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Fear, embarrassment, and intolerance of failure
drives our learning underground.
No more!
Failure is strength.
The most effective and innovative organizations
are those that are willing to speak openly about
their failures.
Because the only truly "bad" failure
is one that's repeated.”
(http://www.admittingfailure.com/)
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1.

EXCECUTIVE SUMMARY

The Department of Public Service and Administration (DPSA) conducted a ten year
review on the status quo with regards to implementation of Public Service Management
Week (PSWMW). Cabinet approved the National Policy Framework for Women's
Empowerment and Gender Equality in 2000, the Gender Equality Strategic Framework
(GESF) for the Public Service with an Implementation Guideline and Plan of Action in 2008.
This Public Service Gender Strategy articulates 8-Principles for Heads of Departments that
would fast track true transformation for women in the workplace.

The findings of the review revealed that the majority (nearly 60%) of the departments
think the objectives for the PSWMW as set in 2007 have been achieved. Departments
feel there is accountability for gender mainstreaming in their respective departments but
they require the allocation of more financial and human resources. Departments were
almost unanimous in their opinions regarding the fact that tremendous progress has been
made in terms of developing gender responsive policies and a more gender sensitive
work environment.

Departments require more support from DPSA and want to see their accounting officers
and all senior managers take responsibility for gender mainstreaming by including gender
in their performance agreements. Analysis of the qualitative data revealed that there is
relatively strong correlation between the ranking of provinces (in terms of the achievement
of the 50% representation of women at Senior Management Service (SMS) levels), the
provinces that confirmed the PSWMW objectives have been met and the provinces that
confirmed adequate resources were allocated. However, there is no real correlation
between the percentage of departments that indicated there is accountability for the
gender programme in their departments and the percentage of departments that indicated
that adequate resources have been allocated for the gender unit.
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The top four proposals for the improvement of the PSWMW programme were the need
to hold HODs and Senior Managers accountable for gender mainstreaming by including
transformation indicators in their performance agreements but also for “DPSA” to institute
punitive measures for non-compliance. Inclusion of the GESF and PSWMW to
Management of Performance Assessment Tool (MPAT) to ensure monitoring and to
strengthen accountability. Departments also called on DPSA for support in terms of
resource allocation, capacity development and raising awareness with their top
management structures.

Recommendations for the improvement of gender mainstreaming in the Public Service
focus on refining the Performance Management and Development System (PMDS) to
ensure the inclusion of gender deliverables in the Performance Agreements of HODs and
SMS members; allocating resources to DPSA to support departments; making the training
on Gender Mainstreaming, Disability Management and Gender Responsive Budgeting by
the NSG compulsory for focal persons and line managers; and the establishment of a
Transformation Committee at DDG level as an oversight body for amongst others gender
mainstreaming in the Public Service.
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2.

INTRODUCTION

The Department of Public Service and Administration (DPSA) conducted a ten year
review survey on the status quo with regards to the implementation of the Public Service
Management Week (PSWMW). This report provides the findings of the Knowledge
Attitudes and Practices (KAP) study that was conducted in this regard and proposals for
improvement on the principles.

The report provides an overview of the methodology followed as well as a detailed
analysis of both the quantitative and qualitative data based on the number of departments
that submitted reports. An overview of what the various principles entail is provided. A
summary is provided of the results for all the principles for the whole Public Service. This
is followed by an analysis of a summary of the results for each principle for the various
provinces and the national departments (as a collective). The results of the data analysis
for each province (and national departments) are also provided.

A discussion of the findings, in terms of commonalities and correlations between various
aspects of the survey findings is provided. The report concludes with a number of
recommendations and value judgement in the concluding remarks.
PERSAL data that is provided for the ranking of provinces in the representation of women
at SMS levels is based on December 2017, while the data for the representation of women
with disabilities at SMS levels is based on October 2017.
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3.

BACKGROUND
Cabinet approved the National Policy Framework for Women's Empowerment and Gender
Equality in 2000. The DPSA responded by developing a Framework for gender equality in
the Public Service and a tool through which HODs/DGs could take accountability for and
report on progress made on the promotion of gender mainstreaming.
Public Service Women Management Week
At the first Public Service Gender Indaba in 2008, the Minister for the Public Service and
Administration launched The Public Service Women Management Week (PSWMW).
This was prompted by the research of the Public Service Commission, on gender
mainstreaming initiatives in the Public Service, which was released in 2007. A number
of findings in the study influenced the development of this intervention: - Firstly the lack
of understanding of the concept “gender mainstreaming”. Also, the need for the
empowerment of women in terms of their role as part of the executive structures of
departments and their involvement in decision making. There was also a need to
consider the impact that gender mainstreaming has on management responses to both
male and female staff members. One example in this regard was that there was an
absence of family friendly policies which take into account the social benefits of families,
such as flexi-time for men and women and childcare arrangements which support equal
family responsibility. The manner and extent to which recruitment and promotion
practices were utilised to enhance gender equality in employment needed to be
considered as well as the manner in which sensitive issues associated with gender
relations (including sexual harassment cases) were handled in departments.

The research revealed that the Public Service had only limited itself to the dictates of the
Basic Conditions of Employment Act (i.e. maternity provisions). It further revealed that
there was a lack of support for gender mainstreaming from senior management based
on a lack of understanding about “how” to do gender mainstreaming whilst having “other”
departmental priorities; - thus gender mainstreaming was not included in any
departmental planning, monitoring and budgeting processes.
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Another worrying finding was related to women’s leadership; many women preferred to
have men as managers citing that female managers were much harder, less sympathetic
and inflexible. The study also found that Gender Focal Points in departments were left
with the responsibility of gender mainstreaming without the support of senior
management. Lastly, a major concern was that the country was a signatory to nearly all
gender equality instruments yet there was no reflection of that in the Public Service.

Heads of Departments were then committed to steer the promotion of gender equality
through the development of the 8 Principles Action Plan for Promoting Women’s
Empowerment and Gender Equality in the Public Service (hereafter referred to as the 8
Principles Action Plan). The purpose of the programme is to:


Bring together women managers to discuss pertinent issues such as barriers to
advancement, advances made by women and challenges that hinder them.



Work towards providing growth and development on issues that affect women in the
world of work today.



Focus on strengthening the management/leadership capacity of women and to promote
economic development by (amongst others) building strategic alliances, coalitions and
affiliations that are empowering.
The PSWMW meeting is used to monitor the implementation of the 8 Principle Plan of
Action for Promoting Women’s Empowerment and Gender Equality within the Public
Service Workplace which was launched by the Minister for the Public Service and
Administration at a roundtable for senior managers on 27 August 2007 to address the
challenge of gender mainstreaming in departments relegated to the Gender Focal Points
by placing the responsibility and accountability for Gender mainstreaming and gender
equality at the highest office. 2017 marked the 10th year of the implementation of the
PSWMW programme which made it an opportune time to review the progress made.
The GESF articulates 8 Principles for Heads of Departments that would fast track true
transformation for women in the workplace namely:
* transformation for non-sexism
* establishing a policy environment
14

* meeting equity targets
* creating an enabling environment
* mainstreaming gender
* empowerment
* providing adequate human, physical and financial resources
* accountability, reporting, monitoring and evaluation

To standardize the PSWMW, a number of compliance criteria were prescribed that
departments need to adhere to:
A formal meeting must be held annually and not just a (gender related) event;
a)

The meeting must be hosted during the prescribed dates (i.e. during the last week of
August);

b)

The DG/HOD must chair the meeting;

c)

The meeting must only be attended by female SMS managers;

d)

The agenda should focus on the implementation of the 8 Principle Action Plan;

e)

A report on the implementation on the PSWMW should be submitted to DPSA using
the template prescribed by DPSA;

f)

The implementation report should be submitted to DPSA on or before the 31st of
October; and

g)

The implementation report must be signed by the DG/HOD.

An overview, in terms of departments’ adherence to the said compliance criteria, are
discussed below.
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4.

COMPLIANCE WITH THE REQUIREMENTS OF THE PSWMW

4.1

Public Service wide submission rates of PSWMW Reports: 2012-2017
The submission of reports has fluctuated over the years, starting at 90 in 2012, the 2013
submission was 103, but in 2014 the submission declined to 94. The main reason cited
for the decline in 2014 was that elections were held in 2014 and many departments
reported that they had acting HODs and DGs and could not hold meetings. A further
decline was experienced in 2015 where only 87 reports were received and departments
cited the same reasons for their failure to comply. The submission rate picked up in 2016
to 123 and 2017 marks the highest number to date at 131 reports.

In 2017 all departments in three provinces submitted reports, the Free State, the North
West and the Northern Cape. The Free State maintained a three year record, while the
North West and the Northern Cape maintained a second year record. For the last two
years the Western Cape dropped its submission rate by one department. In 2016 the
Department of Human Settlements in the Western Cape submitted a blank template
which was signed by the HOD and this was erroneously recorded in the 2016 report as a
genuine submission. In 2017 the Western Cape Department of Education did not submit
a report. This affected the province’s 4 year 100% submission rate.

In 2017, the lowest submission rate was by the Eastern Cape, only 6 departments out of
13 submitted reports. This however was a great improvement on the submission rate in
2016 when only one report was received. The DG in the Office of the Premier needs to
determine what the reason for the sharp decline in 2016 was. In 2017 the second lowest
was Mpumalanga, only 8 departments out of 12 submitted reports. The third lowest
compliance was Limpopo where 10 departments out of 12 submitted reports.

In Gauteng only one department did not submit a report (Department of Roads and
Transport). Two departments in KwaZulu Natal (Department of Education and
Department of Public Works did not submit reports), however, the two departments sent
letters signed by the Acting HODs explaining that the departments could not hold the
meetings, and two in Limpopo (Department of Education and the Department of Social
16

Development did not submit reports). The graph in figure 1 shows the submission rate
from 2012 to 2017.
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Figure 1: Public Service wide submission rates of PSWMW Reports: 2012-2017

4.2

Adherence to the PSWMW compliance criteria
The attendance of meetings by only female SMS managers is the criteria that has
over the past 6 years, consistently scored the lowest. Over the years departments have
been indicating that women from levels below SMS levels were complaining that they are
excluded from this programme, or that due to the fact that there were very few women at
SMS levels, there was a need to increase the audience and therefore, women from Middle
Management Services (MMS) levels (and at times below MMS) had to be included. This
approach is however indicative of the weakness of gender mainstreaming in departments
as they have failed to establish other relevant fora to address gender issues; fora that
could elevate unresolved issues to the agenda of the meeting with the Director-General/
HOD during the PSWMW.
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The criteria on the need to hold a specific meeting and not just an event has over the
years been confused with Women’s Month celebratory activities. DPSA has emphasized
over the years that this is a formal meeting, not a celebratory event. Compliance with this
criteria has been consistent above 90% over the years although the criteria to hold the
meetings during the specified dates (the last week of August) has been poorly adhered
to over the years (at an average of less than 60% compliance). Reasons cited by
departments over the years include the busy schedules of HODs and DGs and the need
to reschedule meetings to suit the schedule of the HOD/ DG. The DPSA has placed
emphasis on the need to plan effectively and timeously to address this challenge. It is an
established programme that every gender coordinator in the department is aware of and
the dates are set every year as the last week of August, departments therefore need to
place it in the calendar at the beginning of the financial year, instead of waiting for the
DPSA to issue a reminder in July. The highest compliance was in 2015 at 75% of the
departments. This also goes hand in hand with the criteria that requires HODs/DGs to
chair the meeting. The highest compliance score in this regard (75%) was achieved in
2012 and 2013. In 2017 more than one quarter of the meetings were not chaired by
HODs/DGs.

The agenda of the meeting should focus on the discussion of the 8 Principle Action
Plan. Although there has been improvement over the years, this shows that departments
still prefer to have events instead of a formal meeting to review what has been achieved
for women’s empowerment.

The report should be submitted using a prescribed template. These templates
change every year to emphasize the priorities of the time. Compliance with this criteria
has been the highest (98%) in 2017 (probably due to the ten year review that was done).
However, over the last five years some departments just changed a few things from the
reports they submitted in the past without realising that they had left out some sections
that needed new information at the time.
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Compliance with the criteria regarding the submission of the PSWMW reports by the
submission date has improved to above 80% in the past two years. During the past four
years some departments were citing challenges with having reports signed by their
DG/HOD as the respective DGs/HODs either were not comfortable with the content of the
report or it takes time (in some departments) to have reports routed through to the office
of the DG/HOD.

The reports have to be signed by the DG/HOD for authenticity and accountability.
Compliance to this criteria have consistently been above 95% over the years, with 2014
as the only year where compliance was below 95%.
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Figure 2: Summary of adherence to the PSWMW compliance criteria: 2012-2017
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5.

THEORY OF CHANGE
The KAP Study survey conducted for the 10 year review of the PSWMW programme
provides some insight in the processes followed by departments to implement the eight
principles.
Bouffard et al, 2003 gives an overview of the importance of “formative program
evaluations” and explains that it addresses the internal validity of an intervention by
ascertaining the degree to which the program was implemented as designed or intended.
He goes on to say the process evaluation provides a “starting place both for
understanding the delivery of the programme and the potential effectiveness”.
The problem statement, rationale, goal target group and theory of change are presented
below:

Problem statement, rationale, goal and target group
PUBLIC SERVICE WOMEN MANAGEMENT WEEK
Problem Statement:

Slow progress in terms of gender mainstreaming in the
public service (as indicated by lack of gender indicators
in strategic plans and monitoring and evaluation
processes of departments and failure to meet the 50%
target)

Rationale:

HODs/DGs take ownership of the gender equality
transformation process and report on progress through
the PSWMW initiative.

Goal:

To strengthen, support and improve the implementation
of gender mainstreaming in the Public Service to
achieve gender equality and economic empowerment of
women and the girl child in South Africa.

Target Group:

All Government departments in the Public Service

Table 1: PSWMW: Problem statement, rationale, goal and target group
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Theory of Change for the PSWMW Project:
Figure 3: Theory of Change for the PSWMW Project:

HOD
ACCOUNTABILITY
• HODs take
ownership of the
Gender equality
transformation
process and report
on progress
through the
PSWMW initiative

6.

Translates to:

Resulting in

•provision of adequate resources
•ensuring an enabling barrier free workplace
environment where the Constitutional imperatives of
equality and non discrimination are maintained
• Implementation of equity measures for the
development and empowerment of women in the
Public Service and for the clients of the Public Service
•Management of monitoring and evaluation measures
that keep SMS members accountable for the
mainstreaming of gender in planning, budgeting,
reporting monitoring, evaluation and auditing of all
internal and external programmes and projects

• Gender equality for
the Public Service and
the service delivery
programmes of
Government

METHODOLOGY
A Knowledge, Attitude and Practices (KAP) survey was used as a tool to do a ten year
review on the status quo with regards to implementation of the Public Service
Management Week (PSWMW). To this end, a questionnaire was circulated to all
Government Departments to complete for the PSWMW reporting of 2017 (see annexure
A).
A KAP survey can be defined as follows: “a KAP survey is a quantitative method
(predefined questions formatted in standardized questionnaires) that provides access to
quantitative and qualitative information. KAP surveys reveal misconceptions or
21

misunderstandings that may represent obstacles to the activities that we would like to
implement and potential barriers to behaviour change. Furthermore a KAP study may
help to locate areas where information and education efforts should be exerted. Note
that KAP surveys have definite limitations as it essentially records an “opinion” and is
based on “declarative” (i.e., statements). In other words, the KAP survey reveals what
was said, but there may be considerable gaps between what is said and what is done
(Spring-Nutrition (2015)). For this reason – where possible, triangulation was done
through verification/cross referencing the questionnaire data with PERSAL data.

The questionnaire provided the DPSA with quantitative data (Yes/No responses which
were quantified and used to craft graphs), as well as qualitative data (open-ended
questions) to test the progress made during the past 10 years. Open ended questions
were also asked in terms of challenges experienced and proposals for improvement.
Lastly, questions were asked to determine attitudes/ opinions regarding the extent to
which the PSWMW achieved its intended objectives.
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7.

RESULTS
The results are discussed in terms of a summary of the quantitative responses of all eight
principles for all departments in the Public Service. This is followed by an analysis of the
quantitative findings for each principle. Lastly the analysis of the findings, as it relates to
both quantitative and qualitative responses for each province and the national
departments, is discussed.

7.1

ANALYSIS: PUBLIC SERVICE WIDE SUMMARY: QUANTITATIVE DATA OF THE
PSWMW 10 YEAR REVIEW SURVEY
The questionnaire (Annexure A) prompted departments to answer a number of questions
with “Yes/No” answers for each of the eight principles. Respondents were then prompted
to explain their responses with motivations and or examples to validate their answers.
The “yes/ no” responses were quantified and the percentage “yes” and percentage “no”
responses are depicted in figure 4 below. The responses were also illustrated in graphs
that depict the responses (by various provinces) for each principle (see section 6.2
below). The qualitative analysis of the motivations for the “yes/no” responses are
discussed per province (and for national departments) under section 6.3.
The questions that required “yes/no” responses and the findings thereof are listed in table
2 below:

Question
Do you think your workplace is
sexist?
Do you think there has been
substantial progress to
eliminate sexism in your
workplace?
Do you think your policies are
gender responsive?
Do you think there has been
substantial progress to

Findings
The majority of respondents (81.37%) indicated
that they do not regard their work place to be
sexist.
An even greater number of respondents (91.68%)
are of the opinion that substantial progress has
been made to eliminate sexism in the workplace.
85.35% of respondents regard their policies to be
gender responsive.
79.95% agreed that substantial progress has been
made in the promotion of gender responsive
policies.
23

Question
promote gender responsive
policies in your workplace?
Has your department met the
50% equity targets?

Do you have SMS women
with disabilities in your
workplace?

Do you think your
workplace environment is
sensitive to gender issues?
Do you understand what
the terms "gender
mainstreaming" refers to?
Do you understand what
the terms "empowerment"
means?
Do you think the gender
programme in your
department has been
allocated enough resources
Do you think there is
accountability for the
gender programme in your
department?
Are there any plans in place
to monitor and evaluate the
gender programme in your
department?
Do you think the
introduction of the Public
Service Women
Management Week has
achieved the objectives it
set out in 2007?

Findings

71.46% of the departments responded that they
had not reached the equity targets approved by
Cabinet. By March 2018, 21 departments had
reached 50% representation of women at SMS
levels.
Less than a quarter of the respondents confirmed
that they have SMS women with disabilities on
their establishments - 81.78% of the departments
do not have any women with disabilities at SMS
levels by March 2018.
The majority of the respondents (83.71%) said
their workplace environment is sensitive to gender
issues.
Nearly all respondents (99.09%) confirmed that
they understood what the term “gender
mainstreaming” refers to.
An even greater number of respondents (99.71%)
indicated that they understood what the term
“empowerment” means
Almost a third of the respondents (29.76%) was of
the opinion that their departments had not been
allocated enough resources.
81.61% of the respondents confirmed that there is
accountability for the gender programme in their
departments.
The majority of the respondents (87.65%) said
their departments had plans in place to monitor
and evaluate the gender programme.
Nearly two thirds (59.83%) of the respondents
were of the opinion that the PSWMW has
achieved the objectives it set out in 2007.

Table 2: Analysis of Public Service wide summary: "yes/no" responses for the PSWMW 10 year review survey
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Public Service responses to 10 year review questions
on 8 Principles Action Plan
40.17

% Women management week

59.83

12.35

% Plans to monitor gender programme

87.65

18.39

% Accountability for gender programme

81.61

% Allocation of resources to gender programme

70.24

29.76

% Understanding of term empowerment

0.29

% Understanding of gender mainstreaming

0.91

99.71

99.09
16.29

% Gender issue sensitivity

% SMS women with Disability

83.71
81.78

18.22

% 50% equity target

71.46

28.54
20.05

% Promotion of gender responsive policies

79.95

14.64

% Gender responsive policies

85.36

8.32

% progress sexism elimination

% Sexist workplace

91.68
81.37

18.63
0.00

20.00
Average No

40.00

60.00

80.00

100.00

120.00

Average Yes

Figure 4: Public Service wide summary: "yes/no" responses for the PSWMW 10 year review survey
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7.2

ANALYSIS OF 8 PRINCIPLES ACTION PLAN
In this section, an overview is provided of what is expected from departments for each
principle. The questions that were included in the 10 year review questionnaire are listed
and the average responses are listed for each province as well as for the national
departments.

