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4CHAPTER 4 

RESULTS AND DISCUSSION 

4.1 Introduction 

This chapter presents the findings and discussion of the analysed data using thematic 

analysis, which represents the participants’ views on their experiences of transitioning 

into the workplace. The chapter discusses the participants’ current lived experiences and 

challenges in the workplace in the form of themes. The chapter further explores enablers 

that these young women with visual impairments (YWWVI) utilised in transitioning, 

entering, adapting and developing in the workplace.  

The demographics of the participants are first presented in Table 4.1. A synopsis of each 

participants’ characteristics is then provided in detail, where the researcher’s reflective 

notes are also added to make the data richer. The themes and sub-themes that emerged 

from the analysed data are then presented in a table, followed by a discussion. Lastly, 

theory and relevant literature is then linked to the themes and sub-themes to discuss how 

it’s related to the findings.  

4.2 Demographics of Participants 

This table provides the characteristics of all the participants in this study. 

Table 4.1 
Demographics of Participants 

Participant 

and 

pseudonym 

Age Gender Type of 

employment 

Employment 

duration 

Home 

language 

Severity of 

VI 

       

Participant 1: 

Lerato 

25 Female Generic 

Management 

Two years Sesotho Blind 

Participant 2: 

Portia 

27 Female Generic 

Management 

One year Sepedi Blind 

Participant 3: 

Kedibone 

34 Female Data Collector One year six 

months 

Sepedi Blind 

Participant 4: 

Amogelang 

31 Female End-User 

Computing 

One year Setswana Blind 

Participant 5: 

Abigail 

31 Female Early 

Childhood 

Three years Setswana Blind 
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Development 

Teacher 

 

4.3 Synopsis 

The study included five black females working in different positions. All the participants 

have been employed for at least 1 to 5 years in their respective workplaces.  The 

participants were selected from SANCB. All the participants resided in different parts of 

Pretoria. Two of the females resided in Soshanguve. One female was from Rustenburg, 

another from Mabopane, the fourth from Lotus Gardens, and the fifth female was from 

Rustenburg. The following section provides a background profile of each participant while 

discussing the prominent aspects of the women’s constructed lived experiences.   

Participant 1: Lerato 

Lerato was a 25-year-old Sesotho black female working at a company. She had been 

working in the Generic Management field (a position that is involved with leadership, 

managing the environment, managing relations, managing knowledge, and practice of 

management) for two years. Lerato commented: 

I was [born] in Limpopo and I had friends. We used to talk and when I completed 

my studies, they told me that I should come to Gauteng because there are a lot of 

opportunities. So, I applied for internships and learner ships, but so far, I’ve been 

getting learner ships. (Lines 74-78) 

She added: “Yes, and this is my second job actually (Line 81).  

She indicated that she currently lives in Soshanguve, which is located in the north of 

Pretoria in Gauteng.  

Lerato’s concerns, as indicated in my reflective journal, is that of reasonable 

accommodation in the workplace. She indicated: 

But what I can tell you is that just like being a person with blindness in a workplace, 

you find the environment not being friendly, the way it is situated. Maybe like, 

where I’m doing my learnership they use elevators. So these elevators don’t have 

voice, like there is no system that uses voice. Meaning, you cannot go alone, you 
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see. Like from office number…the floors, if you want to move from one office and 

go to another one, you can’t go. Even the stairs, like the way they are you can’t…it’s 

difficult for you to be independent. And even the equipment that is used like 

assistive devices like laptops, they don’t have the ones that you can use which 

uses voice, so you always fall behind with work. (Lines 3-14)  

Lack of support and development in the workplace demotivates her, and she feels that 

she should have gone to further her studies instead of applying for learnerships: 

Uhm…what can I say…I sometimes feel like I should not have gone for learner 

ships because the more you go for learn ships sometimes you relax. I just tell 

myself that learnerships are many and they are there and will always be there for 

people with disabilities. So, sometimes I feel like I should not have gone for them, 

maybe I would have now done registered for an Honours degree or applied for 

another degree. (Lines 106-112)  

Participant 2: Portia 

Portia was a 27-year-old Sepedi black female working at a company. She had been 

working in the Generic Management field (a position that is involved with leadership, 

managing the environment, managing relations, managing knowledge, and practice of 

management) for one year. Her highest level of qualification was within the field she is 

currently working in “Okay, I have Call centre L2, Business Admin L2, and then I have 

Computer L3, uhm they call it IT….currently I’m doing Generic Management” (Lines 22-

24). She also stated that her home town was in Limpopo, Ga-Sekororo, but she currently 

lived in Soshanguve, north of Pretoria in Gauteng, due to work. 

As noted in my reflective journal, during the interview with Portia, I sensed that she was 

smart; however, she answered the questions as though she was in a hurry, therefore 

providing brief answers even when I was probing for more clarity. Portia’s main concerns 

at her workplace firstly were that it is costly to enter the workplace as a young woman 

with visual impairments: 

Mhm [pause] so the first experience neh, [pause] is that assistive devices are a 

challenge. So in order to get in this work, not just at this workplace, in order to get 
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accepted with a learnership in order to get in you must have your own laptop to 

work with and your own screen. (Lines 4-8)  

She further explains that a lack of her own device will result in a lack of privacy. “Because 

otherwise you will have to have someone to write for you and that will mean you won’t be 

free because sometimes you’ll want to express your mind in your own handwriting, yeah 

(Lines 8-13).” 

Another concern is that blind employees are paid stipends which cannot cover their travel 

expenses, “Then the second one is that most learnerships that are catering for blind 

people, are giving them less stipends and while transport is expensive (line 13-15).” 

Furthermore, the employees are exposed to do more theoretical work and practical work 

while employees are paid a fixed stipend, “And they are not exposed to workplace 

situation whereby they go do practical Work and get experience, they are in class the 

whole year (Line 17-19).” My overall impression of Portia’s was that she is confident about 

her work and abilities.   

Participant 3: Kedibone 

Kedibone was a 34-year-old Sepedi black female working as a data collector in different 

schools. She had been working as a data collector for one year and six months. Kedibone 

commented:  

I am a data collector for schools. It is focusing on infrastructure of schools. So what 

I mostly do is to talk and record all data that is collected” (Line 85-88). “I do but I 

have someone assisting me with the moving around. (Lines 90-91)  

Kedibone’s highest qualification was an Honours degree, and she only became visually 

impaired after she had obtained her degree. Kedibone said:  

Uhm I did a Bachelor’s Degree in Science and I also did an Honours Degree for 

the same qualification. But at that time I was not yet visually impaired. It became 

challenging for me when I had to look for a job because it was the case of saying, 

how would I get hired when science is a profession that requires vision, it is more 

microscopic than any other career field. (Line 23-28) 
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She stated that she is originally from the Sekhukhune District in Limpopo, but she 

currently stays in Lotus Gardens, west of Pretoria. 

Kedibone’s main concerns were that she was not born blind and only became blind after 

obtaining her degree: 

Uhm, I can start by saying it is not easy, my problem is that all my life I was able 

to see because I was born without visual impairments. So when I started being 

visually impaired people started wondering about what had happened. What is the 

problem, who has bewitched you? That’s one thing that I never had answers to, so 

I ended up asking myself what the problem was and what I was supposed to do. 

