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Abstract

Historically, women have been, and still are, excluded from full participation
in some areas of Higher Education studies, especially at the postgraduate level.
Their success rate in doctoral studies is also relatively restricted. This chapter
draws on a baseline analysis of statistical trends relating to female doctoral
students (their access to and success in doctoral education) in the democratic
South Africa (Department of Higher Education and Training 2020). This
background data is layered onto the theoretical tenets of intersectionality
theory, foregrounding structural impediments that result in under-enrolment
and relatively lower completion rates among Black females in specific
disciplines and fields of postgraduate study. In addition, the lens of an
intersectionality theory is employed to explore the complex confluences of
race, gender, (inter)personal, professional and systemic factors which coalesce
to create obstructive regimes. The chapter suggests that activating Black
females’ improved access and success calls for strategic targeted enrolment
drives in specific disciplines, policies and regulations that challenge the cul-
tural practices that support patriarchal regimes, the development of appropriate
curriculum strategies to support the specific needs of the targeted group, and
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engagement with alternative models to promote socially just supervisory-
supervisee partnerships that redefine hegemonic masculinised roles and
responsibilities within doctoral education. It proposes a targeted intervention
framework to tackle matters of race, gender, and professional and personal
situatedness to support Black female doctoral students, including a distinctive
peer support strategy, a dynamic conception of supervision, and a dedicated
mentorship programme.

Keywords: Doctoral students, Intersectionality theory, Peer support,
Mentorship.

1 Introduction

This chapter provides an overview of South Africa's Higher Education System,
focusing on enrolment, graduation, and dropout rates disaggregated by gender
and race. The advancement of women in South African Higher Education has
been a particular focus of attention during the transformation of the sector. This
is evident not only in enrolment and graduation statistics but also in
acknowledgment that the university system, including across the African
continent, still requires more female senior academics and scholars (Akala
2019). Whilst strides have been made in improving Black students’ access in
the democratic South Africa (Department of Higher Education and Training
2020), the chapter emphasises the need for further purposeful and unambiguous
strategies to assist Black female students to progress from undergraduate to
postgraduate levels. Students' varied backgrounds and career aspirations are
reviewed through the use of an intersectionality lens which posits that the
systemic, institutional, programmatic and personal demographic characteristics
of the targeted group are interconnected in complex confluences at various
levels, enabling or impeding access and success. For example, it might be
necessary for South Africa to start introducing female students to research at
the undergraduate level as this can help them to gain access and succeed in their
doctoral studies. The chapter is directed towards constructing a proposition for
a framework using intersectionality theory to guide its logic.

Section 2 provides a brief motivation for using an intersectionality lens
in Higher Education. The elements of race, gender, socio-economic class, and
systemic institutional and curricular factors are not considered as discreet, but
rather as overlapping complementarities, sometimes in tension and contradict-
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tion with one another. Section 3 presents a statistical overview of doctoral
enrolment, graduation, and dropout rates in Higher Education in South Africa,
covering its history and current situation. This data suggests an incomplete
agenda of realising the social justice call for specifically Black female doctoral
students’ access and success in various disciplines. Section 4 draws on the
literature to develop a proposed integrated framework of strategies to support
Black female doctoral students. It is divided into the following subsections:
increasing motivation through mentorship of students in Higher Education;
promoting dynamic supervision via adaptable supervisors; and activating
shared support amongst peers as a way to assist female students to succeed in
doctoral studies. The chapter concludes (Section 5) by integrating these three
elements into a proposed framework to support Black female students to
succeed in Higher Education. Broader applications of the framework are dealt
with in Section 6. Whilst it might be also valuable for doctoral students in
general, the specificities for the targeted group are highlighted.

2 Intersectionality Theory and Gender Inequalities in Higher

Education

Black feminist legal scholar Kimberle Crenshaw initially popularised the term
‘intersectionality’ in her seminal work in 1989 to describe the suffering that
Black women in the United States continue to experience despite constitutional
legal protection and professed institutional transformation goals. Following this
foundational redirection of social sciences theory, intersectionality is now
widely used as a term to define and explain how institutional and social policies,
practices, and ideologies contribute to and exacerbate the unequal conditions
that marginalised groups in society contend with (Lekgau 2021; Nichols & Stahl
2019).

Intersectionality involves the interactions between gender, race, and
other identity categories. It holds that race, socio-economic class, and gender
(as well as other ascribed statuses) do not work as discreet categories of
experience, but are instead lived and experienced concurrently (Crenshaw,
1991). According to Harpur, Szucs and Willox (2022), it is appropriate when
applied to access and support of previously disadvantaged people throughout
Higher Education since marginalised groups are simultaneously negotiating
systemic, structural, cultural, institutional and personal dynamics.
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Intersectionality is also a useful method to examine how conflicting or
overlapping identities affect people’s experiences in society (Bhopal 2020).
Systems of oppression that connect with one another include structural racism,
sexism, socio-economic class, sexual orientation, and disability, in addition to
other forms of systemic oppression (L6pez, Erwin, Binder & Chavez 2018).
Inequality cannot be explained by a single element; rather, intersectionality
studies expose the interaction of multiple factors to create various patterns of
power relations (Bhopal 2020). It investigates the positions that various
stratifications have imposed on women and their experiences (Bhopal 2020).
Intersectionality highlights inequalities related to gender, race and class. It also
foregrounds the power dynamics that exist in Higher Education that continue to
marginalise Black women. This lens can also be used to understand and
problematise the challenges that women face in Higher Education and to
address disparities and encourage inclusion (Unterhalter, Robinson & Balsera
2020). It is an appropriate framework of analysis to analyse the experiences of
Black women in this sector (Collins 2016).

Historically, South African women were subjected to structural and
cultural restrictions under apartheid, which is why White men made up the vast
majority of students in Higher Education, especially in science and engineering
courses (Mkhize 2022; Moshupi 2013). Black students who wanted to study
these courses in previously advantaged institutions were required to seek special
permission or were forced to study abroad (Mkhize 2022; Mlambo 2017).

Most South African and international universities still have a male-
dominated leadership structure (Moodly 2021). These leadership positions
afford them power on top of White and/or male privilege. Black women find it
challenging to occupy these top positions and positions of leadership in a
predominantly masculinised society and culture (Moodly 2021). This also
means that women are less involved in decision making and have less power to
influence policies within Higher Education Institutions. It has resulted in the
prevailing gender and race disparities that are still witnessed in Higher
Education today. Although the sector has attempted to transform and now
reflects more diversity, racist and sexist ideologies persist.

In ways that neither Black men nor White women are subjected to, the
guantitative data in Section 3 clearly demonstrate that there are still structures
that consistently oppress Black women. While White women may encounter
sexism, they do have White privilege. Black men experience racial
discrimination, but enjoy male privilege. These two population groups are born
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with a head start and power that Black women simply do not have. Black
women are not born with any privilege; they face triple marginalisation based
on race, gender and class.

In some cases, cultural practices and religion also marginalise women.
Black women in Higher Education experience both racial and gender
marginalisation (Mkhize & Idahosa 2021). White privilege and male privilege
give automatic power to those born with it. Due to this lack of power, Black
women are directly or indirectly marginalised in many spheres of their lives.
According to Gushman (2021), they have to find ways of coping and operating
in spaces where both racism and sexism are deeply entrenched. Higher
Education in Africa and internationally is still dominated by structural and
systemic gender and race disparities. The only way to address these power
imbalances is to foreground the reality that Black women still face in this sector.

Gender equality practices appear to have changed as more women enrol
in Higher Education. This may be due to the perception that race provides
superior political capital (Mama 2007). Despite this change, gender, ethnicity
and socio-economic class must still be studied as a whole because they present
intersecting problems (Walker 2016). It is crucial to look at gender from an
intersectional perspective because South Africa continues to experience
historical and contemporary inequities.

The multifaceted lens of intersectionality is used to interpret a range of
data from official statistics on doctoral education drawn from the Council on
Higher Education report (CHE 2020).

