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Foreword

]
MR MASHWAHLE DIPHOFA

In 2007, the Public Service Commission (PSC) released a report titled ‘Gender Mainstreaming initiative in the Public
Service’. This was one of a few reports that provided information on what was being done in the public service to
change the historically patriarchal work environment to one that was conducive to the employment, retention and
empowerment of women for gender equality. Since then, there has not been much knowledge generated through
reports to show the link between improvement in women’s programmes or gender mainstreaming in the public
service and the concerns that the report raised. This report seeks to deliberately create this link so that women’s
empowerment programmes can improve and transformation can be realised in the public service.
A survey was electronically conducted with no face to face contact with departments. In instances were
departments had to report on certain policies and frameworks, departments were not asked to include evidence
of such documents. The scope of the survey was all national and provincial departments. Of the 141 departments,
66 responded which gave a sample of 47%.
A key finding of the report was that there was no common understanding of gender mainstreaming in the public
service and recommended amongst others that: 1)The DPSA must create a national framework to effect a more
enabling environment that recognises the importance of providing social benefits to families, 2) and must ensure
compliance from all departments and be more rigorous in the monitoring thereof, 3) Senior Managers must have the
necessary knowledge and understanding of gender mainstreaming, 4) provide the necessary leadership and overt
support to the Gender Focal Point (GFP), that accountability for gender mainstreaming must be driven by Heads
of Department (HOD), 5) SAMDI (now known as Public Administration Leadership and Management Academy
(PALAMA) must develop the necessary training programmes to equip Senior Management Service (SMS), GFP and
other relevant role players with the knowledge, understanding and requisite tools to effectively implement gender
mainstreaming.
In response to some of the report recommendations, the DPSA developed tools to improve the mainstreaming of
gender. These include: HODs 8-Principle Plan of Action for Promoting Women’s Empowerment and Gender Equality
within the Public Service Workplace which was launched in 2007 and the Gender Equality Strategic Framework
for the Public Service that became operational in 2009. We are currently finalising a policy on the Management
and Prevention of Sexual Harassment in the Public Service. Details of what individual departments have done are
in the report which I hope you find interesting and useful. PALAMA, with support from the Canadian International
Development Agency (CIDA) developed a Gender Mainstreaming Course which was rolled out in 2008. To date, 2
802 officials have attended the training.
The findings show that by and large, departments have since developed gender policies/strategic frameworks
and those that do not have policies are either in the process of drafting or finalising them. Regarding institutional
mechanisms, there are very few departments nationally and provincially that have made provision for exclusive
Gender Units, Gender programmes are grouped with other programmes such as youth development, disability,
HIV/AIDS, and the Employee Assistance Programme, etc. The location of gender units differs from one department
to another with most of them located in Corporate Services.
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With regard to introducing measures to create an enabling environment for women and men with small children,
progress is not good. For example, less than five national and provincial departments have child care facilities on
site, most travel policies do not cater for the needs of employees with small children and an even smaller number
of departments have flexi-time policies. On the positive side, departments have made significant headway in
the development of sexual harassment policies despite the absence of an overarching public service sexual
harassment policy which the DPSA is currently developing as part of the 2012/13 financial year outputs.
Whilst most departments have developed capacity building interventions within the prescribed frameworks;
targeted interventions for the development of women (especially employees) were not easy to establish. Bursaries,
internships and development programmes for women in middle-senior management were cited consistently but
not much was reported on Mentorship/Coaching Programmes which are key to the empowerment of women.
Finally, Gender Budgeting and disaggregation of data across departments proved to be areas that require
attention in future. Issues raised under recommendations are very important and will form part of our planning
for gender in the coming year. I trust that departments will use this report to improve their planning for the
coming years so that the Public Service can be truly transformed into a democratic, non-racist and non-sexist
workplace.
I hope that this report will serve as a useful tool which will contribute towards existing and yet to be developed
supporting measures that will enable the Public Service to mainstream gender issues into the core business of
government.

.............................................
MR MASHWAHLE DIPHOFA
DIRECTOR GENERAL
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EXECUTIVE SUMMARY
Gender Mainstreaming in the Public Service is under reported as there is not a lot of literature in the area. Since the
2007 Public Service Commission (PSC) report, there has not been any knowledge generated regarding improvements
on the concerns that the report raised then. In 2007, the PSC released a report titled Gender Mainstreaming initiative in
the Public Service and the findings showed that there was no common understanding of gender mainstreaming and
recommended that:
• DPSA must create a national framework to effect a more enabling environment that recognises the importance
of providing social benefits to families.
• DPSA must also ensure compliance from all departments, and be more rigorous in the monitoring thereof.
• Senior Managers must have the necessary knowledge and understanding about gender mainstreaming and
provide the necessary leadership and overt support to the GFP.
• Accountability for gender mainstreaming must be at the level of HOD.
• GFP must be capacitated to drive gender mainstreaming in departments and must have the necessary
competencies to carry out this task effectively.
• SAMDI (now known as PALAMA) must develop the necessary training programmes that will provide the SMS and
GFP and other relevant role players with the knowledge, understanding and requisite tools to effectively
implement gender mainstreaming.
• A toolkit on the “how” of gender mainstreaming must be developed that departments can use as a checklist and
a guide to gender mainstreaming
• OSW (now known as Ministry for Women, Children and People with Disabilities) must have the necessary capacity
to mentor and support GFP and departments in their efforts to mainstream gender. If this is not possible then an
approved agency should be contracted to provide this service to departments to have the necessary competencies
to carry out this task effectively (PSC, 2007:53-54).
In response to the PSC reccommendations the DPSA developed and institutionalised the HODs 8-Principle Plan of Action
for Promoting Women’s Empowerment and Gender Equality within the Public Service Workplace which was launched in
2007, and the Gender Equality Strategic Framework for the Public Service which became operational in 2009.
PALAMA, with the support from the Canadian International Development Agency (CIDA) developed a Gender
Mainstreaming Course which was rolled out in 2008. Up to now, 2 802 officials have attended the training. Of those, 558
were from level 1-8, 1 395 MMS, 837 SMS and 12 were persons with disabilities.
In an attempt to establish the extent of Gender Mainstreaming in the Public Service, the DPSA conducted a survey and
produced this report which will provide Public Servants and other role players with a summary of what exists in different
departments and to learn more on what others have reported upon in the basic areas covered in the report. The report
also investigates the extent to which the recommendations of the PSC were implemented by different departments. It
is the intention of the DPSA to further explore issues raised in the report through the continuous Gender Audit process on
selected departments to determine finer details of measures introduced to bring about gender transformation in the
Public Service. The information will in the long run be beneficial in determining areas that will require further multi-sectoral
collaboration to address barriers identified and bolster those areas that have shown progress.
The report reveals that in general, departments have developed gender policies/strategic frameworks and those that
do not already have policies are in the process of drafting or finalising them.
On institutional mechanisms there were very few departments nationally and provincially that had made provision for
Gender Units. Overall, gender programmes were handled along with other programmes such as youth development,
disability, HIV/AIDS and the Employee Assistance Programme, etc. The location of gender units differs from one
department to another; it appeared that Corporate Services was the most preferred location.
Very small and unsteady steps had been taken to make the Public Service workspace more enabling for women. For
example, less than five national and provincial departments reported having child care facilities on site, most travelling
policies did not cater for the needs of employees with small children and a patchy number of departments had flexi-time
policies. On the positive side, departments had made a significant headway in the development of sexual harassment
policies despite the lack of existence of the public service sexual harassment policy (which is developed as part of the
2012/13 financial year).
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While most departments had developed capacity building interventions within the prescribed frameworks; targeted
interventions for the development of women (especially employees) were tricky to fully establish. Bursaries, internships and
development programmes for women in middle-senior management were cited consistently, but it is interesting to note
that it did not translate into the development of women at MMS levels to fill equity gaps at SMS levels. Mentorship/Coaching
Programmes for the empowerment of women do not seem to be popular in the Public Service.
The practice of gender budgeting seems to be an area that requires attention to help understand public service resource
allocation in the future.
Recommendations are therefore made to deal with the gaps:
• DPSA will advise departments on structures to deal with gender issues, but with the understanding that departmental
mandates should determine the level of the person who heads the unit.
• The Gender Unit should be located in the Office of the DG.
• PALAMA should develop a Gender Budgeting course for senior managers in the Public Service.
• Gender issues should form part of management meetings and Gender Focal Persons should sit at these meetings.
Every Line manager should report what gender impact has been registered in their programmes.
• All departmental reports should give gender disaggregated data.
• Attendance of the PALAMA gender mainstreaming course should become compulsory before confirmation of probation
for all newly appointed employees in the Public Service, more especially senior managers.
• HODs/DGs should be assessed quarterly on the achievement of gender indicators.
It is hoped that the report will serve as a useful tool which will contribute towards existing and yet to be developed supporting
measures that will enable the Public Service to mainstream gender issues into the core business of government.
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CHAPTER 1: INTRODUCTION
1.1 Background
In 1997, the United Nations (ECOSOC) defined gender mainstreaming as:
“The process of assessing the implications for women and men of any planned action, including legislation, policies
or programmes, in all areas and at all levels. It is a strategy for making women’s as well as men’s concerns and
experiences an integral dimension of the design, implementation, monitoring and evaluation of policies and
programmes in all political, economic and societal spheres so that women and men benefit equally and inequality
is not perpetuated.”
Gender mainstreaming as an approach towards realising gender equality and promoting women’s empowerment
was facilitated by international frameworks such as the Convention on Elimination of All Forms of Discrimination against
Women (CEDAW), the Beijing Conference on Women (BPA) and the Millennium Development Goals (MDGs).
CEDAW was adopted by the UN General Assembly in 1979 and South Africa ratified it in January 1996. It is the most
comprehensive and detailed international agreement on women’s human rights. It establishes rights for women in
areas not previously subject to international standards, most notably in personal and family life. It is based on three
main principles: the principle of equality, the principle of non-discrimination and the principle of state obligation. All
three are essential for gender mainstreaming.
The fourth international conference on women which took place in Beijing in September 1995 was notable for placing
great importance on gender mainstreaming in development cooperation. The Platform of Action upholds the CEDAW
and builds upon previous strategic frameworks and policy commitments at international level.
There are twelve concerns that the Beijing Platform of Action addresses and requires governments to periodically
report on. These include alleviation of poverty, female education, combating violence against women ...etc. All
countries are requested to produce National Programs of Action (NPA) which set out their strategies and programs
for implementing the commitments made at Beijing. These NPAs can be an important source of data, and a basis of
policy dialogue for government.
South Africa as a signatory to the international instruments on gender endorsed the strategy through South Africa’s
National Policy Framework for Women’s Empowerment and Gender Equality, which became operational in the
year 2000. The national gender policy framework describes mainstreaming as “a process that is goal oriented. This
process recognises that most institutions consciously and unconsciously serve the interests of men and encourages
institutions to adopt a gender perspective in transforming themselves. It promotes the full participation of women in
decision-making so that women’s needs move from the margins to the centre of development planning and resource
allocation”.
The Department of Public Service and Administration has introduced measures aimed at accelerating the process
of gender mainstreaming in the Public Service. These include the introduction of the HODs 8-Principle Plan of Action
for Promoting Women’s Empowerment and Gender Equality within the Public Service Workplace (hereinafter referred
to as HODs Gender Equality Action Plan Principles) which was launched in 2007 and the Gender Equality Strategic
Framework for the Public Service which came into effect in April 2009.
In 2007 the Public Service Commission produced a report on Gender Mainstreaming Initiation in the Public Service.
The report indicated that there was “a strong representation of women in national and provincial departments. The
challenge to institutions in the Public Service was to change their culture in order to be more responsive to the needs
of women civil servants.
In order to mainstream gender in programmes and related activities a number of steps are essential. These include
1) obtaining statistics disaggregated by sex and qualitative information on the situation of women and men 2)
conducting gender analysis to show differences with regard to the gendered division of labour, access to and control
over resources, participation rates, decision making powers, legal basis for gender equality/inequality, political
commitments with respect to gender equality and the culture, attitudes and stereotypes which affect all these issues.
An analysis of gender issues must also recognize the other diversity issues which affect all members of society, such
as age, ethnicity and socio-economic conditions. Neither women nor men constitute a homogeneous group. 3)
Adopting a conceptual framework for mainstreaming gender in all phases of projects 4) Adopting gender sensitive
monitoring and evaluation system to measure the extent to which gender equality objectives are met and changes
in gender relations are achieved.
A number of departments, nationally and provincially, had made considerable progress in gender representativity at
the senior management levels while others had made little or no progress.
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In general the empowerment of women is not happening in any significant or meaningful way in departments. Apart from
general policies and practices that affect all staff, there are no specific programmes that recognise women as a separate
interest group with specific interests and needs. This includes issues related to recruitment, training and addressing the
practical needs of women. Participants at senior management level argued that the predominantly male culture has
made it difficult for their voices to be heard.
Through this report, the PSC would like to believe that it has finally put to rest the notion that gender mainstreaming is all
about setting and achieving numerical targets. There is still much to be done to ensure the empowerment of women
in the workplace. Putting policies and processes in place is but one strategy that needs to be strengthened. Of more
importance is to change attitudes and thereby create the commitment to operationalise such policies and processes in
practice (2007).