(Line 3-9)  

This has left her with the responsibility to educate people around her and in the workplace 

about her blindness:  

So I ended up being forced to educate people and explaining myself on how my 

world had changed and how things were no longer the same for me. I had to 

explain how my sight was no longer the same and how I was also no longer the 

same because now I was doing things differently. (Line 9-13) 

 Another factor during her challenges with VI was her inability to access support structures 

such as organisations due to staying in a rural area:  

Or maybe I could say that the SANCB should make themselves more known 

because I had to look for them because I did not know they existed. So they should 

avail themselves to people and say “use us” because it took me time to find them, 

so yeah if they had availed themselves a lot quicker maybe…I don’t know how to 

put it. I mean for someone like me who comes from a rural area if it wasn’t for the 

support I got I would have ended up there clueless due to lack of information. (Line 

154-162) 

However, her overall impression was that despite her challenges, she was still optimistic 

about her future, as noted in the reflective journal.  

 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



52 
 

Participant 4: Amogelang 

Amogelang was a 31-year-old black Setswana female who worked at a private company. 

She had been working for a year. Her highest qualification was End User Computing. “I 

did not complete matric, so I have Grade 11. I also have a call centre certificate, and a 

computer certificate (End User Computing)” (Line 38-40). Amogelang lives in Mabopane, 

which is located north of Pretoria.  

Amogelang was a bubbly person and very welcoming during the interview. Her main 

concerns when asked about her challenges during her transition process, was a lack of 

qualifications during the job application process, “The challenges that I came across is, 

firstly you’ll find that most jobs require Grade 12 certificate, so if you don’t have it then it 

becomes a problem (Line 62-66).” In terms of the age restriction in job advertisements 

she indicated: “You’ll also find that the jobs also have age restriction, so if you are beyond 

that age then it is a problem.” She further recommended that:  

I think what should have been done differently is that when they post adverts, they 

should specify for which disability they are catering for. Even the age limit should 

be a little bit higher than 35 because you’ll find that you want a certain career but 

because of age you are then unable to succeed in that career. (Line 128-133)  

Participant 5: Abigail 

Abigail was a 31-year-old black Setswana female who worked as an Early Childhood 

Development teacher at a school for three years. Her highest qualification was in Early 

Childhood Development. Abigail said: 

I have a qualification in Early Childhood Development. I did it because I grew up in 

a rural area and I was not given enough attention, and people could not 

understand, they treated me as a normal kid and I wasn’t. So that’s what I wanted 

to give other kids, something so that they can see that there are people out there 

that can understand them. (Lines 24-30)  

She lives in Rustenburg, North West, west of Pretoria. 

The highlight of the interview with Abigail was that she was raised by her grandparents: 
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It was hard. That one I can say that. Uhm being raised by a grandmother like, for 

them it is just a normal thing, like I wasn’t provided with the tools for me to be able 

to perform on the same level with the other kids. (Lines 32-36)  

As noted in my reflective journal, I empathised with her during that moment as she shared 

her lived experiences of growing up as an individual with VI without parents.   

4.4 Overview of Findings 

Figure 4.1 
Schematic representation of research findings 

 

  

 

Early experiences of 
YWWVIsual impairments 

transitioning into the 
workplace

Theme 1: Challenges of 
YWWVI in the workplace

Sub-theme 1.1: Attitudes 
of employers and 
colleagues in the 

workplace

Sub-theme 1.2: 
Environmnetal barriers 

in the workplace

Theme 2: Enablers in 
dealing with challenges

Sub-theme 2.1: Support 
entering the workplace
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4.4.1 Theme 1: Challenges of YWWVI in the workplace 

Theme 1 explores the challenges that YWWVI are faced with as they enter the workplace. 

The black females in this study indicated how the process of transitioning into the 

workplace had affected their ability to have a smooth experience, entering, adapting, and 

developing in the workplace. These young women identified the factors that contributed 

to their challenges, where they indicated that the attitudes of employers and employees 

towards them hindered their ability to perform and develop. These challenges include the 

amount of prejudice that people in workplaces still hold. As indicated by these young 

women, they are still discriminated against due to their type of disability. 

Furthermore, lack of reasonable accommodation also contributed to their challenges and 

the employers do not provide them with assistive devices to cater for their impairment, 

while the work environment was also not appropriate for YWWVI. Thus, according to 

these YWWVI, they are then expected to have their own assistive devices to enter the 

workplace, perform, and adapt. This results in demotivation and a lack of support and 

understanding in the workplace. Two sub-themes emerged within Theme 1: Attitudes of 

employers and colleagues in the workplace; and environmental barriers in the workplace.  

 

Table 4.2 
Inclusion and exclusion criteria for Theme 1 
Theme 1: Challenges of YWWVI in the workplace 

Sub-themes Inclusion criteria Exclusion criteria 

   
Sub-theme 1.1 

Attitudes of colleagues and 

employers in the workplace 

 Any data that does not include 

attitudes of employers 

 Data that does not include the 

attitudes of colleagues 

 Data that includes employers’ 

attitudes towards YWWVI 

 Data that includes colleagues’ 

attitudes towards YWWVI in 

the workplace 

Sub-theme 1.2 

Environmental barriers in the 

workplace 

 Data that does not focus on 

mobility in the workplace 

 Any data that does not include 

environmental factors in the 

workplace environment 

 Data that includes mobility of 

YWWVI in the workplace 

 Data that includes any 

environmental factors in the 

workplace 
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4.4.1.1 Sub-theme 1.1: Attitudes of colleagues and employers in the 

workplace 

Sub-theme 1.1 explores the employers’ and colleagues’ attitudes towards YWWVI in the 

workplace. The findings suggest that employers discriminate against YWWVI based on 

their type of disability because of their perception of that type of disability. Furthermore, 

this discrimination is perpetuated by the unwillingness of employers to provide assistive 

devices to employees with VI, which then results in the lack of development of these 

young women and the unsupportiveness of employers and colleagues.  

Entering the workplace environment 

According to the YWWVI in this study, during the transition period, employers hire people 

based on qualifications and work experience. For example, Amolegang said: 

The challenges that I came across is, firstly you’ll find that most jobs require Grade 

12 certificate, so if you don’t have it then it becomes a problem. You’ll also find that 

the jobs also have age restriction, so if you are beyond that age then it is a problem. 