3 A Statistical Overview of Doctoral Education in South Africa
The apartheid regime prohibited Black! people from entering particular
professions or fields. People with disabilities and women were especially
impacted by this exclusion. The regime came to a legalised end in 1994 but its
effects are still felt today and are demonstrated by racial and gender disparities.
In the words of Mabokela (2001, p. 207), the South African Higher Education
system went through a transformation ‘from a system plagued with racial and
gender disparities to one that will uphold the ideals of non-sexism and non-
racism’. Despite this, inequalities persist. Of particular concern is the fact that
new types of racial and gender discrimination have emerged (Rabe &
Rugunanan 2012), with fewer Black women completing doctoral studies and

! Black in this chapter refers to Africans, Coloureds and Indians.
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few gaining promotions to professorships. This section provides further
justification for why a targeted emphasis on Black female students is required
to realise the broader goals of social justice and democracy in the post-apartheid
context.

3.1 Doctoral Enrolment and Graduation Trends by Race

The tables below provide national doctoral enrolment statistics for the years
2016 to 2020 and show the racial disparities that persist. They do not include
data from the University of South Africa (UNISA)?2,

Table 1: % Doctoral Enrolments by Race: 2016-2020

Race 2016 2017 2018 2019 2020
African 66% 66% 66% 65% 65%
Coloured 4% 5% 5% 5% 6%
Indian 6% 6% 6% 6% 7%
White 23% 24% 23% 23% 22%
Grand Total 100% 100% 100% 100% 100%

(Source: CHE 2020)

The table shows that overall, Black students made up the largest percentage of
enrolments between 2016 and 2020. By 2020, these stood at 78%, while
doctoral enrolments among the White population constituted 22%. This seems
to be in line with South Africa’s population statistics.

As Table 2 below shows, from 2016 to 2020 there was an increase in
graduation rates across all race groups. The grand total shows the average gra-
duation rate for each year. In 2020, White students graduated at a slightly higher
rate than their Black counterparts at 48%, compared to 42%, 34% and 41%.

2 UNISA data is complicated and differs from the rest of the sector. The tables
that result from the UNISA data and the rest of the public institutions do not
demonstrate synergy; the UNISA data contains variables for nationality.
UNISA has an open distance learning mode with very few or even no contact
sessions. The rest of the public universities in South Africa do not have a
predominantly open distance learning mode. UNISA has thus been excluded
from this chapter.
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Race 2016 2017 2018 2019 2020
African 1% 5% 16% 30% 42%
Coloured 1% 4% 10% 22% 34%
Indian 2% 6% 15% 29% 41%
White 2% 9% 20% 37% 48%
(Average) 2% 6% 17% 31% 43%

(Source: CHE 2020)

Table 3 shows an increase in dropouts from 2016 to 2020. There was a
considerably higher dropout rate across all race groups in 2020, which could be
attributed to the COVID-19 pandemic and the move to online instruction. It
could also be attributed to geographical location, language barriers, socio-
economic class differences and disability if present.

Table 3: % Doctoral Dropouts by Race: 2016-2020

Race 2016 2017 2018 2019 2020
African 16% 21% 26% 32% 58%
Coloured 13% 20% 20% 26% 66%
Indian 14% 17% 24% 27% 59%
White 14% 20% 22% 26% 52%
(Average) 15% 21% 25% 30% 57%

(Source: CHE 2020)

As depicted in Table 3, more than half the doctoral students dropped out during
2020. The race group with the lowest percentage of dropouts is White students
at 52%; if an aggregated average is taken of Black students, this group still has
a slightly higher dropout rate than their White counterparts. While the
overarching generic trends seem positive when using a racial-based filter, a
more nuanced interpretation is revealed when disaggregating the doctoral data
according to gender disparities.

3.2 Enrolments, Graduations and Dropout Rates by Gender
While women make up the majority of South Africa’s undergraduate students,
they are relatively under-represented at doctoral level. However, this is a
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generic trend that is not unique to South African women, it is an international
phenomenon. The academic pipeline from undergraduate to postgraduate is
cited repeatedly in various studies (the 1996 White Paper on Science and
Technology (DST, 1996), the 2002 National Research and Development
Strategy (DST 2002), the Ten-Year Innovation Plan (DST 2008) and Human
Capital Development Strategy for Research, Innovation and Scholarship (DST
2016); Mouton, van Lill, Prozesky, Bailey, Duncan, Boshoff, Albertyn &
Treptow (2022)). All these documents identify three common issues that need
to be addressed to unblock the academic pipeline (from honours, to masters, and
doctoral level and postdoctoral fellows). Firstly, they reinforce the need to
increase under-represented groups’ access and success. Secondly, they cite the
need for interventions to tackle the dropout rates of doctoral students as well as
established scholars from the university system. Thirdly, the studies advocate
for transformation of the South African Higher Education academic pipeline by
making it more inclusive of Black and female students (Mouton et al. 2022).

Table 4 presents enrolment data for 2016 to 2020, disaggregated by gender.

Table 4: % Doctoral Enrolments by Gender: 2016-2020

Gender 2016 2017 2018 2019 2020
Female 44% 44% 44% 46% 47%
Male 56% 56% 56% 54% 53%
Grand Total 100% 100% 100% 100% 100%

(Source: CHE 2020)

The table shows that, from 2016 to 2020, males made up a higher percentage
than females of students enrolled for doctoral study. This trend remained
consistent over this period.

Table 5: % Doctoral Graduations by Gender: 2016-2020

Gender 2016 2017 2018 2019 2020
Female 2% 6% 15% 29% 42%
Male 2% 6% 18% 32% 44%
Grand Total

(Average) 2% 6% 17% 31% 43%

(Source: CHE 2020)
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The graduation rate climbed steadily from 2016 to 2020. Table 5 shows that
slightly more males than females graduated with a doctorate.

Table 6: % Doctoral Dropouts by Gender: 2016-2020

Gender 2016 2017 2018 2019 2020
Female 15% 20% 23% 28% 58%
Male 15% 21% 26% 31% 56%
Grand Total

(Average) 15% 21% 25% 30% 57%

(Source: CHE 2020)

The dropout rate disaggregated by gender shows a spike in 2020 in comparison
to 2016 to 2019. This could possibly be due to the COVID-19 pandemic.
Slightly more females than males dropped out in 2020.

3.3 Doctoral Enrolment and Graduations by Gender, Race and

Field of Study

When one further disaggregates the data on race and gender participation in
doctoral education, one notes that Black females are under-represented in
various fields, with greater representation in the humanities, education and
business than in the sciences and engineering (Council on Higher Education
2015). The data for doctoral enrolments, disaggregated by gender, race and field
of study for 2005 and 2020 are presented in the following two tables. These
years were purposively selected: it was in 2005 that universities began to be
merged and the audited data for 2020 are the most recent available®.

Table 7 shows that, overall, more Black males, White females and
White males registered for doctoral studies than Black females. The proportion
of Black women was highest in Education at 31%; however, even here, Black
males made up a slightly higher proportion at 35%.

The 2020 figures show notable changes from those of 2005, with Black
females making up a higher percentage of enrolments than White females or
White males. However, except for Education at 44%, the proportion of Black
males was higher than that of Black females.

3 Cases of unknown race and gender have been excluded.
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Table 7: % Doctoral Enrolments by Field of Study, Race and Gender: 2005

Field of study Black Black White White Grand
Female Male Female Male Total

Science, 17% 30% 24% 30% 100%

Engineering &

Technology

Business & 11% 32% 19% 38% 100%

Commerce

Education 31% 35% 22% 11% 100%

Humanities 16% 32% 25% 27% 100%

(Source: CHE 2020)
Table 8: % Doctoral Enrolments by Field of Study, Race and Gender: 2020

Black Black White White Grand
Field of study Female Male Female Male Total
Science,
Engineering &
Technology 35% 41% 12% 11% 100%
Business &
Commerce 32% 51% 10% 7% 100%
Education 44% 43% 9% 3% 100%
Humanities 35% 41% 14% 10% 100%

(Source: CHE 2020)
Table 9: % Doctoral Graduation by Field of Study, Race and Gender: 2005

Black Black White White Grand
Field of study Female Male Female Male Total
Science,
Engineering &
Technology 14% 29% 26% 30% 100%
Business &
Commerce 6% 19% 23% 52% 100%
Education 30% 29% 29% 12% 100%
Humanities 12% 25% 36% 27% 100%

(Source: CHE 2020)
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The 2005 doctoral graduation statistics show fewer Black females graduating
despite the initial high enrolment rates (See Table 9). White males graduated at
a higher rate than Black females, Black males and White females. Fewer White
males graduated with an Education doctorate.