1.2 Purpose of the report
The aim of this report is to demonstrate what the current status is in terms of gender mainstreaming in government
departments. In some cases it will also provide information on whether departments responded to the gaps identified by
the PSC.
The report will provide information on Gender Mainstreaming and specific interventions by departments where relevent.
It will therefore:
• Provide the baseline information on gender mainstreaming in the Public Service by focusing on critical building blocks
(such as Policy Initiatives, Institutional Mechanisms, Enabling Environment measures and Budgeting).
• Inform DPSA on areas needing strengthening on gender mainstreaming in the Public Service.
• Provide a reference source on gender mainstreaming in the Public Service.

1.3 Mandate of the DPSA
The Department of Public Service and Administration draws its mandate from Section 195(1) of the Constitution which
sets out basic values and principles that the public service should adhere to, and the Public Service Act (PSA) of 1994, as
amended.
In terms of the Outcomes Based service delivery approach, the DPSA is responsible for outcome 12 which is “to create an
efficient, effective and development oriented Public Service and an empowered fair and inclusive citizenship”.

1.4 Structure of the report
CHAPTER ONE: The introduction will deal with the background, purpose, DPSA’s mandate, structure of the report,
methodology used to source information, limitations and the scope of the survey.
CHAPTER TWO: This chapter will provide a summary of the findings of national and provincial departments’ responses to
the questionnaire provided to them.
CHAPTER THREE: Will present the statistical overview of departments that submitted their responses nationally and per
province.
CHAPTER FOUR: Will provide the main findings and recommendations
CHAPTER FIVE: Will conclude the report

1.5 Methodology
The method used to gather information was through a questionnaire containing a list of 32 questions that was submitted
to all national and provincial departments through a circular. The closing date for the submission of the reports was the
30th September 2011. The questions covered five focus areas with 22 questions out of the 32 requiring yes or no responses
and the remaining 10 requiring substantiating comments to the yes responses.
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A few departments were contacted to clarify some of the information supplied. Inputs from departments were not verified
as the second phase of the project will focus on verification in the 2012/13 financial year.

1.6 Limitations
Departments were not asked to produce evidence in the form of documents. In the absence of evidence to
validate the responses, the validity of the findings cannot be confirmed.
In some cases discrepancies were noted, more especially in the existence of aligned polices.
Lack of disaggregated data in questions that asked for beneficiaries of certain programmes made conclusions
difficult.

1.7 Scope
Out of the 141 departments both nationally and provincially, a total of sixty six reports were received. What was
also disappointing was that reports from Offices of Premier were submitted by only the Western Cape, KwaZulu
Natal and the North West. Offices of Premier are expected to coordinate gender programmes in their provinces
and this requires them to lead by example.
Table 1
List of National and Provincial Departments that submitted Questionaire
Province & National
Departments

Total number of
Departments

Number Received

Report from Office of the
Premier

National Departments

40

20

Western Cape

13

6

Yes

Eastern Cape

13

4

No

Free State

12

3

No

Gauteng

12

2

No

Kwa Zulu Natal

15

10

Yes

Limpopo

13

3

No

Mpumalanga

12

9

No

North West

13

5

Yes

Northern Cape

13

4

No

NB: KwaZulu Natal and Mpumalanga provinces submitted the highest responses.
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CHAPTER 2: SUMMARY OF FINDINGS
The summary of findings will be discussed under the headings that were used in the questionnaire.

2.1 Gender Strategic Frameworks/Policies
Gender Equality
Policies/Strategic
Frameworks

Most departments had developed guiding documents on gender mainstreaming
• 11 national and 19 provincial departments had approved gender strategic frameworks/policies
• Some approved as early as 1998 with the latest in 2011
• 2 national and 7 provincial departments had draft gender strategic frameworks/policies.
• 7 national and 19 provincial departments did not have gender strategic frameworks/policies.

Alignment with
DPSA’s Gender
Equality Framework
for the Public Service

• 5 national and 17 provincial departments had policies that were aligned with the Gender Equality
Strategic Framework for the Public Service
• However, looking at the date of approval of some, it was unlikely that they had been aligned
as they were developed long before the Gender Equality Strategic Framework of the Public Service
came into existence

Comment:

• The authenticity of findings will be verified in the next phase of the project
• Departments had adopted different variations in developing their policies/strategies,
some only developed theones that are externally focused and did not have the internally
focused policies/strategies.
• Others covered additional areas such as youth development.

The second phase of this project will focus on investigations to determine if there are challenges for those departments who
have not yet developed policies/strategies 12 years after the call for their development has been made.

2.2 Institutional Mechanisms
Gender units

Departments

Existence

• 13 national and 31 provincial departments had Gender Units
• 5 national and 31 provincial departments did not have Gender Units

Location

• Some departments, with no Gender Units, had incorporated these functions in the job
descriptions of other employees, especially Special Programmes Officers and Human
Resources Practitioners
• For departments that reported having Chief Directorates or Directorates, they did not
exclusively focus on gender.
• They handled additional programmes such as youth development, disability, children’s rights,
older person’s rights, HIV/Aids Batho Pele, Employment Equity, Employee Health and
Wellness, Human Resources Management, etc.

Levels of people
responsible for units

• Staffing levels (including support staff) in components dealing with Gender were not the same
across all departments.
• A large number of people identified as having responsibility for gender issues were Assistant
Directors and Deputy Directors. In few instances, Directors and Chief Directors are identified
as being responsible.

Location

• 1 national and 6 provincial departments reported that the Gender Units are located in the
Office of the HOD
• Other units were located in Offices of the MEC (eg. 2 departments: Eastern Cape and North
West Province.)
• Although some Units were located in offices the HODs, they did not exclusively focus on gender
and some of them were only identified as sub-directorates. A large number of departments
reported that Gender Units are located in Corporate Services

Comment:

• The implication for offices that are doing all other things is that one of these programmes
suffers. The location at corporate services results in gender programmes being restricted to HR
issues in relation to training and recruitment while all other line programmes do not mainstream
issues of gender
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Gender units

Departments

Budget

• 12 national and 17 provincial departments: had dedicated budgets. These budgets were
used for advocacy and awareness programmes including the celebration of the National
Women’s Day
• Principle seven of the HODs Gender Action Plan Principles recommends that financial
resources be made available to drive gender mainstreaming, however reports showed
that progress towards the provision of resources was low. Gender Units often cited lack of
funds as a major challenge towards the implementation of policies.