(Lines 62-66)  

Practical work experience is important for YWWVI to be recommended for employment, 

and Portia had this to say:  

Yes. Uhm [pause] firstly, if you are not exposed to a practical workplace then it 

means you cannot be recommended for employment because you don’t have that 

experience. And again, a qualification is nothing without your practical experience, 

so that alone could bound you to only one or two positions at work. (Lines 137-

141)   

Amogelang further added that, “No in terms of experience I do. You’ll find that you’ll apply 

for a job and then everything is fine but when it comes to having experience then it 

becomes a challenge” (Lines 69-71).   For Kedibone, the type of disability is another factor 

that determines the suitability of these young women for employment:    

You’ll find that if you have applied they will call people who have applied after you 

or maybe they call you to confirm your details and then after they realise that you 
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are visually impaired they then say, ‘Sorry, we don’t cater for YWWVI’. Yes things 

like that. (Lines 69-75)  

This results in these young black women feeling discriminated against. Kedibone’s 

experience is that lack of skill to operate technological devices, and access information 

may also hinder successfull entry into the workplace: 

So during that time I was not yet able to use braille, and job advertisements were 

very challenging for me because some would be in newspapers and that was 

difficult for me to be able to see what was written there. Even with soft copies, I 

had a challenge reading them. I only found out afterwards that there was a screen 

reader for such things. So I was clueless, my problem was that I did not have 

access to information. I also experienced challenges accessing the internet as well. 

(Lines 67-75)    

Discussion of entering the workplace environment  

The transition phase is an important ongoing process in a person’s life (Anderson et al., 

2012). It is thus imperative that during the transition into the workplace environment, 

institutions implement orientation programmes to help individuals know what is expected 

of them (Anderson et al., 2012). Odame et al.’s (2019) study on how effectively prepared 

graduates transitioned into the workplace indicates that although YWWVI are skilled for 

workplace, employers are not willing to provide support during the transition process. 

Findings in this study indicated that some of the factors that determine employability is 

hiring based on qualifications and work experience, as well as the type of disability a 

person has. Thus the lack of support hinders the ability of these young women to enter, 

adjust and correspond with their environment (Dawis & Lofquist, 1993). Chang et al. 

(2005) aimed to determine what drives workplace discrimination against people with 

disabilities. The study indicated that allegations of workplace discrimination are found to 

centre mainly on hiring, discharge, harassment, and reasonable accommodation issues. 

Support is an important factor for YWWVI to find tenure in the workplace, as it allows 

them to perform effectively (Dawis, 2005). It is indicated by these young women that using 

the 4S system has enabled them to cope with their transition process by using different 

coping strategies such as self-support (Anderson et al., 2012). However, Englander et 
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al.’s (2000) study at St John’s University on internship programmes that assist students 

in transitioning into the workplace indicates that putting undergraduates and graduates 

through internship programmes eases transitioning from higher education into the 

workplace.   

Lack of support in the workplace 

Lack of support from employers and colleagues in the workplace due to their lack of 

understanding and knowledge of VI results in these YWWVI feeling helpless and 

unrecognised. They are left to rely on themselves to effectively do their work. Lerato, for 

example, stated: 

Okay, at school you are independent but not so much because there are people to 

report to, people to ask help from. However, when you are in the workplace you 

rely solely on yourself to do everything required. So, you have the whole 

responsibility to do everything, therefore, you must put in more effort. (Lines 63-

68) 

These young women are expected to voice out their concerns to be heard due to 

influences of social and physical factors “So I would tell them that since my vision was 

limited I would now ask them to read things for me” (Kedibone: Lines 13-15). While the 

employers and colleagues are reluctant to reach out to these YWWVI due to lack of 

understanding and knowledge of VI, “So in explaining to them I was telling them what my 

expectations were and what kind of support I would need” (Kedibone: 19-20). These 

women feel that employers and colleagues are unwilling to cater to their needs and 

provide support. For example, Portia indicated, “The fact that they [employers and 

colleagues] don’t even bother to ask and we have to keep on suggesting makes it to be 

partly [helpful support]” (Lines 43-44). Regarding being unsatisfied with the support from 

employers, Amogelang also added that: 

The challenges that I still experience in a workplace are that when you arrive at a 

workplace, some people take into consideration the fact that you are visually 

impaired and can assist you, however some people will not assist you. So people 

will act like your disability is a joke, they don’t recognize you. (Lines 149-153) 
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To guide other future employers, Lerato further suggested that:  

Okay, I think the employers should be more aware and educated and learn that we 

also can do the work. Even if they can’t give us real jobs but they should at least 

give us internships and also let us volunteer. They should also come to us and not 

wait for us to come to them. (Lines 174-178)  

Discussion of the lack of support in the workplace 

The workplace environment has a lot of expectations (Anderson et al., 2012). During this 

period, adults confront issues such as balancing their activities with other parts of their 

lives and how to feel supported and challenged during their new journey (Anderson et al., 

2012). A study by Garcia et al. (2016) looked at the influence of social and physical factors 

on the work environments of YWWVI. The results showed that it was important to 

sensitise employers and the work environment to the reality of visually impaired people 

to encourage their integration in the best manner. As indicated by the 4S system, these 

young women struggle to cope due to lack of support (situation) in the workplace, and 

cannot effectively perform on their own (self) due to their impairment (Anderson et al., 

2012). It is essential for employers first to understand VI to provide the proper support in 

the workplace environment (Garcia et al., 2016). The support provided will allow these 

young women to find correspondence with their environment, be satisfied, and adjust 

(Dawis, 2005). The support provided will also enable these young women’s roles to be 

valued in the workplace (Winn & Hay, 2007).  

Development in the workplace 

The women in this study suggest that when an employee is too dependent on other co-

workers to do their job in the workplace effectively, it could disadvantage them in holding 

higher positions which hinders their ability to develop in the workplace. For example, one 

of the participants indicated, “Yes it can, because for higher positions you’ll find that if 

you’re unable to do things on your own then it will not be easy for you to perform the job 

duties” (Lerato: 162-164).  
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Portia suggests that education and experience play a role in determining a person’s 

suitability for employment and promotions. These factors influence her ability to develop 

in the workplace:  

Yes. Uhm…firstly, if you are not exposed to a practical workplace then it means 

you cannot be recommended for employment because you don’t have that 

experience. And again, a qualification is nothing without your practical experience, 

so that alone could bound you to only one or two positions at work. (Lines 137-

141)  

Kedibone further adds that the attitudes of the employers towards YWWVI influence their 

decision making in promoting people, thus development in the workplace becomes a 

challenge:  

Uhm, I can say yes. Because people feel that we are incapable. They will feel like 

“no we can’t be led by this person”. What is this person going to tell us? They 

undermine our strengths sometimes. You can be more capable but they will make 

you feel less capable. (Lines 209-213)  

On another occasion, Kedibone stated, “Yeah. I feel like people associate visual 

impairment with mental illness in a way. That maybe something is wrong with the brain. 

And you’ll find that there is absolutely nothing wrong” (Lines 215-217). 

Discussion of the development in the workplace 

Employers' attitudes play a role in facilitating the development of YWWVI in the workplace 

(Garcia et al., 2016). This role will enable these young women to achieve and maintain 

correspondence with their environment (Dawis, 2005). Employers need to provide the 

necessary support and reasonable accommodations in the workplace to enable and 

foster adjustment and development (Dawis, 2005; Papakonstantinou & Papadopolous, 

2010). Furthermore, a study by Odame et al. (2019) on finding out how universities were 

effectively preparing graduates with VI for the workplace indicated that the education 

sector tried to provide accommodation and the skills necessary for employment. 