Table 10: % Doctoral Graduations by Field of Study, Race and Gender

2020

Black Black White White Grand
Field of study Female Male Female Male Total
Science,
Engineering &
Technology 27% 44% 15% 14% 100%
Business &
Commerce 23% 55% 12% 9% 100%
Education 40% 44% 11% 4% 100%
Humanities 29% 44% 16% 12% 100%

(Source: CHE 2020)

Table 10 shows that in 2020, Black females as a proportion of the total number
of doctoral graduates increased. However, this percentage was lower than that
of Black males across all fields. There are many inconsistencies between the
enrolment rate of Black females and their graduation rates. The above statistics
on race and gender show that, in contrast to Black women, White men, Black
men, and White women continue to succeed in slightly higher rates in doctoral
studies.

The White Paper on Post-School Education and Training records that
women occupy subordinate positions even after leaving Higher Education
(Department of Higher Education & Training 2013), while the Ministerial
Report on Transformation (Department of Education 2008) reports that sexual
harassment is rampant and that Higher Education in South Africa is tainted by
gender inequality and discrimination.

Furthermore, women tend to select specific courses in Higher
Education. They pursue programmes that are not dominated by men, mainly in
business and the humanities while men favour the sciences or engineering
(Smyth & Steinmetz 2008). This type of gender-influenced career decision-
making is widespread (Charles & Bradley 2009; Darmody & Smyth 2005). It
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is, therefore, crucial to examine gender differences to better understand what
needs to be done to promote equality and fair employment opportunities (L6rz,
Schindler & Walter 2011). In the South African context, this also needs to be
examined from a socio-economic class, language and disability perspective.

In response to existing disparities, the Department of Science and
Innovation (DSI) has put policies in place to ensure that there are more doctoral
graduates (DHET 2020). This is supported by the goals set out in the National
Development Plan (NDP) to increase the PhD cohort to more than 100 doctoral
graduates per million South Africans by 2030 (National Planning Commission
2012). It might increase the likelihood of a knowledge economy that is both
sustainable over the long term and meets South Africa’s skills demands while
enabling competitive global participation.

Gender inequalities have been addressed through affirmative action.
However, to achieve the desired outcome, the use of affirmative action must be
justified and social justice objectives must be properly understood and put into
practice (Akala 2019). Furthermore, it is critical that Higher Education
Institutions understand that the goal of affirmative action is not to single out
particular people or eliminate jobs but to create new ones, particularly for
women, in this sector.

The number of Black and female students enrolled in Higher Education
in South Africa has gradually increased over the years. However, according to
Akala (2018), a rise in the proportion of female and Black students does not
necessarily indicate increased equity or equality. At the leadership level in
Higher Education, women still struggle to ‘break the glass ceiling’ despite
progressive policies (Akala 2019; Moodly & Toni 2015). The under-
representation of Black women in this sector persists from postgraduate level
into the workforce.

4 Towards an Intersection of Interventions

This section explores ways to address the foundational inequities of Black fe-
male doctoral students in specific disciplines. It consists of three sub-sections:
exploring mentorship patterns, developing alternative supervisory practices
(including reframed conceptions of roles and responsibilities), and valuing the
role that students as peers can play to support their own progress through
doctoral studies.
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4.1 Mentorship of Students in Doctoral Education

Professional identity is formed in social interactions within communities of
practice; mentorship is an important part of this process. Mentorship can be
regarded as a unique and circumscribed community of dialogue between the
supervisor and the student. While supervision (See section 4.2 below)
foregrounds input related to a specific study (at various stages of development),
mentorship pays attention to the broader induction of the doctoral student into
the world of academia, career trajectory, and planning a life-work balance.

Supervision involves assisting students to make research decisions,
developing their methodological skills and ability to design experiments, assist-
ing them to communicate their findings, and offering peer support (Akerlind &
McAlpine 2017; Motshoane & McKenna 2021). These do not in any way
constitute mentorship. If supervisors meet the above criteria, they have done
their job. Research supervision is generally viewed as a task-oriented endea-
vour (Akerlind & McAlpine 2017; Motshoane & McKenna 2021). Mentorship
goes beyond these basic requirements. It involves pastoral care that is not often
seen or even needed in supervision. Mentorship involves long-term care of the
student's career beyond just obtaining a PhD (Khamis & Chapman 2017,
Thackwell, Chiliza & Swartz 2018).

Mentorship of Black female students could take the form of inviting
PhD students to faculty meetings. It can also be considered as a mini-
apprenticeship as the student learns how faculty discussions are led and could
also be invited to chair one of the meetings. This gives this group of students an
idea of what an academic career entails (it is more than just research, super-
vision and teaching). It also involves the social aspects and socialisation that
assist students in their PhD journey (Dhunpath, Matisson & Samuel 2018). This
strategy also involves power sharing as the student can be involved in
discussions for decision making around policies or other matters that directly
affect the student body.

Invitations to participate in academic processions at graduation could
become the norm. This is an important ‘rite of passage’ in academia. It could
also reduce the visual power dynamics, where the professoriate is mainly male
(Moodly 2021). Therefore, representation at graduation processions is domi-
nated by males. Being part of a procession with university academics and exe-
cutives might also motivate Black female doctoral students to remain and deve-
lop their career within academia. Academic graduation processions could also
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provide networking opportunities for the student. This can also be viewed as
positive affirmation that the student can and will complete their doctoral studies.

Mentorship is also the explicit disdain by supervisors who are Black
females, White females, Black males or White males for behaviour that further
alienates Black women. Furthermore, it involves an element of trust (Blunt &
Conolly 2006; Dhunpath et al. 2018). Power sharing can be achieved by
standing up against and speaking out about the current practices in Higher
Education that continue to suppress Black women and Black doctoral female
students. This also builds trust and could open avenues for Black female
students to approach staff without the fear of victimisation when they are faced
with problems in Higher Education Institutions. Staying silent under such
circumstances seems like acceptance of the gender and racial disparities in
Higher Education and perpetuates the current power dynamics in this sector.

In practice, supervision and mentorship overlap as supervisors /mentors
increasingly have to attend to simultaneous and complex intersected factors
influencing students’ progress. While supervision policies are available, there
are no policies for mentorship or any document that provides direction on its
implementation (Dhunpath et al. 2018), which seems to take place informally.
Too often the responsibilities of mentorship are omitted from the equation. We
argue that the required mentorship qualities should be extended as the unique
features of what it means to be a Black female need to be included in this dyadic
relationship. Mentors themselves should embrace learning from the perspective
of this targeted group. Paradoxically, mentors who frequently do not share the
demographic and experiential profile of their students have to be mentored
about unique experiences and reading the world from the perspective of Black
females.

Instead, the considerable international literature on activating success
tends to foreground students’ personal motivation that affects success and
throughput in Higher Education as if this is solely the responsibility of the
individual learner. This shifts the burden of success to students alone.
Furthermore, the literature tends to promote the activities of collective groups
of students and makes little reference to gender differences (see further dis-
cussion of peer communities of support in section 4.3). It thus tends to focus on
personal student motivation, peer tutoring and student attitudes and approaches
to education (Harrop, Tattersall & Goody 2007). This somewhat deflects the
responsibility of the Higher Education system to enact structural features to
address specific challenges. For example, some Higher Education Institutions
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conduct course evaluations without reference to gender differences; the impli-
cation is that such differences are unimportant and/or negligible. What kinds of
formal developmental processes are designed by institutions to support the
student, rather than the expectation that students themselves and their personal
initiative will manage the transition into and out of doctoral studies? The focus
on collective groups homogenises interventions and denies the particularities of
specific individuals and their characteristics within the group.

