
OFFICIAL NEWSLETTER OF GAUTENG WOMEN IN INSURANCE   n   VOLUME 23   n   JUNE 2016

We found an interesting article on 
female financial life advisers and 
women in business that touches 
on the pressing issues that affect 
women including salaries, and the 
differentiator between males and 
females. We thought this would be 
relevant to the short-term industry 
and would be an interesting read for 
our GWII readers.

Elizabeth McCourt, president of 
McCourt Leadership Group, a 
coaching and consulting firm 
in Westhampton Beach, New 

York, says she wanted the truth when 
she went asking female advisers about 

how they were treated in the wealth 
management business, and how they 
can assist other women in becoming 
financial advisers. 

A theme that emerged
The theme that emerged was this: all 
of these ambitious financial advisers 
just happened to be women and want-
ed to be recognised more for their 
success as business people rather than 
breaking through glass ceilings. 

“Most of the women agreed that overt 
sexual innuendo or harassment was 
a thing of the past, or at least that it 
wasn’t an issue made in front of them. 

The exception came from one woman, 
who told me a funny story about a 
conference she attended and was 
asked by a man if she could clear his 
plate. Once she told him she was the 
keynote speaker, he was both embar-
rassed and apologetic,” she said.

Being the breadwinner
When it comes to money matters 
McCourt says many women say they 
understand that most prefer the salary 
model, and several who were inter-
viewed pointed out stronger appren-
ticeship efforts, where assistants make 
their way up to adviser positions that 
include base salaries. 

“The young adviser I spoke to started 
on her team as a registered assistant 
with additional responsibilities. She 
obtained her Certified Financial 
Planner designation, and is now 
working less for a salary and more 
for commissions. I asked her why she 
didn’t go to full commission in her 
partnership when her team moved, 
and she explained she needed the 
security of being the breadwinner in 
her marriage. She couldn’t afford the 
risk of commissions,” she says. 

“A more experienced adviser pointed 
out that the commission-based ap-
proach is, how you make the most 
money, and that women need to, 
wake up because you’re investing in 
yourself,” says McCourt.

Mentorship at its best
“I have found that many of the 
women I spoke with are particularly 
skilled at developing deep authentic 
relationships, and not just with cli-
ents, but with more seasoned finan-
cial professionals,” McCourt says.

“Those who found partnerships that 
included mentors say the experi-
ence was a pivotal moment in their 
careers.   >>>
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The women who do the mentoring highly 
recommend it for success. 

“How to find a mentor is another story. 
In some firms, mentoring is encour-
aged among women advisers. There are 
special women’s forums and conferences 
where there is opportunity to share 
ideas and support other females. Some 
firms are providing coaching programs 
to assist with development as well,” she 
continues.

Speak up to be heard
McCourt believes women do process in-
formation differently than men, she says, 
“a top Edward Jones’ adviser told me, 
so we lose women because firms aren’t 
having a frank discussion about how suc-
cess in the financial advisory business can 
affect families. It’s not an easy business 
and takes a lot of hard work and commit-
ment, she said, however, the payoffs are 
great both financially and the impact you 
can make in client’s lives.” 

McCourt believes encouraging women to 

gain confidence and embrace what these 
women describe as a wonderful career 
needs to start early. 

No choice but to succeed
McCourt asks, “What other career can 
provide both the financial capability and 
flexibility to work around your family’s 
schedule? With 23% of CFPs now ob-
tained by women, clearly there remains 
a strong growth area for wirehouses, 
regionals and independent firms.” 

With a CFP and relationship skills, Mc-
Court says these women can be poised 
for success if they only get the right 
encouragement from the wealth man-
agement industry. “It’s about creating 
career paths that make sense to women, 
including professionalising the role of the 
sales assistant beyond that of a secre-
tarial position.” 

“Still all agree that financial firms have 
a long way to go to get a percentage of 
women that reflects the real world,” says 
McCourt

 
 

Statistics released by the South African 
Department of Basic Education in March 
2015 puts the total number of pupils en-
rolled at public and private schools across 
the country in 2013 at just over 12 million. 

The total number of Grade 12 learn-
ers totalled just over 4.5 million. 
That is 4.5 million new job seekers 
and prospective recruits with most 

unsure which direction to move into or 
what the ideal career entails. 

A few misconceptions
There are a few misconceptions about the 
insurance industry and the kinds of careers 
it can offer. 

Many misconceive it to be about cold call-
ing clients, door to door selling of life or car 
insurance and processing of boring paper-
work, when in fact it is the very opposite. 

Very few people understand that a career in 

the field of insurance, besides underwriting 
and claims processing, encompasses many 
disciplines.

Tackling the problem head-on
Considering a career in Contact Centres, or 
“Telemarketing” as it was previously known, 
does not seem to top the list of many new 
recruits due to the negative stigma attached 
to the industry. 