However, during the transition period, these graduates were confronted with barriers that 

could hinder their use of their skills due to a lack of support and AT (Odame et al., 2019). 
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This is indicated by the 4S system that lack of support may hinder the ability of these 

young women to cope with challenges and develop in the workplace (Anderson et al., 

2012).  This results in challenges that hinder these young women from tenure in the 

workplace (Dawis & Lofquist, 1993).  

Cost of assistive devices 

The study findings indicate that during the employment of YWWVI, assistive devices 

should be provided by the employers.  

Lerato commented:  

Just like with assistive devices, if you don’t have them then it means you will have 

to buy for yourself. Like with my laptop, it gives me problems, so I can’t report that 

to anyone. It’s my own responsibility. And you know, our equipment is expensive, 

so if it breaks…that voice alone is expensive. (Lerato: Lines 68-72)  

The financial cost of assistive devices is a major concern for these YWWVI, as indicated 

by Kedibone: The devices that people with visual impairments use are very expensive. 

For example if you need to use a computer and want a screen reader, it doesn’t come 

cheap (Kedibone: Lines 185-187). Abigail indicated how the challenge of assistive 

devices affects her ability to work and results in her calling for assistance, resulting in an 

invasion of privacy:  

Honestly, equipment is always a challenge because it is expensive. For example I 

prefer working on the laptop most of the time, and if I don’t have a braille laptop 

and a screen reader then it becomes hard to do my work because it then means 

that I would have to call for assistance which then becomes a challenge for me 

because sometimes I want to type a private message which then interferes with 

my privacy. (Lines 161-168)  

Discussion of the cost of assistive devices 

A lack of assistive devices in the workplace remains a pressing issue as it hinders the 

YWWVI from working effectively or engaging in work-related activities (Christopherson, 

2015; Donaldson, 2017). Based on the 4S system this results in lack of support for these 

young women due to the unavailability of assistive devices to aid in effectively doing their 
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work (Anderson et al., 2012). Employers are concerned with the cost involved in re-

designing the workplace environment to accommodate YWWVI (Wilkinson-Meyers et al., 

2010 as cited by Ubisi, 2017). YWWVI need AT so that there are no barriers to using their 

skills effectively in the workplace (Christopherson, 2015). Employers can assist by first 

understanding the needs of these YWWVI (McDonall, 2014). Thus, the lack of catering to 

these young women’s needs affects their effective performance in the workplace and 

corresponding with their environment (Dawis, 2005).  

4.4.1.2 Sub-theme 1.2: Environmental barriers in the workplace 

Sub-theme 1.2 looks at the environmental factors that contribute to YWWVI’s challenges. 

The findings indicate that the infrastructure of the workplace has not been designed for 

YWWVI. Thus movement within the building and around the environment becomes 

challenging. There is also inadequate reasonable accommodation for employees with VI. 

These challenges result in difficulties adapting to the workplace environment.  

Mobility 

Movement in the workplace environment is an essential safety measure and one of the 

enablers for these YWWVI to navigate the workplace environment effectively and work 

successfully. Lerato said: 

But what I can tell you is that just like being a person with blindness in a workplace, 

you find the environment not being friendly, the way it is situated. Even the stairs, 

like the way they are you can’t…it’s difficult for you to be independent. (Lerato: 

Lines 3-7).  

Reasonable accommodation regarding the environment is required before employing 

YWWVI to make it easier for them to move around in the workplace. Kedibone stated 

that:  

Mmm first of all to get there is a challenge because I’m no longer able to see 

billboards the way I used to see them. You’ll find that people will give you directions 

to a place but you still find it hard to navigate to that place because you need 

assistance to be able to get there. And the problem is that people do not 

understand, they think everything is normal for people with visual impairments. 
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They don’t prioritise us because we always have to explain before we start and ask 

before we start. And my expectations are that things should be readily available 

for us so that we may be able to adapt and do things. (Line 52-62)   

Amogelang further stated that mobility in the workplace environment is quite often the 

main challenge:  

Yes, I do struggle with that. For example when you get to a new environment for 

the first two months, just getting in and out of there is a challenge, even with 

transportation and going to another environment also becomes challenging. But 

you end up getting used to it and adapting. (Lines 54-58)  

Lerato added that her lived experiences of challenges of the workplace environment 

included renovations taking place and the environment being busy with cars and a lot of 

people, making it difficult for her to move around with ease:  

You know the challenges most of the time, they are based on the environment. 

The environment is mostly the problem. I mean if you are visually impaired you will 

rely mostly on other people. For example now at work they are renovating, so even 

if you already know the environment, but since now they are renovating and there 

is construction equipment lying around, so you are now required to use alternative 

routes. Again the environment that I work in is very busy, there are cars. So even 

during lunch, you need someone to accompany you there. And another challenge 

is that there are a lot of people, so it becomes difficult to recognize all their voices. 

So you’ll find that you are given information but then you don’t know who it is from. 

(Lines 132-143)  

For Kedibone, the mobility challenge is exacerbated by attitudes of colleagues in the 

workplace:  

Well, I could say the movement. And they have to orientate you before, mobility, 

on where to turn and navigate, yeah. For example if you want to go to the bathroom 

you turn here and go there…yeah things like that. And you’ll find that sometimes 

people don’t know, and therefore, they are impatient because they feel you are 
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creating an extra job for them. Yeah, so people don’t want to be annoyed. (Lines 

189-195)  

Thus, assistance is needed to move around the workplace environment:  

And then the workplace environment is not user friendly, you’ll find that you want 

to go from one place to the other but you’re unable to. You’ll find that there are a 

lot of cars and in that case you’ll need assistance to move around. So if you don’t 

have assistance, it becomes difficult for you. (Lines 149-158)  

Discussion of mobility 

An environment that is well accessible for YWWVI can create an enabling environment 

(WHO, 2017). Employers need to construct the infrastructure in a user-friendly way for 

YWWVI, such as including ramps, elevators, and navigation aids (WHO, 2017). As 

indicated by the 4S system, the situation of lack of infrastructure affected these young 

women’s ability to cope with environmental challenges in the workplace (Anderson et al., 

2012). Furthermore, a study by Koutsoklenis and Papadopoulos (2011) on auditory cues 

used by YWWVI to navigate through the workplace environment indicated that it is 

important for institutions to provide information about safety, location, wayfinding, and 

orientation (WHO, 2017). This requirement is because most companies do not cater to 

the needs of young YWWVI to make buildings more accessible (Koutsoklenis & 

Papadopoulos, 2011). This lack of access has resulted in these young women not being 

satisfied with their work environments, which hinders their ability to adjust to the 

workplace (Dawis, 2005).  

General discussion of Theme 1: Challenges of YWWVI in the workplace 

The transition phase is an important ongoing process in a person’s life (Anderson et al., 

2012). It is thus imperative that during the transition into the work environment, institutions 

implement orientation programmes to help individuals know what is expected of them 

(Anderson et al., 2012). It is also important for employers to first understand VI to provide 

the proper support in the workplace environment as this was one of these participant’s 

concerns (Garcia et al., 2016). The support provided will enable these young women’s 

roles to be valued, thus facilitating development in the work environment (Winn & Hay 
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(2007). Employers' attitudes play a role in facilitating the development of YWWVI in the 

workplace (Garcia et al., 2016). Through the 4S system, it is evident that these young 

women’s situations, support, self, and strategies influenced their ability to effectively cope 

with workplace challenges (Anderson et al., 2012). Employers need to provide the 

necessary support and reasonable accommodations in the workplace to enable and 

foster adjustment and development (Papakonstantinou & Papadopolous, 2010). The lack 

of assistive devices in the workplace remains a pressing issue as it hinders the YWWVI 

from working or engaging effectively in work-related activities (Christopherson, 2015; 

Donaldson, 2017). This becomes a barrier for these young women to effectively work and 

develop in the workplace (Garcia et al., 2016). 