Further systemic interventions are required to provide scaffolding
support for targeted groups that are relatively under-represented or under-
productive within doctoral studies or to manage their prospective career
trajectory into academia. For example, how postgraduates are introduced to
their careers and how their professional identities are developed in the early
stages of their careers is crucial and could help to support incoming and future
female doctoral graduates in their studies. In-depth research on Black women’s
experiences before enrolling in postgraduate programmes is also crucial and
could provide information on how to motivate young women to seek graduate
degrees. This should start at a young age, ideally when they are still at
undergraduate level.

Effective supervisors understand that mentorship is a crucial part of
their job (Pearson 2001). Effective academic supervision is defined as a positive
working relationship between the supervisor and the student. As part of this
relationship, the supervisor must help the doctoral student to learn how to carry
out independent research, think critically and develop original ideas (Al Makh-
amreh & Stockley 2020). Mentorship is much more, since the changing rela-
tional dynamics and outcomes of mentoring involve heeding the specific demo-
graphic lived experiences of Black females which warrant specific kinds of
interventions and acknowledged insights. Matching Black female students with
supervisors/mentors who care about systemic, personal and developmental
needs is crucial to student access and success. Such care is not a matter of rein-
forcing disguised patronising or patriarchal relations. The supervisor’s/ men-
tor’s role should be to support students’ progress in both academic and broader
life-work-career engagements. Supervisors/mentors assist students by engaging
in discussions with them, listening to their concerns and sharing their own
knowledge and experience (Al Makhamreh & Stockley 2020). This
includes offering advice before students enrol for specific disciplines, topics
and fields of study. Mentorship precedes access and promotes successful
progress.
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4.2 Dynamic Supervision and Adaptable Supervisors

Since doctoral students differ in terms of character, circumstances, gender, lang-
uage, social background and experiences, managing student diversity is una-
voidable and requires skill, patience, flexibility and adaptability from research
supervisors (Maiztegui-Oate & Santibdez-Gruber 2008; Najjuma 2020). At the
start of the supervision relationship, students and supervisors have different
levels of experience, disciplinary specialisation and knowledge (DIES/CREST
2018). We argue that supervisors have the responsibility to develop dynamic,
creative and adaptable supervision practices. When they are allocated
supervision of Black female students, they should adjust and adapt their
supervision practices to effectively support students in this population group.

Since doctoral supervisors hold power and influence in the Higher
Education space, they are able to review current doctoral policies within their
institutions. There is also a possibility that the policies are outdated. Doctoral
education is very masculinised and impersonal (Mkhize 2022). The inevitable
struggle of women in Higher Education is fuelled by subtle structural and policy
obstacles (intentional or unintentional) that have gone unacknowledged and
under-reviewed. This overhaul could also result in further curriculum reform
that speaks to and supports the progression of Black female students. If these
types of policies exist in Higher Education, they need to be reviewed and
overhauled if necessary to support such students.

Given the important role that supervision plays in the success of
doctoral students, the literature and data show that supervision of Black female
students needs to be deliberate and to have the specific goal of ensuring that
these students are retained within Higher Education through to doctoral level
and beyond. Doctoral supervisors, regardless of race or gender have influence
and their power can be used to support students. As discussed earlier in this
chapter, one of the most important elements that Black women are not born with
is power. Supervisors should use their knowledge and power to protect students’
rights, facilitate deliberate dialogue, expose them to critical learning and
support democratic justice to improve the community of practice (Najjuma
2020; Vilakazi 2016).

Fisher, Nyabaro, Mendum, and Osiru’s (2020) study found that women
in 17 African countries completed their doctoral studies one-and-a-half years
later than their male counterparts and the ratio of paper acceptance was one less
than males. Co-presenting a paper at a conference and allowing the student to
lead the presentation with the supervisor being the second rather than the first
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author facilitates the application and transfer of the research and writing skills
that the supervisor has already been guiding her/his students on. This could also
increase the chances of acceptance and publication of a paper. It could enable
power sharing and empower the Black female doctoral student. Their name is
also foregrounded and can become known in their field even before they
complete their doctoral studies.

Supervisors could also teach a Black female doctoral student how to go
about obtaining a book contract by introducing or recommending them to the
supervisor’s existing professional networks in publishing. Publishing a book or
book chapter is an intimidating process; it needs to be simplified so that the
student can access it and it does not require extensive financial resources.
Candidates’ access to informal knowledge such as book publishing that they
could acquire via participating in a department’s research activity is still
somewhat restricted (Guerin & Aitchison 2021). These could be related to
geographical location, language and disability. These barriers need to be
removed for Black female doctoral candidates.

Creating opportunities for Black female doctoral students to participate
in co-teaching can also demonstrate a supervisor’s willingness to share power
with their students. Doctoral students are not given the chance to consider lec-
turing or a foundation in academia while pursuing their PhDs (Bailey, Bogos-
sian & Akesson 2016). In the South African context, this is usually seen at the
postdoctoral research level or if the student manages to secure a post as a
lecturer. This should exclude tutoring that is often seen in Higher Education
Institutions and should involve co-teaching, with remuneration, where the
supervisor shares their teaching load, not just marking and admin with the
student.

There is currently little research on how supervisors are adapting their
behaviour to accommodate student diversity, particularly in the context of
online supervision (Najjuma 2020). In the South African context, diversity goes
beyond race and gender. Socio-economic class differences, cultural norms and
even disability are compounding factors for Black female doctoral students.
Black female doctoral candidates are also likely to be affected by traditional
female roles stemming from cultural or religious pressures within the home
where women are expected to attend to their families’ needs as well as their
studies without any help from their partners or husbands. South Africa has many
single parent households where women bear the burden of raising children
alone. According to the Social Research Foundation (2023) 43% of the
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country’s households are run by single parents, the majority of whom are Black
women (Social Research Foundation 2023). Online or a hybrid form of
supervision can alleviate the burden on mothers who cannot always leave their
children at home or are single mothers. Supervisors should make online re-
sources available for Black female students through engaging other stake-
holders within their institutions to ensure that a student is not disadvantaged by
their financial position, family responsibilities or their disability when online
resources are required.

The supervisor should emphasise a team rather than a hierarchical
relationship. Through her/his supervision methods, the supervisor must delibe-
rately demonstrate to the doctoral candidate how to also be a good supervisor
and lecturer in the future. They should also be sensitive to the student’s cultural
and religious needs, avoid taking an authoritarian stance and show respect to
the student. Doctoral education can prepare students for careers as researchers
and university lecturers. Doctoral students’ socialisation is closely tied to their
interactions with their supervisors. Poor or non-existent communication and a
lack of intellectual stimulation during the supervision process are major causes
of student dropout (Castelld, Pardo, Sala-Bubaré & Sufie-Soler 2017). Since
doctoral supervision is an authority relationship, power can be abused and
supervision can become destructive. An important factor influencing super-
vision methods appears to be how supervisors were treated as PhD students (Al
Makhamreh & Stockley 2020).

It is also important for supervisors to be sensitive to Black female stu-
dent’s cultural capital. They should be aware of the cultural demands that are
placed on Black women, even if they do not share the same cultural capital.
Numerous studies have been conducted on the overall learning environments of
doctoral students. Some focus on issues relevant to creativity such as students’
sense of agency and the development of their identities (Bengtsen & McAlpine
2022), the supervisor’s capacity to meet students’ dynamic need for exploration
(Frick et al. 2014) or the advantages of incorporating various types of cultural
knowledge into intercultural supervision (Brodin 2018; Manathunga 2017).
They demonstrate that more educational leadership and doctoral supervision
pedagogy are needed (Brodin 2018). Making space for creativity and the
inclusion of cultural knowledge or even the student’s heritage in the write-up of
the doctoral thesis is one way of doing this.

Dynamic supervision can also involve inviting Black female students
to work on a proposal for private consulting contracts that supervisors are in-
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volved in and contributing some of the remuneration towards the student’s aca-
demic and personal needs. This also develops the research skills students would
need if they chose to join industry after graduating. In some cases, it could im-
mediately address and alleviate any financial burden that the student is facing.
Financial constraints are one of the reasons why many doctoral students do not
finish on time or at all (Mkhize 2022). Given the doctoral graduation rate, speci-
fically that of Black female students as presented earlier in Section 3, this might
be one of the strategies to increase graduation rates in this population group.