Gender forums

•
•
•
•

5 national and 14 provincial departments: Gender Forums
3 national and 10 provincial departments: Women’s Forums
2national and 9 provincial departments: Men’s Forums
4 national and 6 provincial departments: had a network for women employed by
the Department
• 5 National and 6 Provincial Departments had sector networks (Networks include the network
for women in agriculture, construction, economic development and empowerment, a
network for women in the police service.

2.3. ENABLING MECHANISMS
Policies (women
friendly workplaces)

Departments

Flexi-time policy

• 10 national and 9 provincial Departments had flexi-time policies
• Some provinces such as Northern Cape, Eastern Cape, Free State, Limpopo and
North West, had no flexi-time policies
• Western Cape recorded the highest number of departments with flexi-time policies
• However, most departments referred to the working-time provincial policy
developed by the Office of the Premier
• In Gauteng and Mpumalanga, one department from each province reported they
had a flexi-time policy.

Comment:

• The existence of flexi-time policies is important for support of women and men with
children who still require care.
Child care facilities

•
•
•
•

No department had child care facilities on site
1 department (DTI) had made alternative child care facilities off site
1 Northern Cape department (Treasury) had a child care facility on site
2 departments (KZN Health and Western Cape Health) had child care facilities
on selected sites
• Mpumalanga, North West, Limpopo, Gauteng, Free State and the Eastern Cape:
no department had child care facilities on site

Comment:

• It is hoped that the work of the Employee Health and Wellness Component in the
DPSA regarding policy on child care will address this challenge
Sexual Harassment Policy

• 14 national and 34 provincial departments had the policy
• This policy contributes towards ensuring a safe Public Service workplace by
prohibiting sexual harassment and providing guidelines and proper procedures in
managing sexual harassment incidents prescribing appropriate sanctions

Comment:

• At this stage there is no government-wide sexual harassment policy
• Lack of this policy may result in departments handling issues of sexual harassment in
an ad-hoc manner that may end up exposing government to litigations where victims
feel they have not been properly protected.
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Travel policies

• 4 departments had travel policies that took into consideration the need for reasonable
accommodation for men and women with small children (3 national and 1 provincial).
These policies provided for child minders to accompany staff members with small
children at the department’s cost

Support of women with
disabilities

• 5 national and 8 provincial departments provided support
• Information on the provision of support to personal assistants and care givers

2.4 CAPACITY BUILDING INITIATIVES
Induction
Programmes

Departments

Gender Specific Capacity
Development Initiatives

• 7 national and 20 provincial departments had gender incorporated into
their Induction Programmes
• North West: no department had done so

Gender sensitivity training

• 10 national and 30 provincial departments: SMS members had gender
sensitisation / training sessions done with them
• 16 national and 35 provincial departments: DGs and HODs had been sensitised
on the HODs Gender Equality Action Plan Principles.

Comment: This is not a high percentage, but it shows that there are departments
that are trying to do the right thing.
General Capacity Building
Initiatives

• 10 national and 16 provincial departments had capacity development
programmes specifically targeting women
• Mpumalanga: no department had capacity building initiatives for women

Programmes

• Programmes were meant for staff only and some were meant for service recipients
• For programmes designed for staff, departments catered for women in Middle
Management with programmes aimed at preparing them for Senior Management
positions and the Accelerated Development Programme was cited frequently
• There were some programmes designed for women who were already in Senior
Management positions.
• Bursaries and Learnerships / Mentorships also featured as examples of programmes
used to empower women.
• In relation to programmes targeted at service recipients, programmes indicated
initiatives taken by departments to reach women in rural areas. Identified women
were provided with skills to enable them to effectively participate in economic
activities. These programmes were also aiming at poverty eradication

Mentorship/Coaching
Programmes for the
Empowerment of Women

• 3 national and 9 provincial departments had Mentorship/Coaching Programmes.
• None of the departments in Limpopo, Gauteng, Mpumalanga and North West
had any of such programmes
• Mentorship programmes were used as the transfer of wisdom, knowledge and
skills from a more experienced individual to those who hold junior or less
experienced positions in business and this was specifically important for women
as part of the empowerment programme.
• They targeted the acquisition of appropriate skills and insights to develop, enhance
the individual’s knowledge, values and attitudes in a selected career path in a world
of work that had always been male-dominated

2.5 BUDGET/FINANCIAL RESOURCES
Departmental budget
(2010/11)

Departments
• From the responses received it was difficult to work out the exact budgeting
patterns because most departments did not provide amounts
• Also, some budget amounts provided were based on the allocations for Gender
Units. Departments with fully-fledged Gender Units seemed able to provide the
amounts more precisely
• Despite all the challenges experienced in deciphering inputs on budget allocation,
it was evident that departmental budgets were not disaggregated by gender,
disability and age.
• Some Departments had admitted that their budgets were not disaggregated

15
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CHAPTER THREE: OVERVIEW PER DEPARTMENT
3.1 NATIONAL DEPARTMENTS
20 National departments’ responses were received, but analysis was based on 19 as the 20th, Department of Higher Education
reported that they were a new department which was in the process of addressing its departmental structure and would
only be able to provide a report in the next financial year.

Gender Equality Policies/
Strategic Frameworks

Departments

Existence

•
•
•
•
•

Alignment with the DPSA’s
Gender Equality Framework for
the Public Service

• 5 departments: had aligned policies/strategies
• Since the Public Service Gender Equality Framework only became operational in
2009, clearly departments whose policies/strategies were approved before 2009,
could not have been aligned as the reports claim

11 departments had Gender Policies/Strategic Frameworks
Approval dates ranged from as early as 1997 to the latest approved in 2010
7 departments: none
DPSA had no gender policy but the framework cited was externally-focused (GESF)
PALAMA and Trade and Industry: strategies/policies were still in draft and
awaiting approval
• Policy/Strategy of Labour did not exclusively focus on gender, it also covered
youth development

3.1.2	INSTITUTIONAL MECHANISMS

3.1.2.1 Gender Units
Gender units

Departments

Gender Specific Capacity
Development Initiatives

• 13 departments had gender units
• 3 departments (DTI, Basic Education, and DPSA) had established two
components: one focusing internally and another externally
• 5 departments did not have Gender Units (Labour, Higher Education, Public
Enterprises, Government Communication Systems and Performance
Monitoring and Evaluation).
• However, functions related to gender had been assigned to officials who
dealt with Employee Health and Wellness Programmes or Human Resources

Structure

• 7 departments (Waters Affairs, Energy, Rural Development, PALAMA,
Social Development, Science and Technology and Correctional Services)
had directorates
• Tourism had a sub-directorate
• 1 department had a desk

Location

•
•
•
•
•
•
•

Focus on gender issues

• DTI focused exclusively on gender issues
• Other departments, there were additional programmes such as
Youth Development, Disability, Employee Health and Wellness, Children’s
Rights, Elder Persons, HIV/Aids, Employment Equity, Race Relations and
Human Resources Management and Development

Forums

• 5 departments had Gender Forums
• Correctional Services had Gender Forums in regions only. (We did not survey
140 departments, only 66)
• 3 departments (Energy, SAPS, Science and Technology and Correctional Services)
had Women’s Forums
• Correctional Services reported that the Women’s Forums existed in regions only
• 2 departments (SAPS, Science and Technology) have Men’s Forums
• Correctional Services had Men’s Forums existing in regions only
• 4 departments had internal networks for women employed by the Department
• 5 departments had external Networks for women in the sector

Public Service Commission: Special Programmes Component
Economic Development: Human Resources Chief Directorate
Correctional Services and Water Affairs have regional focal points
Correctional Services (ad-hoc basis)
Energy: Office of the Director-General
Most departments: Corporate Services Division
Other departments: fell within line functions such as the Empowerment
and Enterprise Division and Social Cohesion
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Gender units

Departments

Participation in the
PALAMA’s Gender
Mainstreaming Training
Programme

• 12 departments: staff members attended PALAMA’s Gender Mainstreaming course
• 7 departments: staff in the Gender Units had not been exposed to the Gender
Mainstreaming course
• 62 attended the training programme, 7 of the reported attendees were SMS members

Participation of Gender
Units in Management
Meetings/Forums

• 15 departments: staff members participated in Management Meetings or Forums

Budget

• 12 departments had gender budgets
• SAPS: engendered
• Trade and Industry: only the external programme had a dedicated budget

Comment:

• The HODs Gender Equality Action Plan Principles propose that Departments
provide adequate resources for the management of gender programmes.
• The number of departments that had a dedicated budget was almost equal to
those that did not have.

3.1.3

ENABLING ENVIRONMENT MECHANISMS

Policies

Departments

Flexi-time policy

• 10 departments had policies (some of the policies were approved as early as
2002 with the latest policies approved in 2011)
• This was encouraging as it played a meaningful role in enabling employees,
especially women, to balance their work-life responsibilities.
• The Gender Equality Strategic Framework for the Public Service recommends
that Departments should develop flexi-time policies

Sexual Harassment Policy

• 14 departments have policies
• 4 departments have none

Child care support

• No department had child-care facilities on site
• 3 departments had alternative mechanisms to provide support to employees
with children who require care
• Trade and Industry made arrangements with child-care facilities for staff members
• Water Affairs covered expenses for the nanny when staff members travelled with small
children

Travel policies

• 2 departments: Arrangements were made with trained women at hotels to take care of
children at a fee paid by the department and accommodation was arranged for the nanny
at the department’s expense

Support for women with
disabilities

• 5 departments provide assistants or care givers
• The number of departments which make provision is very low and this raises a
concern on the extent to which provision of reasonable accommodation for women
with disabilities is applied to retain them in the Public Service
• The HODs Gender Equality Action Plan Principles underlines the need to focus on
women with disabilities.