Furthermore, the lack of reasonable accommodation hinders their adjustment and 

corresponding with the workplace environment, leading to the workplace being 

unsatisfactory for these young women (Dawis, 2005). This omission leads to employers’ 

need to construct infrastructure in a user-friendly way for YWWVI, such as including 

ramps, elevators, and navigation aids (WHO, 2017). Furthermore, it is essential for 

employers to provide information about safety, wayfinding, orientation, appropriate 

support and reasonable accommodation in the workplace for YWWVI (Papakonstantinou 

& Papadopolous, 2010; WHO, 2017).  

4.4.2 Theme 2: Enablers in dealing with challenges entering the workplace 

This theme explored the means used and the support available for YWWVI in dealing 

with challenges during the transition process and in the workplace. The following sub-

theme emerged under this theme: Support entering the workplace.  
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Table 4.3 
Inclusion and exclusion criteria for Theme 2 

Theme 2: Enablers in dealing with challenges entering the workplace 

Sub-themes Inclusion criteria Exclusion criteria 

Sub-theme 2.1 

Support entering the 

workplace 

 

 Data that deals with support 

structures available for 

YWWVI entering the 

workplace 

 Data related to any form of 

support in dealing with 

challenges transitioning, 

entering, developing, and 

adapting to the workplace. 

 Data that explores how 

YWWVI thrive amid 

adversities and overcome 

challenges 

 Data not related to 

organisations as a support 

structure 

 

 

 Any data not focusing on 

available support resources 

for YWWVI transitioning, 

entering, adapting, and 

developing in the workplace.  

 Any data that is not related to 

thriving amid adversities and 

overcoming challenges 

 

4.4.2.1 Sub-theme 2.1: Support entering the workplace 

The researcher explored how YWWVI successfully transitioned into the workplace in the 

face of challenges. The findings from these young women indicate that they have utilised 

different types of resources as support for them to deal with and overcome challenges. 

These included support from organisations, family, teachers, and friends, which enabled 

them to be resilient and assertive. They also suggested that a sense of belief in self or 

self-confidence has aided them in dealing with and overcoming workplace challenges. 

However, it was also indicated that more support from organisations such as Blind SA, 

SANCB, WEBA and South African blind women in action was still required to enhance a 

smoother transition process.  These could provide support with accessing information, 

education and training to equip these young women with the required skills for the 

workplace. 

Organisations 

The participants indicated support structures such as organisations for the blind as 

important resources in preparing for the workplace. 
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Kedibone indicated that, “Yes, the South African National Council for the Blind, yeah that’s 

where I got all the information and education I needed as a visually impaired person” 

(Lines 120-123).  

When Amogelang mentioned a person (Joe2) from an organisation, she indicated that:  

Oh yes, he has supported me because the organisation (National Council for the 

Blind) used to take us to expos, and then we would choose our careers, receive 

advice and also get answers to relevant questions. In all honesty the organisation 

is very supportive. (Lines 121-125)  

Abigail further added: 

 and as I got older I got to discover the South African National Council for the Blind 

and I received a lot of support from them. They are the ones who actually made 

me understand that my disability was not a barrier to achieving my goals. (Lines 

97-101) 

The young women indicated that organisations for the blind are important support 

structures for them. When asked what other resources can support and enhance the 

transition process, Portia had this to say, “The National Council for the Blind, the South 

African Blind Youth Organisation, and the South African Bind Workers Organisation” 

(Lines 163-165).  

Kedibone further indicated that these organisations should also reach out to people in 

disadvantaged areas, “Or maybe I could say that the SANCB should make themselves 

more known because I had to look for them because I did not know they existed” (Lines 

154-157). 

Discussion of Organisations 

There are various support structures that YWWVI can access. These include Blind SA, 

SANCB, WEBA and South African blind women in action (DISA, 2021a). These structures 

facilitate collaborative partnerships, and also promote the education, training and 

employment relevant for employment of YWWVI. These structures provide support, 

                                                           
2 Not the person’s real name 
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create awareness and skills for YWWVI (DISA, 2021a). The aforementioned support 

structures can serve as an enabler in making the transition process smoother for YWWVI 

by providing structure and skills (Dawis & Lofquist, 1993). This is beneficial for these 

young women as the 4S system indicates that the strategies used in challenging 

situations have an influence on how people cope with challenges (Anderson et al., 2012). 

Support from family, teachers and friends 

Support for YWWVI in the workplace, when faced with challenges, is an enabling factor 

in overcoming challenges. Lerato had this to say: 

I had support from teachers and my family, they were really supportive. My 

teachers were very helpful in giving me application forms and helping me with filling 

them in. And my family was encouraging and always complimented me. So I could 

see that they were encouraging and motivating me to go far in life. Even when I 

was experiencing challenges, they used to support me through those challenges. 

(Lines 92-98) 

Kedibone further added:“My family, and then at work it is the person assisting me with 

moving around, yeah” (Lines 115-117). Amogelang indicated that her support was from 

teachers: “Uhm most of the time I used to get support from my teachers, they used to 

comfort and encourage me (Lines 105-106). No, even my family, my mother, and sister 

used to support me” (Lines 116-117). Abigail also indicated that “Uhm, grandparents, 

sisters and brothers. My teachers as well” (Lines 96-97).  

Other participants indicated that the support they received from their families and other 

people was very helpful for them. Lerato indicated that support from family only is not 

sufficient to help deal with challenges. “Not really, because I have self-support. So I was 

able to overcome challenges that I was faced with on my own when looking for a job” 

(Lines 101-103). 

Discussion of Support from family, teachers and friends 

Support for YWWVI is crucial in dealing with challenges during the transition process and 

in the workplace (Bambara et al., 2009). The roles of family members, teachers and 

friends influence the well-being of YWWVI. Thus, during times when they are faced with 
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stressors, the family, teachers and friends provide emotional and social support to these 

individuals to deal with challenges during the transition process and in the workplace 

(Bambara et al., 2009). This support is an important factor for YWWVI to facilitate effective 

workplace performance (Papakonstantinou & Papadopolous, 2010). The amount of 

support these young women received influenced how they coped with challenges as they 

transitioned into the workplace as indicated by the 4S system (Anderson et al., 2012).   

Resilience and assertiveness 

Having certain levels of confidence and support allows one to be assertive, an important 

aspect in enabling these young women to continue performing effectively in the 

workplace. Lerato explained how support enables her to be assertive, “yes I think so 

because the support that I’m getting is the one that boosts my confidence and I always 

want to try new things and learn new things which help me develop” (Lines 168-170).  