Effective supervision, the cornerstone of doctoral education, is one of
the most important requirements for on time completion (Kobayashi et al.
2017). Manathunga (2007) investigated the techniques that university admini-
strators and supervisors use to identify early warning signs of student problems.
In addition to building rapport with students and holding regular meetings, these
supervisors used scaffolding in supervision to aid students’ development
(Manathunga 2007 as cited in Kobayashi et al. 2017). This technique could also
be used to support Black female doctoral candidates.

In the South African context, doctoral candidates come from different
cultural contexts and English, which is the language of instruction, is not a first
language for many Black doctoral students (Hlatshwayo & Fomunyam 2019),
especially those from rural backgrounds. This further frustrates their academic
writing skills where support is not given. It is compounded by oppression re-
lated to class, race and gender that Black South African women still face in
Higher Education (Akala 2018; Lekgau 2021). Supervisors should also raise
doctoral candidates’ writing proficiency to an acceptable level. They need to
build rapport and trust with candidates to ensure that they can respond to criti-
que effectively, without language barriers (Guerin & Aitchison 2021). Given
that some doctoral graduates will seek employment as lecturers, Higher Educa-
tion Institutions should also provide opportunities for socialising and building
personal and academic connections (Levin 2017; Gu, Levin & Luo 2018).

The need to adjust in line with students’ individual abilities means that
supervision requires a personalised strategy that evolves over time, with more
directive feedback required for students who perform less well and more high-
level input for those aiming for a distinction. This should take place in an even-
handed way, with all students treated equitably if not equally (Katikireddi &
Reilly 2017). Difficult academic circumstances during doctoral studies tend to
be harder to navigate if one does not have power (Gushman 2021). In the case
of Black female students who already are at a disadvantage due to their gender
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and race and do not have the inherent power to navigate difficult circumstances,
supervisors should try to level the playing field.

The links between departmental practices, faculty and university rules
and challenges related to national quality assurance of supervision practices are
becoming more widely understood, with supervision increasingly an establish-
ed methodology and a collaborative activity (Bengtsen & McAlpine 2022).
There is growing recognition that doctoral supervision involves not only a stu-
dent’s relationship with her or his supervisor(s), but also institutional leadership
practices, national and international policy objectives and other factors
(Bengtsen & McAlpine 2022).

Black female students need supervisors who are responsive to their
different cultural, language, race and class differences, and are flexible and open
to change. This type of supervisor also needs to be confident and brave enough
to challenge prevailing patriarchal and masculine norms in Higher Education,
even at the risk of ruffling some feathers. Power sharing does not require poli-
cies or even resources; it requires flexible, culturally sensitive supervisors who
are also interested in driving the Higher Education sector’s transformation agen-
da. Not only should they be willing to challenge these structural barriers that
oppress Black women, they also need to be creative. Times are changing at a
very fast pace. The Fourth Industrial Revolution calls for supervision and
mentorship practice that respond to these rapid changes that we are witnessing.
Black women need allies in the form of White women, Black men and White
men who are afforded privilege upon birth. The use of intersectionality as a lens
to examine mentorship and supervision allows for a better understanding of how
social positions (race, gender, class, culture, geographical location) affect Black
female doctoral candidates' access to and success in these programmes. It is also
used as a backdrop to suggest possible alternative forms of supervision and
mentorship. Not only should supervision be a means to an end; it should also
include deliberate and ongoing mentorship. Successful completion of doctoral
studies rests on the shoulders of both the empowered candidate and her/his
supervisor.

4.3 Shared Support amongst Peers

Doctoral candidates, including females, need to rely on one another and not only
on their supervisors for support. Postgraduate students need extensive support,
with many students describing feelings of despair, loneliness, anxiety and high
levels of stress (Levecque, Anseel, De Beuckelaer, Van der Heyden & Gisle
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2017; Sverdlik, Hall, McAlpine & Hubbard 2018). Students who were at school
together find their lives diverging and need to replace such friendships with
other support groups at university, encouraging and counselling one another at
undergraduate and postgraduate levels and sharing similar goals.

In such a situation, ongoing motivation and encouragement from peers
is very important to motivate doctoral students to continue with their studies
and complete on time.

Peers can support one another through feedback and constructive criti-
cism. In discussion board postings, online candidates can inspire one another to
reformulate ideas, thus improving one another’s writing skills (Guerin &
Aitchison 2021). It is not necessary for doctoral students to have a great deal in
common in order to learn from one another. They should be flexible and open
to new experiences and take the initiative to improve conditions for themselves.

The group setting gives form to several aspects of doctoral learning.
The group’s ability to draw on one another’s knowledge and resources reduces
the necessity for individualised training (Webber, Hatch, Petrin, Anderson,
Nega, Raudebaugh, Shannon & Finlayson 2022). Students’ peers are likely to
be going through similar experiences in their studies and this enables them to
confide in and support one another when academic and personal situations are
challenging. Promoting group and peer assistance gives doctoral students
examples of how to manage their own students in the future when they become
doctoral supervisors.

It is recognised that the argument to activate peer support might be
considered as antithetical to the original argument presented in section 4.1
above which highlighted the need for a move away from students being
considered as solely responsible for their own progress. However, Section 4 as
a whole emphasises that while the system and supervisors have a responsibility
to exercise leadership and management of students’ access and success, there is
a co-responsibility of roles as both groups (students and supervisors/mentors)
work collectively in the best interests of progress. This intersection is captured
in the framework presented below.

5 Proposed Framework to Support Black Female Students

Using an Intersectional Approach
This chapter has argued that South African Higher Education is fraught with
inequalities that are a stumbling block for Black female doctoral student
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success. These students also contend with socio-economic class, disability and
language difficulties. The framework below is proposed as a way to address the
current issues confronting Black female doctoral students and also to narrow
the gap in their completion and success rates in doctoral studies. It was
developed using the existing literature and the intersectional approach.

Figure 5.1: Suggested Framework to Support Black Female Doctoral
Students

Peer Support

Race
Language

Race
Language

Culture Culture
Disability Disability
Socioeconomic class Socioeconomic class
Dynamic Mentorship
Supervision Race
Language (POWGr
Culture
(Power Disability Shaﬂng)
Shaﬁng) Socioeconomic class

To recap the methodology followed to develop this framework, initial
desktop research was conducted to gather the literature and data on the overall
graduation and dropout rates at doctoral level in South Africa. These were
analysed and key trends relating to gender inequality were highlighted.
Intersectionality in Higher Education was also presented. Following this,
existing literature and trends were used to develop a framework to support
Black female students in their doctoral studies.

The arrows in the framework show that mentorship, supervision and
peer support are interconnected, and it is difficult to treat them as disparate
parts.
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Intersectionality theory (introduced in Section 2 above) highlighted the
integrated flow between the components of a dynamic system (Bhopal 2020;
Crenshaw, 1991; Harpur, Szucs & Willox 2022; Nichols & Stahl 2019). Atall
points, the different intersections (race, language, culture, disability and socio-
economic class) coalesce and overlap.

The framework also indicates that there are opportunities for power
sharing in the mentorship and supervision components. The Black female
student should be able to lean on the influence and power that her supervisor
has within the institution and this should be leveraged to help her succeed in her
doctoral studies. Instead of policies or even resources, power sharing calls for
adaptable supervisors who are passionate about advancing the Higher Education
sector's reform agenda. They need to be creative in addition to being willing to
confront the structural factors that oppress Black women.

Consequently, the above framework integrates a range of sub-studies which
are underpinned by intersectionality theory in Higher Education including:

e Gender disparities in Higher Education (Akala 2019; Moodly & Toni
2015, Mouton et al. 2022).

e A systemic analysis of dropout, throughput and graduation rates (the
academic pipeline) (CHE 2020; Mouton et al. 2022).