Most view this as an industry and career 
with long hours and relentless targets and 
no real opportunity for growth or develop-
ment. Somewhere between graduation 
and recruitment there seems to be a very 
real disconnect and lack of information and 
awareness about the Contact Centre indus-
try and the services that it provides.

Addressing this negative stigma and raising 
the bar for the Contact Centre industry is a 
challenge that the Contact Centre Manage-
ment Group (CCMG) and award winning 

 
 

Barbara Knight, Board Member from CCMG. 



Contact Centre provider, Innovation Group, 
committed to tackle head on.

“The CCMG World of Work initiative aims 
to expose learners to an authentic contact 
centre environment and to create an aware-
ness of the career options and support 
services that are available within the dif-
ferent streams of business namely: human 
resources, administration and operations to 
analytics, finance, IT, marketing, sales and 
even management,” pointed out Barbara 
Knight, Board Member from CCMG. 

Creating a platform
The CCMG partnered with Innovation 
Group, and hosted 15 learners from Matla 
Combined School on 30 and 31 March 2016 
during the school holidays to ensure that 
the curriculum and planned teaching was 
not disrupted. 

The learners were offered the opportunity 
to experience the life of an employee, while 
learning about the inner workings and ca-
reer opportunities within the contact centre 
environment. The hope is to instil eagerness 
in the students and to show them the very 
real careers to consider and to encour-
age the educators to endorse corporate 
employment as a life trajectory, particularly 

in Contact Centres.

“The CCMG World of Work Project pro-
vided learners with an authentic learning 
experience where they were expected to 
actively participate in group discussions and 
complete a portfolio of work with targeted 
questions that focused on functional re-
quirements of each area; the set-up of a call 
centre environment; entry level salaries and 
company benefits; roles and responsibilities 

and department dependencies to name a 
few,” says Knight.

“This challenged their interpersonal com-
munication skills, critical thinking and prob-
lem solving skills, a daily skill which is used 
within the contact centre environment. This 
will assist learners to develop strong work 
ethics, understand and manage diversity 
challenges and communicate assertively in 
achieving working goals which will comple-
ment their requirements for success in their 
matric year,” concludes Knight.

The CCMG have committed to enter the 
names of participating students in their 
database and where learners display a high 
level of work ethic and successful comple-
tion of the portfolio, they may enter into 

learnership opportunities in 2017, should 
they become available. 

Provide structured support
Knight believes that corporate organisation 
can play a huge role in creating a realistic 
environment for prospective matriculants. 
This will allow the learners to understand 
the dynamics that play out during an inter-
view process, and the business acumen that 
is required.

Liz Willson, Assistant Executive for In-
Touch at Innovation Group articulated that 
together, as an industry, we can provide 
structured support and ongoing coaching 
to the learners and the educators in order 
to ensure that they have a strong sense of 
commitment and support.

“This behaviour is a term used to describe women executives that 
may, after reaching senior positions, alienate other women and 
hence prevent more junior women from advancing through the 
ranks,” says Dr Babita Mathur-Helm, senior lecturer in Diversity 
Management, Leadership and Gender Studies at the University of 
Stellenbosch Business School (USB). 

Belittling female subordinates
Women with queen bee syndrome, according to Wikipedia, hope 
to fit in with their male counterparts by adhering to the cultural 
stigmas placed on gender in the workplace. 

Belittling female subordinates allows queen bees the opportunity 
to show more masculine qualities, which they see as more cultur-

ally valuable and professional. By 
showing these supposedly impor-
tant masculine qualities, queen 
bees seek to further legitimise their 
right to be in important professional 
positions as well as attaining job 

 

The ‘queen bee’ syndrome according to Wikipedia, describes a woman in a position of authority who may 
view or treat subordinates more critically if they are female. 

security by showing commitment to their professional roles.

Helm says these women in executive positions might become very 
protective of their own power base and jealous of sharing it with 
others. “The corporate environment is extremely competitive and 
even hostile. The queen bee syndrome is something very new in 
South Africa; it may have been happening, but it has not been 
researched effectively.”    >>>



Demystifying the myth
One study argues that the queen bee syn-
drome –displayed by leading professional 
women who keep other females out – is a 
myth. 

The syndrome has no basis in reality, 
researchers at Columbia Business School in 
New York have concluded. In fact, the real 
reason for the shortage of women in top 
positions may be down to men still clinging 
on to control, according to their findings. 

The academics studied top management 
teams at 1 500 companies over a 20 year 
period; they found that far form stopping 
women climbing the career ladder, a female 
chief executive was more likely to appoint 
women in senior positions. 

The study concluded that the most likely ex-
planation for the failure of more women to 
break the glass ceiling was a desire among 
men to keep them out of the boardroom. 
“Women face an implicit quota, whereby 
firms seek to maintain a small number of 
women on their top management team, 
usually only one,” the authors concluded.
 