Portia further states her confidence in her ability to work: “Maybe. Firstly it might be that I 

can because uh…at work they are impressed with my work and they normally use me as 

an example when they speak to everyone” (Lines 154-157).  

For Amogelang, self-support is required for one to be assertive:  

I’ve just told myself that whatever challenge that I might come across I will 

overcome it. I try to handle it by myself until I conquer. So I’ve learned not to 

depend entirely on other people but to face it on my own. (Lines 161-164) 

At the same time, for Kedibone being resilient allows you to reach greater heights, stating: 

I personally believe that uhm, what can I say? I am destined for much more bigger 

and greater things. And I also feel like whatever that I want to do I can still do it, 

regardless of the situation. (Lines 221-224) 

Discussion of Resilience and Assertiveness 

Being assertive requires an individual to have confidence, self-support, and internal locus 

of control, enabling resilience. However, challenges faced in the workplace by YWWVI 

results in discouragement, which leads to a lack of confidence in the workplace or 

employment (Donaldson, 2017). The amount of support received by these young women 
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from their families, teachers, friends, and the organisations has enabled them to be 

resilient and assertive in the workplace. The employers' accommodation of needs and 

support for YWWVI facilitates adjustment and development in the workplace (DISA, 

2021b). Furthermore, work adjustment should be indicated by the ongoing process of 

achieving and maintaining correspondence (Dawis, 2005). Thus, the lack of provision of 

the aforementioned leads to a lack of motivation and satisfaction in the workplace 

(Donaldson, 2017). This indicates that more support from organisations is still required to 

provide relevant information, education and training to equip these young women with the 

necessary skills to successfully transition into the workplace. However, despite 

experiencing challenges in the workplace and their social environments, these young 

women continued showing resilience (Ubisi, 2017). As indicated by the 4S system the 

ability of a person to effectively cope with challenges is dependent on the self and 

strategies used (Anderson et al., 2012). 

General discussion of Theme 2: Enablers in dealing with challenges entering the 
workplace 

Specialised organisations for the VI are important in facilitating collaborative partnerships 

and promoting the education, training and employment relevant for YWWVI (DISA, 

2021a). They provide support, create awareness and skills for YWWVI transitioning into 

the workplace (DISA, 2021a), while the roles of family members and friends influence the 

well-being of YWWVI. Thus, families and friends provide emotional and social support to 

these individuals to deal with challenges during the transition process and in the 

workplace (Bambara et al., 2009). These serve as different enablers for these young 

women to cope with workplace challenges. However, challenges faced in the workplace 

by YWWVI result in discouragement, which leads to a lack of confidence in the workplace 

or employment (Donaldson, 2017). This lack of confidence results in the environment not 

being in correspondence with these young women as the challenges hinder their ability 

to adjust, develop, and work effectively (Dawis, 2005). The situation these young women 

are found to be in, and the amount of support provided in the workplace as indicated 

through the 4S system influenced their ability to cope differently with the transition 

process into the workplace (Anderson et al., 2012). Therefore, employers' 
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accommodation of the needs and support for YWWWI will facilitate adjustment and 

development in the workplace (DISA, 2021b).  

4.5 Summary of the Chapter 

This chapter presented the findings and discussion of the thematically analyzed data. 

These findings reflected the participants' perspectives on their lived experiences 

transitioning into the workplace. A table was first presented with the demographics of the 

participants. A detailed synopsis of each participant's characteristics was then provided, 

along with the researcher's reflective notes. The themes and sub-themes that emerged 

from the data analysis were presented in a table and discussed. Finally, theory and 

relevant literature were linked to the themes and sub-themes to discuss how it relates to 

the findings.  
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5CHAPTER 5 

CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction 

The concluding chapter of this study of limited scope begins with a summary of the 

previous chapters. The research questions are answered, and the theoretical framework 

is also revisited and contextualised. Furthermore, the study’s limitations are discussed, 

and recommendations for practice, training, and future research are made.  

5.2 Summary of Chapters one to Four 

Chapter one 

The introduction of the study provided an overview of the background and the rationale 

of the study. The significance of the study was then discussed. The research questions 

that directed the study and key concepts were also outlined. Furthermore, the research 

methods used in this study, the rigour, and ethical issues were also discussed.   

Chapter two 

The relevant literature of young women with visual impairments (YWWVI) transitioning 

into the workplace was reviewed. Various contributing factors and different options on 

available or possible support structures for YWWVI in South Africa were discussed. 

Furthermore, an in-depth discussion of the theoretical framework for the study was also 

presented.    

Chapter three 

Chapter three discussed the qualitative approach that guided this study. Furthermore, the 

interpretivist paradigm that underlined the study was also presented. The methodological 

aspects for this study, including the research design, data generation, documentation, 

and data analysis, were also explained.  

Chapter four 

This chapter provided a report on the results of the thematic data analysis. Five main 

themes were identified, and several sub-themes were also identified and linked to the 
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main themes. The findings were discussed in detail, and the results were also related to 

the literature reviewed in chapter two.  

5.3 Addressing the Research Questions 

This chapter addresses both the primary and secondary research questions. Firstly, the 

secondary research questions are answered and discussed, after which the primary 

question is answered and discussed.  

5.3.1 Secondary Research Question 1 

How do YWWVI negotiate entry into the workplace? 

Based on the findings, negotiating entry into the workplace is a challenging process. Lack 

of support from employers and employees is one barrier to successfully entering the 

workplace (Anderson et al., 2012; Donaldson, 2017). This hindrance is caused by the 

attitudes held by these employers and employees towards YWWVI, which results in 

discrimination against these young women in successfully entering the workplace (Chang 

et al., 2005). A lack of qualifications and work experience also contribute to these young 

women being discriminated against entering the workplace. However, organisations for 

blind people, support from families, friends, and teachers, and being resilient have served 

as enablers in accessing job opportunities and entering the workplace as the study and 

literature suggests.  

5.3.2 Secondary Research Question 2 

What are the views of YWWVI regarding the workplace meeting their needs for a 

smoother transition?  

The results from the analysed data indicate that the workplace environment is still 

challenged in meeting the needs of YWWVI. This outcome is influenced by the attitudes 

of employers and employees, which result in a lack of support for these YWWVI. 

Furthermore, the data also indicate the lack of AT as one of the factors that make it difficult 

for the young women to work effectively, which then results in them being dependent on 

their colleagues to do their work. This outcome negatively affects the possibility of the 

YWWVI holding higher positions and developing their careers due to a lack of 

independence. Moreover, the lack of reasonable accommodation and the workplace 
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environment not being fit for their impairment negatively affect the ability of the YWWVI 

to work effectively and adjust in the workplace environment (Garcia et al., 2016; SABPP 

2017). This finding means that the provision of AT is crucial, and the restructuring of the 

workplace environment to be user-friendly is recommended for effective work, 

development, and adjustment as also indicated by literature (Christopherson, 2015; 

Donaldson, 2017; Wilkinson-Meyers et al. as cited in Ubisi, 2017). 

5.3.3 Primary research question 

What are the lived experiences of YWWVI transitioning from education and training to 

the workplace? 