7.2.1 Transformation for non-sexism
Departments are expected to report progress made on their efforts to promote and
protect human dignity and the human rights of women, including women with disabilities.
The principle reinforces the Constitutional imperative of Non-Sexism and NonDiscrimination and departments need to translate the imperatives contained in the
Constitution and legislation into actionable measures. Departments are further expected
to address diversity challenges and stereotypes and to conduct surveys and audits and
other interventions to ensure diversity issues are addressed. Departments should also
ensure that the workplace is conducive for all employees and must ensure that all
barriers to access for women into and across all employment levels are identified and
eradicated. Sensitivity to gender and disability must be created as well as awareness of
the needs of diverse groups in the workplace. Lastly, departments must make sure that
men play a role as positive partners in advancing gender equality in the workplace
The first question for this principle was “Do you think your workplace is sexist”?
Responses are depicted in figure 5 below. The majority of the provinces indicated that
they do not regard their workplace to be sexist. For the Eastern Cape and Limpopo
provinces all departments (100%) indicted that their workplace are not regarded as
sexist. Gauteng, KwaZulu Natal, Mpumalanga (83%) and the Western Cape (82%) had
a lower percentage of departments that do not regard their workplace as sexist. For the
Free State, North West and national departments one quarter of departments (25%)
indicated that they do regard their departments to be sexist. The Northern Cape had
the highest number of departments that indicated that their workplace is sexist –i.e. 42%
of the departments in the Northern Cape regard their workplace to be sexist.
26

% Sexist workplace
120
100

100

100

83
75

80

83

83

82

75

74

58

60
42
40

25
17

20

17

25
17

0

26

18

0

0
Yes

No

Yes

No

Eastern Cape Free State

Yes

No

Yes

No

Gauteng

Kwazulu
Natal
Figure 5: Results “Do you think your workplace is sexist?”
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The second question for this principle was “Do you think there has been substantial progress
to eliminate sexism in your workplace”? Three provinces (Eastern Cape, Limpopo and
Mpumalanga) had a 100% positive response and four provinces as well as national
departments had more than 90% positive responses. Nearly a fifth of the departments in the
Free State (75%) is of the opinion that substantial progress has not been made to eliminate
sexism in the workplace. Although 42% of the departments in the Northern Cape responded
that they regard their workplace to be sexist (see figure 6), 75% declared that substantial
progress had been made to eliminate sexism in their workplace.
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Figure 6: Results “Do you think there has been substantial progress to eliminate sexism in your workplace?
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7.2.2 Establishing a policy environment
For this principle departments need to report on progress made on the full
implementation of national policies & implementation guidelines on women’s
empowerment and gender equality through the development of departmental and
sector-specific guidelines and standard operating procedures
Departments are expected to: - Develop policies that address pertinent issues regarding
the needs and interests of women and men in the sector; Review existing policies to
make them gender sensitive; Consult on new policies; Align policies with the national,
regional and international gender instruments; Input on policies and implementation and
lastly departments need to educate staff on policies.

Responses to the question “Do you think your Policies are gender responsive”, are
depicted in figure 7 below. The Eastern Cape and Limpopo provinces once again had
a 100% positive response and thus regard their policies to be gender responsive. This
is followed by Gauteng and the Western Cape with positive responses above 90%. The
Free State, KwaZulu Natal and Mpumalanga as well as national departments had
positive responses above 80%. In two of the provinces (North West and Mpumalanga)
one third (33%) of the departments responded that their policies are not gender
responsive.
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Figure 7: Results: “Do you think your Policies are gender responsive”?
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All the departments in Limpopo province indicated that substantial progress has been
made to promote gender responsive policies in their workplace (see figure 8). For
KwaZulu Natal, a total of 92% of the departments also responded positively followed by
national departments at 88%. Free State, Mpumalanga and North West provinces had
25% negative responses and in the Northern Cape 50% of departments indicated that
they do not think substantial progress has been made to promote gender responsive
policies in their workplace
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Figure 8: Results: Do you think there has been substantial progress to promote gender responsive policies in your workplace?

7.2.3 Meeting equity targets
The equity target for the 50% representation of women at SMS levels was supposed to
have been met in March 2009. In November 2012 the target was retained by Cabinet
with a decision to hold HODs accountable for meeting equity targets.
Departments are expected to report on the current status of representation of women
at SMS levels and show levels and measures to ensure women’s full participation in
decision- making. Furthermore, departments must indicate the number of women with
disabilities at SMS levels (from the total of women at SMS). To this end departments
must ensure that Employment Equity Plans are aligned with the national targets and
implemented accordingly. Retention and talent management strategies must be
developed and implemented. Lastly, to ensure a sustainable pool of middle managers
is created (in readiness to take up positions in higher levels), leadership development
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policies must be in place with leadership pipeline designed – to achieve this, coaching
and mentoring must be formalized in the department.
The percentages of the number of departments that indicated they had or had not
reached the 50% equity target in the representation of women at SMS levels is depicted
in figure 9 below. The actual average percentages of women in SMS levels per province
are depicted in figure 10 below. When comparing the responses received with the actual
PERSAL data, it is encouraging to note that the responses (to the 10 year review
questionnaire survey question on the achievement of the 50% target in the
representation of women at SMS levels) corresponds with the actual achievement
according to PERSAL data as at 31 December 2017

e.g. Free State (poorest

performing province at 34.1%) had only 1/12 department that met the target, this
translates to 8% and Gauteng, (best performing province at 44.8%), had 4/15
departments that met the target which translates to 27%. A summary (and ranking) of
the actual average percentage women at SMS levels over a period of three years
(achieved by provinces and national departments) is attached as Annexure B
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Figure 9: Results: Has your department met the 50% equity target?

To further measure progress for this principle, departments were requested to confirm
if they have women with disabilities at SMS levels on their establishments. Results for
National Departments and Gauteng province indicate that almost half of the
departments confirmed that they do have women with disabilities at SMS levels. The
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Eastern Cape indicated that around a third of their departments have women with
disabilities at SMS levels, the poorest performing provinces are the Free State and in
the Western Cape not a single department has women with disabilities at SMS levels.
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Figure 10: Results: Do you have SMS women with disabilities in your workplace?
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Figure 11: % Departments with female SMS with disabilities: October 2017: Source: PERSAL

Responses received for the 10 year review survey are compared with the actual
PERSAL data as at October 2017 (when the questionnaires were due) and the data in
this regard is reflected in figure 12 below (also refer to Annexure C). With the exception
of Gauteng, Mpumalanga and national departments, the data received compares well
with the actual PERSAL data.
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Representation of Women at SMS levels: December 2017
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Figure 12: % Women in SMS as at December 2017 (Source: PERSAL)

7.2.4 Creating an enabling environment
For this principle, departments need to report on progress made in establishing
departmental and sector-specific gender management systems, adequate institutional
mechanisms and dedicated gender units. Departments further need to explain how
these mechanisms/ systems have advanced gender transformation.

Practical

examples include:
•

Establishing fully fledged gender units

•

Ensuring that Gender Focal Points have adequate resources and that their location is
at an appropriate level for them to participate in decision-making structures and
processes of the Department.

•

Establishing Reasonable Accommodation practices that address the needs of women
and men and parents with small children and developing policies that will ensure work
life balance.

•

Developing and implementing employment equity plans.

•

Establishing Women’s Empowerment and Gender Fora as well as Senior women
manager’s fora; and
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•

Removing all barriers to access and participation.

To measure progress for this principle, departments were requested to confirm if they
thought their departments are sensitive to gender issues.
In the Free State, North West and the Northern Cape a third of the departments
indicated that they do not regard their workplace environment to be sensitive to gender
issues. In two provinces (KwaZulu Natal and Mpumalanga), all departments confirmed
that they do regard their workplace to be sensitive to gender issues.
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Figure 13: Results: Do you think your workplace environment is sensitive to gender issues?
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7.2.5 Mainstreaming gender
There is a need to move beyond the numerical aspects of transformation to focus on
substantive transformation. Gender mainstreaming is an approach adopted by the
country to promote gender equality and women’s empowerment. The Public Service
Gender Equality Strategic Framework also proposes the approach. To this end
departments need to report on progress made to incorporate a gender perspective into
all the planning tools, policies, different programmes, projects and monitoring tools. All
programs of the department therefore need to reflect what is being done to ensure
women are direct beneficiaries of services and development measures but also that
women’s practical and strategic needs are addressed. To do this end analysis of the
departmental operational plan must be done.
With the exception of one department in the Western Cape, all the respondents
confirmed that they do understand what the terms "gender mainstreaming" refers to.
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Figure 14: Results: Do you understand what the terms "gender mainstreaming" refers to?
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7.2.6 Empowerment
For this principle, departments are required to report on capacity development initiatives
or interventions undertaken for women’s advancement and gender equality.
Departments need to thus ensure that a departmental Human Resource Development
Strategy is developed and that they do have policies on capacity development in place
and that it is being implemented. This will ensure that an increased number of women,
women with disabilities and young women are accessing bursaries, learnerships and
traineeships. Furthermore, mentoring, coaching and support programmes for women,
especially for women in management, should be undertaken at departmental level and
departments must monitor how women benefit from economic development initiatives.
Departments must ensure that they provide disaggregated data on progress for this
principle.
With the exception of one national department, all departments confirmed that they do
understand what the term “empowerment” means.
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Figure 15: Results: Do you understand what the term "empowerment" means?
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7.2.7 Providing adequate human, physical and financial resources
Departments need to make available human, physical and financial resources for
advancing gender equality. Departments need to report if the said resources are
sufficient, and most importantly, if the resources are mainstreamed through all
programmes or if it is centralized? Important factors to consider here are whether:
•

Resources that are allocated for gender equality and transformation factor in equity
considerations?

•

Dedicated GFPs, with appropriate substantive and technical skills are appointed?

•

GFPs drive the gender agenda in association with top management?

•

Departments use in-house technical expertise to analyze programmes and day to day
work through a gender lens as well as conducting internal audits and gender budgeting?

When asked if they consider the resources allocated for the gender programme to be
sufficient, in five provinces more than 80% of the departments indicated that they were
not allocated sufficient resources (i.e. Free State, KwaZulu Natal, Mpumalanga, North
West and the Northern Cape). Three provinces had about a 50/50 response (i.e.
Eastern Cape, Gauteng and the Western Cape) and for Limpopo and National
departments two thirds of the departments felt that they were not allocated sufficient
resources.
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Figure 16: Results: Do you think the gender programme in your department has been allocated enough resources?
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7.2.8 Accountability, reporting, monitoring and evaluation
Departments are required to report on interventions implemented to ensure ownership
for, full responsibility and accountability of, and reporting on measures implemented to
advance gender equality. This means they need to indicate who is responsible for what
and also on how the HOD and Senior Managers in the department support and drive
interventions to advance gender equality. Each Department has to develop gender
indicators and incorporate them in their monitoring tools. All SMS members must be
held accountable for gender mainstreaming by having it in their performance
agreements. The work of Gender focal points must be closely monitored with proper job
descriptions. Programmes must be evaluated to ensure they are gender responsive.
The Public Service Women Management Week should be used as one of the monitoring
vehicles to provide reports on the progress including reports on the trends that have
been observed during monitoring and evaluation initiatives and what is being done to
address challenges.
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Figure 17: Results: Do you think there is accountability for the gender programme in your department?

When asked if they think there is accountability for the gender programme, the majority
of the departments in provinces responded positively. Two provinces (Western Cape
and Gauteng) had more than 90% departments that agreed there is accountability for
the gender programme in their departments, four provinces had more than 80% “yes”
responses (i.e. Eastern Cape, KwaZulu Natal, Mpumalanga, and the National
Departments). Limpopo, North West and Northern Cape provinces had a quarter of their
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departments stating they do not think there is accountability for the gender programme
in their departments. For the Free State one third of the Departments responded “no”
to the question.

Results for the question regarding plans to monitor and evaluate the gender programme
in their departments, were very similar to the question on accountability for the gender
programme. Here however the Eastern Cape had a 100% “yes” responses from all their
departments as did Gauteng. National Departments, the Northern Cape and the Free
State also had a more positive responses than the accountability question.
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Figure 18: Results: Are there any plans in place to monitor and evaluate the gender programme in your department?

4.2.9

No

General questions
Departments were asked if they thought the introduction of the Public Service Women
Management Week (PSWMW) has achieved the objectives it set out in 2007. Responses
to this critical question showed a huge amount of variance.
For National Departments and Limpopo Province, half of the departments agreed and
half disagreed. For Mpumalanga province, 57% of the departments responded “yes”, this
is an interesting observation as Mpumalanga occupies position number eight with regards
to the ranking of provinces in terms of their representation of women at SMS levels (refer
to Annexure B).
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Provinces that had a strong positive response were the Eastern Cape (80%), Gauteng
(90%), KwaZulu Natal (82%), North West (83%) and the Western Cape (73%).
Provinces that responded negatively were the Free State (82%) and Northern Cape
(82%). The Northern Cape and Free State Provinces occupy the 9 th and 10th positions
with regards to the ranking of provinces in terms of their representation of women at SMS
levels (refer to Annexure B). Somehow there is a correlation between the performance of
the two provinces in terms of equity and how the programme has been implemented in
these provinces.
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Figure 19: Results: Do you think the introduction of the Public Service Women Management Week has achieved the objectives it set out in
2007?
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7.3

ANALYSIS PER PROVINCE
The quantitative data (“yes/no” responses) is summarized in a graph for each province and for
national departments as a group. An analysis of the said graphs will be done as well as an
analysis of the qualitative data where provinces shared information on measures taken to
achieve progress for each principle respectively as well as reasons why slow progress has
been made (challenges experienced). Lastly, departments were granted an opportunity to
share ideas on measures that the Public Service need to put in place to ensure better progress.

An analysis of the qualitative data as submitted by all the departments will be done per principle
for each province. Analysis of the data on measures implemented to advance gender equality
yielded the following themes:


Policies



Employment Equity (EE)



Recruitment



Training/ awareness



Sexual Harassment



Transformation



Gender specific issues



Specific Campaigns



Human Resource/Admin / Management Issues



Research



Monitoring and Evaluation

An analysis of both quantitative and qualitative data is provided for each province.
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7.3.1 Eastern Cape
The Eastern Cape Province (EC) occupies the fourth position with regards to the ranking of
provinces in terms of their representation of women at SMS levels (refer to Annexure B).

Quantitative data analysis:
The quantitative analysis of the “yes/no” responses to the questions asked for the 10 year
review survey is reflected in figure 20 below.

None of the departments in the EC regard their workplace to be sexist and all departments in
the EC think substantial progress had been made in terms of eliminating sexism in the
workplace.
All departments also regard their policies to be gender responsive. Sixty percent of the
departments in the EC indicated that they had not met the equity targets. This is in line with
the actual PERSAL data for December 2017 which confirms that the representation of women
at SMS levels was 41.7%. Two thirds of the departments indicated that they had no women
with disabilities at SMS levels.
Whilst all departments indicated that they understood what gender mainstreaming means, only
83% of departments think their workplace environment is sensitive to gender issues. Similarly,
all departments understand what the term “empowerment” means but only half of the
departments indicated that their gender units have been allocated adequate resources.
The majority of the departments (83%) in the Eastern Cape think there is accountability for the
gender programme and all departments have plans to monitor and evaluate their gender
programmes.

Lastly 80% of the departments in the EC are of the opinion that the PSWMW has achieved the
objectives set in 2007.
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Eastern Cape: Analysis 8 Principles Action Plan
20

% PSWMW Achieved objectives

80

0

% Plans to monitor gender programme

100
17

% Accountability for gender programme

83
50
50

% Allocation of resources to gender programme

% Understanding of term empowerment

0

% Understanding of gender mainstreaming

0

100

100

17

% Gender issue sensitivity

% SMS women with Disability

83
67

33

% 50% equity target

60

40
17

% Promotion of gender responsive policies

% Gender responsive policies

0

% progress sexism elimination

0

% Sexist workplace

83

100

100
100

0
0

20

Eastern Cape No

40

60

80

100

120

Eastern Cape Yes

Figure 20: Results: Eastern Cape Province: responses to “yes/no” questions on 8 Principles Action Plan
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Qualitative data analysis and evaluation of findings:
No.
Principle
1

Analysis

Transformation for

It is encouraging to note that none of the departments regard their workplace to

non-sexism

be sexist. Reponses primarily focused on sexual harassment. Very little mention
is made of how diversity challenges (including sensitivity to gender and disability)
are addressed. No mention were made by any department of any surveys or
audits to identify diversity issues.

2

Establishing a

Observation Although there was a single reference to the alignment of policies to

policy environment

Public Service Regulations, very little mention is made to any international/
regional gender instruments. There also seems to be no mention of any
assessment of the needs of women and the girl child in terms of the development
of any sector specific policy development.

3

Meeting equity

The EC has achieved 41.7% representation of women at SMS levels and is

targets

ranked fourth. It seems as if the province has EE plans in place but is struggling
to implement recruitment practices to improve the representation of women and
women with disabilities at SMS levels. Little mention is made about any retention
or talent management strategies or the development of middle managers to
ensure a leadership pipeline. The EC only employed 4 women with disabilities at
SMS levels– the percentage of departments that reported that they do have
female SMS members were 33% which correlates well with PERSAL data which
reflected that 31.77%. Mention was made of a partnership with the UNISA
Disability Desk to assist with recruitment of persons with disabilities for SMS
positions.

4

Creating an

The responses for this principle focused a lot on capacity development of women.

enabling

Apart from the referral to the implementation of employment equity plans,

environment

departments did not show a good understanding of what is required for this
principle. The need to establish gender units was mentioned as a challenge.
There is need to focus more on establishing reasonable accommodation
practices to address the needs of women with small children and on developing
policies that will ensure work life balance. Establishment of gender forums and
units with adequate resources also requires more attention.

5

Mainstreaming

It was encouraging to note that one department mentioned that the HOD is

gender

committed to transformation. Also to note that for one department, measures
implemented to ensure gender mainstreaming include the incorporation of
gender targets in all the Departmental monitoring tools (the Annual
Performance Plan and Strategic plans). One department also said that SMS
members are assessed on the principle of gender mainstreaming/ transformation
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No.

Principle

Analysis
accountability. Departments further mentioned that Employment Equity plans and
recruitment measures guide the implementation of the gender programme. In one
department, the Transformation and Gender Director’s participates in all planning
and review meetings of the department as well as a Transformation Committee
that monitors, discusses and implements issues on transformation. For one
department, gender reports are presented at every management meeting. It is
thus clear that transformation matters are addressed also through gender fora
that assist in combatting gender barriers.

Proposals on the improvement of this principle by departments:


A discussion forum must be established for all policies planning and
strategic matters to ensure gender mainstreaming takes place;



There should be increased awareness raising campaigns (workplace
harassment, economic empowerment, Capacity building);



The composition of Committees must be gender and disability sensitive;



Specific positions for women/ women with disabilities at SMS levels must
be identified;



Plans and reports on mentoring of women at MMS and SMS levels must
be prepared;



Incentives for recruitment of scares skills should be offered;



DPSA must facilitate a Gender Indaba;



Gender Mainstreaming in the Performance Management of all HODs
and SMS must be included;



DPSA should make the establishment of Gender units (with adequate
structures and resources) to implement gender programmes compulsory;



Gender unit should be at CD level;



Failure to comply to the set gender/ equity targets must have
consequences/ accountability;



Anonymous surveys (for MMS and below) must be implemented at
departmental level (with the guidance and support provided by DPSA), to
assess the relationship and support provided by women at SMS; and



Gender indicators should be incorporated in all the Departmental
monitoring tools ((Annual Performance Plan and Strategic plans)

6

Empowerment

Reponses favored a focus on Gender Mainstreaming training and awareness
workshops as well as increased awareness raising campaigns (i.e. workplace
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No.