Barriers for women
Helm identifies two major challenges that 
may affect gender diversity in the South 
African workforce:

1. Women may face barriers such as social 
stereotypes and prejudices, which is 
part of the culture of the organisation, 
and sometimes creates huge barriers for 
women to progress in their jobs.

2. Another barrier that women may face is 
the so-called glass ceiling, which is a very 
structured kind of approach towards 
women’s career progression. It also ham-
pers their growth because glass ceilings 
do not allow women to progress into 
senior positions.

Overcoming challenges
“Besides these three challenges, there 
might be other barriers too that women 
encounter in the world of work. These are 
related to race, gender, nepotism, legisla-
tive support for certain racial groups only, 
old boys’ clubs and networks, lack of female 
role models and mentors and personal 
limitations,” says Helm.

Her advice to overcome this is to:
1. Get more women into leadership roles, 

succession planning, talent pools, career 
development programmes and job shad-
owing for potential women executives 
and senior managers would be options 
to consider;

2. Create long-term, sustainable structures 
and put systems in place to create con-

ducive work environments for women to 
progress; and

3. Focus on specifically preparing women 
precisely for leadership positions 
through training and guidance. While 
climbing the corporate ladder women 
should be provided with the mentorship 
and guidance needed to take on the 
leadership roles, and not just be offered 
only technical support.

Sources
•	 https://en.wikipedia.org/wiki/Queen_bee_syn-

drome
•	 http://www.bizcommunity.com/Arti-

cle/196/610/144475.html#topstory
•	 http://www.telegraph.co.uk/news/science/sci-

ence-news/11657832/Queen-Bee-syndrome-is-
a-myth-women-do-help-each-other-rise-to-top.
html

Real life experiences
*Ella May, who has been in a senior man-
agement position for 10 years, believes the 
queen bee syndrome may exist.

“I come from an industry that has many 
female executives who don’t recognise 
or encourage their subordinates. They 
are threatened by their suggestions and 
performance.

“Being a manager, my perspective is totally 
different in that I treat my staff as equals, as 
my success is based on their hard work and 
achievements.

“Mine is a participative management style, 
where all concerned are encouraged to 
make a contribution and a difference. The 
pressure of being in a management position 
is slightly higher for a woman than a man – 
it’s in women’s nature to give it their all as a 
means to outdo their male counterparts.

*Tracy George, a junior employee for four 
years agree.

“When some women fight so hard to get 
to the top, they may push others out of the 
way. They may be intimidated by female 
employees who could be on a par or even 
stronger than them.”

“At a previous job I was constantly told 
that ‘I am there for you, I will help you’, but 
when it was needed, it fell on deaf ears. I 
later learned it was ultimately my manager 
that was putting me down. I eventually left. 
I could never understand why my manager 
could not support me. If we smash the 
syndrome, just as a queen bee can smash 
through the glass ceiling, we can beat it.

“As much as you do get queen bees, there 
are supportive female managers out there 
who will help their staff succeed and grow 
in their jobs.”

*Names have been changed to protect the 
speakers’ identities.

Source
http://www.iol.co.za/lifestyle/people/women-
who-hold-others-back-2026742

 



According to Angelique Arde, a 
senior reporter for independent 
newspapers in personal finance 
the elements mentioned above 

compromise their money related prosper-
ity. So what’s a lady to do? Here are five 
proposals Arde recommends:

n Boost your income
Debbie Marshall, a human resources 
consultant, says the best time to have a 
conversation with your employer about 
your salary is when you have your annual 
performance review or when your salary is 
increased annually. 

“Go into the meeting armed with facts; 
the discussion must be around your 
contribution relative to your peers and the 
value that you add to the company,” says 
Marshall.

Logie Govender, a Certified Financial Plan-
ner (CFP) and the regional manager at NMG 
Retirement Funds says, “The bigger picture 
is loss of earnings. If you earn 

R15 000 a month and you’re earning 25% 
less than you should be, you’re losing 
R5 000 a month, or R60 000 a year.” 

Soré Cloete, a CFP and senior legal adviser 
at Old Mutual, says any extra income should 
go first to paying off expensive debt (per-
sonal loans, an overdraft, and credit card 
and store card debt), and then be chan-
nelled into a savings vehicle such as a retire-
ment annuity (RA). 

n Cover your risks
Govender says you should consult a quali-
fied financial adviser, who can help you to 
analyse your financial goals and address any 
shortcomings in your financial plan.

“An adviser should check the benefits on 
any cover you have taken out, as well as 
whether your company-sponsored retire-
ment fund provides group risk cover. The 
adviser should also determine whether you 
are under- or over-insured for death or dis-
ability relative to you and your dependents’ 
needs,” says Govender

n Save, save, save
“Saving for retirement is particularly 
important for women, because we have a 

longer life expectancy than men,” says 
Arde.