Comment:

• The current equity statistics on the representation of persons with disabilities in the
public service are not pleasing.
•The absence of support such as this clearly indicates some of the barriers to employment
and retention of persons with disabilities and women in particular, in the Public Service.
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3.1.4

CAPACITY BUILDING INITIATIVES

Induction
Programmes

Departments

Gender Specific Capacity
Development Initiatives

• 7 departments had incorporated Gender Mainstreaming into their induction
programmes
• 12 departments had not done so

Comment:

• Including gender mainstreaming in induction programmes is important as it
orientates new staff members into a gender sensitive work-culture and articulates
the value the department attaches to the matter
Gender Sensitisation of
Senior Managers

• 10 departments: Senior Managers had been sensitised on gender issues
• 8 departments: had not done so

Comment:

• This initiative is important to the process of promoting gender sensitive planning
and service delivery and the low level of this is a concern that needs to be
addressed
Sensitisation of DGs/HODs

• 16 departments: Directors-General had been sensitised on the HODs
Gender Equality Action Plan Principles
• 2 departments reported negatively

General Capacity Building
Initiatives Specifically
Targeting Women

• 3 departments had Mentorship Programmes for women
• 14 departments had none

Women-Focused
programmes

• 10 departments had Capacity Development Programmes targeted at women

3.1.5

Departmental Budget or Financial Resources for the Financial Year 2010/2011

Not all Departments provided amounts on budgets allocation for women empowerment programmes. Furthermore, it
appears that there was difficulty in providing disaggregated information and some departments conceded that their
budgets are not disaggregated. Also, with those Departments that have provided amounts, it appears that the amounts
only relate to the Components dealing with gender issues.
The following are of the areas funds were mostly channelled to:
- Skills training/Capacity Building programmes for staff and service recipients.
- Small and Medium Enterprises (SMMEs).
- Expanded Public Works Programmes.
- Gender calendar related events (e.g. Women’s Day, 16 Days of Activism and Women Management Week).
- Awards for Women in the Sector.
- Seed funding for business development.
- Facilitation to participate in international activities.
This area of budgeting is important. The results reflect a gap in mainstreaming gender in both internal and external
budgets that focus on service delivery. Disaggregation of data is also a challenge which must be addressed by DPSA and
partners.
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3.2 PROVINCIAL DEPARTMENTS: NORTH WEST PROVINCE
Out of 13 provincial departments, responses were submitted by 5.

3.2.1 GENDER EQUALITY STRATEGIC FRAMEWORKS AND POLICIES
Gender Equality Policies/ Departments
Strategic Frameworks
Existence

• Finance had an approved Gender Equality Policy (approved in 2010)
• Health: draft gender policy
• Human Settlement, Economic Development, Environment, Conservation and
Tourism had none

Alignment with DPSA’s Gender
Equality Framework for the
Public Service

• Finance: aligned

3.2.2	INSTITUTIONAL MECHANISMS
Gender units

Departments

Existence

• Office of the Premier (as a coordinating department): no gender unit
• 4 departments had gender units

Structure

• Finance: aligned

Location

•
•
•
•

Levels of people responsible for
the unit

• Health and Finance: Deputy directors
• Human Settlement, Public Safety and Liaison: Senior Administration Officer

Focus on gender issues

• All departments handled additional programmes such as Disability, Rights of Older
Persons, HIV/Aids, Children’s Rights, Youth Development, Batho Pele, Employment
Equity and Governance; and Traditional Health Practitioners in different combinations

Forums

•
•
•
•
•
•

Participation in the PALAMA’s
Gender Mainstreaming Training
Programme

• 3 departments attended the PALAMA programme
• 2 departments: attended by deputy director, assistant director and office
administration officers
• Human Settlement, Public Safety and Liaison: no one underwent training by
PALAMA
• Office of the Premier: no gender unit (poor and negative responses to PALAMA
Training Programme)

Finance: Office of the Head of Department
Health: Office of the MEC
Human Settlement, Public Safety and Liaison: HRM
Department of Economic Development, Environment, Conservation and Tourism:
Corporate Service

2 departments had Gender Forums
3 departments none
No department with a Women’s Forum
2 departments: Men’s Forum
3 departments: no Men’s Forum
No department with a Network for Women employed by the Department /
women in the sector

Comment:

• it is a concern that the province does not have a gender unit which
drives the programme from the Office of the Premier as provided by the National
Policy Framework for Gender Equality and Women’s Empowerment
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Participation of Gender Units in
Management Meetings/Forums

• 3 departments: participated in Management Meetings/Forums
• Human Settlement, Public Safety and Liaison: no training

Budget

• 3 departments: dedicated budgets
• 1 department: none

3.2.3

ENABLING ENVIRONMENT MECHANISMS

Policies

Departments

Approved Flexi-Time
Policy

• 1 department had a flexi-time policy
• 3 departments: none

Sexual Harassment Policy

• 5 departments had policies

Comment:

• The existence of the policy in these departments is an improvement from the 2007
situation
Child care support

• No department has child care facilities on site
• other ways of addressing this were found:
1 department provides alternative mechanisms for child care support
• the other has travel policies that cater for employees with small children;
both of which the other four did not have

Comment:

• This is an indication of the progressive thinking in this department that should be
encouraged and affirmed.
Support for Women with
Disabilities

• 1 department provide assistants / care givers
• 4 departments: do not provide such assistance

Comment:

• The responses do not provide an indication of whether departments without
support do not have any women with disabilities that need that support.

3.2.4

CAPACITY BUILDING INITIATIVES

Induction
Programmes

Departments

Gender Specific Capacity
Development Initiatives

• 1 department: gender mainstreaming was incorporated into their induction programme
• 4 departments: did not do it
• 4 departments: senior managers had undergone gender sensitisation/
training sessions
• 1 department: managers were not sensitised
• 4 departments: HODs were sensitised on HODs Gender Equality Action Plan Principles
• 1 department: HOD not sensitised

Comment:

• The absence of gender mainstreaming capacity in the Office of the Premier in this
province is worrying, though it must be the one driving gender mainstreaming.
General Capacity Building
Initiatives Specifically
Targeting Women

• 1 department had a Mentorship/Coaching Programme aimed at the empowerment
of women
• 4 departments: no such programmes
• 2 departments have capacity development programmes targeted at women
(no further details)

Comment:

• Generally, it is evident that programmes that provide capacity building for women are
few.

3.2.5 Departmental Budget or Financial Resources for the Financial Year 2010/2011
None of the Departments provided specific funding amounts for empowerment programmes for young women and
women with disabilities. However, two Departments (Finance and Health) reported that their funds/budgets were inclusive
of youth and women with disabilities.
Two Departments provided amounts for empowerment programmes that included Training and Development Programmes,
Job Creation initiatives and Projects and Programmes.

21

3.3 PROVINCIAL DEPARTMENTS: MPUMALANGA

Mpumalanga has 12 departments and responses were only received from 9 of them thus making them the highest
respondents in this study.

3.3.1 GENDER EQUALITY STRATEGIC FRAMEWORKS AND POLICIES
Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• 4 departments had approved gender strategic or policy frameworks
• frameworks/policies were approved between 2008 and 2011
• 5 departments had none

Alignment with the
DPSA’s Gender Equality
Framework for the Public
Service

• Departments had aligned frameworks/policies because the frameworks were all
approved after it became operational
• 1 departments had a draft gender policy/strategic framework
• 4 departments: none

3.3.2	INSTITUTIONAL MECHANISMS
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Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• 8 departments had gender units

Location

• Education: Office of the Head of Department
• Departments of Finance, Human Settlement, Agriculture and Rural Development
and Land Administration, Cooperative Governance and Traditional Affairs:
Corporate Services
• Health: HRM
• Culture, Sport and Recreation: Office of the Chief Operations Officer
• Public Works, Roads and Transport: Employee Health and Wellness
• Mpumalanga Legislature: no unit

Focus on gender issues

• Health: exclusive focus
• 7 departments had additional programmes such as Youth Development, Disability,
Children’s Rights, Elder Persons, Employee Health and Wellness, Batho Pele,
Transformation and Employment Equity

Forums

•
•
•
•
•

Participation in the
PALAMA’s Gender
Mainstreaming Training
Programme

• 5 departments had undergone PALAMA’s training programme
(mostly assistant directors to deputy directors)
• 4 departments: not attended yet

Participation in
Management Meetings/
Forums

• 5 departments: participated in management meeting/forums
• 4 departments: did not participate

Budget

• 6 departments: dedicated budget
• 2 departments: none

4 departments: Gender Forums
1 department: Women’s Forum
No department with a Men’s forum
1 department: internal network for women employed by the department
1 department: external network (Women in Transport and Women in Construction)

3.3.3

ENABLING ENVIRONMENT MECHANISMS

Policy

Departments

Flexi-time policy

• 1 department had a policy
• 8 departments did not have it

Sexual Harassment Policy

• 6 departments had a policy
• 3 departments had none

Child care support

• No department had Child Care facilities on site, or provision for alternative Child
Care support to employees with small children
• No department had a travel policy which catered for employees with small children

Support for women with
disabilities

• 2 departments provide assistants or care givers
• 7 departments did not provide such support

3.3.4

CAPACITY BUILDING INITIATIVES

Induction
Programmes

Departments

Existence

• 6 departments had included gender mainstreaming in Departmental Induction
Programmes
• 3departments had not done so
• 6 departments: Senior Managers had undergone gender sensitisation/training
• 3 departments: no senior managers went for training

General Capacity Building
Initiatives Specifically
Targeting Women

• 2 departments had Mentorship/Coaching Programmes
• 7 departments had none
• 2 departments had capacity development programmes
• These programmes included gender related programmes, human rights, skills
development, early childhood development and information on identified issues such as
Autism, health and personal hygiene

3.3.5 Departmental Budget or Financial Resources For The Financial Year 2010/2011
One Department provided budget amounts for general women’s empowerment and was also able to provide amounts
targeted for young women and women with disabilities.
Two Departments provided budget amounts for general women’s empowerment and amounts targeted for young
women, but because disability was mainstreamed there was no budget specifically allocated for women with disabilities.
Four departments did not provide budget amounts and two indicated that their budgets were not disaggregated.
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3.4. PROVINCIAL DEPARTMENTS: LIMPOPO
Only 3 out of 13 departments from Limpopo responded to the questionnaire.