Our analysis has shown that the specific characteristics and life
experiences of Black female doctoral students need unambiguous targeted
focus. The framework incorporates the debates raised in Section 4 suggesting
that mentorship, supervision and peer support communities need to be brought
into dialogue. However, these three elements are not disconnected from the
systemic and personal characteristics unique to the targeted group.

Supervision can also take the form of mentorship. Mentors could be
young lecturers who are also early career researchers and can be male or female;
young women need female role models but also support from their male
counterparts. Encouraging students to attend seminars to network with people
within and outside their field is an informal form of mentorship. Mentorship
thus also forms part of the research supervision process.

Peer support amongst doctoral students also forms part of the
framework. Group and peer support provides doctoral students with examples
of how to manage their own students when they become supervisors in the
future. They can also draw from their peer support group to support them in
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their studies. Intersectionality can be drawn on as a means to support female
doctoral students to enable them to succeed. Gender/race and gender/class,
language and disability can be compounding factors in doctoral success. The
framework shows that intersectionality can be used as a vehicle to address
gender inequalities in Higher Education. Intersectionality is also flexible and
can be combined with other approaches and even theories.

6 Concluding Thoughts

This chapter examined the role of intersectionality in Higher Education. Such
intersectionality involves not only the isolating singular demographic features
of race, gender, disconnection from geographical location, language, socio-
economic class barriers, and disability. Given South Africa’s very difficult
history, social and structural inequalities still exist in Higher Education. The
chapter noted the numerous disadvantages that Black female doctoral
candidates, in particular, contend with, compounded by the different
intersectional contexts. Addressing gender disparities in South Africa needs to
be approached through an intersectional lens. There are nuanced differences
between race groups, including differences in enrolment and graduation rates
between Black and White females and between Black females and Black males.
While more Black females enrol in doctoral studies, more Black and White
males graduate with doctorates. Given the high enrolment rate among Black
females, there should also be high graduation rates among this population
group. The data also show that the highest dropout rates are among Black female
students. The common thread in policy documents on the academic pipeline is
that Black females need extensive support. This suggests that they need
differentiated support during their doctoral studies taking into consideration
their various backgrounds and possible barriers (language, socio-economic
class, cultural, religious, disability and geographical location).

Based on the findings in the literature, it can be argued that South
African universities need to re-evaluate their approaches to support Black
female doctoral candidates; that these candidates and recent graduates should
consider how they can collaborate as change agents to support one another's
academic endeavours; and that the candidates should endeavour to continually
develop their professional identities. Supervisors should periodically assess
their supervision methods to ensure that these do not alienate students based on
their language, race, socio-economic class, geographical location, cultural
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identity, religion and disability. The proposed framework needs further work
once more data is collected on the experiences of Black female doctoral
students.

These experiences are not unique to Black women in South Africa. The
framework can be used in any socio-economic and geographical location where
it is appropriate. It is asserted that on-going exploration through research on
Black women’s experiences within Higher Education in South Africa, on the
African continent and also internationally is important. Mentorship and
supervision practices within the African and international contexts can also be
explored. Collection and analysis of empirical data can assist in the realisation
of this objective. These experiences and practices can be woven together and
also compared across different socio-economic contexts to show similarities
and differences in experiences and practices. This would also create a better
understanding of Black women’s experiences in Higher Education and the
marginalisation and difficulties they continue to face.

In all contexts, on the African continent and internationally, power from
male privilege and White privilege can also be leveraged and drawn upon,
especially where holders of said privilege are also supportive of the
advancement of Black women. If the professoriate and males in Higher
Education also voice their disdain for the structural racism, sexism and practices
that marginalise Black women, then half the battle is won. Mentorship of Black
women by members of groups who hold power will also assist in addressing
some of the structural discrimination in Higher Education Institutions. Black
women need allies in these population groups and power sharing is vitally
important. Nonetheless, the framework should emphasise the significance of
supervision, mentorship and peer support in an intersectional context.

References

Akala, B.M. 2018. Challenging Gender Equality in South African Trans-
formation Policies — A Case of the White Paper: A Programme for the
Transformation of Higher Education. South African Journal of Higher
Education 32,3: 226-228.
http://dx.doi.org/10.20853/32-3-1521

Akala, B.M. 2019. Affirmative Action for Gender Justice in South African and
Kenyan Education Systems. Africa Education Review 15,5: 1 - 15.
https://doi.org/10.1080/18146627.2017.1406807

81


http://dx.doi.org/10.20853/32-3-1521
https://doi.org/10.1080/18146627.2017.1406807

Sindi Msimango & Shireen Motala

Akerlind, G. & L. McAlpine 2017. Supervising Doctoral Students: Variation in
Purpose and Pedagogy. Studies in Higher Education 429: 1686 - 1698.
https://doi.org/10.1080/03075079.2015.1118031

Al Makhamreh, M. & D. Stockley 2020. Mentorship and Well-being: Examin-
ing Doctoral Students’ Lived Experiences in the Doctoral Supervision
Context. International Journal of Mentoring and Coaching in Education 9,
1: 1 - 20. https://doi.org/10.1108/1IJMCE-02-2019-0013

Bailey, S.N, A. Bogossian & B. Akesson 2016. Starting Where We’re At:
Developing a Student-Led Doctoral Teaching Group. The Journal of
Inclusive Scholarship and Pedagogy 26,1: 74 - 88.
https://doi.org/10.5325/trajincschped.26.1.0074

Bengtsen, S.S. & L. McAlpine 2022. A Novel Perspective on Doctoral Super-
vision: Interaction of Time, Academic Work, Institutional Policies and
Lifecourse. Learning and Teaching 15,1: 21 — 45.
https://doi.org/10.3167/latiss.2022.150103

Bhopal, K. 2020. Confronting White Privilege: The Importance of Intersec-
tionality in the Sociology of Education. British Journal of Sociology of
Education 41,6: 807 - 816.
https://doi.org/10.1080/01425692.2020.1755224

Blunt, R.J.S. & J. Conolly 2006. Perceptions of Mentoring: Expectations of a
Key Resource for Higher Education. South African Journal of Higher
Education 20,2: 195 - 208.
https://doi/pdf/10.10520/EJC37242
https://doi.org/10.4314/sajhe.v20i2.25567

Brodin, E.M. 2018. The Stifling Silence around Scholarly Creativity in Doctoral
Education: Experiences of Students and Supervisors in Four Disciplines.
Higher Education 75,4: 655 - 673.
https://doi.org/10.1007/s10734-017-0168-3

Castell6, M., M. Pardo, A. Sala-Bubaré & N. Sufie-Soler 2017. Why do
Students Consider Dropping out of Doctoral Degrees? Institutional and
Personal Factors. Higher Education 74,6: 1053 - 1068.
https://www.jstor.org/stable/26448965
(Accessed on 23 July 2023.)

Charles, M. & K. Bradley 2009. Indulging Our Gendered Selves? Sex
Segregation by Field of Study in 44 Countries. American Journal of
Sociology 114,4: 924 - 976.
https://doi.org/10.1086/595942 PMid:19824299

82


https://doi.org/10.1080/03075079.2015.1118031
https://doi.org/10.1108/IJMCE-02-2019-0013
https://doi.org/10.5325/trajincschped.26.1.0074
https://doi.org/10.3167/latiss.2022.150103
https://doi.org/10.1080/01425692.2020.1755224
https://doi/pdf/10.10520/EJC37242
https://doi.org/10.4314/sajhe.v20i2.25567
https://doi.org/10.1007/s10734-017-0168-3
https://www.jstor.org/stable/26448965
https://doi.org/10.1086/595942

Activating Access and Success in Doctoral Studies

Council on Higher Education (CHE) 2015. Vitalstats: Public Higher Education
2013. Pretoria: Council on Higher Education.
https://www.che.ac.za/publications/vital-stats/vitalstats-public-higher-
education (Accessed on 23 July 2023.)

Council on Higher Education (CHE) 2020. Vitalstats: Public Higher Education
2013. Pretoria: Council on Higher Education.
https://www.che.ac.za/publications/vital-stats/vitalstats-public-higher-
education (Accessed on 23 July 2023.)