“We need to find the money to save. Start 
by taking stock of what you are spending 
your money on. Even if it means you write 
down every single expense, do it. There 
are apps and computer programs that can 
analyse your spending for you. Once you 
have a clear idea of what you spend mon-
ey on, you can begin a budgeting exercise 
to determine what expenses are essential 
and what you can cut,” Cloete says.

“Compound interest is interest on inter-
est. The longer you invest, the better your 
returns will be. For example, if you saved 
R1 000 a month for 10 years from age 
24 and then stopped completely, never 
saving a cent again, you would have R2.5 
million at age 60. If, however, you started 
saving R1 000 a month from age 35 until 
you turned 60, you would have only R1.4 
million at retirement, based on the same 
returns. In spite of the fact that you saved 
for longer – 25 years versus 10 years – 
you never enjoyed the effect of com-
pound interest, which gets more powerful 
the longer the investment term,” says 
Cloete.

n Check your mate
If you are married or living with your partner, 
you need to know about your partner’s finan-
cial affairs, says Cloete.

“If you are not married, but in a relationship 
and your relationship is not governed by the 
Marriage Act, you must have an attorney 
draw up an agreement that protects your 
financial interests in the event of your part-
ner’s death or if the relationship fails,” says 
Cloete.

Govender says women have a tendency to 
defer to their spouses. When women leave all 
money decisions to their husbands, it renders 
them vulnerable in the event of death or 
divorce.

n Your will be done
Most women don’t draft a will or know what 
the impact will be if their partner or spouse 
dies without leaving a will that provides for 
them, Angelique Visser, the director of Baraza 
Wealth and a national councilor for the Fidu-
ciary Institute of Southern Africa, says. 

If a single person dies without a will, her 
estate will pass to her children, and if she 
doesn’t have children, to her parents, and 
failing that, to her siblings, Visser says.
If she is in a relationship, the type of relation-
ship will determine if she will be allowed 
to inherit when her partner or spouse dies 
without a will, Visser says.

Cloete says that if your will is poorly drafted, 
the execution of your will after you die will 
become tricky, particularly if you have de-
pendents. 

 
 

Ladies acquire less, all things considered, than their male partners. They 
require significant investment out from their vocations to care for kids, and 
commonly live longer than men. 



Fresh Smoothie for Glowing Skin
Smoothies filled with healthy, natural ingredients 
assist the body in fighting bacteria and also provide 
antioxidants that create glowing skin. 

The following recipe includes lemon and celery for 
detoxifying, an apple for anti-inflammatory proper-
ties, ginger as an antiseptic and digestion aid, and 
cucumber and greens for added silica for strong 
hair, nails and skin. 

Here is a quick recipe for an on-the-go woman:
• 1 cup of fresh Kale
• 1/2 cup of peeled and cut cucumbers
• 1/2 cup of chopped celery
• 3/4 inch of peeled, fresh ginger
• 1/2 cut apple
• 1/2 cup water
• Juice from half a lemon

Blend and enjoy! For a creamier smoothie, use a 
milk substitute such as coconut milk or almond 
milk instead of water.

Body Moisturizer
A great at home body moisturizer is coconut oil. 
Coconut oil is known to have anti-aging proper-
ties, rich protein to aid rejuvenation, vitamin-E for 

healthy skin growth and repair, and saturated fats 
for moisture retainment and toning. It’s best used 
immediately after a shower or bath while pores are 
open.

Body Scrub
It’s important to use a more gentle scrub on the 
face (see next recipe) and a more exfoliating scrub 
for the body. Many people come out of the winter 
months with dry elbows, knees and hands. The 
following is an ideal scrub to restore lost moisture 
and elasticity.
• 1/2 cup of Epsom salts
• 2/3 cups of heated coconut oil or olive oil
• 1 teaspoons of vanilla extract (or any essential oil)

Mix ingredients together and allow to cool. Store in 
a sealed glass container for future use.

Facial Scrub
With winter here, it’s important to exfoliate the skin 
and body to slough off the dead skin of winter and 
reveal new healthy skin for the season ahead. 

Use this at-home facial exfoliator to aid with skin 
renewal as needed. The yogurt will aid in dissolv-
ing dead skin cells, the lemon provides astringent 
properties to aid with blemishes, the caffeine in 

the coffee will reduce skin swelling, and the coconut oil seals the face with 
healthy moisture.
• 1/4 cup of regular Greek yogurt
• 1/2 tablespoons coffee grounds
• 1/2 tablespoon fresh lemon juice
• 1/2 tablespoon melted coconut oil

Mix ingredients together. Apply generously to face using a circular motion 
and let set for 15 minutes or until dry. Rinse with warm water.

Article by Ashely Petroskey
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