3.4.1 GENDEREQUALITY STRATEGIC FRAMEWORKS AND POLICIES
Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• 2 departments had approved Gender Strategic Frameworks/Policies
• Agriculture: draft policy

Alignment with the
DPSA’s Gender Equality
Framework for the Public
Service

• Provincial Treasury: aligned

3.4.2	INSTITUTIONAL MECHANISMS
Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• 3 departments had gender units

Structure

• 2 departments: directorates
• 1 department: sub-directorate

Levels of people
responsible for the unit

• 2 departments: directors
• 1 department: deputy director

Location

• 2 departments: Corporate Services
• Economic Development, Environment & Tourism also has focal points in Districts

Focus on gender issues

• No department focused on gender issues exclusively
• They also handled additional programmes such as Disability, Older Persons, Children’s
Rights, Youth Development, Employee Health and Wellness, HIV/AIDS, Occupational
Health and Safety and Service Delivery Programmes

Forums

•
•
•
•

1
3
2
1

department: Gender Forum
departments: Women’s Forums
departments: networks for female staff members
department: network for women in the sector

Comment:

From information provided by Departments, efforts are made to organise
women internally and externally to address gender transformation.

24

Participation in PALAMA’s
Gender Mainstreaming
Training Programme

• 2 departments: staff members had undergone the PALAMA’s training programmes
at SMS and MMS levels

Participation of Gender
Units in Management
Meetings/Forums

• 2 departments: staff members participated in management meetings/forums
• These were the same departments that reported having Directorates for the
management of gender issues

Budget

• 1 department had a dedicated budget
• 2 departments: no dedicated budget

3.4.3

ENABLING ENVIRONMENT MECHANISMS

Policy

Departments

Flexi-time Policy

• No department had a policy

Sexual Harassment Policy

• All 3 departments had a policy

Child care support

• No department had child-care facilities on site
• No department made provision of alternative child care support for staff members

Travel policy

• 1 department had a travel policy that made provision for employees with small
children

Support for women with
disabilities

• None

3.4.4

CAPACITY BUILDING INITIATIVES

Induction
Programmes

Departments

Gender Specific Capacity
Development Initiatives

•
•
•
•
•

General Capacity Building
Initiatives Specifically
Targeting Women

• 1 department had a Mentorship Training Programme
• 2 departments had capacity development programmes targeted at women
• Programmes range from development of staff and women who receive services or
are engaged in activities that are associated with the core mandate of the department
• Management Development Programmes had been cited as examples of programmes
targeted at staff members and Supply Chain processes have been cited as contributing
to the development of women.
• Furthermore, Women in SMME’s were also identified as a particular target for capacity
development.

Budget / Financial
Resources For The
Financial Year 2010/2011

Allocation:
• 2 departments were able to indicate budget allocations for different categories of
women (youth and people with disabilities)

3
1
2
2
1

departments had Induction Programmes that included gender mainstreaming
department: Senior Managers had undergone sensitisation/training sessions
departments: senior managers had not done so
departments had HODs sensitised on the HODs Gender Action Equality Principles
department: no sensitization of HODs

3.4.5 Departmental Budget or Financial Resources For The Financial Year 2010/2011
Allocation of budgets: Two departments were able to indicate budget allocations for different categories of
women (youth and people with disabilities). The Department of Economic Development did the same but did not
show the budget allocation for women with disabilities.
The allocated budgets mostly funded development of staff, economic development of women in communities and
commemoration of gender related calendar related activities (such as the 16 Days Campaign). Staff development
items included Bursaries and Learnerships. Funding items for women in communities included support aimed at
enhancing their economic participation in the fields related to the core business of the Department.
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3.5

PROVINCIAL DEPARTMENTS: KWAZULU NATAL

KwaZulu Natal’s responses were the second highest because out of15 departments, responses were received from 10.

3.5.1 GENDER EQUALITY STRATEGIC FRAMEWORKS AND POLICIES
Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• 1 department had a Gender Equality Policy
• 6 departments: no frameworks/policies

Alignment with the
DPSA’s Gender Equality
Framework for the Public
Service

• 1 department: policy that was aligned and approved in 2010
• 3 departments: aligned draft policies

3.5.2	INSTITUTIONAL MECHANISMS
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Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• 6 departments had gender units
• 4 departments: none

Structure

• 4 departments: directorates
• 2 departments: sub-directorates
• 1 department: chief directorate

Levels of people
responsible for the unit

• They ranged from director to assistant directors

Location

• 1 department: Office of the Head of Department
• 4 departments: Corporate Service
• 1 department: Policy and Governance Branch

Focus on gender issues

• No department focused on gender issues exclusively
• They all handled additional programmes such as Employment Equity, Recruitment
and Selection, Human Resources Planning, Transformation, Youth, Disability, HIV/AIDS,
Health and Wellness, Occupational Health and Safety, Children’s Rights, Senior Citizens,
Human Rights and Human Resources Planning

Forums

•
•
•
•
•
•
•
•

Participation in PALAMA’s
Gender Mainstreaming
Training Programme

• 5 departments: staff exposed to PALAMA’s training programme
• 3 departments: no PALAMA training
• Agriculture, Environmental Affairs & Rural Development and Sports and Recreation:
no training attended (no gender unit)
• Programme attended by deputy directors, assistant directors and the
Human Resources Practitioners

Participation of Gender
Units in Management
Meetings/Forums

• 5 departments: staff participated in management meeting/forums
• 3 departments: staff did not participate

Budget

• 2 departments had dedicated budget
• 6 departments lacked budget

1
8
3
6
1
8
2
7

department had a Gender Forum
departments had none
departments: Women’s Forums
departments: no Women’s Forums
department: internal network
departments: no internal networks
departments: external networks
departments: no external networks

3.5.3

ENABLING ENVIRONMENT MECHANISMS

Policy

Departments

Approved Flexi-Time
Policy

• 2 departments had policies
• 8 departments had none

Sexual Harassment Policy

• 7 departments had policies
• 3 departments did not have policies

Child care support

• 1 department: some of its institutions had child care facilities on site
(specifications not provided)
• 9 departments did not have any
• No department provided alternative child care support

Travel policy

• No department catered for staff with small children

Support for women with
disabilities

• 1 department provided assistants/care givers
• 9 departments did not provide such support

3.5.4

CAPACITY BUILDING INITIATIVES

Induction
Programmes

Departments

Gender Specific Capacity
Development Initiatives

•
•
•
•
•

General Capacity Building
Initiatives Specifically
Targeting Women

• 3 departments
of women
• 7 departments
• 4 departments
• 6 departments

3 departments included gender mainstreaming in their Induction Programmes
7 departments did not include them
6 departments: senior managers had undergone training
4 departments: senior managers had not undergone training
7 departments: HODs had been sensitised on the HODs Gender Equality
Action Plan Principles
• 3 departments: HODs not sensitised
had Mentorship/Coaching Programmes aimed at the empowerment
had no such programmes
had capacity building programmes specifically targeting women
had no such programmes

3.5.5 Departmental Budget or Financial Resources for the Financial Year 2010/2011
In this section departments were asked to indicate how much of the departmental budget for 2010/2011 was spent on
women’s empowerment and also indicate how much of the budget was targeted for young women as well women with
disabilities.
Three departments provided budget amounts targeted at young women and people with disabilities while the other
seven did not do so as they say the budget is not disaggregated.
The budget was channelled to women’s leadership development programmes and sports development.
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3.6 PROVINCIAL DEPARTMENTS: GAUTENG
Gauteng had the lowest responses as only 2 out of 12 submitted responses. Furthermore, the response from the
Department of Health and Social Development only contained information from the Social Development arm.

3.6.1 GENDER EQUALITY STRATEGIC FRAMEWORKS AND POLICIES
Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• 2 departments had approved gender strategic frameworks/policies

Alignment with the
DPSA’s Gender Equality
Framework for the Public
Service

• 2 departments had aligned policies

3.6.2	INSTITUTIONAL MECHANISMS
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Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• 2 departments had gender units

Structure

• Sports: sub-directorate
• Health and Social Development: directorate

Location

• Sports: Office of the Head of Department
• Health and Social Development: Chief Directorate: Strategic Planning and
Monitoring and Evaluation

Focus on gender issues

• No department addressed gender issues exclusively
• There are additional programmes such as Youth, Persons with Disabilities and
Human Rights

Forums

• Health and Social Development: Gender Forum
• Sports, Arts, Culture and Recreation: no gender forum
• No department had a Women’s Forum, Men’s Forum, network for women employed
by the department or a network for women in the sector

Participation in PALAMA’s
Gender Mainstreaming
Training Programme

• Health and Social Development: staff had undergone PALAMA’s training
(at least 1 SMS attended the training as well as 2 MMS members)

Participation of Gender
Units in Management
Meetings/Forums

• Both departments: staff participated in Management Meetings/Forums

Budget

• 1 department had a dedicated budget
• 1 department had none

3.6.3

ENABLING ENVIRONMENT MECHANISMS

Policy

Departments

Flexi-time Policy

• Sports, Arts, Culture and Recreation had a policy that was approved in 2009
• Health and Social Development had none

Sexual Harassment Policy

• Both departments had policies

Child care support

• No department had child care facilities on site
• No department provided alternative mechanisms to support employees with
children who required child care

Travel policy

• No department had an engendered policy

Support for women with
disabilities

• Health and Social Development provided assistants or care givers

3.6.4

CAPACITY BUILDING INITIATIVES

Induction
Programmes

Departments

Gender Specific Capacity
Development Initiatives

• Sports, Arts, Culture and Recreation had incorporated gender mainstreaming
into its Induction Programme
• Health had not done so

General Capacity Building
Initiatives Specifically
Targeting Women

• Both departments: no Mentoring/Coaching programmes aimed at the
empowerment of women
• 1 department had Capacity Development Programme Specifically Targeting
Women while the other one did not have any

3.6.5 Departmental Budget or Financial Resources for the Financial Year 2010/2011
In this section departments were asked to indicate how much of the departmental budget for 2010/2011 was spent on
women’s empowerment and also indicate how much of the budget was targeted for young women as well women with
disabilities.
Only the department of Health and Social Development reported on the budget and the programmes that were funded
while Department of Sports, Arts Culture and Recreation did not have a disaggregated budget.
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3.7 PROVINCIAL DEPARTMENTS: FREE STATE
Only 3 out of 12 departments from Free State responded to the quationaire. This makes them one of the noncompliant provinces.