Principle

Analysis
harassment, economic empowerment, capacity building) etc. There was also a lot
of emphasis on leadership programmes such as the AMDP that favor women. A
number of departments alluded to the fact that bursaries allocated to women
ensure empowerment through knowledge and skills but also ensure upward
mobility and women are also encouraged to attend conferences.

Proposals on the improvement of this principle by departments:


The training budget must be centralized to allow the implementation of
interventions to achieve women empowerment;



SMS members must participate in the mentoring and coaching
programme and must serve as mentors and coaches to transfer skills to
junior employees (especially women);



PSWMW must be used more constructively for awareness raising; and



Compulsory in-service training on succession planning and human talent
should be introduced.

Observation: Very little mention was made of the development of a Human
Resource Development Strategy to ensure capacity development also for women
with disabilities and young women. Departments also did not mention the need to
disaggregate data in this regard.
The economic empowerment of women was not addressed in any of the reports.
7

Providing adequate

Although the quantitative data show that the EC departments have a 50/50

human, physical

divide in terms of their opinion on whether sufficient resources are allocated for

and financial

the gender programme, it was clear from the analysis of the qualitative data

resources

that departments do not think sufficient resources are allocated. Departments
cited the established gender fora, diversity training, and the fact that they have
dedicated gender focal persons as measures that have been put in place to
support the gender programme. No mention was made about ensuring
capacity building for GFPs or that GFPs drive the gender agenda in
association with SMS. It was also not clear at all if resources that are allocated
are mainstreamed through all programmes.
Proposals on the improvement of this principle by departments:


Gender monitoring should be part of MPAT/strategic plan.



DPSA should conduct unannounced visits.
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No.
8

Principle

Analysis

Accountability,

One department reported that gender indicators form part of the APP. Some

reporting,

departments confirmed that monitoring tools are in place that monitor GESF,

monitoring and

EE Plan and 8 Principles Action Plan in this regard and this is reported to the

evaluation

Department of Public Service and Administration (DPSA), Department of
Women (DOW) and to United Nations Commission on the Status of Women
(UNCSW) as well as the Department of Labour (DOL) (in terms of Employment
Equity).

Observation No mention was made of any evaluations of programmes to
establish if they are gender responsive nor of any trends observed during
monitoring activities. This is also one of the principles where one would have
expected emphasis to be placed on holding SMS members accountable for
gender aspects in their performance agreements as well as the use of the
PSWMW as a monitoring vehicle to report on the progress regarding the
implementation of the 8 Principles Action Plan. .
9

General proposals

General comments:

for programme

The majority of the departments seem to think the 8 Principles Action Plan

improvement

assists with opportunities to discuss issues affecting women with the HOD and
it holds HOD accountable (forces him/her to engage on gender issues)

Proposals on the improvement of this principle by departments:
Gender Focal Point roles need to be clarified;
Sufficient financial and human resources should be allocated to drive the
Gender Programme; and
DPSA needs to visit provinces to monitor compliance.
Table 3: Eastern Cape: Qualitative analysis of responses to PSWMW Survey- 8 Principles Action Plan
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7.3.2

Free State
The Free State Province (FS) is the poorest performing province with regards to the
representation of women at SMS levels. The FS occupies the last (10th) position with
regards to the ranking of provinces in terms of their representation of women at SMS levels
(refer to Annexure B).

Quantitative data analysis:
The quantitative analysis of the “yes/no” responses to the questions asked for the 10 year
review survey is reflected in figure 21 below.
One quarter of the departments in the FS regard their workplace to be sexist. The majority
of the departments (83%) in the FS think substantial progress had been made in terms of
eliminating sexism in the workplace.
Similarly, 83% of departments regard their policies to be gender responsive, however one
quarter of the departments does not think substantial progress has been made in the
promotion of gender responsive policies.
Almost all the departments (92%) departments in the FS indicated that they have not met
the equity targets. This is in line with the actual PERSAL data for December 2017 which
confirms that the representation of women at SMS levels was 34.1%. None of the
departments indicated that they had women with disabilities at SMS levels. The PERSAL
data for October 2017 however indicate that there was one women at SMS level with a
disability employed in the province.
Whilst all departments indicated that they understood what gender mainstreaming means,
only 67% of departments think their workplace environment is sensitive to gender issues.
Similarly, all departments understand what the term “empowerment” means but only 17%
of the departments indicated that their gender units have been allocated adequate
resources.
Two thirds of the departments (67%) in the FS think there is accountability for the gender
programme and 75% of the departments have plans to monitor and evaluate their gender
programmes.
Lastly 82% of the departments in the FS are of the opinion that the PSWMW has not
achieved the objectives set in 2007, which correlates with the overall performance of the
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province. Despite the province’s good submission record, the quality of the reports
reflects the poor quality of implementation of gender programmes in the province.

Free State Summary 8 Principles Action Plan
% Women management week

82

18
25

% Plans to monitor gender programme

75
33

% Accountability for gender programme

% Allocation of resources to gender programme

67
83

17

% Understanding of term empowerment

0

% Understanding of gender mainstreaming

0

100

100
33

% Gender issue sensitivity

% SMS women with Disability

67
100

0

% 50% equity target

92

8
25

% Promotion of gender responsive policies

% Gender responsive policies

17

% progress sexism elimination

17

% Sexist workplace

75

83

83
75

25
0

20
Average No

40

60

80

100

120

Average Yes

Figure 21: Results: Free State Province: responses to “yes/no” questions on 8 Principles Action Plan
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Qualitative data analysis and evaluation of findings:
No.
1

Principle

Analysis

Transformation for

One quarter of the departments regard their workplace to be sexist. Reponses

non-sexism

primarily focused on events and dialogue during women’s month with an
emphasis on sexual harassment. Some departments do have sexual
harassment policies in place. One department reported that induction training
includes diversity management. No mention was made by any department of
any surveys or audits to identify diversity issues.

2

Establishing a

One department reported that their policies are reviewed from time to time

policy environment

and two departments reported that their policies are gender responsive. One
department also reported that awareness is created on existing policies
through the department’s internal newsflash e.g. on sexual harassment.
Observation No mention was made to any international/ regional gender
instruments. There also seems to be no mention of any assessment of the
needs of women and the girl child in terms of the development of any sector
specific policy development.

3

Meeting equity

The FS is the poorest performing province in terms of the 50% representation of

targets

women at SMS levels. The province was at 31.1% as at October 2017, and is
ranked tenth. No mention was made by departments in terms of having EE plans
in place. Nor was any mention made about any retention or talent management
strategies or the development of middle managers to ensure a leadership
pipeline. There are no women with disabilities employed at SMS levels by the
FS.
One department proposed that organizations that deal with issues related to
persons with disabilities be approached for possible candidates and that head
hunting needs to be done to assist with the appointment of women with
disabilities at SMS levels. It was further proposed that targeted job advertisement
is required to improve the progress with the achievement of equity targets.

4

Creating an

The responses for this principle included two references to leadership capacity

enabling

development of women as well as the coaching and mentoring for women. Apart

environment

from a reference to the need to develop policy for child care facilities,
departments did not show a good understanding of what is required for this
principle. One department referred to Employee Health and Wellness practices
as a vehicle to creating an enabling environment and two departments
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No.

Principle

Analysis
mentioned the establishment of women and disability fora. One department
reported that they do not have a gender unit in place.

5

Mainstreaming

Progress reported in terms of this principle centered on the existence of gender

gender

sensitive policies, bursaries and leadership training programmes and the
establishment of gender units. There was however no mention of the inclusion of
gender targets in departmental monitoring tools (e.g. the Annual Performance
Plan and Strategic plans). For one department, gender reports are presented at
management meetings. No mention was made on how women benefit from the
services of the departments.

Proposals on the improvement of this principle by departments:
 Increased awareness raising campaigns (workplace harassment,
economic empowerment, capacity building); and

6

Empowerment

Enforcement of compliance though legislation

Responses focused primarily on leadership development programmes for
women and the fact that female employees are encouraged to apply for
bursaries/ scholarships. Some departments also mentioned that SMS and MMS
managers serve as mentors and coaches to transfer skills to junior employees
(especially women).
One department reported progress in terms of the appointment of a female
HOD.
No mention was made of any need to do Gender Mainstreaming training or
awareness workshops
There were poor responses with regard to proposals on the improvement of this
principle by departments. Reporting progress to DPSA was one of the few
proposals received.
Observation The development of a Human Resource Development Strategy to
ensure capacity development for women and for young women and women with
disabilities was not mentioned nor the need to disaggregate data or the need to
monitor the economic empowerment of women.

7

Providing adequate

The analysis of both the quantitative and the qualitative data show that the

human, physical

vast majority of departments do not think sufficient resources are allocated for

and financial

gender mainstreaming. Some departments reported the establishment of

resources

Gender fora and the allocation of bursaries for training and development
programmes for women as measures to prove that resources are allocated to
support the gender programme. Capacity building for GFPs or the need for
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No.

Principle

Analysis
GFPs to drive the gender agenda in association with SMS was not mentioned
at all. It was also not clear at all if resources that are allocated are
mainstreamed through all programmes.

8

Accountability,

Some departments reported that Monitoring is done for MPAT, the

reporting,

Employment Equity Report, in terms of Health and Wellness, reporting on

monitoring and

DPSA Frameworks (GESF and JA) and for the Audit Committee. One

evaluation

department stated that Gender fora assist in removing gender barriers.
It was very disheartening to read that gender issues are ONLY attended to
once a year when the PSWMW meetings are held (reported by one
department). One department reported that gender indicators form part of the
APP.
No mention was made of any evaluations of programmes to establish if they
are gender responsive nor of any trends observed during monitoring activities.
No mention was made about holding SMS members accountable for gender
aspects in their performance agreements.
Observation It is interesting to note that, in the clear absence of real
accountability for the gender mainstreaming programme, two thirds of the
departments reported that they do regard there to be accountability for the
gender programme and three quarters of the departments indicated that they
do have plans in place to monitor the gender programme.

9

General proposals

General comments:

for programme

The majority of the departments (82%) think the PSWMW has not achieved

improvement

the objectives set in 2007. One department also indicated that DPSA did not
set clear reporting criteria. A major challenge cited was the fact that there are
no dedicated official(s) appointed to drive the gender programme

Table 4: Free State: Qualitative analysis of responses to PSWMW Survey- 8 Principles Action Plan
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7.3.3

Gauteng
The Gauteng Province (GP) is the best performing province with regards to the
representation of women at SMS levels (44.8%) (Refer to Annexure B).

Quantitative data analysis:
The quantitative analysis of the “yes/no” responses to the questions asked for the 10 year
review survey is reflected in figure 22 below.

Some of the departments in the GP (17%) do regard their workplace to be sexist but 91%
of the departments think substantial progress had been made in terms of eliminating
sexism in the workplace.
Nearly all departments (92%) regard their policies to be gender responsive. Eighty three
percent of the departments in GP indicated that they met the equity targets. This is in line
with the actual PERSAL data for October 2017 which confirms that the representation of
women at SMS level was 44.8%. It is incredibly encouraging to report that half of the
departments indicated that they had women with disabilities at SMS level. This statistic
however does not fully correspond with PERSAL data for October 2017 which indicates
35.71% representation of women at SMS levels. GP however leads by far in this regard.
Whilst all departments indicated that they understood what gender mainstreaming means,
only 92% of departments think their workplace environment is sensitive to gender issues.
It is interesting to note that whilst all departments understand what the term
“empowerment” means only half of the departments indicated that their gender units have
been allocated adequate resources.
The majority of the departments (92%) in GP think there is accountability for the gender
programme and all departments have plans to monitor and evaluate their gender
programmes.

Lastly 90% of the departments in the GP are of the opinion that the PSWMW has achieved
the objectives set out in 2007. This correlates with the overall performance of the
province. In this province most reports have disaggregated data and what is reported is
part of what they have as indicators in their departmental plans.
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Guateng Summary 8 Principles Action Plan
10

% Women management week

90

0

% Plans to monitor gender programme

100
8

% Accountability for gender programme

92
50
50

% Allocation of resources to gender programme
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0
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0
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100
8

% Gender issue sensitivity

92
50
50

% SMS women with Disability

% 50% equity target
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17

% Promotion of gender responsive policies

% Gender responsive policies

8

% progress sexism elimination

9

% Sexist workplace

83
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17
0

20
Average No
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Figure 22: Results: Gauteng Province: responses to “yes/no” questions on 8 Principles Action Plan
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Qualitative data analysis and evaluation of findings:
No.
1

Principle

Analysis

Transformation for

The majority of the departments (83%) do not regard their workplace to be sexist.

non-sexism

Discrimination towards LGBTQ+ individuals was reported to be a problem for
some departments but a number of departments reported that non-discriminative
policies have been put in place e.g. the workplace harassment policy, to combat
sexism. Numerous responses focused on training regarding sexual harassment
and GBV. Mention was also made of increased awareness raising campaigns
(also using internal news letters to publish articles) on workplace harassment,
economic empowerment and capacity building). Some departments mentioned
diversity training, but did not explain how diversity challenges (including sensitivity
to gender and disability) are addressed. No mention was made by any
department of any surveys or audits to identify diversity issues.

2

Establishing a

Responses for GP, in terms of the policy environment, was very encouraging.

policy environment

Departments reported that policies are gender and race sensitive and are in line
with the Public Service Guidelines. Internal policies are developed to address
pertinent gender issues. Non-discriminative policies have been put in place e.g.
workplace harassment policies, to combat sexism. Some departments reported
that their EE policy ensures equity targets are met and it ensures non sexism.
Departments also reported that policies are reviewed regularly. A number of
departments reported that gender targets are included in the workplace skills plan
and one department reported that they had developed and implemented a Sector
Gender Strategic Framework. Although there was a reference to the alignment of
policies to Public Service Regulations, very little mention was made to any
international/ regional gender instruments and the assessment of the needs of
women and the girl child in terms of the development of sector specific policy
development.

3

Meeting equity

GP is the best performing province at 44.8% in 2017. Success can be attributed

targets

to the implementation of the following measures: - Targeted job advertisement
(including women at SMS), bursaries for women, consistent employee education/
sensitization (including diversity training) and workshops for women
empowerment.
Departments did not mention any retention or talent management strategies or
the development of middle managers to ensure a leadership pipeline.
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No.

Principle

Analysis
Some of the challenges reported were:
Moratoriums on the filling of posts and two departments reported that
transformation is slow due to the fact that they regard their departments to be
patriarchal and said women and disability issues are not prioritized.
Proposals for the improvement of this principle by departments:
The need to "ring-fence" posts to be filled by people with disabilities and women,
and formalizing coaching and mentoring. The need for better accommodation of
persons with disabilities was also mentioned.
GP employed nine women with disabilities at SMS levels in five of the 14
departments.

4

Creating an

The responses for this principle illustrated commitment to support the

enabling

development and empowerment of women: -Women have preferential access to

environment

bursaries and training opportunities, there is a focus on diversity training as well
as mentoring and coaching for women and persons with disabilities.
Another positive aspect noted in the responses was the existence of gender fora
which assist in removing gender barriers thus ensuring an enabling environment.
Observation Reference to the implementation of employment equity plans was
made under other principles. Little mention was made of the establishment and
resourcing of gender units and reasonable accommodation practices to address
the needs of women with small children and on developing policies that will
ensure a work life balance.

5

Mainstreaming

Departments reported that the following measures are implemented to ensure

gender

gender mainstreaming: 

Gender sensitive policies are in place that guide the implementation of
the programme.



One department developed and implemented a Sector Gender Strategic
Framework.



Targeted job advertisement;



A conscious effort to mainstream Gender - going beyond just numbers;



Consistent employee education/ sensitization; and



Transformation Committee – monitor, discuss and implement issues on
transformation.

Proposals on the improvement of this principle by departments:


The incorporation of gender targets in all the Departmental monitoring
tools (the Annual Performance Plan and Strategic plans); and
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Principle

Analysis


6

Empowerment

DPSA should train HODs and SMS members in departments.

Departments in GP reported the following measures to ensure the
empowerment of women:
 Consistent employee education/ sensitization.
 Targeted skills development for women through the allocation of bursaries/
scholarships specifically for women (female employees are also
encouraged to apply for bursaries). This not only ensures empowerment
through knowledge and skills but also ensures upward mobility for women.
 Leadership programmes favor women – the Women Management and
Leadership development programme was launched in one department.
 SMS members attend the mentoring and coaching programme and serve
as mentors and coaches to transfer skills to junior employees (especially
women).
 Gender Mainstreaming awareness training/ workshops are conducted
regularly.
 PSWMW used constructively for awareness raising.

Proposal on the improvement of this principle by departments:


A monitoring tool to determine whether women are empowered by the
Departments should be developed.

Observation Although some departments mentioned “targeted skills
development”, very little mention was made of the development of a Human
Resource Development Strategy to ensure capacity development also for
women with disabilities and young women. Departments also did not mention
the need to disaggregate data in this regard.
There was also very little said about the need to monitor the economic
empowerment of women.
7

Providing adequate

The quantitative data show that GP departments have a 50/50 divide in terms

human, physical

of their opinion on whether sufficient resources are allocated for the gender

and financial

programme. Analysis of the qualitative data indicates that numerous

resources

departments are pleased with the fact that the gender budget has increased
substantially in the past 10 years. A number of departments reported the need
for more funding to allocate bursaries for and training and development
programmes for women
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Principle

Analysis
Responses focused a lot on the existence of a good policy framework as
measures that had been put in place to support the gender programme.
Departments did not mention the need to ensure capacity building for GFPs or
that GFPs drive the gender agenda in association with SMS. It was also not
clear if resources that are allocated are mainstreamed through all
programmes.
Proposals on the improvement of this principle by departments included
the need for Government to adopt a Gender Responsive Budgeting approach

8

Accountability,

Departments in GP reported the following measures to illustrate the level of

reporting,

accountability for the gender programme:

monitoring and



Gender policies are in place.

evaluation



EE policy ensures non sexism and that equity targets are met.



EE profiles considered when awarding bursaries.



Code of conduct stipulates that sexism is unacceptable behavior.



One department developed and implemented Sector Gender Strategic
Framework.



One department reported that their EE report and Gender report are
tabled and discussed quarterly as part of the transformation
committee's reporting requirements.



Monitoring is done for: MPAT, EE report, Health and Wellness,
reporting on APPs and DPSA Frameworks.



Females are appointed to technical positions.



Women are favored in terms of attending empowerment programmes
/training.

One department reported that gender indicators form part of the APP. Some
departments confirmed that monitoring tools are in place that monitor GESF,
EE Plan and the 8 Principles Action Plan. One department mentioned that they
use the PSWMW as a monitoring vehicle to report on the progress regarding
the implementation of the 8 Principles Action Plan.
Observation No mention was made of any evaluations of programmes to
establish if they are gender responsive nor of any trends observed during
monitoring activities. This is also one of the principles where one would have
expected emphasis to be placed on holding SMS members accountable for
gender aspects in their performance agreements.
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No.
9

Principle

Analysis

General proposals

General comments:

for programme

The majority of the departments (90%) think the 8 Principles Action Plan

improvement

assists with opportunities to discuss issues affecting women with the HOD and
it holds HOD accountable (forces him/her to engage on gender issues)
Proposals on the improvement of this principle by departments:
The fact that sexual harassment cases are not reported (due to fear of
reprisals) needs to be addressed.
One department proposed that the Public Service Management Week should
be done bi-annually

Figure 23: Gauteng: Qualitative analysis of responses to PSWMW Survey- 8 Principles Action Plan
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7.3.4

KwaZulu Natal
The KwaZulu Natal Province (KZN) occupies the second position with regards to the
ranking of provinces in terms of their representation of women at SMS levels (refer to
Annexure B).