Crenshaw, K. 1989. Demarginalizing the Intersection of Race and Sex: A Black
Feminist Critique of Antidiscrimination Doctrine, Feminist Theory and
Antiracist Politics. The University of Chicago Legal Forum 1: 139 - 167.
https://scholarship.law.columbia.edu/faculty scholarship/3007
(Accessed on 23 July 2023.)

Crenshaw, K. 1991. Mapping the Margins: Intersectionality, Identity Politics,
and Violence against Women of Color. Stanford Law Review 43,6: 1241 -
1299. https://doi.org/10.2307/1229039

Department of Education 2008. Report of the Ministerial Committee on
Transformation and Social Cohesion and the Elimination of Discrimination
in Public Higher Education Institutions. Pretoria: DOE.
https://www.gov.za/report-ministerial-committee-transformation-and-
social-cohesion-and-elimination-discrimination
(Accessed on 23 July 2023.)

Department of Higher Education and Training 2013. White Paper on Post-
school Education and Training: Building an Expanded, Integrated and
Effective Post-school System. Pretoria: DHET.
https://www.dhet.gov.za/Site Assets/L atest%20News/\White%20paper%20
for%20postschool%20education%20and%20training.pdf
(Accessed on 23 July 2023.)

Department of Higher Education and Training 2020. Annual Report. Pretoria,
South Africa.
https://www.dhet.gov.za/SitePages/Reports.aspx
(Accessed on 23 July 2023.)

Dialogue on Innovative Higher Education Strategies/ Centre for Research on
Evaluation. Science and Technology (DIES/ CREST) 2018. Training
Course for Supervisors of Doctoral Candidates at African Universities,
Stellenbosch University.
https://www0.sun.ac.za/crest/dies-crest-online-training-course/

83


https://www.che.ac.za/publications/vital-stats/vitalstats-public-higher-education
https://www.che.ac.za/publications/vital-stats/vitalstats-public-higher-education
https://www.che.ac.za/publications/vital-stats/vitalstats-public-higher-education
https://www.che.ac.za/publications/vital-stats/vitalstats-public-higher-education
https://scholarship.law.columbia.edu/faculty_scholarship/3007
https://doi.org/10.2307/1229039
https://www.gov.za/report-ministerial-committee-transformation-and-social-cohesion-and-elimination-discrimination
https://www.gov.za/report-ministerial-committee-transformation-and-social-cohesion-and-elimination-discrimination
https://www.dhet.gov.za/SiteAssets/Latest%20News/White%20paper%20for%20postschool%20education%20and%20training.pdf
https://www.dhet.gov.za/SiteAssets/Latest%20News/White%20paper%20for%20postschool%20education%20and%20training.pdf
https://www.dhet.gov.za/SitePages/Reports.aspx
https://www0.sun.ac.za/crest/dies-crest-online-training-course/

Sindi Msimango & Shireen Motala

Fisher, M, V. Nyabaro, R. Mendum. & M. Osiru 2020. Making it to the PhD:
Gender and Student Performance in sub-Saharan Africa. PloS one 1512.
https://doi.org/10.1371/journal.pone.0241915
PMid:33315871 PMCid:PMC7735565

Gu, J., J.S. Levin. & Y. Luo 2018. Reproducing ‘Academic Successors’ or
Cultivating “Versatile Experts’: Influences of Doctoral Training on Career
Expectations of Chinese PhD Students. Higher Education 76,3: 427 - 447
https://www.jstor.org/stable/45116707 (Accessed on 23 July 2023.)
https://doi.org/10.1007/s10734-017-0218-x

Guerin, C. & C. Aitchison 2021. Doctoral Writing and Remote Supervision:
What the Literature Tells Us. Innovations in Education and Teaching
International 58,6: 624 - 634.
https://doi.org/10.1080/14703297.2021.1991429

Gushman, L. 2021. What are the Pertinent Intersections in the Lives of Black
Women at Rhodes University? Rhodes University; Faculty of Humanities,
Politics and International Studies.
https://commons.ru.ac.za/vital/access/manager/Repository/vital: 45047 ?sit
e_name=Rhodes+University (Accessed on 23 July 2023.)

Harpur, P., B. Szucs. & D. Willox 2022. Strategic and Policy Responses to
Intersectionality in Higher Education. Journal of Higher Education Policy
and Management. https://doi.org/10.1080/1360080X.2022.2144790

Harrop, A., A. Tattersall. & A. Goody 2007. Gender Matters in Higher
Education. Educational Studies 33,4: 385 — 396.
https://doi.org/10.1080/03055690701423531

Hlatshwayo, M.N. & K.G. Fomunyam 2019. Theorising the #MustFall Student
Movements in Contemporary South African Higher Education: A Social
Justice Perspective. Journal of Student Affairs in Africa 7,1: 61 - 80.
https://doi.org/10.24085/jsaa.v7i1.3693

Katikireddi, S.V. & J. Reilly 2017. Characteristics of Good Supervision.
Journal of Public Health 39,3: 625 - 632.

Khamis, T. & M. Chapman 2017. Reflections on an Innovative Mentoring
Partnership Facilitators and Inhibitors to Success in Faculty Development.
Journal of Higher Education in Africa 151: 105 — 124.

Kobayashi, S., M. Berge, B.W.W. Grout. & C.@. Rump 2017. Experiencing
Variation: Learning Opportunities in Doctoral Supervision. Instructional
Science 45,6: 805 - 826.
https://doi.org/10.1007/s11251-017-9422-4

84


https://doi.org/10.1371/journal.pone.0241915
https://www.jstor.org/stable/45116707
https://doi.org/10.1007/s10734-017-0218-x
https://doi.org/10.1080/14703297.2021.1991429
https://commons.ru.ac.za/vital/access/manager/Repository/vital:45047?site_name=Rhodes+University
https://commons.ru.ac.za/vital/access/manager/Repository/vital:45047?site_name=Rhodes+University
https://doi.org/10.1080/1360080X.2022.2144790
https://doi.org/10.1080/03055690701423531
https://doi.org/10.24085/jsaa.v7i1.3693
https://doi.org/10.1007/s11251-017-9422-4

Activating Access and Success in Doctoral Studies

Lekgau, P. 2021. The Intersectional Challenges Faced by Women of Colour in
South Africa. Alternate Horizons. https://doi.org/10.35293/ah.v3i.3560
Levecque, K., F. Anseel, A. de Beuckelaer, J. van der Heyden & L. Gisle 2017.
Work Organization and Mental Health Problems in PhD Students. Research

Policy 46,4: 868 - 879.
https://doi.org/10.1016/j.respol.2017.02.008.

Levin, J.S. 2017. Community Colleges and New Universities under Neoliberal
Pressures: Organizational Change and Stability: Neoliberal Pressures.
London: Palgrave Macmillan.

https://doi.org/10.1057/978-1-137-48020-0

Lépez, N., C. Erwin, M. Binder & M.J. Chavez 2018. Making the Invisible
Visible: Advancing Quantitative Methods in Higher Education Using
Critical Race Theory and Intersectionality. Race Ethnicity and Education
21,2: 180-207. https://doi.org/10.1080/13613324.2017.1375185

Lorz. M., S. Schindler & J.G. Walter 2011. Gender Inequalities in Higher
Education: Extent, Development and Mechanisms of Gender Differences in
Enrolment and Field of Study Choice. Irish Educational Studies 30,2: 179-

198. https://doi.org/10.1080/03323315.2011.569139

Mabokela, A.O. 2001. ‘Hear our Voices!” Women and the Transformation of
South African Higher Education. The Journal of Negro Education 70: 204
—18. https://doi.org/10.2307/3211211

Mama, A. 2007. Critical Connections: Feminist Studies in African Contexts. In
Cornwall, A., E. Harrison & A. Whitehead (eds): Feminisms in Develop-
ment. London: Zed Books._
https://doi.org/10.5040/9781350220089.ch-012

Manathunga, C. & J. Goozee J 2007. Challenging the Dual Assumption of the
‘Always/ Already” Autonomous Student and Effective Supervisor.