3.7.1 GENDER EQUALITY STRATEGIC FRAMEWORKS AND POLICIES
Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• Education and Free State Treasury had gender policies/strategies
• Health had a draft policy

Alignment with the
DPSA’s Gender Equality
Framework for the Public
Service

• Free State Treasury: policy aligned

3.7.2	INSTITUTIONAL MECHANISMS
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Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• Free State Treasury has a unit
• 2 departments had none

Structure

• 2 departments: sub-directorates
• Health did not have a Gender Unit, but gender issues were handled by a
sub-directorate.

Location

• Health: Office of the Head of Department
• Free State Treasury: Corporate Services

Levels of people
responsible for the unit

• 2 departments: assistant directors
• 1 department: deputy director
• Health: has coordinators in regions

Gender issues

• No department focused exclusively on gender issues (they handle additional
programmes such as: Youth Development, Older Persons, Children, Disability, Moral
Regeneration, Mother, Child, Women and Youth Health (MCWYH), HIV/AIDS, Mental
health, Skills Development and TB Management

Forums

•
•
•
•
•
•

Participation in PALAMA’s
Gender Mainstreaming
Training Programme

• Health and Free State Treasury: staff members had undergone PALAMA’s Programme
• Education did not have a gender unit
• The ranks of staff dealing with gender were reported to range from
Senior Admin Officers to Chief Directors

Participation of Gender
Units in Management
Meetings/Forums

• Free State Treasury: staff participated in Management Meetings/Forums
• Health does not.

Budget

• No department had a dedicated budget

Gender Forums: Health had a Gender Forum
Education and Treasury did not have them
Women’s Forums: Health had a Women’s Forum
2 departments did not have the forums
Men’s Forums: none
Networks for Women: none

3.7.3

ENABLING ENVIRONMENT MECHANISMS

Policy

Departments

Flexi-time Policy

• None

Sexual Harassment Policy

• Health and Free State Treasury had them
• Education did not have them.

Child care support

• None

Travel policy

• No department had Travel Policies that catered for the needs of employees with
small children

Support for women with
disabilities

• Health and Social Development provided assistants or care givers

3.7.4

CAPACITY BUILDING INITIATIVES

Induction
Programmes

Departments

Gender Specific Capacity
Development Initiatives

• Health had an incorporated Gender Mainstreaming in the Departmental
Induction Programme
• 2 departments had not done so
• Health: Senior Managers had undergone gender sensitisation/training sessions
• 2 departments had not done so
• Free State Treasury: HOD had been sensitised on the HODs Gender Equality
Action Plan Principles
• 2 departments had not done so.

General Capacity Building
Initiatives Specifically
Targeting Women

•
•
•
•

Education had a Mentorship/Coaching Programme
2 departments: none
Education had a capacity development programme (women in Leadership)
2 departments had none

3.7.5 Departmental Budget or Financial Resources for the Financial Year 2010/2011
None of the Departments provided budget amounts allocated for young women and women with disabilities.
Funds dedicated to women’s empowerment covered gender related programmes such as the Public Service Women
Management Week and Women’s Day celebrations. Other funds were channelled to skills development programmes
such as the Women in Leadership Programme.
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3.8 PROVINCIAL DEPARTMENTS: EASTERN CAPE
Out of 13 departments in the Eastern Cape, only 4 submitted responses.

3.8.1 GENDER EQUALITY STRATEGIC FRAMEWORKS AND POLICIES
Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• 3 departments: approved Gender Equality Strategic Frameworks/Policies
• 1 department: none
• Roads and Public Works: in the process of reviewing its policy

Alignment with the
DPSA’s Gender Equality
Framework for the Public
Service

• 2 departments: aligned
• Education: policy approved 3 years before the Framework (unlikely to be aligned)

3.8.2	INSTITUTIONAL MECHANISMS
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Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• 2 departments: had gender units
• 1 department: none

Structure

• 2 departments: sub-directorate
• Roads: gender desk (housed in the Office of the Head of Department)
• Roads and Public: Human Resource Development and Organisational Transformation
Directorate (in Corporate Services) internally. Externally: M&E Unit

Levels of people
responsible for the unit

• 3 departments: Assistant Directors
• 1 department: Chief Director Level who had a Director and Assistant Director

Location

• Education: Chief Directorate: Statutory and Protocol Services
• Local Government and Traditional Affairs: Office of MEC

Forums

•
•
•
•
•

Participation in PALAMA’s
Gender Mainstreaming
Training Programme

• 2 departments: staff did undergo training
(levels ranging from Senior Administration Officers to Chief Directors)
• 2 departments: did not undergo training

Participation of Gender
Units in Management
Meetings/Forums

• 4 departments: participated in management meetings/forums

Budget

• 2 departments: dedicated budget (they have Gender Units)
• 2 departments: no dedicated budget

2 departments: had Gender Forums
2 departments: none
1 department: Men’s Forum
3 departments: no Men’s forums
2 departments: Networks for Women (internal): Provincial Women’s Forum and
Women in Management Forum
• 2 departments: no networks
• 1 department: Network for women in the Sector (South African Women in Construction)
• 3 departments: no networks

3.8.3

ENABLING ENVIRONMENT MECHANISMS

Policy

Departments

Approved Flexi-Time
Policy

• No department had policy

Sexual Harassment Policy

• No department had policy
• 3 departments: had policies

Child care support

• No department had this facility on site
• No department provided alternative mechanisms for child care support,
none has Travel Policies that catered for employees with small children

Support for women with
disabilities

• Roads and Public Works: provided care assistants/care givers
• 3 departments: do not provided such support

3.8.4

CAPACITY BUILDING INITIATIVES

Induction
Programmes

Departments

Gender Specific Capacity
Development Initiatives

• Education and Roads and Public Works: had included Gender Mainstreaming into
their Induction Programmes; Senior Managers trained in gender sensitivity
• 2 departments: had not done so
• 4 departments: Heads of Department had been sensitised on the HODs
Gender Equality Action Plan Principles

General Capacity Building
Initiatives Specifically
Targeting Women

• Education and Roads and Public Works: Mentorship/Coaching
Programme aimed at empowering women
• 2 departments: no such programme
• 2 departments: Women in Leadership Programme (targeted programme)
• 2 departments: no programme.

3.8.5 Departmental Budget or Financial Resources for the Financial Year 2010/2011
The Departments of Education and Roads and Public Works provided information on funding allocation for women’s
empowerment programmes and also specified amounts spent for young women and people with disabilities while the
other two did not do so.
Overall funds by different departments were allocated for skills development programmes for staff in the form of bursaries
and costs for short-term training programmes. Funds were also utilised for gender specific programmes such as the ‘Take A
Girl and Boy Child To Work Campaign’. Funds were utilised to respond to the needs of youth and people with disabilities
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3.9

PROVINCIAL DEPARTMENTS: NORTHERN CAPE

In Northern Cape only 4 out of 13 departments responded to the Questionaire.

3.9.1 GENDER EQUALITY STRATEGIC FRAMEWORKS AND POLICIES
Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• Education and Social Development: approved strategic frameworks/policies
• 2 departments: none

Alignment with the
DPSA’s Gender Equality
Framework for the Public
Service

• Social Development: aligned
• Education: not aligned
(developed long before Gender Equality Strategic Framework became operational)

3.9.2	INSTITUTIONAL MECHANISMS

34

Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

4 departments had gender units

Structure

• 4 departments: had sub-directorate
• Education: had an Assistant Director

Levels of people
responsible for the unit

• 2 departments: Deputy Directors and Admin Clerk
• 2 departments: Assistant Directors

Location and gender
function

• 3 departments: Corporate Service
• Education: exclusive unit on gender
• Other departments: Additional programmes such as Disability, Youth, Children,
Corporate Social Investment and Social Welfare Services

Forums

•
•
•
•
•
•

Participation in PALAMA’s
Gender Mainstreaming
Training Programme

• 4 departments: did undergo training (ranging from Admin clerks to Deputy Directors)

Participation of Gender
Units in Management
Meetings/Forums

• 3 departments participated in meetings

Budget

• 3 departments: dedicated budget

2 departments: Gender Forums
Social Development: Women’s forum
3 departments: no Women’s Forums
Education: Men’s forum
3 departments: no Men’s Forums
No department: Networks

3.9.3

ENABLING ENVIRONMENT MECHANISMS

Policy

Departments

Flexi-time Policy

• No department had policy

Sexual Harassment Policy

• Northern Cape Provincial Treasury: had a policy
• 3 departments: no policy

Child care support

• Northern Cape Provincial Treasury: had a child care facility on site
• 3 departments: no provision of alternative mechanisms to provide for such support

Travel policy

• None

Support for women with
disabilities

• None

3.9.4

CAPACITY BUILDING INITIATIVES

Induction
Programmes

Departments

Gender Specific Capacity
Development Initiatives

• 2 departments: Gender Mainstreaming incorporated into their Induction Programmes
• 2 departments: none
• 4 departments: Senior Managers had undergone gender sensitisation sessions/
training and HODs have been sensitised on HODs Gender Equality Action Plan Principles

3.9.5 Departmental Budget or Financial Resources for the Financial Year 2010/2011
Only the Department of Roads and Public Works indicated allocation of funds for women’s empowerment and for
amounts targeted for young women and women with disabilities while the other three did not.
The Department of Social Development reported that the funds they stipulated for women’s empowerment were inclusive
of funds for youth and women with disabilities while the Northern Cape Treasury also had funds allocated for Child Care
facility, bursaries and gender related activities such as seminars.
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3.10 PROVINCIAL DEPARTMENTS: WESTERN CAPE
Six out of 13 Provincial departments in the Western Cape submitted responses.