Quantitative data analysis:
The quantitative analysis of the “yes/no” responses to the questions asked for the 10 year
review survey is reflected in figure 24 below.

Some of the departments (17%) in KZN regard their workplace to be sexist and nearly all
departments (91%) in KZN think substantial progress had been made in terms of
eliminating sexism in the workplace.
Eighty three percent of the departments regard their policies to be gender responsive and
92% think substantial progress has been made in terms of the promotion of gender
responsive policies. Seventy five percent of the departments in KZN indicated that they
had not met the equity targets. This is not consistent with the actual PERSAL data for
December 2017 which confirms that the representation of women at SMS was indeed
42.8%. Ninety two percent of the departments indicated that they had no women with
disabilities at SMS levels, PERSAL data indicate that one department had one women
with disability at SMS levels.
All departments indicated that they understood what gender mainstreaming and the term
“empowerment” mean and all departments also think their workplace environment is
sensitive to gender issues. It is once again interesting to note that 82% of the departments
in KZN indicated that their gender units have not been allocated adequate resources.
The majority of the departments (82%) in KZN think there is accountability for the gender
programme and 83% have plans to monitor and evaluate their gender programmes.

Lastly 82% of the departments in KZN are of the opinion that the PSWMW has achieved
the objectives set out in 2007.
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Figure 24: Results: KwaZulu Natal responses to “yes/no” questions on 8 Principles Action Plan

60

Qualitative data analysis and evaluation of findings:

No.
1

Principle

Analysis

Transformation for

It is good to note that 83% of the departments do not regard their workplace to be

non-sexism

sexist. Responses received from KZN province confirmed that policy and
awareness raising are in place. A number of departments confirmed that they
have zero tolerance towards sexual harassment in the workplace. Noncompliance with the policy leads to disciplinary action including dismissal if
necessary.
Some departments provided some very innovative responses in terms of
combatting sexual harassment in the workplace, these are: 

The induction programme includes a module on sexual harassment;



Questionnaire on the policy is posted on the intranet for employees to
respond;



Gender Focal persons should serve on the task team that is
developing Standard Operational Procedures on Sexual Harassment
policy;



Complaint mechanism for reporting of sexual harassment have been
implemented; and



Circular on the policy and procedures on the management of sexual
harassment in the public service is posted on the intranet.

Further responses by departments in KZN include:


Operational Women Leadership;



Gender Plans are in place with various interventions and strategies
that are aimed at eliminating sexism within the departments;



Hosting the PSWMW annually to promote women empowerment and
gender equality; and



Gender fora / men and women fora that assist in removing gender
barriers.

Proposals on the improvement of this principle by departments:


SMS women's capacity development need to be strengthened;



A Social Cohesion summit needs to be conducted throughout the
Province with other departments, stakeholders and employees; and



Conduct community dialogues to address social ills
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Observation: It could not be determined from the responses how diversity
challenges (including sensitivity to gender and disability) are addressed. No
mention was made by any department of any surveys or audits to identify
diversity issues.

2

Establishing a

The majority of the departments (83%), stated their policies are gender

policy environment

responsive i.e. the interests of women, men and youth are considered when
developing policies. Some departments stated that they value employees’
opinions / views when developing policies and that their HR units conduct
workshops to educate and sensitize departmental employees about its
policies. One department reported that a Task Team assesses the gender
responsiveness of the departmental policies and another reported that
submissions have a heading on gender implications which includes sexism/
discriminatory practices. The Task team assesses the gender responsiveness
of the departmental policies. Quite a number of departments reported that they
have retention policies in place e.g. for the retention of scarce occupations and
critical skills. Other encouraging responses included: flexible - working hours
policies to cater for women with young children.
Perhaps the most encouraging response was that one department has a policy
in place that require 30% of the grant budget to be allocated to female
entrepreneurs.

Little mention was made of any international/ regional gender instruments. There
also no mention of any assessment of the needs of women and the girl child in
terms of the development of any sector specific policy development.
3

Meeting equity

KZN has achieved 42.8% representation of women at SMS levels and is ranked

targets

second. Only one women with disability was employed at SMS level in KZN
province by October 2017. Departments in the province have EE plans in place
and are making a concerted effort to implement recruitment practices to improve
the number of women with disabilities at SMS levels. The measures implemented
in this regard include:


The EE unit sends the equity targets to the unit that advertises the
post so that the unit knows upfront what the targets are. EE stats are
also provided monthly to guide recruitment processes as well as
provide transparent information on EE progress made.



Policies and other measures are in place that assist with achieving the
50% equity target for the representation of women at SMS levels e.g.
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Affirmative Action Policy, Staff Retention Policy and well-functioning
EE Committees.


Leadership development programmes for senior - and middle
managers ensure 50% female participation.



Affirmative action measures to give women preferential treatment
(including Targeted job advertisements) during recruitment.



One department reported that only female SMS members will be
appointed until 50% target has been reached.



There should be an Advisory Committee for filling of vacant positions.



Head hunting for women at SMS level.

With regard to measures to ensure appointment of female SMS members with
disabilities, the following measures were reported:


Implementation of a policy on Reasonable accommodation for women
with disabilities.



Every effort has been made to recruit disabled persons at all levels, to
this end, Disability Organizations provided a database in order to
obtain more candidates for positions advertised.



Identifying specific positions for women/ women with disabilities at
SMS level.



Strengthening relations with structures and fora for persons with
disability and ensure that DAC programmes accommodate persons
with disabilities.

Departments in KZN also listed a number of challenges experienced with
regards to reaching the 50% equity target for the representation of women at
SMS levels:


Attrition of women at SMS level.



Delays in the finalization of the recruitment and selection processes.



Financial constraints.



One department reported that they observed that women candidates
generally do not perform well during interviews for SMS positions.



Posts often need to be re-advertised as there is a limited pool of
female applicants with specific skills for some advertised posts.



Recruitment of candidates in non-targeted groups for some posts due
to the shortage of skills in designated groups.



Moratorium on the filling of vacant posts.
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Many women at SMS level had recently retired.



Women get higher positions in other sectors that the Public Service
cannot match.

4

Creating an

All the departments in KZN responded positively to the question “do you think

enabling

your workplace is sensitive to gender issues”. From the responses received for

environment

this principle, it was clear that KZN has a good grasp of what it entails to create
an enabling environment. There were not many responses regarding capacity
development of women. It is evident from the responses that departments have
employment equity plans in place as well as transformation units with some level
of responsibility to deal with gender matters. Little mention was made about
capacitating GFPs. Some departments mentioned the establishment of gender
units as a challenge. It was encouraging to see that the province is making a
concerted effort to focus on the establishment of reasonable accommodation
practices to address the needs of breastfeeding women and women with small
children.
Established Gender Structures to assist with the M&E of gender programmes.

Numerous responses were received regarding the existence of an array of fora
(that assist in combating gender barriers and ensure the creation of an
enabling environment). Some of these are:


Women in Leadership Forum that serve as a platform where SMS women
meet to empower each other.



Men/ Women in the workplace forum.



Employees with disabilities forum.

Departments in KZN also reported that they consistently annually host
PSWMW meetings during August and that Gender Equality and JobAccess
Strategic Frameworks are submitted to DPSA annually.

Observation: It is proposed that a little more attention be given to the resourcing
of gender units
5

Mainstreaming

Very comprehensive responses were received that illustrate that departments

gender

have gender sensitive policies, recruitment and retention practices, various
gender related fora and committees (e.g. EE Committee/ Transformation
Committee), development initiatives and even organizational structures in place
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to ensure gender mainstreaming. There was however very few responses that
show how all of these translate to an external focus to e.g. ensure economic
development of women. One department reported that Key Performance Areas
for SMS members include gender mainstreaming and another department said
gender mainstreaming indicators are incorporated in their annual performance
plan. It was also good to note that one department reported that the bursaries
offered in the construction sector included 27 female graduates as part of
Graduate Mentorship Programme which aims to build a pool of female
professionals. DPSA is however not able to make a value judgement to
determine what percentage of the total amount of bursaries were allocated to
female applicants. This serves as an example of the fact that Departments are
still very internally focused when it comes to gender mainstreaming.

Proposals on the improvement of this principle by departments:
 Incorporating Gender in all the Departmental monitoring tools (APP and
strategic plans);
 Gender budgeting training must be compulsory for all CFO's and System
Managers;
 Legislation, national policies and directives should be amended in order to
support gender mainstreaming programmes;
 DPSA should train HODs and SMS members in departments;
 DPSA should compel all departments to have a public transformation
charter and monitor its implementation and impact as part of the
performance of departments;
 Departments that have achieved well must share their practices on Gender
Mainstreaming;
 HODs and DGs must be held accountable for gender mainstreaming; and
 Sanctions and penalties must be implemented for non-compliance.
6

Empowerment

The responses received for this principle from KZN departments were very
encouraging and it is evident that not only is there an emphasis on the
deliberate capacity building of women. Some of the positive measures
reported are:


EE policy Development that facilitate opportunities for women
empowerment and support.
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Recruitment Appointment and Retention Policy for persons with
disability.



Equal work distribution/ opportunities to discuss all matters in the
department.



Creating job opportunities which target women at all levels.



Bursaries, internships and learnerships ensure that the intake
percentage of females are far greater than male applicants. Bursaries
allocated to women ensure empowerment through knowledge and
skills but also ensure upward mobility.



The Women Management and Leadership development programme
favors women.



SMS members attend the mentoring and coaching programme and
serve as mentors and coaches to transfer skills to junior employees
(especially women)



Hosting events and dialogues during women's month.



Job creation through EPWP and Capacity Building initiatives.



Targeted training of women in MMS to prepare them for SMS
positions.



Women appointed to leadership positions/acting SMS or DDG
Positions/ seconded to SOEs for career development/ made
responsible for major strategic projects.



Staff Rotation Policy.

Perhaps the most encouraging was to note that at least some departments
reported on the fact that empowerment activities are extended to their
customers and that gender mainstreaming is thus translated to the line
function units of the various departments and data is disaggregated:
Some examples are:


A total of 679 farmers were trained in Agricultural programmes, more
than half of those were women.



The majority of the 951 jobs that were created through EPWP and
Land Care projects were allocated to women.



Bursaries were offered to 2853 women versus 820 men.



One department reported that 323 companies owned by women were
awarded tenders – once again it is not possible based on this data to
determine what percentage this makes of all the tenders awarded, but
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at least this is measured and this is a very positive step in the right
direction.
Proposal on the improvement of this principle by departments include the
need for annual targets for departments to empower women in the public
sector; including gender mainstreaming in the KRAs of SMS members’
performance agreements; making provision for workplace facilities such as
child care; and lastly enforcing the need to gather sex-disaggregated data.

7

Providing adequate

The majority of the departments in KZN agree that their gender programmes

human, physical

have not been allocated adequate resources. Severe cost cutting measures

and financial

have been introduced by Provincial Treasury and the fact that only critical

resources

posts may be filled was cited as a huge challenge in staffing some existing
structures. Departments also explained that the budgets are mostly centralized
under Human Resource Management and there is thus no dedicated budget
for gender mainstreaming. No mention was made about the need to ensure
capacity building for GFPs or that GFPs drive the gender agenda in
association with SMS.
Apart from the following two responses, it was not clear at all if resources that
are allocated are mainstreamed through all programmes:


Corporate wear that accommodate women has been implemented.



Continuity in promoting mainstreaming of gender into all programmes
delivered to communities and stakeholders.

Proposals on the improvement of this principle by departments:


National Treasury must issue a directive for gender budget.



Directive must be issued to all HOD's to capacitate enough funds
allocated for gender.

8



SMS key performance areas to include gender programmes.



Gender monitoring should be part of MPAT/strategic plan.

Accountability,

Most of the departments in KZN (82%) think there is accountability for the

reporting,

gender programme in their departments. A number of departments reported

monitoring and

that the PSWMW is used constructively for awareness raising/ responding

evaluation

strategically to ensure gender equality and women empowerment. Some
departments also said their HODs are accountable and responsible for the
implementation of the 8 Principles Action Plan to ensure that the programme is
elevated to a strategic level.
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Departments listed a number of gender monitoring measures:


Gender indicators form part of the APP.



EE, HR plans and Gender Equity Reports are created for
consideration by the Executive Committee.



8 Principles Action Plan is part of the HOD's and Director: Human
Resource Management’s work plans.



District HR managers report quarterly on the progress made on the
implementation of the 8 Principles Action Plan.



Implementation reports of the 8 Principles Action Plan is submitted at
the OTP and the Legislature.



Departmental Operational Plan has indicators on 8 Principles Action
Plan.



Departments are required to submit quarterly reports to the OTP (on
gender, disability, youth and older persons).



Reports compiled on the implementation of the strategic, annual
performance and HRP are monitored and submitted to provincial
legislature.



HR plan Gender indicators - Capacity Development Plan, EE plan and
are tracked on an ongoing basis.



Impact of gender mainstreaming strategy is continuously evaluated to
improve implementation plans.

It was also encouraging to note that some of the line function work by various
departments are monitored in terms of gender data:


Department of Human Settlements provided statistics of women that
have received housing subsidies.



The EPWP report showed the number of women that have been
trained in technical skills in the built environment.

9

General proposals

The majority of departments (82%) in KZN reported that the PSWMW is used

for programme

constructively for awareness raising/ responding strategically to ensure gender

improvement

equality and women empowerment.
PSWMW objectives have been achieved as it provides the platform for
departments to provide feedback on progress made by departments to
advance women in the workplace and track progress on the implementation of
8 Principles Action Plan has highlighted the success and failure in the
implementation of National Gender Equality Strategic Framework.
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Proposals on the improvement of this principle by departments:


Make Gender Transformation a standing item in EXCO meetings'
Agenda.



Identify gaps that requires improvement especially the principle
dealing with the provision of resources.



Training on PSWMW objectives must be conducted for all
departments to ensure that its objectives are implemented correctly.



Do not limit the PSWMW to SMS members only, include all women.



DPSA should drive training sessions for HODs and all senior
managers.



Gender responsive budgeting should be compulsory.



The integration of services between the Human Resource
Management components and the Gender Units must be encouraged.

Table 5: KwaZulu Natal: Qualitative analysis of responses to PSWMW Survey- 8 Principles Action Plan
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7.3.5

Limpopo
The Limpopo Province (LP) occupies the seventh position with regards to the ranking of
provinces in terms of their representation of women at SMS levels (refer to Annexure B).

Quantitative data analysis:
The quantitative analysis of the “yes/no” responses to the questions asked for the 10 year
review survey is reflected in figure 25 below.

None of the departments in LP regard their workplace to be sexist and all departments in
LP think substantial progress had been made in terms of eliminating sexism in the
workplace.
All departments think substantial progress had been made to ensure their policies are
gender responsive and also regard their policies to be gender responsive. Seventy eight
percent of the departments in LP indicated that they had not met the equity targets. This
is in line with the actual PERSAL data for December 2017 which confirms that the
representation of women at SMS levels were 37.4%. The majority of departments (89%)
indicated that they had no women with disabilities at SMS levels. This is consistent with
PERSAL data which confirms that only one department had a women with disability at
SMS level.
All departments indicated that they understood what gender mainstreaming means and
89% of departments think their workplace environment is sensitive to gender issues. All
departments do understand what the term “empowerment” means but only a third of the
departments indicated that their gender units have been allocated adequate resources.
Most departments (78%) in LP think there is accountability for the gender programme and
have plans to monitor and evaluate their gender programmes.

Lastly only 50% of the departments in LP are of the opinion that the PSWMW has
achieved the objectives set out in 2007.
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Figure 25: Results: Limpopo responses to “yes/no” questions on 8 Principles Action Plan
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Qualitative data analysis and evaluation of findings:

No.
1

Principle

Analysis

Transformation for

It is reassuring to note that none of the departments regard their workplace to be

non-sexism

sexist. Inputs for this principle focused on the existence of sexual harassment
policies and the hosting of awareness sessions.
Department did not allude to the manner in which diversity challenges (including
sensitivity to gender and disability) are addressed. No mention was made by any
department of any surveys or audits to identify diversity issues.

2

Establishing a

Departments in LP reported that policies are non-discriminatory and gender

policy environment

sensitive. It was encouraging to note that in some departments, consultation
workshops are held with unions to obtain inputs on policies. Policies are also
reviewed regularly. One department reported that their policies are available in
the province’s local languages. One department reported that they have an
advisory forum that does policy analysis of internal policies to ensure gender
sensitivity. Some departments also reported that advocacy of gender issues is
done at capacity building workshops and events such as the Youth Indaba.
Furthermore, advice is given during recruitment processes on employment
equity measures.
Departments made no reference to the alignment of policies to the Public Service
Regulations nor to any international/ regional gender instruments. It was also
very good to note the report by one department that stated that gender
research is done for their sector.

3

Meeting equity

Limpopo Province has achieved 37.4% representation of women at SMS levels

targets

and is ranked seventh.
Departments cited the following challenges with regards to meeting the equity
targets:


When female SMS members leave, there is no deliberate effort to
replace them by women.



Leadership pipelines are not properly identified.



Non-implementation of the EE Plan.



Staff turnover: political preferences taking precedent over administrative
processes.
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Departments proposed the following strategies to improve the achievement
of equity targets:


Implementation of EE Plan.



Placing equity targets in the APP.



Ring-fencing of posts.



Workshop on gender equity.

Observation: Departments did not allude to any retention or talent management
strategies or the development of middle managers to ensure a leadership
pipeline. LP only employed one women with a disability at SMS level.
4

Creating an

It seems as if LP do have a good grasp of what the requirements of this principle

enabling

entail. Some departments alluded to the following measures for the empowerment

environment

of women: - the establishment of Gender units; gender and Employment Equity
committees as well as gender fora. One department said a norm had been
established to involve the EE Committee in shortlisting and interviews and one
more department reported that it uses the EE Plan during the recruitment and
selection process. This province also had some departments that reported having
a policy on stress management and one department said counselling sessions
also include spouses of employees. Health and productivity is promoted through
wellness days and awareness sessions. It was also very encouraging to note that
one department reported that they do have a well-functioning child care facility.

5

Mainstreaming

It was very encouraging to note the responses of two departments that

gender

indicated they do incorporate a gender perspective into all line functions of their
respective departments. Another department confirmed that disaggregation of
data is practiced in all work areas. (E.g. departmental reports; workshops;
calendar day events and a breakdown of participants in empowerment
programmes). Other measures to support gender mainstreaming include: -The
establishment of dedicated gender units; training of SMS on gender
mainstreaming; standards registers that were developed to address gender
mainstreaming; gender sensitive policies and the EE Plan addresses gender
mainstreaming.

Departments however did not report on the incorporation of gender targets in all
the Departmental monitoring tools (the Annual Performance Plan and Strategic
plans). Nor did they mention that SMS members were assessed on the principle
of gender mainstreaming/ transformation accountability.
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Proposals on the improvement of this principle by departments:


Establishment of dedicated Gender Units.



Orientation of management on gender.



Including gender issues in the agenda of all meetings.



Non-prejudiced media portrayal of gender challenges.



Gender responsive budgeting.



Fully staffed gender units.



Provision of Child-care facilities.



Implementation of reasonable accommodation for persons with
disabilities.



Support and buy-in for the gender mainstreaming by MEC and HOD.



Hold Executive Authorities and Accounting Officers accountable.



OTP must conduct gender training in all government departments.



DPSA should monitor and provide support to departments that are
struggling.



Monitoring should be done at political level to support the EE Plans of
Accounting Officers.

6

Empowerment

Reponses focused on leadership programmes that favor women. A number of
departments alluded to the fact that bursaries allocated to women ensure
empowerment through knowledge and skills but also ensure upward mobility. It
was encouraging to note one department that reported on their WSP with
disaggregated data that indicated how more women are benefiting from
empowerment programmes.