Being a young woman with visual impairment in the work environment has proven to be 

challenging compared to having no disabilities. The research findings indicated that 

YWWVI were faced with many challenges in the workplace, which hindered their ability 

to get employment, develop, adjust and effectively work in the workplace. These barriers 

include factors such as a lack of education and work experience, attitudes of employers 

and employees, lack of reasonable accommodation, and the workplace environment not 

being fit contribute to their challenges in the workplace (Garcia et al., 2016; Donaldson, 

2017). These are their lived experiences for which they somehow have to find alternative 

ways, such as seeking support from families and friends and being resilient to deal with 

their everyday challenges in the workplace (Bambara et al., 2009). These challenges are 

presented in both the findings of this study and literature. Thus, these challenges indicate 

that although there are various ways of dealing with the challenges, the challenges remain 

a hindrance in having a smooth transition from education into the workplace (DISA, 

2021b).  

5.4 Addressing the Theoretical Framework 

In chapter two, a theoretical framework by Dawis and Lofquist (1993) was used to guide 

this study. The theory focused on analysing the participants’ variables such as education 

and training experiences, needs, interests, work attitudes, and job satisfaction which 

influence their correspondence with their workplace environment. The study found that 

this theory was reliable and applicable in the South African context. These variables were 

then used to understand the participants’ lived experiences during the transition process 
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into the workplace environment. The study found that the participants had to adapt and 

develop in their workplace. However, what stood out from this research was that the 

participants indicated that although organisations and colleagues have been supportive, 

the support was still insufficient. Employers do not seem keen to make reasonable 

accommodation in the workplace for the VI; thus, the participants rely on support from 

families and themselves to be assertive and resilient. Therefore, the lack of optimal 

correspondence between the individuals and their work environment affects the ongoing 

process of achieving and maintaining correspondence (Papay, 2019). This makes it 

difficult for these YWWVI to adjust and develop in the workplace (Schreuder & Coetzee, 

2015).  

5.5 Addressing the Working Assumptions 

This section comprises an evaluation of the study to see if the research assumptions 

correlate with the research findings. 

 YWWVI are still discriminated against in entering, transitioning, and further 

developing in the workplace. 

 Youth unemployment continues to be a barrier in entering and successfully 

transitioning to the workplace. This barrier might be due to poor secondary and 

tertiary education outcomes, especially amongst youth with visual impairments. 

 Employers still feel that accommodating women with visual impairments into the 

workplace is costly. 

 Women with various types of visual impairments experience some similar and also 

some different challenges in the workplace, for example, differences in access and 

level of impairment. 

The participants’ experiences are due to visual impairment as a young woman 

transitioning into the workplace. The participants confirmed that they are faced with 

challenges in entering and adjusting to the workplace despite working in different 

environments. However, they still find ways to be resilient and overcome the challenges. 

Moreover, the participants were able to identify the different factors that contributed to the 

challenging experiences. They further identified factors that also fostered assertiveness 

and resilience when faced with adversities, as discussed in chapter four. Credibility, 
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transferability, dependability, and conformability were used to enhance the validity of the 

results. Credibility is evident as the findings are consistent with reality; therefore 

trustworthiness was also established. The findings were also dependable based on the 

method used in generating the data from the particular participants in this specific context. 

As this was a qualitative study, I acknowledge that my own beliefs, values, and biases 

affected the research process somehow, which is why my supervisors and fellow 

colleagues gave an objective perspective of the study through peer examination to 

establish conformability.  

5.6 Possible Contributions 

The findings of this study contribute to the literature on YWWVI in workplaces. Although 

the study cannot be generalised, it indicates the factors that contribute to the challenges 

and the lived experiences of visually impaired young women transitioning to the 

workplace. This research report can be accessed on UP space by University of Pretoria 

students for future studies. Participants can also receive findings of the study by 

requesting the researcher.  

5.7 Limitations  

As this is a qualitative study, the findings of this research study can only represent the 

specific group on which the study was conducted. This limitation is because the sample 

of this study was a small number of participants; thus, the findings cannot be transferred 

to a larger context, limiting the applicability of the research findings.  

5.8 Recommendations 

Based on the research findings, it is recommended that more research should be done 

on YWWVI in the workplace. This additional research will help identify factors that can 

represent a larger population within this context in South Africa. A need for policy change 

on accommodations and hiring of YWWVI are also needed in the place of work. 

Furthermore, education of employers and employees about the needs and challenges of 

YWWVI in the workplace is required for people to know how to best support these 

YWWVI. It is also recommended that more research should be done on males to compare 

with their female counterparts, and how much of their experience relates to their gender, 

and how much it is linked specifically to the disability. 
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 Practice–The results of this study indicate a need for more research within this 

context, to increase the knowledge in this field.  

 Policy–The results indicate a need for assistance from policymakers in 

accommodating the needs of YWWVI transitioning into the workplace. 

 Theory–The study indicates a need for theoretical lenses in understanding the 

challenges of YWWVI in the workplace. 

 Training of WVI in secondary and higher education-The results also indicates 

that more education and support structures should be made available to assist with 

the transition of YWWVI into the workplace. 

 Strategic interventions in the work environment–More interventions are 

needed in the workplace to enable YWWVI to adapt and develop in the workplace.  

5.9 Research Reflections 

I have realised that my lived experiences of transitioning into the workplace differ from 

those of YWWVI in many ways. Anderson et al. (2012) identified four factors (the 4 S 

system) that help individuals cope with the transition process: situation, self, support, and 

strategies. It is quite evident that the participants’ challenges are centred on variables 

such as their education and training background, needs, work attitudes, job satisfaction 

and performance. These challenges have affected their ability to develop successfully in 

the workplace (Dawis, 2005). The participants have shown that analysing and 

understanding the situations in the workplace, their abilities, strengths and weaknesses, 

and receiving support from families, friends, and organisations, as well as using different 

strategies, have helped them deal with challenges in the workplace. It further enabled 

them to remain assertive and resilient to adapt to the workplace environment.  

5.10 Future Research 

More studies need to be done within this field of study to provide additional results that 

could provide quantitative representations. This research could also assist in providing 

data that could represent a larger population. This additional data can then support calls 

for policy changes and more support for YWWVI transitioning into the workplace.  
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5.11 Conclusion 

YWWVI continue to struggle to gain entrance into the workplace. Various factors such as 

discrimination, lack of qualifications, support and work experience hinder their ability to 

enter, adapt, and develop in the workplace. Employers are seen as not willing to provide 

adequate support and reasonable accommodation for these young women. Thus, the 

young women are left to rely on their families, friends, and themselves for support to 

overcome these challenges.   
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77. APPENDICES 

 

7.1 APPENDIX A: INFORMATION SHEET 

                                                                         

INFORMATION SHEET FOR THE PARTICIPANT 

DEAR PARTICIPANT,    

  

I am a student studying through the University of Pretoria. I am currently enrolled for my MEd 

(Educational psychology) in the Faculty of Education. I have to complete a research module and 

one of the requirements is that I conduct research and write a research report about my work. I 

would like to ask you whether you will be willing to participate in this research.  The topic of my 

research is: Early experiences of young women with visual impairments transitioning into 

the workplace.  Women with visual impairments across the world experience countless 

challenges when transitioning into the workplace. It is important that people are aware and 

educated about and how to offer support for women with visual impairments in the workplace. 