3.10.1 GENDER EQUALITY STRATEGIC FRAMEWORKS AND POLICIES
Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

Education: Approved Gender Strategic Frameworks (policies approved in 2002 and 2008)

Alignment with the
DPSA’s Gender Equality
Framework for the Public
Service

5 departments: still had draft Gender Frameworks/Policies

3.10.2	INSTITUTIONAL MECHANISMS
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Gender Equality
Policies/Strategic
Frameworks

Departments

Existence

• 3 departments had Gender Units and 3 do not have them

Structure

• Education and Premier):directorates
• Health: sub-directorate
• Cultural Affairs and Sport: Strategic Planning Directorate

Levels of people
responsible for the unit

• Education: Director
• Office of the Premier and Health: Deputy director

Location

• 6 departments: Corporate Service

Gender function
(exclusive)

• None. Additional programmes handled include Youth, HIV/AIDS, Disability, Children’s
Rights, Employee Health and Wellness, Human Resources Management, Anti-Drug
Programme, Teenage Anti Pregnancy Campaign and the Anti-Gang Strategy

Forums

• 5 departments: None
• Transport and Public Works: Network for Women in the Sector (Women in Construction

Participation in PALAMA’s
Gender Mainstreaming
Training Programme

• Education and Health: Assistant Directors, Human Resources Practitioners,
Administration Officers and Gender Forum members underwent training
• Other departments: None

Participation of Gender
Units in Management
Meetings/Forums

• 3 departments participated in meetings

Budget

• 2 departments: budgets dedicated to the Gender Unit
• 2 departments: No dedicated budgets

3.10.3 ENABLING ENVIRONMENT MECHANISMS
Policy

Departments

Approved Flexi-Time
Policy

• 5 departments: had flexi-time policies (guided by the provincial policy)
• 1 department: did not have flexi-time policy
[NB: Western Cape operated on a Modernisation Strategy which involves, amongst
others, the centralisation of certain functions in the Office of the Premier]

Sexual Harassment Policy

• 6 departments: had the policy

Child care support

• Health: had child care facilities
• 5 departments: had none

Travel policy

• No department: provided either alternative support mechanisms for child care,
or travel policies that catered for employees with small children

Support for women with
disabilities

• Economic Development & Tourism and Health: provided Assistants or Care Givers
• 4 departments: no support

3.10.4 CAPACITY BUILDING INITIATIVES
Induction
Programmes

Departments

Existence

• 2 departments had Incorporated gender mainstreaming into Departmental Induction
Programmes

Gender sensitisation
sessions/training for
Senior Managers

• 4 departments: senior managers underwent training
• 1 department: no sensitisation conducted

Sensitisation of HODs on
HODs Gender Equality
Action Plan Principles

• 5 departments had sensitised HODs

General Capacity Building
Initiatives Specifically
Targeting Women

•
•
•
•
•

2 departments had Mentorship/Coaching Programmes
4 departments did not have any initiatives
3 departments had capacity development programmes specifically targeting women
3 departments did not have any
Capacity development programmes targeted at women reported on skills development
programmes largely relating to management and economic empowerment programmes

3.10.5 Departmental Budget or Financial Resources for the Financial Year 2010/2011
Only the Departments of Transport and Public Works and Health specified budget amounts targeted for the empowerment
of young women while the other four did not.
Department of Economic Development & Tourism reported that their budgets were not disaggregated to enable them
to specify amounts targeted for young women and women with disabilities.
Funds were channelled to gender related activities such as the Women Management Week, skills developments (including
bursary allocation) and economic empowerment programmes.
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CHAPTER 4: MAIN FINDINGS AND RECOMMENDATIONS
4.1 Challenges
• There was no uniform approach to gender mainstreaming in departments despite the existence of
guiding frameworks. Challenges that departments raised had been provided for in those frameworks
and policies.
• Departments invited DPSA to present the frameworks to their staff members.
SMS members who are able to influence policy, barely attended.
• DGs/HODs were not leading the process of gender mainstreaming despite statements that the DGs/HODs
had been sensitised on the Head of Department’s 8-Principle Action Plan for Promoting Women’s
Empowerment and Gender Equality within the Public Service Workplace.
• GFPs still indicated lack of support from senior management on issues of gender in general.
Departments were expected to be implementing the HODs 8-Principle Plan of Action for Promoting
Women’s Empowerment and Gender Equality within the Public Service Workplace and provide reports
annually, but departments still expected DPSA to present the programme every year they had their meetings
and most of these meetings were not even chaired by the DG/HOD.
• A majority of GFPs had attended the PALAMA Gender Mainstreaming Training, but there was no significant
change in the way gender programmes were coordinated.
• There was a tendency in departments to staff the gender programme with people who had become
redundant from other units and most of the time those people had no interest or training in the programme.
Although training programmes existed, were not provided with the training opportunity to make sure that
they understood what they needed to do.
• Gender work was still seen as the responsibility of the GFP. Gender indicators in departments are not set through
line programmes, only HRM &D programmes of departments reflected disaggregated data while other
line programmes implemented their programmes without considering how their programmes impacted
differently on men and women.
• Lack of gender-disaggregated data and lack of tracking, monitoring and accountability in departments are
still serious challenge. For this to change it must be driven from the office of the DG/HOD because
GFPs report a lot of resistance when they deal with line managers.
• Reporting for departments is easier when they deal with numbers, but when it comes to qualitative issues;
it is difficult to report progress.
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4.2 Findings
The main findings as reported by departments can be summarised as follows:
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Structures

A vast number of departments had established gender units, mostly
headed at Chief Director Level. There was no uniformity in staffing
and technical expertise. For this reason this did not translate into
better mainstreaming of gender in departments

Location (gender units and focal points)

It was still not in the Office of the DG/HOD as provided for by the
National Policy Framework on the Empowerment of Women and
Gender Equality. Due to this, the GFPs did not have impact on the
departmental business

Gender budgeting

It was a challenge as most reports only pointed out the budgets that
were allocated to the gender unit, not what the whole departmental
budget had to benefit women, young women and women with
disabilities

Gender sensitisation programmes

Few reported that SMS members of their departments were taken
through these programmes, but this did not translate into better
mainstreaming of gender in departments

Gender policies aligned to the Gender Equality
Strategic Framework of the Public Service

Majority of departments had gender policies aligned to the gender
Equality Strategic Framework of the Public Service, but it did not
seem to help much to deal with the challenges that gender focal
points experienced in getting support from senior managers

Sexual Harassment Policy

Majority of departments had this policy

Forums

Departments reported having an array of forums that were meant to
deal with issues of gender and women’s empowerment, especially
for women at MMS, but this did not translate into filling the equity
gaps at SMS levels.

Sensitization of DGs/HODs the 8 Head of
Department’s 8-Principle Action Plan for
Promoting Women’s Empowerment and Gender
Equality within the Public Service Workplace

A high number of departments indicated that their DGs/HODs had
been sensitised on the Head of Department’s 8-Principle Action Plan
for Promoting Women’s Empowerment and Gender Equality within
the Public Service Workplace, but this had not shown a change in
the way DGs/HODs support the gender programme and lead the
change that needed to happen.

Child care facilities

As one of the enabling mechanisms for men and women with small
children, it was also an aspect that had not been embraced by the
Public Service as only one department indicated that they had an
arrangement with a facility close to their offices

Disaggregation of data

It is also a challenge that was picked up as it was difficult to provide
information on budgets and training that had benefited women in
their various categories, young, old and those with disabilities

PALAMA Gender Mainstreaming training

It was attended by many officials as reported by departments, but
there were few SMS members who attended the training. Despite
this training, some of the GFPs did not show improvement in their
coordination of gender programmes

Flexi-time policy

Many departments had flexi-time policies at their workplace and the
second part of this exercise will look at how the policies have had
an impact on the department’s contribution to work-life balance for
men and women with small children

4.3 Recommendations
• Internal discussion between the DPSA’s Branches on findings will be done. This will enable DPSA to
advise departments on structures to deal with gender issues, but with the understanding that
departmental mandates should determine the level of the person who heads the unit. The findings
will also be shared with the DWCPD for their role in the implementation of the National Policy
Framework for Gender Equality and Women’s Empowerment regarding the rank and location of GFPs.
• The Gender Unit should be located in the Office of the DG/HOD.
• PALAMA should develop a Gender Budgeting course for senior managers in the Public Service,
or incorporate this aspect in other related courses.
• Programmes of Gender Units should concentrate on advocacy and awareness raising,
coordination of departmental gender indicators, monitoring of gender indicators, inputs on development
and review of policies to infuse gender impacts.
• Gender issues should form part of management meetings and Gender Focal Persons should sit at
these meetings. Every Line manager should report what gender impact has been registered in
their programmes.
• All departmental reports should give gender disaggregated data.
• Attendance of the PALAMA gender mainstreaming course should become compulsory before
confirmation of probation for all newly appointed employees in the Public Service, more especially
senior managers.
• HODs/DGs should be assessed quarterly on the achievement of gender indicators.
• The monitoring units in departments should develop gender indicators for all the programmes in
the department.
• All programmes, policies and projects in departments should have gender dimensions explicitly considered
and followed-up during the programmes/project/policies appraisal process in order to ensure that
gender concerns are reflected in the activities.
• There should be Incorporation of gender analysis into all stages of the budgetary process to ensure that
equal consideration is given to women’s and men’s needs and priorities. This will aid in assesisng the impact
of the provision of departmental resources on women and men.
• Regular reports that are submitted to various Parliamentary committees should reflect on the progress
achieved in gender mainstreaming.
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CHAPTER 5: CONCLUSIONS