Proposals on the improvement of this principle by departments:


Coaching and mentoring.



Avail budget for training of women in legal matters.



Empower women in agriculture.



Development of an “Ageing Policy” for older women to still work as carers,
lift-operators etc.



Ensuring acceleration of women empowerment by putting in place effective
gender structures.



DPSA should: revive the OSW in the OTP; create a Provincial InterDepartmental Women’s Forum; host an annual Women’s Indaba; provide
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technical training targeted at women and provide International exposure
programmes.


OTP should: create a platform for departments to present progress reports
and challenges encountered in gender programmes and monitor
compliance regarding women’s empowerment.



Provision of financial resources for programmes focusing on
disadvantaged communities.



Bursaries for staff at lower levels.



Implementation of RPL.

Observation: Very little mention was made of the development of a Human
Resource Development Strategy to ensure capacity development also for women
with disabilities and young women. There was also no mention of the need to
monitor the economic empowerment of women.
7

Providing adequate

Two thirds of departments in LP do not think sufficient resources are allocated.

human, physical

Departments cited the funding of events and human resources for gender units

and financial

as measures that had been put in place to support the gender programme.

resources

Only one department mentioned that the capacity building for GFPs or that
GFPs drive the gender agenda in association with SMS. It was also not clear if
resources that are allocated are mainstreamed through all programmes.
Departments cited the fact that the budget for Transformation programmes is
shared amongst three units and the fact that gender units are not adequately
staffed as challenges.
It was encouraging to note that one department reported that Operational
Plans with clear gender indicators and targets were adopted; calendar day
events were funded and gender fora established since 2014.

Proposals on the improvement of this principle by departments:
 Gender programmes to be included in the departmental strategy and APP.
 Gender indicators must be included in PAs of all SMS members.
 A policy directive is required for all SMS members to account for gender
mainstreaming in their respective programmes.
 Ensure that the GFP do not have added responsibilities.
 Ensure that gender matters are discussed in management meetings.
 The DPSA and the OTP should advocate for sufficient funding.
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 DPSA should assist the Department of Women to coordinate funding of
programmes throughout provinces.
 The DPSA should advise the Minister during the national budget
presentation to allocate enough budget to departments.
 Human Resource Development strategies should have leadership and other
empowerment development plans.

8

Accountability,

Nearly 80% of the departments in LP think there is accountability for gender

reporting,

mainstreaming in the province. Responses to motivate this included the

monitoring and

following responses:

evaluation

 Quarterly reports on gender mainstreaming and submission of reports to
relevant structures.
 HODs should account for the programme ensuring progress in the
implementation of gender programmes.
 Disaggregation of data.
 Approved EE Plan and monitoring thereof.
 Involvement of executive management in the gender programme.
 Focusing skills development of women as a priority.
 Fully functional gender units in some departments.
 Women’s forum.
 One department reported that gender indicators form part of the APP.

Observation: No mention was made of any evaluations of programmes to
establish if they are gender responsive nor of any trends observed during
monitoring activities. This is also one of the principles where one would have
expected emphasis to be placed on the use of the PSWMW as a monitoring
vehicle to report on the progress regarding the implementation of the 8
Principles Action Plan.
9

General proposals

General comments:

for programme

LP was the only province with a 50/50 divide in terms of departments’ opinions

improvement

on whether the 8 Principles Action Plan has achieved the objectives set out in
2007.

Departments that agreed said:
Issues of women in decision making are attended to and it has created a
platform where women are able to discuss gender related issues openly and to
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share ideas and empower one another. Furthermore, female SMS members
have an opportunity to raise their challenges that require the HODs
involvement to be resolved
Departments that did not agree said:


Meetings are not chaired by HODs.



Female SMS members do not attend meetings.



No skills transfer takes place on how the programme should be
implemented.



Gender issues do not form part of the HODs’ Performance Agreement.



Non-achievement of the 50% target.



No progress in the recruitment of women with disabilities.

Proposals on the improvement of this principle by departments:


DPSA should: - identify struggling departments and capacitate them,
conduct meetings with management to orientate them and also implement
punitive measure for non-compliance and arrange annual meetings with
HODs, develop a monitoring tool (both for political and administrative
reporting), revive the OSW in the OTP; create a Provincial InterDepartmental Women’s Forum; host an annual Women’s Indaba; provide
technical training targeted at women; provide International exposure
programmes and give support to management.



Female SMS should take this programme seriously and face consequence
management for non-attendance.



Departmental Executive Management should:- prioritise the gender
programme, plan and implement gender programmes; provide adequate
resources and lobby for resources from the Department of Women.

Table 6: Limpopo: Qualitative analysis of responses to PSWMW Survey- 8 Principles Action Plan
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7.3.6

Mpumalanga
The Mpumalanga Province (MP) occupies the eighth position with regards to the ranking
of provinces in terms of their representation of women at SMS levels (refer to Annexure
B).

Quantitative data analysis:
The quantitative analysis of the “yes/no” responses to the questions asked for the 10 year
review survey is reflected in figure 26 below.

Seventeen percent of the departments in MP regard their workplace to be sexist whilst all
departments in MP think substantial progress had been made in terms of eliminating
sexism in the workplace.
Most departments (86%) regard their policies to be gender responsive but only 71% of
the departments think substantial progress had been made in terms of the promotion of
gender responsive policies.
Seventy one percent of the departments in MP indicated that they had not met the equity
targets. This is in line with the actual PERSAL data for December 2017 which confirms
that the representation of women at SMS levels was 37%. Eighty six percent of the
departments indicated that they had no women with disabilities at SMS levels which is
consistent with PERSAL data (for October 2017) which shows that one department had
one SMS member with disability.
All departments indicated that they understood what gender mainstreaming and the term
“empowerment” means and all departments also think their workplace environment is
sensitive to gender issues however, 86% of the departments indicated that their gender
units have not been allocated adequate resources.
The majority of the departments (86%) in MP think there is accountability for the gender
programme and have plans to monitor and evaluate their gender programmes.

Lastly 57% of the departments in MP are of the opinion that the PSWMW has achieved
the objectives set out in 2007.
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Mpumalanga Summary 8 Principles Action Plan
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Figure 26: Results: Mpumalanga: responses to “yes/no” questions on 8 Principles Action Plan
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Qualitative data analysis and evaluation of findings:
No.
1

Principle

Analysis

Transformation for

It is encouraging to note that 82% of the departments in MP do not regard their

non-sexism

workplace to be sexist.
Some responses indicate that the organizational culture promotes the values of
non-sexism etc. in everyday work life. This is achieved through gender
mainstreaming training, emotional intelligence and diversity management training
and the EE plan. One department also said their skills development plan
prioritizes non-sexism.
With regards to the management of sexual harassment, departments reported that
they do have sexual harassment policies in place and that continuous awareness
raising takes place. Two departments reported that although no sexism incidents
or sexual harassment cases were reported, there is talk about it during gender
forum discussions. Sexual harassment cases that are reported are dealt with by
the respective Labour Relations Section and disciplinary action is taken against the
perpetrators.
Some other positive responses received are listed below:


Creation of awareness on LGBTQ+ and GBV.



One department offers counselling sessions to support LGBTQ+
communities.



Women development programmes are headed by men.



Absenteeism rate for girl learners has dropped.



No stereotyping in terms of type of jobs for women or men.



Plans and budgets for advocacy and awareness programmes are
implemented each year.

Lastly it was good to note that one department reported that they host policy
review workshops on Transformation and gender equity policies.
Observation: No mention was made by any department of any surveys or audits to
identify diversity issues.

2

Establishing a

Most of the departments (86%) in MP agree that their policies are gender and race

policy environment

sensitive. Departments listed an array of policies that have been reviewed to
ensure they are gender and race sensitive and that they are also responsive to the
needs of persons with disability. Mention was made of policy review workshops
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and that policies are analyzed on a “quarterly” basis and recommendations are
given to policy implementers.
Some interesting policies (that illustrate that for some departments, gender
mainstreaming do have an external focus) are:


DoE has implemented Leaner Pregnancy policy.



Municipal ward level committees participate in allocation and distribution of
starter packs (seeds, manure, fertilizer and implements.



Food security programme and environmental services programme are
used to ensure that policies are more gender sensitive and focus on
women, youth and persons with disabilities.



Department of Environmental Affairs has launched a women in the
Environment Forum to implement the National Department of
Environmental Affairs Strategy toward gender mainstreaming in the
environment sector.

Challenges listed further illustrate the fact that issues that affect women are
considered:


No policy address water scarcity in facilities, and how it harshly impacts on
women.



Males and females share a bathroom.

Observation: The development of any sector specific policies would be a very
positive measure for MP.

3

Meeting equity

MP has achieved 37% representation of women at SMS level and is ranked eighth.

targets

Numerous departments cited the moratorium on the filling of vacancies as the
reason for not meeting the 50% representation of women at SMS levels.
Departments also stated that they have EE plans in place and said they are
monitored closely. Plans are in place to appoint women in SMS positions once the
moratorium has been lifted. Other measures to improve the achievement of the
50% representation of women at SMS levels include:


Branch Heads receive letters to inform them about the EE status and
submissions include EE status to make DG and Minister aware of the EE
target and status, before appointments are approved.



The EE Committee identifies SMS positions that have been set aside for
women.
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Junior and middle managers are mentored through departmental
mentoring programmes.



Adverts should attract women with disabilities to SMS positions.



Head-hunting of women with disabilities for higher positions.



Increase level of awareness among current workforce about the benefits of
disclosing disability status.

MP only employed one woman with a disability at SMS levels. It would be advisable
for MP to partner with organizations that deal with persons with disabilities in their
attempts to head-hunt women with disabilities for higher positions.
4

Creating an

It is interesting to note that all the departments in MP regard their workplace to be

enabling

gender sensitive. Departments reported that gender, men and women fora assist in

environment

removing gender barriers and ensure enabling environment.
One department mentioned that they are considering the establishment of care
centers for babies in the workplace and another reported that provision was made
for security services within departmental offices and site offices. One department
embarked on a project to design bathrooms specifically to suit the needs and
requirements of each gender.
Some sector specific interventions included training for farmers in order to improve
the quality of life, skills and productivity of farmers as per the White Paper on
Agriculture and focus group sessions for women in agriculture, rural development,
land and co-operative sectors. This include discussions on child rights and
domestic sector rights. Victim empowerment, women and youth development,
services to persons with disabilities and social relief programmes were also
reported to be in place by one department.
Observation: The establishment and resourcing of gender units were not mentioned.
The establishment of reasonable accommodation practices to address the needs of
women with small children and on developing policies that will ensure work life
balance require more attention.

5

Mainstreaming

Some of the responses received indicate that the strategic plans, policies,

gender

programmes, scorecards service delivery plans, legislation, planning and
monitoring tools and governance mandates of departments, address gender
mainstreaming. Furthermore, departments reported that awareness and advocacy
programmes such as workshops to discuss Public Service Policy Frameworks for
Women's Empowerment and Gender Equality, are conducted. There was also
quite a large focus on the fact that departmental programmes disaggregate data in
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terms of male and female sexes and that a concerted effort is made to ensure
equal rights and opportunities for employment and promotion

Proposals on the improvement of this principle by departments:


Departments need to provide budgets, funding and project management
models for programmes provided for vulnerable groups and report on
progress.



All SMS members must be trained on gender mainstreaming.



Ongoing inclusion of gender mainstreaming in EXCO meeting agendas.



Ensure monitoring and evaluation of all programmes in terms of gender
mainstreaming



Conduct gender analysis, audits and accessibility audits

Observation: Departments did not allude to the need to assess SMS members on the
principle of gender mainstreaming/ transformation accountability. Although some
departments did allude to gender mainstreaming in the various sectors under the
previous principle, this critical requirement did not receive much attention under this
principle.

6

Empowerment

It was interesting to note that one department reported the adoption of strategies
for both officials and stakeholders to fully participate, contribute to and benefit from
economic growth and development as a measure to empower women in MP.
Numerous responses related to the development initiatives of women were
reported. Some of these are:


Exposure to senior positions and other responsibilities for development.



Capacitating and supporting women to be able to function equally to their
male counterparts.



Skills development is provided on a quarterly basis for employees as per
the workplace skills plan.



Youth development opportunities.



Study tours conducted for officials and farmers as an initiative to transform
MP, mining and research sector.



Executive and middle management training is offered to prepare especially
the previously disadvantaged groups for senior appointments.



Prioritising women and persons with disabilities for learnerships,
internships and mentoring of junior women managers.
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Technical and advisory fora for agriculture, production, land agri-business
and environment sectors.



DAFF Female Entrepreneur competition - participation at National and
Provincial levels.



Recognition of best practices in veterinary programmes e.g. rabies
campaigns and vaccinations and awarding of Provincial Abattoirs.



DSD focus more on empowering women externally than internally on
female employees (awareness and empowerment sessions are conducted
to external clients).



Procurement processes are in place to empower women.



Provincial Treasury coordinates the annual women's health and gender
equality day aimed to empowering women.

Proposals on the improvement of this principle by departments:


Conduct Advanced Management Development Programme and Executive
Development programme for SMS, MMS and ASD to groom them for senior
positions.



Enforce development opportunities in departments and submit reports for
monitoring purposes.



Request DTI and NEDLAC to offer free courses to female employees at the
level of Assistant Director, Deputy Director and Senior manager on economic
growth, regulatory issues, wage economics and corporate social investment.

Observation: Very little mention was made of the development of a Human
Resource Development Strategy to ensure capacity development also for women
with disabilities and young women. Departments also did not mention the need to
disaggregate data in this regard. It was encouraging to note that some departments
did mention the need to monitor the economic empowerment of women.

7

Providing

The majority of departments in MP (86%) indicated that they do not have sufficient

adequate human,

resources for the gender programme. Some departments also indicated that the

physical and

limited resources that are allocated, are constantly decreasing. Budget constraints

financial resources

is a challenge that hinders effective implementation of the gender programmes.
There also seem to be inconsistency in terms of the manner in which posts for
gender focal points are filled. Departments also cited the fact that officials
responsible for both transformation and transversal issues are overburdened and
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have very limited budgets. One department also mentioned that the gender subdirectorate has no authority to advise senior managers.
Proposals for the improvement of this principle by departments:


There is a need for a concept document to be developed, that will fully
substantiate and outline the resources requirements with costing. This must
then be presented to the budget committee of the Provincial Treasury.



Allocate a conditional grant to support gender programmes.



Gender matters must be institutionalized through the establishment of a
dedicated unit that reports directly to the HOD and not be an add-on function.
This will ensure proper planning of both human and financial resources.



Establish gender committees to convene quarterly to ensure the
implementation and monitoring of gender programmes.



Standardize and allocate adequate funding for gender programmes.



Programmes mandates need to change to include awareness and gender
mainstreaming.

Observation: No mention was made about ensuring capacity building for GFPs or
that GFPs drive the gender agenda in association with SMS. It was also not clear at
all if resources that are allocated are mainstreamed through all programmes.

8

Accountability,

Departments are required to submit progress reports on women empowerment

reporting,

and gender equality, youth, older persons, children and disability. Departments

monitoring and

also reported that their gender programme implementation reports are monitored

evaluation

monthly and quarterly. These reports must include attendance registers and
mainstreaming tools and reports are escalated to the HOD.
Some very positive responses are listed below:


One department reported that the gender programmes form part of the
HOD's KPAs to ensure gender issues are given priority.



One department developed and implemented a Sector Gender Strategic
Framework.



A monitoring tool on disaggregated data is in place.



Gender indicators are aligned with one department’s strategic document
and are monitored on quarterly basis.

Proposals for the improvement of this principle by departments:


A monitoring and evaluation tool must be developed for gender monitoring.
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Appoint gender and transformation coordinators at district level.



Ongoing training and development programme for Provincial Treasury.

Observation: No mention was made of any evaluations of programmes to
establish if they are gender responsive nor of any trends observed during
monitoring activities. This is also one of the principles where one would have
expected emphasis to be placed on holding SMS members accountable for gender
aspects in their performance agreements as well as the use of the PSWMW as a
monitoring vehicle to report on the progress regarding the implementation of the 8
Principles Action Plan.

9

General proposals

Fifty seven percent of the departments in MP stated that they think the introduction

for programme

of the PSWMW has achieved the objectives it set out in 2017.

improvement
One department said the effective implementation of the 8 Principles Action Plan
assists in improving empowerment programmes in the department. Some
departments acknowledged that the PSWMW programme has not been fully
implemented in their departments.

Proposals on the improvement of this principle by departments:


DPSA to provide support in capacity building to strengthen PSWMW
(including training sessions for HODs and all senior managers).



Link PSWMW session with the annual women's health and gender equality
programme.



Strong collaboration required between DPSA and DOW in respect of gender
mainstreaming strategies, policy references and programme guidelines.



Sufficient resources should be allocated, both financial and HR to drive the
Gender programme.



Increase participation of women at other levels in the PSWMW programme.



Establishment of a gender committee to monitor implementation of gender
programmes.



DPSA should drive training sessions for HODs and all senior managers.

Table 7: Mpumalanga: Qualitative analysis of responses to PSWMW Survey- 8 Principles Action Plan
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7.3.7

Northern Cape
The Northern Cape Province (NC) occupies the ninth position with regards to the ranking
of provinces in terms of their representation of women at SMS levels (refer to Annexure
B).

Quantitative data analysis:
The quantitative analysis of the “yes/no” responses to the questions asked for the 10 year
review survey is reflected in figure 27 below.

It is alarming to note that 42% of the departments in the NC regard their workplace to be
sexist however, 75% of the departments in the NC think substantial progress has been
made in terms of eliminating sexism in the workplace.
Sixty seven percent of the departments regard their policies to be gender responsive.
Sixty seven percent of the departments in the NC indicated that they have not met the
equity targets. This is in line with the actual PERSAL data for October 2017 which
confirms that the representation of women at SMS levels was 36.8%. Ninety two percent
of the departments indicated that they had no representation of women with disabilities
at SMS levels which is aligned to PERSAL data which shows that there is only one women
with disability at SMS level.
All departments indicated that they understood what gender mainstreaming and the term
“empowerment” mean, however, only 67% of departments think their workplace
environment is sensitive to gender issues. Eighty three percent of the departments
indicated that their gender units have been not been allocated adequate resources.
Three quarters of the departments (75%) in the NC think there is accountability for the
gender programme and 92% of the departments have plans to monitor and evaluate their
gender programmes.

Lastly 82% of the departments in the NC are of the opinion that the PSWMW has not
achieved the objectives set out in 2007.
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Northern Cape Summary 8 Principles Action Plan
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Figure 27: Results: Northern Cape Province: responses to “yes/no” questions on 8 Principles Action Plan
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Analysis

Transformation for

The fact that 42% of the departments in the NC regard their workplace to be sexist is

non-sexism

a real concern. Departments cited numerous disconcerting examples to illustrate
their value judgement in terms of the degree of sexism in the workplace:


Subtle sexist remarks are made towards senior female managers.



Sexual harassment cases are not attended within the required timeframes.



Female SMS instructions are ignored by both male and female
subordinates.



Female managers experience logistical resistance until a male counterpart
intervenes.



Males are preferred for certain jobs.



Female SMS are expected to manage like male managers, if not, they are
perceived as weaklings.



There is still an EE imbalance with regard to different levels, functions and
responsibilities.



The Tswana culture is male dominant, women feel excluded from fully
participating in traditional societies that show conflict between custom and
constitutional laws of the democratic dispensation- Traditional affairs.



Female SMS members have to work hard to prove that they are worthy of
the position that they are holding.



Female managers are still mistaken as secretaries.



Subtle undermining of women by male colleagues.



Unavailability of facilities for nursing after maternity leave.



There is a challenge in realizing a paradigm shift that sees females as
equals to male counterparts as the work environment is still very male
dominated.



Law of succession discriminates against women in certain communities
(women can only be regents not traditional leaders in their own right).