The research will assist higher learning institutions and employers in offering support and 

resources for young women with visual impairments transitioning into the workplace.  

The interview will take place at a venue and time that will suit you, but it may not interfere with 

working time and will not take longer than an hour. The interview will be audio taped and 

transcribed for analytic purposes. There will also be an interpreter readily available if required. 

Only my supervisor, the interpreter and I will have access to this information. You do not have to 

participate in this research if you do not want to, and you will not be penalised in any way if you 

decide not to take part. You are free to withdraw at any time. Your identity will be protected. Some 

questions asked might trigger some traumatic events. Should you need counselling services the 

following are available: Referrals to: Families South Africa (FAMSA) (011 788 4784) or LifeLine 

on 0861322322. After completion of the study, the material will be stored at the university’s 

Educational Psychology, Education Department according to the policy requirements. We would 

also like to ask your permission to use your answers to help other students in their studies, as the 

data sets are the intellectual property of the University of Pretoria. The confidentiality and privacy 
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applicable to this study will be binding on future studies. If you agree to take part in this research, 

please fill in the consent form provided below. If you have any questions, do not hesitate to contact 

my supervisor or me via Email.   

 

Signature of student   Signature of Supervisor 

 _________________________________________________________________________  

NAME OF STUDENT: KGOTHATSO MALATJI  LINDOKUHLE UBISI (SUPERVISOR)  

E-mail of student: 19086301@tuks.co.za               u13267818@up.ac.za 
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7.2 APPENDIX B – PARTICIPANT INFORMED CONSENT 

 

 

PARTICIPANT INFORMED CONSENT 

 

Title of the research: Experiences of young women with visual impairments transitioning into the 

workplace. 

Name/s of principal researcher: Kgothatso Malatji 

Departmental address: Department of Education, University of Pretoria 

Telephone: 0124202765 

Email: 19086301@tuks.co.za 

 

 

I, ___________________________________(your name), agree / do not agree to take part in 

the research project titled: Early experiences of young women with visual impairments 

transitioning into the workplace. I understand that I will be interviewed about this topic for 

approximately one hour at a venue and time that will suit me, but that will not interfere with work. 

The interview will be audio taped.   

I understand that my experiences of transitioning into the workplace as a young woman with a 

visual impairment will be recorded and analysed by the researcher, the role of the researcher will 

remain objective and noninvasive, and the interview will also be documented in the form of 

fieldnotes.   

I understand that the researcher subscribes to the principles of:  

 Voluntary participation in research, implying that the participants might withdraw   

    from the research at any time.  

 Informed consent, meaning that research participants must at all times be fully  

    informed about the research process and purposes, and must give consent to  

    their participation in the research.  
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 Safety in participation; put differently, that the human respondents should not be  

    placed at risk or harm of any kind e.g., research with young children.  

 Privacy, meaning that the confidentiality and anonymity of human respondents  

    should be protected at all times.  

 Trust, which implies that human respondents will not be respondent to any acts  

    of deception or betrayal in the research process or its published outcomes.  

 

We further would like to request your permission to use your data, confidentially and 

anonymously, for further research purposes, as the data sets are the intellectual property of the 

University of Pretoria. Further research may include secondary data analysis and using the data 

for teaching purposes. The confidentiality and privacy applicable to this study will be binding on 

future research studies. 

 

 

Signature:_________________________  Date:__________________  

 

For more information on ethics at the University of Pretoria’s Faculty of Education Ethics 

Committee feel free to contact: 

Marisa Leask (Ethics administrator) 

marisa.leask@up.ac.za or edu.ethicsadmin@up.ac.za  

Lindokhuhle Ubisi (Department of Educational Psychology representative) 

lindoubisi@gmail.com 
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7.3 APPENDIX C: INTERVIEW SCHEDULE  

            

 

The interview protocol 

Experiences of young women with visual impairments transitioning into the workplace. 

Time of interview: __________             Duration: _____________________  

Date: ________________________________________________________  

Place: ________________________________________________________  

Interviewer: ___________________________________________________  

Interviewee: ____________________ Pseudonym: ____________________  

Male / Female: __________________ Age:  ________________________  

Type of employment and duration:  _______________________________  

Women with visual impairments across the world experience countless challenges when 

transitioning into the workplace. It is important that people are aware and educated about and 

how to offer support for women with visual impairments in the workplace. The purpose of this 

research is to explore the experiences of young women with visual impairments and assist 

employers in offering support and accommodating the needs of young women with visual 

impairments entering the workplace. The data collected in this study will serve in research 

purposes only and treated as confidential. Access to the data will be granted to the researcher 

and the supervisor only. Thank you for your participation. 

 

Guiding questions: 

 

1. Tell me about your transition experiences in the workplace thus far? 

2. What educational background or training do you have? 

3. How was your school environment for you? 

4. How is it different from your workplace environment? 

5. Have you ever struggled adapting to new environments? 

6. What are the challenges you’ve experienced as a young woman with VI in transitioning 

from education and training into the workplace? 

7. How did you negotiate entry into the workplace? 

8. Have you ever played the disability card to gain entrance into the workplace? 
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9. How long do you plan to be an employee here? 

10. What source of support did you receive when you transitioned into the workplace? 

11. Was the support helpful to assist you in having a smoother transition? 

12. What do you think could have been done differently during the process of transition? 

13. Based on your experiences would you encourage any young woman with VI to use the 

disability card in order to gain a smoother transition into the workplace? 

14. Do you think your current work environment is fit for a young woman with VI? 

15. What other challenges are you currently experiencing as a young woman with VI in the 

workplace? 

16. What source of support are you currently using to cope with the challenges you are faced 

with?  

17. Do you think these challenges faced by women with VI are a hindrance from holding higher 

positions in the workplace?  

18. Do you believe that with the support you have received thus far you will be able to hold a 

higher position someday? 

19. What other sources of support do you suggest can be offered to enhance a smoother 

transition process for young women with visual impairments? 

20. What are your views regarding the workplace meeting your needs for a smoother 

transition? 

 

 

Signature of student   Signature of Supervisor 

 ___________________________________________________________________  

Name of student: Kgothatso Malatji  Lindokuhle Ubisi (Supervisor)  

E-mail of student: 19086301@tuks.co.za                        u13267818@up.ac.za 
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7.4 APPENDIX D: PARTICIPANT DEMOGRAPHICS 

 

PARTICIPANT 1 

 

 

PARTICIPANT 2 
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PARTICIPANT 3 

 

 

PARTICIPANT 4 
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PARTICIPANT 5 
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7.5 APPENDIX E: TRANSCRIPTS 

PARTICIPANT 1: LERATO 
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PARTICIPANT 2: PORTIA 
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PARTICIPANT 3: KEDIBONE 
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PARTICIPANT 4: AMOGELANG 
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PARTICIPANT 5: ABIGAIL 
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7.6 APPENDIX F: RESEARCHER REFLECTIVE NOTES 
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7.7 APPENDIX E: FIELD NOTES 
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