The Constitution of the Republic of South Africa guarantees every citizen the right to equality. The Preamble of the
Constitution of South Africa refers to the need for transformation to address the healing of the divisions of the past
and the establishment of a society based on democratic values, social justice and fundamental human rights. The Bill
of Rights in Chapter 2 section 9 (3) further consolidates fundamental human rights and outlaws discrimination based
on several grounds, including race, gender, age, disability, etc. The provisions further state in Bill of Rights 9 (4) that
“National legislation must be enacted to prevent or prohibit unfair discrimination”.
According to the White Paper on the Transformation of the Public Service (WPTPS: 1995), there was a need to “create
a genuinely representative Public Service which reflects the major characteristics of South African demography,
without eroding efficiency and competence”.
After three decades since the United Nation’s world conferences on women (Beijing), work on gender equality, equity
and women’s empowerment is still not viewed as an area that is essential and indispensable for all development.
Despite the improvements in the reporting processes, gender issues are still considered marginal issues and because
of this, they are often pushed to the bottom of the list of priorities, thereby jeopardizing chances for greater progress in
achieving the ultimate goal of gender equality. In short, gender mainstreaming in departments is still not understood
to be the vehicle to achieve overall equality and empowerment of women. Therefore, focus and emphasis need to
be put on mainstreaming gender issues with provision made for adequate financial and human resources. Gender
mainstreaming must become part of critical decisions in departments at the highest level.
For departments to change the way they do business, the organisational culture and attitudes towards female
leadership and gender equality needs to be addressed through focused advocacy programmes. Departments need
to strengthen knowledge and skills of staff at all levels on gender issues by using available tools such as PALAMA
training instead of one day workshops.
The DPSA hopes that through this report, the Public Service will recognise that gender mainstreaming is the vehicle
that is needed to achieve substantive equality and not numerical targets only. The process need to be supported
by enabling policy environment and institutional support to ensure the equality and empowerment of women in
the workplace. Policies and processes have been put in place but the implementation thereof is what remains
challenging for departments.
The report will be discussed with the DWCPD so that together with DPSA, the absence of strong structures of the
gender machinery in the Public Service, can be addressed.
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GLOSSARY OF TERMS

Sex: Refers to the biological differences between women and men. They are generally permanent and universal.
Gender: Refers to the socially constructed roles and responsibilities of women and men, in a given culture or location. These
roles are influenced by perceptions and expectations arising from cultural, political, environmental, economic, social and
religious factors, as well as custom, law, class, ethnicity, and individual or institutional bias. Gender attitudes and behaviours
are learned and can be changed.
Gender Discrimination: Refers to giving differential treatment to individuals on the grounds of their gender. In many societies,
this involves systemic and structural discrimination against women in the distribution of income, access to resources, and
participation in decision making.
Gender Equality: Means that there is no discrimination on grounds of a person’s sex in the allocation of resources or benefits,
or in the access to services. Gender equality may be measured in terms of whether there is equality of opportunity, or
equality of results.
Structural Gender Inequality: Exists where a system of gender discrimination is practiced by public or social institutions.
Structural gender inequality is more entrenched if it is maintained by administrative rules and laws, rather than by only
custom and tradition.
Gender Equity: Refers fairness and justice in the distribution of benefits and responsibilities. The concept recognizes that
women and men have different needs and interests and that these differences should be identified and addressed in a
manner that rectifies the imbalances between the sexes.
There has been a debate as to whether equality or equity should be the goals of empowerment and change. Because
the meaning of equity has been seen to depend on the definition of fairness and justice it is often said to be a lesser term
than equality.
In addition, in its legal sense the term equity may suggest a limited notion of the concept of justice, since equity refers to
justice within the existing law, rather than justice by changing the law.
Gender Blind: The failure to recognize that gender is an essential determinant of social outcomes impacting on projects and
policies. A gender blind approach assumes gender is not an influencing factor in projects, programmes or policies.
Gender Mainstreaming: Is the process of ensuring that women and men have equal access and control over resources,
development benefits and decision-making at all stages of the development process and in all policies, programs and
projects
Gender Indicators: They analyse variables describing people’s situation in society. Knowing social, labour, educational and
economic reality from a gender perspective requires using these indicators, which make it possible to compare data for
both sexes and identify differences that can lead to stereotypes.
Quota System: Reserving a given number of participation space so that various groups can share social, political and
economic activities. Positive action implies establishing percentages of female membership, so as to foster their presence
in particular activities.
Gender Roles: These are learned behaviours in a given society/community, or other special group, that condition which
activities, tasks and responsibilities are perceived as male and female. Gender roles are affected by age, class, race,
ethnicity, religion and by the geographical, economic and political environment. Changes in gender roles often occur in
response to changing economic, natural or political circumstances, including development efforts.
Sex Roles: Refer to an occupation or biological function for which a necessary qualification is to belong to one particular
sex category. For example, pregnancy is a female sex role because only members of the female sex may bear children.
Gender Role Stereotyping: Refers to the constant portrayal, such as in the media or in books, of women and men occupying
social roles according to the traditional gender division of labour in a particular society. Such gender role stereotyping works
to support and reinforce the traditional gender division of labour by portraying it as “normal” and “natural”
Sex Disaggregated Data: For gender analysis, all data should be separated by sex in order to allow differential impacts on
men and women to be measured
Gender Division of Labour: Is an overall societal pattern where women are allotted one set of gender roles, and men
allotted another set. Unequal gender division of labour refers to a gender division of labour where there is an unequal
gender division of reward.
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Discrimination against women in this sense means that women get most of the burden of labour, and most of the unpaid
labour, but men collect most of the income and rewards resulting from the labour. In many countries the most obvious
pattern in the gender division of labour is that women are mostly confined to unpaid domestic work and unpaid food
production, whereas men dominate in cash crop production and wage employment.
Gender Awareness: An understanding that there are socially determined differences between women and men based
on learned behaviour, which affect their ability to access and control resources. This awareness needs to be applied
through gender analysis into projects, programmes and policies.
Gender Sensitivity: The ability to recognize gender issues and especially the ability to recognize women’s different
perceptions and interests arising from their different social location and different gender roles? Gender sensitivity is
often used to mean the same as gender awareness, although gender awareness can also mean the extra ability to
recognize gender issues which remain “hidden” from those with a more conventional point of view.
Gender Issues: Arise where an instance of gender inequality is recognized as undesirable, or unjust.
Gender Analysis: Refers to a close examination of a problem or situation in order to identify the gender issues. Gender
analysis of a development programme involves identifying the gender issues within the problem which is being
addressed and in the obstacles to progress, so that these issues can be addressed in all aspects of the programme - in
project objectives, in the choice of intervention strategy and in the methods of programme implementation.
Gender-Neutral: This is a term used to refer to policies and programs that are seen to affect women and men, girls and
boys in the same way. In reality, no policy or program is ever gender-neutral.
Practical Needs & Strategic Needs: Two types of “women’s interest/needs”: practical needs/interests and strategic
interests/needs are discussed in gender circles. Practical needs are those needs which do not challenge the unequal
structure of gender relations, divisions of labour or traditional balances of power but relate to the spheres in which
women have primary responsibilities. These differ from women’s special needs but may sometimes arise from them.
Practical needs may differ according to the woman’s or the group of women’s social class, age and situation. They can
vary from the need for income, to send children to school to have pumps for water…etc.
Unlike practical needs, strategic needs arise out of an understanding and analysis of women’s subordinate situation
in society (conscientisation). Strategic needs are actions and strategies which are required to bring about structural
change and empowerment. These can include a need for political and legislation reform to grant constitutional equality
to women; reproductive rights; state accession to CEDAW; a political voice; action on violence against women.
Patriarchy: Is the male domination of ownership and control, at all levels in society which maintains and operates the
system of gender discrimination? This system of control is justified in terms of patriarchal ideology - a system of ideas
based on a belief in male superiority, and sometimes the claim that the gender division of labour is based on biology
or even based on scripture.
Empowerment: Refers to the process by which people take control and action in order to overcome obstacles.
Empowerment refers to the collective action by the oppressed and deprived to overcome the obstacles of structural
inequality which had previously put them in a disadvantaged position.
The Women’s Equality & Empowerment Framework regards empowerment as the goal, and at the same time, the
essential process for women’s advancement. It is the process by which women mobilize themselves to understand,
identify and overcome gender discrimination, so as to achieve equality of welfare, and equal access to resources.
Accountability: These are mechanisms that determine the extent to which an institution is “walking the talk” in
terms of mainstreaming gender equality within policies, programs and organizational structures. A formal gender
equality policy, plan or statement that clearly articulates the institution’s commitment to gender equality is crucial.
Effective accountability mechanisms for monitoring progress on gender mainstreaming need to be established and
implemented.
Organizational Culture: Staff motivation is critical for gender mainstreaming, as is women’s equitable participation at all
levels of decision-making. The United Nations Research Institute for Social Development’s 2005 report, Gender Equality:
Striving for Justice in an Unequal World, concludes that “in most countries women are under-represented at decisionmaking levels in most areas of public administration.” The International Labour Organization (ILO) asserts that women
average less than ten per cent of staff in “public administration” positions around the world.
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