Proposals for the improvement of this principle by departments:


Diversity training should be offered.



Conduct training that will target women with regard to the issues of
transformation in the workplace.
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Awareness through dissemination of GBV IEC material, information
sessions, men and women gatherings.



Appointing women to act in Executive Positions.



Appoint a Sexual Harassment Policy Committee and sexual harassment
advisor and host workshops on sexual harassment / GBV.



Sexual harassment policy and awareness raising should be put in place.

Observation: Very little mention is made of how diversity challenges (including
sensitivity to gender and disability) are addressed. No mention was made by any
department of any surveys or audits to identify diversity issues.
2

Establishing a

Although two thirds of the departments in the NC indicated that they do regard their

policy environment

policies to be gender sensitive, half of the departments do not think substantial
progress has been made to promote gender responsive policies in the workplace.
Some departments indicated that their departmental policies are aligned with
measures that promote gender equality, women empowerment and are disability
inclusive. Some departments also indicated that their policies, programs and
budgets contribute to the effective implementation of commitments towards women
empowerment and gender equality for all target groups. There were also
confirmations by some departments that policies are re-assessed for gender
sensitivity when they are due to be reviewed. Although one department stated that
monitoring and evaluation plans and sex-disaggregated data are the measuring
tools that promote gender responsive policies, no data of this actually being done
was provided.
Departments reported on an array of policies and practices that contribute to the
promotion of gender responsive policies, some of these practices/ policies are:


Engaging internal and external stakeholders in development of policies,
programs and implementation plans that advance gender equality.



Gender focal person chairs a committee where policies are discussed and
ensures a gender lens is applied.



Recruitment policy is aligned to the EE plan to meet the targets.



Bursary and training policy is clear and vocal about the empowerment of
women.



Leave policy takes “motherly responsibilities” into consideration.



Uniform and protective clothing policy- takes the uniqueness and needs of
women into consideration.
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Some of the challenges reported were the fact that there is insufficient awareness
on how to mainstream gender into policies and that no one has yet challenged the
custom of culture versus unfair /fair discrimination.

Observation: Although there was a single reference to the alignment of policies to
Public Service Regulations, very little mention is made to any international/ regional
gender instruments. There also seems to be no mention of any assessment of the
needs of women and the girl child in terms of the development of any sector specific
policy development.
3

Meeting equity

The NC has achieved 36.8% representation of women at SMS levels and is ranked

targets

eighth. It seems as if the province does have EE plans in place but it is struggling to
implement recruitment practices to improve the number of women and women with
disabilities at SMS levels. One department reported on its efforts to develop one
female MMS member, but there is no mention of any retention or talent management
strategies or the development of middle managers to ensure a leadership pipeline.
It was interesting to note that legislation governing traditional leadership prescribed
at least a third of the members of the Houses and traditional councils to be women.

The NC only employed 1 woman with a disability at SMS level. Some of the
challenges mentioned with regard the NC’s failure to meet the equity targets are:


Low vacancy rate at SMS level.



Challenge in realizing a paradigm shift that sees females as equals to male
counterparts as work environment is still very male dominated.



High turnover of HODs.



Succession is mostly male dominant.

Proposals for the improvement of this principle by departments:


Implement gender sensitive recruitment and retention practices and
proactively recruit and appoint women to managerial positions.



Targeted adverts should attract women and women with disabilities to
SMS positions.



Access a database of professionals from organizations for people with
disabilities to acquire best pool of qualified candidates to assist with the
process of headhunting (recruitment procedures to extend to head
hunting).
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Identify specific positions for women/ women with disabilities at SMS level.



Pool of disabled officials to be given preference in terms of developmental
and transformational issues.



Implement a mentoring and coaching programme for middle managers to
ensure that a cohort of skilled and competent women managers are
available to move into senior management position (succession plan).



Promote education, training and professional development for women.



Awareness sessions in communities.



Remove all negative attitudes that produce barriers in all domains.



Conditional grant to provide the necessary resources for physical
environment enhancements.

4

Creating an

Some departments reported that reasonable accommodation for women, women

enabling

with disabilities is in place. Several sector specific interventions were also reported:

environment



Support provided for the establishment and development of community art
centers, cultural facilities and cultural entities.



Job creation through EPWP programmes (1462 women benefitted).



Road caravans were revamped, fitted with proper finishes, electricity and
ablution facilities.



Working conditions have been improved for female road workers e.g.
workers who were staying at the road camps were relocated to stay near
their families.

A number of departments reported that they have strong EHW units in place that
address issues of productivity, staff morale, work-life balance, health screening etc.
Some departments also referred to plans for the establishment of child care
facilities. Some departments mentioned the existence of flexi hour working
arrangements to assist parents with small children.
Departments seem to have an array of fora in place that deal with gender issues
e.g. women forum (that promotes women empowerment and gender equality
through policy development, capacity building initiatives, organisational support
and to drive gender mainstreaming programmes). Most departments complained
about the fact that gender units either do not exist or are not adequately funded
and said that their EE committees’ members participate in recruitment processes to
ensure departments meet the EE targets. One department stated that all
programmes are responsible for the implementation of gender transformation. It
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was encouraging to note that one department established strong networking
relationship with Commission on Gender Equality (CGE) and the South African
Human Rights Commission (SAHRC).
Observation: The establishment of gender units with adequate resources requires
more attention.

5

Mainstreaming

There were huge disparities with the data for this principle. Some departments said

gender

transformation is slow and described the culture as patriarchal and women and
disability issues arenot prioritized and another department reported that “gender
issues are not at the periphery of the department but right at the center”. One
example of where the latter is evident is the following response: “the Department’s
Gender Strategy outlines how the sector can entrench values of gender
mainstreaming and equality within the running of its environmental programmes;
climate change, Biodiversity Management, Waste Management, Oceans, Coasts
and air quality Management and the Green Economy to ensure equal access and
participation in the sector by both sexes”

Departments did not mention that their HODs are committed to transformation.
Numerous proposals for the incorporation of gender targets in all the Departmental
monitoring tools were made. Departments also said SMS members should be
assessed on the principle of gender mainstreaming/ transformation accountability and
said punitive measures should be instituted.
Departments indicated that their Employment Equity plans and recruitment measures
guide the implementation of the gender programme. Gender mainstreaming is part of
the departmental induction programme (for some departments). Transformation
matters are further addressed through gender fora that assist in combatting gender
barriers.

Proposals for the improvement of this principle by departments:
 Diversity management must be included in the MPAT.
 Change the name of officials responsible for Gender transformation as the title
"focal point" under-play their work.
 DPSA must develop clear and uniform guidelines in terms of the appointment
of Gender Focal Persons, location, appointment levels, terms of reference,
roles and responsibilities.
 Strengthen monitoring function and introduce punitive measures for noncompliance.
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 Develop a tool to capture disaggregated data for suppliers to monitor and
ensure participation of targeted groups.
 Knowledge and skills transfer through mentorship programs
 Forging partnerships and networking platforms.
 Capacity building for managers and staff members.
 All SMS must be trained on gender mainstreaming and gender responsive
budgeting.
 Integrating a gender equality perspective into the development process at all
stage and levels.

6

Empowerment

Very few responses focused on Gender Mainstreaming training and awareness
workshops (i.e. workplace harassment, economic empowerment, capacity building)
etc. There were also very few departments that placed emphasis on leadership
programmes such as the AMDP that favor women. Departments however did
mention that they are committed to capacitate women through training and bursary
opportunities at all levels including women with disabilities. Bursaries allocated to
women ensure empowerment through knowledge and skills but also ensure
upward mobility
Learnership/ Internship programmes (favor females) and are intended to prepare
and equip them for the Labour Market. Some departments reported on how
empowerment workshops enhance life skills in the areas of financial and estate
planning, women’s health and wellness programmes, legal and justice sessions
etc. Departments also reported that female SMS members attend the mentoring
and coaching programme and serve as mentors and coaches to transfer skills to
junior employees (especially women).
It was encouraging to note the efforts made to address women's marginalization in
various sectors and aspects of life and that career pathing and the advancement of
women and vulnerable groups in the workplace, as well as the empowerment of
persons with disabilities on issues of gender equality.
One department reported that they encourage women to register in the SCM data
base.
Observation: Very little mention was made of the development of a Human Resource
Development Strategy to ensure capacity development also for women with
disabilities and young women. Departments also did not mention the need to
disaggregate data in this regard.
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Providing adequate

The majority of departments in the NC reported that they had not been allocated

human, physical

sufficient financial or human resources for the gender programme. One department

and financial

reported that the gender budget is decentralized in all programmes. Most

resources

departments however reported that no budget is allocated for the roles and
responsibilities of their GFPs (mostly due to serious budget constraints), GFPs
therefore depend on support from other programmes to fulfil their responsibilities.
The workload of GFPs also seem to be too heavy – deputy directors are
responsible for managing the JobAccess Strategic Framework, Equality and youth
programmes and they manage the implementation of corporate social investment
projects together with gender as well as EHW .One department reported that
financial resources are so scarce and that the GFP is unable to participate in
gender sensitive budgeting workshops.
Observation: It is thus clear that departments do not have sufficient resources to
implement gender mainstreaming measures in the NC.

Proposals for the improvement of this principle by departments:


Establish a workable system that will be enable staff members to know
how many resources they have available.



Develop criteria and procedures that allow for the fair distribution of
resources and prevents unfair discrimination.



SMS Members / departments must be assessed on the principle of
accountability for gender including resources allocated.

8

Accountability,

Some departments reported a lack of buy-in by senior and executive management

reporting,

structures. One department reported that their Risk Unit identify risks within the

monitoring and

gender unit to avoid missing reporting deadlines. Monitoring and evaluation is also

evaluation

reported to be done for MPAT, EE Report, Health and Wellness, reporting on
APPs, DPSA Frameworks the Audit Committee and National Treasury.
The majority of the departments reported that gender mainstreaming is not an
indicator for performance review nor a KPA in performance contracts of SMS
members. There are also no incorporation of gender indicators into ongoing
reporting obligations.

Observation: No mention was made of any evaluations of programmes to
establish if they are gender responsive nor of any trends observed during
monitoring activities. This is also one of the principles where one would have
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expected emphasis to be placed on the use of the PSWMW as a monitoring
vehicle to report on the progress regarding the implementation of the 8 Principles
Action Plan.

9

General proposals

General comments:

for programme

The majority of the departments (82%) seem to think the 8 Principles Action Plan

improvement

has not achieved the objectives set out in 2007. The following disconcerting
comments were noted:
 Change of HODs leads to change in priorities.
 PSWMW is treated as a compliance matter thus no measurable achievement
can be identified.
 PSWMW takes place once a year, progress on resolutions are only discussed
the following year.
 Gender remains low on the agenda of the department despite the PSWMW.
 Resources to the Gender unit continue to decrease year after year.
 No dedicated budget is provided.
 Lack of buy-in by senior and executive management.

Proposals for the improvement of this programme by departments:


DPSA must issue a mandatory circular for departments to include gender as a
KPA on the PA of all SMS members.



Gender indicators to be a compulsory part of the departmental monitoring and
evaluation system.



No performance incentive should be issued unless the gender indicator has
been achieved.



Sufficient resources should be allocated both financial and HR to drive the
Gender programme.



Monitoring and evaluation unit must be capitalized to collect disaggregated
data.



PSWMW to be followed by at least one review meeting to assess progress
before the actual meeting during August month.

Table 8: Results: Northern Cape Province: qualitative analysis of responses to the PSWMW Survey- 8 Principles Action Plan
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7.3.8

North West
The North West Province (NW) occupies the fourth position with regards to the ranking of
provinces in terms of their representation of women at SMS levels (refer to Annexure B).

Quantitative data analysis:
The quantitative analysis of the “yes/no” responses to the questions asked for the 10 year
review survey is reflected in figure 28 below.

A quarter of the departments in the NW regards their workplace to be sexist but 92% of
the departments in the NW think substantial progress has been made in terms of
eliminating sexism in the workplace.
A third of the departments do not regard their policies to be gender responsive and 75%
percent of the departments in the NW indicated that they had made substantial progress
in terms of the promotion of gender responsive policies. Sixty seven percent of the
departments indicated that they have not met the equity targets. This is aligned to the
actual PERSAL data for December 2017 which confirms that the representation of women
at SMS levels was 39.1%. Ninety two percent of the departments indicated that they had
no women with disabilities in SMS which is aligned to PERSAL data which indicate that
only one woman with disability was appointed at SMS level.
Whilst all departments indicated that they understood what gender mainstreaming and
the term “empowerment” mean, only 64% of departments think their workplace
environment is sensitive to gender issues. The majority of the departments (83%)
indicated that their gender units have not been allocated adequate resources.
Three quarters of the departments in the NW think there is accountability for the gender
programme and have plans to monitor and evaluate their gender programmes.

Lastly 83% of the departments in the NW are of the opinion that the PSWMW has
achieved the objectives set out in 2007.

97

North West Summary 8 Principles Action Plan
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Figure 28: Results: North West Province: responses to “yes/no” questions on 8 Principles Action Plan
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Transformation for

Three quarters of the departments in NW regard their workplace to be sexist.

non-sexism

Departments listed the following training interventions to combat sexism in the
workplace:


Diversity training.



Gender mainstreaming training.



Training on gender analysis and auditing.



Training on mentoring and coaching.



Training on Gender Equality Strategic Framework.



Disability management training.



Workshops on sexual harassment / GBV.

Apart from the fact that some departments reported that they do training on how to
conduct gender analysis and auditing, it was encouraging to note that one
department conducted a survey to evaluate the existence and extent of behavior
such as harassment, bullying and intimidation in the workplace. Some departments
also reported that they create awareness on sexual harassment through their
department’s internal newsflash communication.
Several challenges were reported by departments:
 Gender equality and disability programmes are not covered in the strategic
planning.
 The talent pool is limited.
 Mainstreaming training is not made compulsory for all employees to understand
gender dynamics.
 Mentoring and coaching training is implemented but not supported by a
programme of action.
 Budget is not disaggregated to ensure women equally benefit economically and
socially.
 Flexibility and work-life balance are not formalized as a policy imperative.
2

Establishing a

Departments listed numerous policy initiatives as well as gender audit initiatives on

policy environment

existing HR policies. One department reported that there is limited understanding of
gender mainstreaming principles among personnel and mentioned challenges like
the fact that women are forced to travel at night from meetings due to cost
containment measures. One department said the PSWMW meetings have
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assisted it to take cognizance of the need to do gender mainstreaming of all policy
initiatives that resulted in a process of reviewing all departmental policies.
Observation: No mention was made of any international/ regional gender
instruments. Apart from one reference to an Economic Empowerment Policy and
Sector Gender Strategic Framework there seems to be no mention of how gender
mainstreaming filters through to the external work of departments. An assessment of
the needs of women and the girl child in terms of the development of any sector
specific policy development should be done.

3

Meeting equity

NW province achieved 39.1% representation of women at SMS levels and is ranked

targets

sixth. Several responses alluded to efforts by departments to do targeted job
advertisement and headhunting women (including women with disabilities for SMS
positions). Some departments reported that women are acting in SMS positions
due to budget constraints that prevent departments from filing posts.
Departments do have EE plans in place but are struggling to implement recruitment
practices to improve the number of women and women with disabilities at SMS
levels. Some departments reported that appointments are not done according to the
EE plan. Departments did not report on the existence of retention or talent
management strategies or the development of middle managers to ensure a
leadership pipeline. NW only employed 1 woman with disability at SMS level. One
department declared that insufficient effort is put into recruitment activities that
target under represented designated groups including persons with disabilities.

4

Creating an

Nearly two thirds (65%) of the departments declared that they do regard their

enabling

workplace environment to be sensitive to gender issues. There were not sufficient

environment

responses to determine if the gender units and GFPs are functioning optimally.
Several references were made to various development initiatives for women such as
mentoring and coaching needing more attention as a vehicle to develop MMS
members. Gender / men / women fora are used in the province to assist in
removing gender barriers.
Observation: Although it was encouraging to note that one department
accommodates mothers with small babies (department pays for care takers to
accompany mothers when they travel for work), the majority of departments do not
have any policy in place to support breastfeeding mothers or mothers with small
children. One department reported that they have a wellness center which is used
by pregnant women who are not feeling well to rest and for breast feeding mothers
to express milk during the day.
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Mainstreaming

One department reported on the implementation of an intensified career guidance

gender

programme.
It was very encouraging to note one department’s report stating that there is
ownership of gender mainstreaming within directorates and that all planned action,
programmes, policies legislation etc. are assessed in terms of gender equality and
equity. Some departments also reported that they conduct consistent employee
education/ sensitization.

Hardly any departments reported on the inclusion of gender targets in the
Departmental monitoring tools (the Annual Performance Plan and Strategic plans).
Not many departments reported that SMS members are assessed on the principle of
gender mainstreaming/ transformation accountability. Departments further mentioned
that Employment Equity plans and recruitment measures guide the implementation of
the gender programme.
Some encouraging projects that indicate progress in the various sectors are listed
below:


Increase in the number of males registered for nursing diplomas which
deals with the stereotype that nursing is a woman’s job.



Women owned companies are given opportunities to render services.



Empowerment of women in transport structures by transport operations
unit.



Women driver of the year competition.



Techno- girl programmes in place (exposing girls in the fields of
engineering, financial accounting, applied mathematics).



Big tenders were awarded to companies owned by women.



Provision of sanitary towels to keep girls at school.



Women's health and maternal programmes integrated gender
mainstreaming in their operational plans.



Career development targeted girl children to eradicate all discriminatory
practices.



Interventions and learners performance are reported in a manner that
depicts gender specific indicators.
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Proposals for the improvement of this principle by departments:


All SMS must be trained on gender mainstreaming.



All HODs to be champions of gender mainstreaming and have statutory
reporting meetings wherein reports on gender mainstreaming are
scrutinized.



Incorporation of gender perspective into all systems and policies of the
department.



DPSA should facilitate mentorship programmes where best performing
departments are partnered with less successful non complying
departments.



HODs and DGs must be held accountable for gender mainstreaming.



Conduct research on standard organisational structure of gender units that
should guide their composition to ensure effectiveness in delivering on
their mandate.

6

Empowerment

Reponses focused on various development programmes for women including
internships, learnerships, bursaries and the AMDP. It was clear from the responses
received that departments have insight in the fact that targeted skills development
for women is an “essential process in the transformation of gender relations as it
addresses the structural and underlying causes of subordination and
discrimination”. Numerous departments also reported that
SMS attend the mentoring and coaching programme and serve as mentors and
coaches to transfer skills to junior employees (especially women).
Some examples of how empowerment measures are translated to sector specific
work are listed below:


30% of the infrastructure building contracts are targeted to benefit women
contractors.



The number of males registered for nursing diplomas increased.



Economic Empowerment unit focuses on the empowerment of women, youth
and persons with disabilities in various sectors



Skills development programme are offered for SMMEs.

Proposals for the improvement of this principle by departments:


DPSA to conduct seminars and workshops to capacitate women in SMS as
provinces do not always have resources.

102

No.

Principle

Analysis


Deputy Directors must rotate in acting SMS positions to gain more
experience.



Monitor and evaluate the implementation of the 8 Principles Action Plan.



Ensure enforcement of existing frameworks for women empowerment and
introduce severe punitive measures on non-compliance.



Avail adequate resources for transformation agenda programmes.



Strengthen monitoring and evaluation processes with regard to women
empowerment programs.



GFPs to be at SMS levels and form part in decision making structures.



Conduct integrated planning with stakeholders to ensure gender
mainstreaming of all projects.



Retain skilled women artisans, engineers and technicians to address
backlogs in outstanding projects.

Observation: Very little was mentioned about the development of a Human
Resource Development Strategy to ensure capacity development also for women
with disabilities and young women. Departments also did not mention the need to
disaggregate data in this regard.

