1.5.7.1 The origin of the Protestant ethic

The classic study on work ethic is that of Max Weber (1958). He used the term “Protestant
Ethic” to describe the attitude of the early seventeenth century Puritans in New England to
work and money. Instead of perceiving work as an activity necessary to maintain a particular
standard of living, the Puritans saw hard work as a religious duty (Godsell 1983:18; Nel
1997:31; Van Pletzen 1986:252). In this regard Weber (1958:85) argued:
In the concrete calling an individual pursued, he saw more and more a special
command of God to fulfil those particular duties which the Divine Will had imposed

upon him.

Individuals had a duty to increase their capital, which was assumed to be an end in itself.
These religious views naturally had a profound impact on the society in which they occurred.

Tawney (in Nel 1997:31) writes that the Protestant ethic “welded into a disciplined force the
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still feeble bourgeoisie, heightened its energies, and cast a halo of sanctification round its

convenient vices”.

1.5.7.2  The Protestant ethic and capitalism

Although the Protestant ethic is popularly regarded as an important motivating factor in
western society today, Weber (1958) himself related this ethic to the inception rather than the
maintenance of modern capitalism. The Protestant work value system was important at the
inception of capitalism because a change in values was required before capitalism could work
properly (Godsell 1983:19; Van Pletzen 1986:78). Weber (1958:72) argued: “The conception
of money-making as an end in itself to which people were bound as a calling was contrary to
the ethical feeling of whole epochs.” According to Weber (1958), capitalism could destroy the
old forms of medieval regulation of economic life only in alliance with religious forces; “the
life of business, once regarded as perilous to the soul, acquired a new sanctity ... as money

making and piety became natural allies” (Godsell 1983:19).

Weber (1958), however, argued that modern capitalism has become emancipated from its old
supports. “There can no longer be any question of a necessary connection of that acquisitive
manner of life with any single Weltanschauung” (Weber 1958:72). The distance between the
situation analysed by Weber (1958) and contemporary modern life is further emphasised by
his description of the ideal type of capitalist entrepreneur as someone “who avoids ostentation
and unnecessary expenditure, as well as conscious enjoyment of his power, and is
embarrassed by the outward signs of the social recognition which he receives” (Weber
1958:71).

1.5.7.3  Critical evaluation of Weber'’s theory

Not only is the appropriateness of Weber’s theory to modern society questionable, but several
critics claim that it is not even an accurate analysis of the factors leading to the rise of
capitalism. Tawney (in Weber 1958:10) states that Weber’s conclusions are illuminating,
but they are susceptible of more than one interpretation. There was action and
reaction, and while Puritanism helped to mould the social order, it [the social order]

was, in its turn, moulded by it [Puritanism].
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