Teaching in Higher Education 12,3: 309 — 322.
http://dx.doi.org/10.1080/13562510701278658
Manathunga, C. 2017. Intercultural Supervision: The Centrality of Place, Time
and Other Forms of Knowledge. Arts and Humanities in Higher Education
76,1: 113-124.
https://doi.org/10.1177/1474022215580119

Mkhize, Z. & G.E. Idahosa 2021. Intersectional Experiences of Black South
African Female Doctoral Students in STEM: Participation, Success and
Retention. Agenda: Empowering Women for Equity 1 - 13.
https://doi.org/10.1080/10130950.2021.1919533

85


https://doi.org/10.35293/ah.v3i.3560
https://doi.org/10.1016/j.respol.2017.02.008
https://doi.org/10.1057/978-1-137-48020-0
https://doi.org/10.1080/13613324.2017.1375185
https://doi.org/10.1080/03323315.2011.569139
https://doi.org/10.2307/3211211
https://doi.org/10.5040/9781350220089.ch-012
http://dx.doi.org/10.1080/13562510701278658
https://doi.org/10.1177/1474022215580119
https://doi.org/10.1080/10130950.2021.1919533

Sindi Msimango & Shireen Motala

Mkhize, Z. 2022. Is it Transformation or Reform? The Lived Experiences of
African Women Doctoral Students in STEM Disciplines in South African
Universities. Higher Education 86: 637 — 659.
https://doi.org/10.1007/s10734-022-00918-5 PMid:36124010
PMCid:PMC9472719

Moodly, A.L. & N. Toni 2015. Women’s Access to Higher Education
Leadership: Where are the Role Models? Journal of Social Sciences 45,1:
45-52. https://doi.org/10.1080/09718923.2015.11893486

Moodly, A.L 2021. Divergence of Perspectives on Women and Higher
Education Leadership? In Conversation with Men in Leadership. South
African Journal of Higher Education 355: 184 — 203.
https://doi.org/10.20853/35-5-3866

Moshupi, M.M. 2013. Career Development Experiences of Women in Senior
Leadership Positions within Civil Engineering Industry. Master’s thesis.
University of South Africa.
https://uir.unisa.ac.za/handle/10500/10193 (Accessed on 23 July 2023.)

Mouton, J., M. van Lill, H. Prozesky, T. Bailey, M. Duncan, N. Boshoff, C.
Albertyn & R. Treptow 2022. A National Tracer Study of Doctoral
Graduates in South Africa. Department of Science and Innovation
WwWWw.sun.ac.za/scistip/wp-content/uploads/2022/07/National-Tracer-
Study-of-Doctoral-Graduates-in-SA_DSI-approved.pdf
(Accessed on 23 July 2023.)

Najjuma, S.M. 2020. Compassionate Imagination and Respect for Student
Diversity in Effective Doctoral Supervision in African Universities.
Journal of Higher Education in Africa/ Revue de [’enseignement Supérieur
En Afrique 18,2: 99 - 130.
https://www.jstor.org/stable/48645895 (Accessed on 23 July 2023.)
https://doi.org/10.57054/jhea.v18i2.1880

National Planning Commission 2012. National Development Plan 2030 Our
Future - Make It Work. The Presidency, Republic of South Africa.
https://www.gov.za/sites/default/files/gcis_document/201409/ndp-2030-
our-future-make-it-workr.pdf (Accessed on 23 July 2023.)

Nichols, S. & G. Stahl 2019. Intersectionality in Higher Education Research: A
Systematic Literature Review. Higher Education Research & Development
38,6: 1255-1268.
https://doi.org/10.1080/07294360.2019.1638348

Rabe, M. & P. Rugunanan 2012. Exploring Gender and Race amongst Female

86


https://doi.org/10.1007/s10734-022-00918-5
https://doi.org/10.1080/09718923.2015.11893486
https://doi.org/10.20853/35-5-3866
https://uir.unisa.ac.za/handle/10500/10193
http://www.sun.ac.za/scistip/wp-content/uploads/2022/07/National-Tracer-Study-of-Doctoral-Graduates-in-SA_DSI-approved.pdf
http://www.sun.ac.za/scistip/wp-content/uploads/2022/07/National-Tracer-Study-of-Doctoral-Graduates-in-SA_DSI-approved.pdf
https://www.jstor.org/stable/48645895
https://doi.org/10.57054/jhea.v18i2.1880
https://www.gov.za/sites/default/files/gcis_document/201409/ndp-2030-our-future-make-it-workr.pdf
https://www.gov.za/sites/default/files/gcis_document/201409/ndp-2030-our-future-make-it-workr.pdf
https://doi.org/10.1080/07294360.2019.1638348

Activating Access and Success in Doctoral Studies

Sociologists Exiting Academia in South Africa. Gender and Education
24,5: 553-566.
https://doi.org/10.1080/09540253.2011.630313

Social Research Foundation 2023. The Extent of Single Parent Households in
South Africa.
http://sorefo.org/wp-content/uploads/2023/03/SRF-Report-5-2023-Extent-
of-single-parenting.pdf (Accessed on 20 July 2023.)

Sverdlik, A., N.C.L. Hall, L. McAlpine & K. Hubbard 2018. The PhD Expe-
rience: A Review of the Factors Influencing Doctoral Students’ Comple-
tion, Achievement, and Well-Being. International Journal of Doctoral
Studies 13: 361 - 388.
https://doi.org/10.28945/4113
http://ijds.org/Volume13/1JDSv13p361-388Sverdlik4134.pdf
(Accessed on 23 July 2023.)

Thackwell, N., B. Chiliza & L. Swartz 2018. Mentorship Experiences during
Registrar Training: Reflections of Black African Specialists in the Western
Cape. Race Ethnicity and Education, 216: 791 - 807.
https://doi.org/10.1080/13613324.2017.1294572

Unterhalter, E., L. Robinson & M. Balsera 2020. The Politics, Policies and
Practices of Intersectionality: Making Gender Equality Inclusive and
Equitable In and Through Education. Background paper prepared for the
Global Education Monitoring Report Gender Report. (Accessed on 23 July
2023.)

Vilakazi. B. 2016. Close Encounters: Becoming Resilient through Compassion
and Imagination. In Frick, L., P. Motshoane, C. McMaster & C. Murphy
(eds): Postgraduate Study in South Africa — Surviving and Succeeding.
Stellenbosch: African Sun MeDIA.
https://doi.org/10.18820/9781928357247/05

Walker, M. 2016. Aspirations and Equality in Higher Education: Gender in a
South African University. Cambridge Journal of Education 48,1: 123-1309.
https://doi.org/10.1080/0305764X.2016.1254159

Webber, J., S. Hatch, J. Petrin, R. Anderson, A. Nega, C. Raudebaugh, K.
Shannon & M. Finlayson 2022. The Impact of a Virtual Doctoral Student
Networking Group during COVID-19. Journal of Further and Higher
Education 46,5: 667 - 679.
https://doi.org/10.1080/0309877X.2021.1987401

87


https://doi.org/10.1080/09540253.2011.630313
http://sorefo.org/wp-content/uploads/2023/03/SRF-Report-5-2023-Extent-of-single-parenting.pdf
http://sorefo.org/wp-content/uploads/2023/03/SRF-Report-5-2023-Extent-of-single-parenting.pdf
https://doi.org/10.28945/4113
http://ijds.org/Volume13/IJDSv13p361-388Sverdlik4134.pdf
https://doi.org/10.1080/13613324.2017.1294572
https://doi.org/10.18820/9781928357247/05
https://doi.org/10.1080/0305764X.2016.1254159
https://doi.org/10.1080/0309877X.2021.1987401

Sindi Msimango & Shireen Motala

Sindi Msimango

Postdoctoral Research Fellow

Education Faculty

South African Research Chair: Post-secondary Education and Training in
Teaching and Learning

University of Johannesburg

Johannesburg

msimangosn@hotmail.com

Shireen Motala

Chair: South African Research Chair: Post-secondary Education and Training
in Teaching and Learning

Education Faculty

University of Johannesburg

Johannesburg

smotala@uj.ac.za

88


mailto:sindimm@uj.ac.za
mailto:smotala@uj.ac.za