7

Providing adequate

The majority of the departments (83%) in NW do not think sufficient resources are

human, physical

allocated for the gender programmes. Departments cited the establishment of

and financial

gender forums, Diversity Training, and the fact that they have dedicated gender focal

resources

persons as measures that have been put in place to support the gender programme.
No mention was made about capacity building for GFPs or that GFPs drive the
gender agenda in association with SMS. It was also not clear if resources that are
allocated are mainstreamed through all programmes.
Departments cited numerous challenges in terms of resources for the gender
programmes:


There is no linking gender structure at district area level.



Lack of adequate human, physical and financial resources for advancing
gender equality and women empowerment.

Proposals to ensure enough resources are allocated by departments for the
gender programme:


Gender monitoring should be part of MPAT/strategic plan.



DPSA should conduct unannounced visits.
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Accountability,

Seventy five percent of the departments in NW reported that there is accountability

reporting,

for the gender programme. Analysis of the qualitative data however showed large

monitoring and

disparity in this regard. One department reported that gender indicators form part

evaluation

of the APP and a few others stated that gender indicators are not included in any
planning tools. Some departments did confirm that monitoring tools are in place
that monitor the GESF, EE Plan and 8 Principles Action Plan. Progress in this
regard is reported to DPSA, DOW and to UNCSW as well as the DOL (in terms of
Employment Equity). One department also mentioned that they have regular
reporting by oversight bodies with regard to diversity management.

Observation: No mention was made of any evaluations of programmes to
establish if they are gender responsive nor of any trends observed during
monitoring activities. This is also one of the principles where one would have
expected emphasis to be placed on holding SMS members accountable for gender
aspects in their performance agreements as well as the use of the PSWMW as a
monitoring vehicle to report on the progress regarding the implementation of the 8
Principles Action Plan.
9

General proposals

General comments:

for programme

The majority of departments (83%) seem to think the 8 Principles Action Plan

improvement

assists with opportunities to discuss issues affecting women with the HOD and it
holds HOD accountable (forces him/her to engage on gender issues). Some other
positive responses by departments are listed below:


Increased awareness towards the promotion of gender equality and the
empowerment of women.



Gender equality has been given the priority it deserves and has forced
gender issues onto the management agenda.



PSWMW has promoted mainstreaming of gender but also vigorously
institutionalized policies and development/ supporting programmes for
women leadership and platforms towards achieving gender transformation.



Women's workplace issues are being elevated beyond just celebration the
women’s day.



It has brought clarity on issues of gender mainstreaming, empowerment and
gender discrimination and prejudice.
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Proposals by departments on how to strengthen the PSWMW programme:


Gender mainstreaming to be a standing item at EXCO and other
management meetings within the departments.



SMS women leaders to give feedback on progress to their subordinates.



Link the programme to auditing process.



Continual progress reporting to be done quarterly.



DPSA to support SMS members on how to effectively implement strategies
on women empowerment and gender equality through road shows.



Sufficient resources should be allocated, both financial and HR, to drive the
Gender programme.



Annual performance plans to must reflect gender indicators and targets.



Gender mainstreaming must form part of the performance agreements of all
SMS members for implementation purposes.

Table 9: North West: Qualitative analysis of responses to PSWMW Survey- 8 Principles Action Plan
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7.3.9

Western Cape
The Western Cape Province (WC) occupies the fifth position with regards to the ranking
of provinces in terms of their representation of women at SMS levels (refer to Annexure
B).

Quantitative data analysis:
The quantitative analysis of the “yes/no” responses to the questions asked for the 10 year
review survey is reflected in figure 29 below.

Eighteen percent of the departments in the WC regard their workplace to be sexist and
91% departments in the WC think substantial progress has been made in terms of
eliminating sexism in the workplace.
Most departments (91%) also regard their policies to be gender responsive and think
substantial progress has been made promoting gender responsive policies. Forty five
percent of the departments in the WC indicated that they had not met the equity targets.
PERSAL data for December 2017 indicate that the representation of women at SMS
levels was 41.3%. No department indicated that they had women with disabilities at SMS
levels.
Whilst all departments indicated that they understood what the term “empowerment”
means, one department (9%) indicated that it did not understand what gender
mainstreaming means. Most departments (91%) think their workplace environment is
sensitive to gender issues. More than half of the departments (55%) indicated that their
gender units had not been allocated adequate resources.
In the majority of departments (91%) in the WC think there is accountability for the gender
programme and have plans to monitor and evaluate their gender programmes.

Lastly 73% of the departments in the WC are of the opinion that the PSWMW has
achieved the objectives set out in 2007.
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Western Cape Summary of 8 Principles Action Plan
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Figure 29: Results: Western Cape: responses to “yes/no” questions on 8 Principles Action Plan
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Qualitative data analysis and evaluation of findings:
No.
1

Principle

Analysis

Transformation for

The majority (82%) the departments do not regard their workplace to be sexist.

non-sexism

Departments seem to be committed and willing to promote transformation for
non-sexism. One department conducted a breastfeeding survey and another was
planning to conduct a sexual harassment survey. A gender survey was
conducted by Provincial Treasury from which it was observed that an enabling
organizational environment for gender mainstreaming exists. The majority of
participants indicated the department complies with gender sensitive behavior in
terms of language used, jokes and comments and the prevention and
management of sexual harassment.
Reponses primarily focused on sexual harassment. Numerous sensitization
initiatives and diversity management training interventions were listed. Diversity
challenges (including sensitivity to gender and disability) are addressed.

2

Establishing a

One department confirmed that internal policies are aligned to the provisions of

policy environment

the EE Act and to section 9(3) of the Constitution with regard to all applications
for posts, training and development opportunities, RWOPS, tenders, acting in
higher positions, team leaders for special events and projects etc.
The majority of departments confirmed that all their internal policies are sensitive
to gender issues.
It was encouraging to note that the Provincial Department of Cultural Affairs and
Sport listed numerous sector specific policies where revisions were made to
include a gender perspective. Although there was a single reference to the
alignment of policies to Public Service Regulations, very little mention is made to
any international/ regional gender instruments.

3

Meeting equity

The WC has achieved 41.3% representation of women at SMS levels and is

targets

ranked fifth. One department reported that it has implemented a programme
specific workforce plan to address gender, vacancies, age and disability shortfalls
within each of the programmes.
It seems as if the province has EE plans in place, but it has some challenges in
terms of implementing recruitment practices to improve the representation of
women and women with disabilities at SMS levels (e.g. the finalization of the
organization’s structure for the Department of Human Settlements). Little mention
was made about any retention or talent management strategies. Middle
managers are developed to ensure a leadership pipeline. It was disappointing to
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note that (according to October 2017 PERSAL data), the WC did not employ any
woman with disability at SMS level.
Observation: Very little mention was made by departments of any partnerships
with or other organizations that deal with disability matters, to assist with
recruitment of persons with disabilities for SMS positions.

4

Creating an

The responses for this principle focused a lot on capacity development of women.

enabling

Some departments however have listed enabling measures for women such as

environment

childcare and breastfeeding facilities. Gender fora are in place which help to
break down barriers to access.
Observation: Hardly any mention was made of the need to establish and provide
adequately resourced gender units or to capacitate GFPs. Departments need to
also focus more on developing policies that will ensure work life balance.

5

Mainstreaming

It was encouraging to note that one department mentioned that the HOD is

gender

committed to transformation and all SMS members are assessed on the principle
of gender mainstreaming/ transformation accountability.

Furthermore, one department implemented measures to ensure gender
mainstreaming includes the incorporation of gender targets in all the
Departmental monitoring tools (the Annual Performance Plan and Strategic
plans). The Department of Human Settlements reported that the HOD and
CFO ensure that gender budgeting encompasses activities and initiatives
always aiming at the preparation of departmental programme budgets from a
gender perspective. They do not aim at creating separate budgets for men and
women, but they are rather concerned with addressing budgetary gender
inequality concerns, for instance, how gender hierarchies influence budgets,
and gender-based unpaid or low paid work.

Some Departments mentioned that Employment Equity plans and recruitment
measures guide the implementation of the gender programme.

Proposals on the improvement of this principle by departments:
 Gender mainstreaming must form part of the core management criteria
for all managers.


Compel more SMS members to attend training courses, usually training
participants were not senior enough to make impact within line function
units.
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There must be clear evidence from the Public Service/National Cabinet
that the mainstream political agenda has been reoriented by rethinking
and rearticulating policy ends and means from a gender perspective.



Form partnerships and collaboration with civil society organisations on
issues of gender and women with disabilities i.e. A21 and IOM (human
trafficking) Rape Crisis, Sonke Gender Justice, St Anne’s, Saartjie
Baartman etc.

6

Empowerment

The Provincial Department of Health implemented a Leadership Competency
Framework (LCF) and a Leadership Behaviors Charter (LBC). The LCF focuses
on the inter-related competency dimensions of the individual, the team and the
system in order to build leadership within the Department and applies equally to
all managers across the roles and functions. The LBC outlines the core values of
innovation, caring, competence, accountability, integrity, responsiveness and
respect. The department also implements a coaching and mentoring programme
which includes the completion of an enneagram (an archetypal model of 9 types
of personal development). The department also provided disaggregated data on
an array of other development initiatives for women’s empowerment.

It was encouraging to note that the Department of Human Settlements ensures
that the departmental supply chain management processes are managed
clearly/transparently to ensure gender equality, e.g. 30% allocated to female
building contractors.

Reponses favored a focus on Gender Mainstreaming training and awareness
workshops as well as increased awareness raising campaigns (i.e. workplace
harassment, economic empowerment, capacity building) etc. There was also a lot
of emphasis on leadership programmes such as the AMDP that favor women. A
number of departments alluded to the fact that bursaries allocated to women
ensure empowerment through knowledge and skills but also ensure upward
mobility. The Department of Transport and Public Works reported on a long term
strategy of external bursary programme (Masakh’iSizwe) targeting young women
for the built sector. The Department for Cultural Affairs and Sport reported on an
array or sport activities and job creation through offering coaching jobs for youth,
even though they do not currently have disaggregated data available, they have
identified this as a gap and are working towards gathering disaggregated data.
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Proposals on the improvement of this principle by departments:


Implement disciplinary measures against accounting authorities in order
for them to ensure/ adhere to the important principle of empowering
women.

Observation: Very little mention was made of the development of a Human
Resource Development Strategy to ensure capacity development also for women
with disabilities and young women. Departments also did not mention the need to
disaggregate data in this regard. The economic empowerment of women needs
more attention.
7

Providing adequate

It was interesting to note that although the quantitative data show that the WC

human, physical

departments nearly have a 50/50 divide in terms of their opinion on whether

and financial

sufficient resources are allocated for the gender programme, it was clear from

resources

the analysis of the qualitative data that the departments that do think sufficient
resources have been allocated, are mostly the ones with no dedicated gender
unit and where resources are mainstreamed throughout the department. An
example of this is the Department of Cultural Affairs and Sport where “each
line function ensures that women, girls and women with disabilities have
access to activities, training opportunities and high performance events”.

Very little mention was made about the need to ensure capacity building for
GFPs.
Proposals on the improvement of this principle by departments:


Link Diversity (Employment Equity) programmes with the performance
agreements of SMS members with a substantial weighting (i.e.10%).



Share best practices in terms of optimally utilizing resources in a cost
contained environment.

8

Accountability,

The Department of Human Settlements reported that they do not have a

reporting,

dedicated Gender Focal Unit to manage gender issues, the functions are

monitoring and

managed by certain officials in the sub-directorate corporate services relations

evaluation

management with limited resources (functions are additional to their agreed
job descriptions). Gender and disability issues are however included in the
MTEF budget of the Department even though there is not sufficient funding to
create a permanent Gender Unit. The CFO and HOD ensure that gender
responsive budgeting encompasses activities and initiatives always aiming at
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the preparation of departmental programme budgets from a gender
perspective.
Observation: This serves as an excellent example of a Department where
gender mainstreaming takes center stage in the absence of adequate
resources due to the fact that there is accountability at the highest level.

The Provincial Department of Health conducted a Breastfeeding in the
workplace survey in 2017/18 to assess whether employees are sensitive to
female employees’ breastfeeding or expressing as well as to zoom into the
role of men, to analyze whether the workplace was perceived as conducive for
breastfeeding, to assess and analyze breastfeeding in the workplace.
The Provincial Department of Cultural Affairs and Sport developed provincial
specific indicators to report on the transformation in sport for women, women
with disabilities, older women and girl children. This indicator has been
included in the APP since 2016/17.
The Provincial Department of Health included gender equality as a standing
item in the Institutionalized Management Labour Consultation Meetings as well
as on the agenda of the People Management Monitoring and Evaluation
Committee.

Some departments reported that gender indicators form part of the APP. Some
departments confirmed that monitoring tools are in place that monitor GESF,
EE Plan and 8 Principles Action Plan in this regard is reported to DPSA, DOW
and to UNCSW as well as the DOL (in terms of Employment Equity).

Observation: This is also one of the principles where one would have
expected emphasis to be placed on holding SMS members accountable for
gender aspects in their performance agreements, Some departments did
report that SMS members are held accountable in this regard but they are in
the minority. A number of departments did report the use of the PSWMW as a
monitoring vehicle to report on the progress regarding the implementation of
the 8 Principles Action Plan.
9

General proposals

General comments:

for programme

The majority of the departments seem to think the 8 Principles Action Plan

improvement

assists with opportunities to discuss issues affecting women with the HOD and
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it holds HOD accountable (forces him/her to engage on gender issues)
Some other positive feedback responses include:


“It kept departments on their toes to implement policy and legal
mandates”.



Learning experience through the feedback received and
recommendations for improvements that could be introduced.



Afforded women the opportunity to have their say regarding the status of
issues that affect them and to make recommendations to improve the
existing status of women in the workplace.



As a result of the 8 Principles Action Plan, a discussion platform on
gender mainstreaming had been created at strategic planning sessions.

One department cited inadequate financial and human resources as the
reasons why the PSWMW objectives have only been met partially.

Proposals on the improvement of this principle by departments:


This became a compliance driven issue for department, as they no longer
focus on the 8 Principles Action Plan. It would be good if DPSA could
develop a toolkit to support departments.



Incorporate the 8 Principles Action Plan into the SMS Performance
Agreements



The frequency of the meeting and reporting should be increased to
quarterly.



Continuous engagement with the Gender Focal Persons by DPSA to guide
gender mainstreaming and training for such GFPs.

Table 10: Western Cape: Qualitative analysis of responses to PSWMW Survey- 8 Principles Action Plan
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7.3.10 National Departments
The National Departments (ND) occupy the fourth position with regards to the ranking of
provinces in terms of their representation of women at SMS levels (refer to Annexure B).

Quantitative data analysis:
The quantitative analysis of the “yes/no” responses to the questions asked for the 10 year
review survey is reflected in figure 30 below.

Twenty six percent of the national departments regard their workplace to be sexist and
most departments (91%) think substantial progress has been made in terms of eliminating
sexism in the workplace.
Eighty five percent of the national departments regard their policies to be gender
responsive and 88% think substantial progress had been made in terms of the promotion
of gender responsive policies. Twenty nine percent of the national departments indicated
that they had not met the equity targets. PERSAL data for October 2017 confirms that the
representation of women at SMS levels for national departments was 42.4%. It is
encouraging to note that nearly half (48%) of the national departments indicated that they
had appointed women with disabilities at SMS levels, PERSAL data for October 2017
indicate there were 29 female SMS members with disabilities employed by national
departments.
All the national departments indicated that they understood what gender mainstreaming
means and 85% think their workplace environment is sensitive to gender issues. Nearly
all departments (97%) indicated that they understand what the term “empowerment”
means but more than a third (36%) of the departments indicated that their gender units
have not been allocated adequate resources.
The majority of the national departments (88%) think there is accountability for the gender
programme and 97% of the national departments have plans to monitor and evaluate
their gender programmes.

Lastly 47% of the national departments are of the opinion that the PSWMW has achieved
the objectives set out in 2007.
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National Departments Summary of 8 Principles
Action Plan
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Figure 30: Results: National Departments: responses to “yes/no” questions on 8 Principles Action Plan
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Qualitative data analysis and evaluation of findings:
No.
1

Principle

Analysis

Transformation for

Three quarters of the departments do not regard their workplace to be sexist.

non-sexism

Reponses primarily focused on sexual harassment. Several departments
reported that diversity training forms part of their induction courses. Various
training and awareness raising courses are conducted to curb the incidence of
sexual harassment. Consistent employee education/ sensitization courses are
presented also making use of the Commission for Gender equality that do
presentations at departments. Departments have adequate policies in place
as well as sexual harassment committee and one department also reported
to have a sexual harassment advisor. There seems to be a zero tolerance
approach towards sexual harassment in the workplace. Internal
communication (news – flash) platforms are also used effectively to raise
awareness on sexual harassment and other diversity matters.
The needs of women in terms of corporate wear is addressed by one
department and the Department of Correctional Services provided information
on a survey that was conducted on the placement of women inside
correctional centers which helped to change attitudes and stereotypes about
women in correctional centers.

2

Establishing a

National departments have adequate internal policies to aid the achievement

policy environment

of the EE targets and there seems to be real commitment to review policies
to ensure a gender perspective. It was also encouraging to note numerous
examples in terms of the development of sector specific gender sensitive
policies / interventions:


Empowerment on sexual harassment and relevant legislation such as
the Child Maintenance Act, Land Claims Act, Divorce Act, Protection of
Harassment Act etc. promoted the development of Transformation
Policies.



A Policy Task Team was established and is empowered and includes
unions - focus is on elimination of all discrimination



A Gender mainstreaming questionnaire was developed and implemented
to mainstream gender into policies



Policy, procedures, systems and practices were analyzed which
informed the development of gender responsive and sector specific
policies that accommodate the needs of women and informs the
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education and empowerment programmers that are conducted
(Department of Correctional Services).


A Women in Mining Strategy was developed by the Department of
Mineral Resources.



The SAPS Legal Services has been tasked to review national
instructions, standing orders and policies deemed not to be gender
sensitive.



A 2011 Survey by STATS SA was done to determine if women and men
feel accommodated and protected by all internal policies with follow up
survey in 2017 - barriers identified will be addressed.



The PSC as an oversight body of the Public Service undertook the
following initiatives to promote gender responsiveness:
o

Conducted research on Employment Equity, Affirmative
Action and Gender Mainstreaming in the Public Service to
monitor if the policies and programmers implemented by
other Departments are gender responsive.

o

Conducted a study in 2017/18 to determine factors impeding
government departments in achieving 2% PWD and 50%
representation of women in Senior Management levels in the
PS.

o

During service delivery inspections, an assessment is
conducted to ensure that there is gender sensitivity, in
respect of ensuring that there is respect for human dignity
and privacy.



Department of Home Affairs -Developed Civil Union Act Regulations
which protects the rights of LGBTQ+ Communities

Observation: Very little mention was made of any international/ regional
gender instruments.

3

Meeting equity

The National Departments achieved 42.4% representation of women at SMS

targets

levels and is ranked. A number of departments confirmed that they do have
commitment from Management to improve EE targets. Various positive
responses were noted where it is evident that departments are making a
concerted effort to put measures in place to reach the equity targets:


EE targets are discussed at Management Meetings and presented to the
highest decision making bodies.
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HR advises Selection Committees continuously on EE targets and on
giving preference to women at SMS level.



Recruitment and selection policy aligned to legislation to ensure gender
equality and transformation.



MMS targeted training to ensure pool of candidates for appointment in
SMS posts is widened.

Departments reported various challenges to achieving EE targets, some are
listed below:


Limited vacancies exist to correct representation at leadership levels in
the short term (SARS).



Changes in leadership impact negatively on the consistency and
commitments to achieve targets set to be achieved (SAPS).



Non-compliance with the Barnard Principle in the Department of
Correctional Services (Labor Court judgement Barnard case) during
appointments (prioritizing the most under-represented groups).



Lack of support for gender transformation is played out in lack of funding
for initiatives.



Moratorium on the filling of posts slows down transformation.



There is no specific recruitment, retention or talent management strategy
to try to meet/ exceed the 50% target.



Cost containment measures have resulted in unfunded posts that
contributed to the reduction of equity targets.

The National Departments employed 29 women with disabilities at SMS levels.
Departments reported that they plan to embark on specific measures to improve
the recruitment / number of employees with disabilities:


Encourage employees to disclose disabilities by communicating tangible
benefits of disclosing.



Conduct a Disability Benchmarking Exercise.



Head hunt and "ring-fence" posts to be filled with women with disabilities
at SMS levels.



Engage organizations that represent persons with disabilities.
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Creating an

Responses to this principle revealed very little focus on the organizational

enabling

structures for gender mainstreaming in departments and on the need to

environment

capacitate GFPs. Departments do have an array of well-functioning fora that
contribute meaningfully to gender transformation. Departments also did not
discuss resource allocation as an enabling mechanism under this principle. It
was however encouraging to note that many departments have reported on
how existing organizational mechanisms have succeeded in making efforts to
advance gender transformation in the various sectors and how reasonable
accommodation practices are implemented to address the needs of working
parents and breastfeeding mothers:
Some measures implemented by departments to advance gender
transformation are listed below:


Survey to evaluate existence and extent of behavior such as
harassment, bullying and intimidation in the workplace.



Survey of placement of women inside correctional centers helped to
change attitudes and stereotypes about females in correctional centers.



Employment equity survey (which included questions on gender equality)
showed that staff generally understand issues of gender equity and
equality.



Labour Relations statistics suggest that employees are educated about
sexual harassment and do report incidences.



Cultural Survey of the Department of Social Development (Masungulu
Project) was implemented to look at the wellbeing of the staff in relation
to the work environment.



Upon return from maternity leave employees work half day for two week
(GCIS).



One department reported that officials with disabilities may be
accompanied by a care attendant when required to be away from home
on official duty.



Management meetings are managed to ensure they do not go beyond
the time that managers should fulfill parenting duties (Department of
Home Affairs).



Department of Labour adopted the Labour Centre model, which makes
provision for breastfeeding rooms for clients coming to apply for
maternity benefits.
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The “Director-General Justice and Constitutional development has an
open door policy and is willing to facilitate processes that allow dialogue
on a number of issues and at the top of the list is ensuring that Gender
issues are part of the Agenda. Over time, it is hoped that the entire
management will following in his vision".



Flexi hours contribute to a more conducive environment.

The Department of Correctional Services specifically reported on some
challenges that they have experienced:

5



Corporate culture entrenches a military approach.



Bureaucracy is embedded in the system.



Rank conscious approach despite having "demilitarized”.

Mainstreaming

It was disappointing to note how very few departments mentioned that the

gender

Directors-General are committed to transformation. Only three departments
confirmed that gender indicators are included in the Annual Performance
Plans and the performance agreements of DDGs include transformation
indicators to demonstrate commitment to achieving the EE Targets.

Very few departments confirmed that SMS members are assessed on the
principle of gender mainstreaming/ transformation accountability. Departments
further mentioned that Employment Equity plans and recruitment measures
guide the implementation of the gender programme. Departments mostly stated
that gender reports are not presented at every management meetings.
Observation: Responses to this principle did not clearly illustrate what is being
done by departments to ensure women are direct beneficiaries of services and
development measures or how the practical and strategic needs of the
Departments’ clients are addressed.

6

Empowerment

Several responses were noted regarding the development of women e.g.
internships, learnerships and the allocation of bursaries as well as on Gender
Mainstreaming training and awareness workshops. There was also a lot of
emphasis on leadership programmes such as the AMDP that favor women as
well as increased awareness raising campaigns (i.e. workplace harassment)
etc.
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Observation: It was disappointing to note that very few departments focused
their transformation initiatives on actual economic development targeting
women.

Proposals for the improvement of this principle by departments:


An analysis must be done to determine to what extent women are
beneficiaries of services and development measures.



A gender audit must be done which assesses the extent to which gender
is institutionalized in the policies, programmes, organizational structures,
processes and the budget of departments.



Include Gender Mainstreaming in the Performance Management of all
HODs/DGs and SMS members (HODs and DGs must be held
accountable for gender mainstreaming).



Gender audit must be done which assesses the extent to which gender
is institutionalized in the policies, programmes, organizational structures
and proceedings and the budget.



Do evaluations on programmes to establish the impact on gender
mainstreaming.



Develop a template for reporting monthly and quarterly for all
directorates on Gender Mainstreaming.



The Gender Equality Strategic Framework for the Public Service must be
evaluated to determine if it is working or if it is merely plans on paper
with no effect.

Observation: Very little mention was made of the development of a Human
Resource Development Strategy to ensure capacity development also for
women with disabilities and young women. Departments also did not mention
the need to disaggregate data in this regard.

7

Providing adequate

More than a third of the National Departments indicated that they had been

human, physical

allocated sufficient resources for the gender programme.

and financial
resources

It was however clear from the analysis of the qualitative data that
departments do not have sufficient resources to ensure gender units function
optimally. Departments cited the establishment of gender forums, diversity
and other training interventions; and the fact that they have dedicated gender
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focal persons as measures that had been put in place to support the gender
programme. One of the challenges listed by departments is that ad hoc
structures such as gender, disability and youth desks are established at
national and regional levels, however these sometimes become nonfunctional due to the unavailability of funds. Furthermore, even though
budgets are allocated, it is not sufficient as (in many cases) it is shared
among all other transformation programmes (disability, race relations,
gender, equity, youth, women and capacity building).
One example of best practice is the Department of Justice and Constitutional
Development which has a Directorate situated in the Office of the DirectorGeneral and which is staffed by 1 Director, 2 Deputy Directors, 6 Assistant
Directors, 2 Admin Officers and 1 Secretary. They monitor the
implementation of policies from a gender perspective and advise managers
on gender issues. They facilitate the integration of gender concerns into
policy, planning and programme development.

Observation: Hardly any mention was made about the need for capacity
building for GFPs nor that GFPs drive the gender agenda in association with
SMS members. It was also not clear at all if resources that are allocated are
mainstreamed through all programmes.
One department reported that SCM policies ensure that women owned
businesses are awarded fair and equal economic opportunities.
Equity measures and redress are required in terms of economic development
of women, not mere equal opportunities.

Proposals to improve this principle by departments:


Gender monitoring should be part of MPAT/strategic plan.



Budget for the roll out of gender initiatives should be earmarked and
there must be a directive which specifies how the same should be
spent.



Gender responsive budgeting must be adopted as a policy to ensure
the implementation of gender imperatives.

8

Accountability,

Very few departments reported that gender indicators form part of the Annual

reporting,

Performance Plan. Some departments confirmed that monitoring tools are in
place that monitor GESF, EE Plan and 8 Principles Action Plan. Progress in
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monitoring and

this regard is reported to DPSA, DOW and to UNCSW as well as the DOL (in

evaluation

terms of Employment Equity).
Observation: From the analysis of the qualitative data it can however be
concluded that for the majority of departments, even though the PSWMW
meetings are held annually (and are mostly chaired by the respective
Directors-General), there is a lack of accountability by managers and Chief
Financial Officers. Accountability is still limited to certain areas because the
programme is regarded to be the sole responsibility of the branch HR/
Gender and Employment Equity Directorate rather than an inherent HR
Function that must be embraced by all managers.
This is also one of the principles where one would have expected emphasis
to be placed on the use of the PSWMW as a monitoring vehicle to report on
the progress regarding the implementation of the 8 Principles Action Plan.
Departments however cited numerous challenges with regard to the
PSWMW:


The requirement that the Director-General must chair a meeting while
noble, this ideal is not practical.



Female SMS members still do not understand their role and responsibility
in implementing the 8 Principles Action Plan.



Currently, the majority of the departments perceive this to be a function of
the GFP.



Some departments were bold enough to declare that gender issues are
only attended to once a year when the PSWMW meetings are held.

Very few departments mentioned surveys or evaluations of programmes to
establish if they are gender responsive nor of any trends observed during
monitoring activities. The Department of Justice and Constitutional
Development however did report on a number of very good initiatives in this
regard which truly serve as best practice:


Conducted a gender analysis of the effectiveness of the Equality Act in
2013/14. Numerous actions were taken based on the recommendations
of the study - e.g. fast tracking the process of appointing full time and
dedicated equality court clerks, development of a Collection Tool that
disaggregated data by gender, training of Equality Court Clerks was
prioritized, increased public education and awareness campaigns with a
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direct focus on the Youth as a group that has been neglected over time
etc.


In 2014/15 the department did a Gender Equality Analysis of Divorce
proceedings which was conducted at the Family Court in Johannesburg,
numerous recommendations were made e.g. more awareness raising
needs to be conducted on child maintenance to communities and 62% of
clients were unrepresented during the divorce process.



Office of the Chief Justice proposed monitoring statistics to ensure
employment progress for females.

9

General proposals

General comments:

for programme

Departments were asked if they thought the introduction of the Public

improvement

Service Women Management Week (PSWMW) has achieved the objectives
it set out in 2007. Responses to this critical question showed a huge amount
of variance.
Nearly, half of the departments (47%) agreed and half (53%) disagreed.
Some of the positive and negative comments are listed below:


PSWMW is used constructively for awareness raising/ responding
strategically to ensure gender equality and women empowerment.



PSWMW has promoted mainstreaming of gender but also aided in
vigorously institutionalizing policies and development/ supporting
programmes for women leadership and platforms towards achieving
gender transformation.



PSWMW assisted to create awareness and provide a platform for
dialogue on issues affecting women in management - it forces the
departments to pause and reflect on gender mainstreaming.



PSWMW has contributed to robust national response changes and
commitment to fighting gender inequalities discrimination and
oppression.



The 8 Principles Action Plan assists with opportunities to discuss issues
affecting women with Directors-General and holds them accountable
(forces him/her to engage on gender issues).

 PSWMW is not championed and chaired by the Director-General and
instead is delegated to the Deputy Director-General.
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 PSWMW is very poorly attended by female SMS members thus
compromising gender equality programmes.
 PSWMW managed to sensitize and empower the Director-General and
SMS members, however it is only addressed during that period (thus only
a compliance issue). Departments go through the motions to merely
comply with reporting requirements - there is no real impact - it is evident
through the poor participation from women in management which also
indicates that there is lack of ownership and commitment.
 PSWMW is adhered to but as a one day event and not as a programme
where progress is tracked over the course of the year rendering it
ineffective.
 There is no compliance in terms of the incorporation of gender indicators
in the PA of all managers as it is perceived as an HR function.
 PSWMW is seen as a compliance issue and is restricted by DPSA with a
set agenda and inflexibility to departmental needs.
 There are no consequences for not adhering to the PSWMW
requirements thus rendering it ineffective.

Observation: The following response by one department serves as a perfect
illustration of how the PSWMW should reach the objectives set out in 2007:
“the 2018/19 MTEF will include the Gender Programme’s budget as resolved
at the PSWMW meeting - branches must also set aside funds for gender
mainstreaming in their MTEF budget proposals and report on the gender
mainstreaming initiatives identified in their respective areas of responsibility
during Manco meetings”

Proposals for the improvement of this principle by departments:


Sufficient resources should be allocated, both financial and HR, to drive
the Gender programme.



The Gender Unit should be placed in the Office of the Director-General
and must be provided with adequate resources.



The Gender programme should be championed by an EXCO member.



The DPSA must conduct annual workshops to sensitize departments.



Punitive measures to be put in place for non-compliance.
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There needs to be more engagement sessions not only at a
departmental level, but the reach must be interdepartmental, this will
promote interaction between departments and create a larger platform to
allow women to more effectively share their work life views and
experiences.



Rethink the PSWMW programme and ask women what they need and
want. Forcing them to meet to discuss issues is not achieving objectives.



PSWMW should be allowed flexibility in terms of implementation to allow
for the department's needs.



Do not limit PSWMW to SMS members only, rather include all women.



The Office of the Director-General must ensure the attendance of
PSWMW by female SMS.



Allocate sufficient funds to ensure continued sensitization of employees
and advocacy work on women empowerment and gender equality.



PSWMW report should serve before Cabinet and defaulting Departments
must be named and shamed in order for Ministers to hold HODs and
DGs responsible.



Acknowledge the value of partnerships and sharing of resources with the
private sector as this becomes critical and adds value especially when
funds are scares.



SMS members must be assessed on the principle of accountability for
the 8 Principle Action Plan.

Table 11: Western Cape: Qualitative analysis of responses to PSWMW Survey- 8 Principles Action Plan
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7.4

DISCUSSION OF FINDINGS

7.4.1

COMMONALITIES
Although there are huge disparities, not only between provinces, but also between
departments within the same province, some commonalities were identified:



The disaggregation of data is completely inadequate.



Economic empowerment initiatives and the statistics thereof require much more attention.



Affirmative Action programmes are not well understood.



There are huge disparities in terms of the organizational structures and the positioning of
the gender units.



Gender mainstreaming is often still largely limited to human resource matters, focussed
on capacitating internal staff or awareness raising events with no external focus on the
core business of the department.



Accountability for gender mainstreaming is regarded to be the responsibility of the GFP
and the accounting officers and senior managers do not understand their responsibilities
in terms of ensuring women not only benefit, but equity measures are applied to ensure
redress.



Very few departments understand the important roles of supply chain management and
CFOs in terms of economic empowerment and gender responsive budgets.



Very few departments have gender indicators as part of their monitoring and evaluation
processes and very few surveys and evaluations were reported.



There is an outcry for support to be provided by DPSA.



Departments do not take cognisance of the provisions of the Public Service Regulations
in terms of Job Evaluation to determine the levels at which GFPs should be remunerated
and request DPSA to craft a directive that stipulate the level at which GFPs must be
remunerated.
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The vast majority of departments proposed that HODs and SMS members must be held



accountable for gender mainstreaming (through their performance agreements) and
called for punitive measures for non-compliance. To this end the PSWMW and GESF
should form part of the Management Performance Assessment Tool (MPAT).
7.4.2

CORRELATIONS / TRENDS
The correlation between the percentages of departments that confirmed the PSWMW has
achieved its objectives versus the percentage of departments that confirmed they had
adequate resources is illustrated in figure 31. This correlation is compared with the
ranking of provinces in terms of their achievement of the 50% representation of women
at SMS levels (refer to Annexure B).
With the exception of national departments, KwaZulu Natal and North West provinces,
there seems to be a relatively strong correlation between the three aspects of the survey
results in this regard.

Top Ranked Province: % PSWMW Achieved vs % Adequate
Resources
Top ranked Province

% PSWMW Achieved

% Adequate Resources

Women at SMS levels EE target
60

% Answered "Yes"

90
50

80
70

44.8

60

42.8

42.4

41.7

41.3

40
39.1

50

50

40

50

30

37.4

90

82

18 47

36.8

34.1

45

30
20

36

33

20
10

37

10

80

73

83

17 50

57

14 18 17 18 17

0

% Top Ranked Province 2017

100

0

Figure 31: Correlation between the rankings of provinces (achievement of the 50% representation of women at SMS EE target) vs
provinces confirming the PSWMW objectives had been met vs provinces confirming adequate resources were allocated
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Departments were asked to confirm if they think there is accountability for the gender programme
in their respective departments and they were also asked to confirm if adequate resources were
allocated to the gender programmes. The results of the responses in this regard are illustrated
in figure 32 below. It is interesting to note that there is no significant correlation between
accountability and resource allocation.

Allocation of resources vs Accountability for Gender programme
100
90
80
70
60
50
40
30
20
10
0

92

88

82

50

91

83

50

36
18

75

67

45
33
17

Allocation of resources % yes

86

78

75

14

17

17

Gender programme accountability % Yes

Figure 32 Correlation between the percentage departments that confirmed there is accountability for the gender programme
and the departments that confirmed adequate resources are allocated to the gender programme

8.

LIMITATIONS
The limitations associated with KAP surveys was discussed earlier but it needs to be
reiterated that these results are based on opinions of the departments that submitted
reports and has not been audited or verified. Another limitation is the fact that there may
be a strong degree of bias in the sense that compilers of the reports and even HODs who
signed off the reports might have painted a more positive picture than what the realities
on the ground are instead of identifying real weaknesses in an attempt to suggest
compliance.
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9.

CONCLUSION
Heads of Departments were committed to steer the promotion of gender equality through
the HODs 8 Principles Action Plan for Promoting Women’s Empowerment and Gender
Equality in the Public Service. The 8 Principles Action Plan was endorsed by Cabinet and
implemented by the Minister of Public Service and Administration, and made the
responsibility of Accounting Officers in National and Provincial Departments. This was
meant to place the accountability for Gender mainstreaming and gender equality at the
highest office.
The PSWMW meeting is the tool that should be used to monitor the implementation of
the 8 Principles Action Plan. The agenda of the meeting should focus on the discussion
of the 8 Principles Action Plan. Although there has been improvement over the years,
statistics on the compliance to this aspect show that departments still prefer to have
events instead of a formal meeting to review what has been achieved for women’s
empowerment.
Principle seven refers to “providing adequate resources”, this principle requires
commitment to advance women in society in general, and not just as public servants.
There is thus a need to ensure that Gender Responsive Budgeting forms part of the
roles and responsibilities of all managers.

CFOs, Supply Chain Managers and all

programme managers need to assist the HODs to track progress in this regard through
the practice of gathering disaggregated data on the implementation of all projects and
expenditure (to show who the beneficiaries of services are).

The 10 year review of the 8 Principles Action Plan has revealed that progress has been
made in terms of the following principles: -transformation for non-sexism, establishing a
policy environment, meeting equity targets, creating an enabling environment and
empowerment (i.e. growth and development of issues that affect women in the Public
Service. Failure to meet the equity targets has been raised by the majority of
departments and citing some of the challenges in this area. The most concerning are is
the moratorium on filling of vacancies cited by Gauteng, KZN and Mpumalanga. For
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Mpumalanga this challenge has been cited since 2012 and it is still a challenge 5 years
later.

Gender mainstreaming can only be accounted for in terms of strengthening the
management/leadership capacity of women in the majority of departments but the external
focus requires much more attention. This can only be achieved through the development of
gender indicators and their inclusion in planning and monitoring plans.
The provision of adequate human, physical and financial resources also needs to be
strengthened as the majority of departments indicated that they do not have adequate
resources.
Although the survey results indicate that the vast majority of departments do consider their
departments to have a high level of accountability for gender mainstreaming, analysis of the
results revealed that reporting, monitoring and evaluation of gender aspects of services
rendered by the Public Service is still poor and thus needs more attention.

Nearly sixty percent of the departments indicated that they think the PSWMW programme
has achieved the objectives set out in 2007. Analysis of the qualitative data revealed that
there is relatively strong correlation between the ranking of provinces (in terms of the
achievement of the 50% representation of women at SMS levels), the provinces that
confirmed the PSWMW objectives have been met and the provinces that confirmed
adequate resources were allocated. However, there is no real correlation between the
percentage of departments that indicated there is accountability for the gender
programme in their departments and the percentage of departments that indicated that
adequate resources have been allocated for the gender unit.
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The top four proposals for the improvement of the PSWMW programme were:


The need to hold HODs and Senior Managers accountable for gender
mainstreaming by including transformation indicators into their performance
agreements.



DPSA to institute punitive measure for non-compliance.



Inclusion of the GESF and PSWMW to MPAT to ensure monitoring and to
strengthen accountability.



Departments also called on DPSA for support in terms of resource allocation,
capacity development and raising awareness with their top management
structures.

10.

RECOMMENDATIONS
The following recommendations should assist the process of achieving a greater degree
of gender mainstreaming and economic empowerment of women:


Allocating a budget to re-convene the annual DPSA workshops to support
departments with the implementation of transformation policies and programmes.



Performance Management and Development System (PMDS) be refined to ensure
the inclusion of gender deliverables in the Performance Agreements of all senior
management service members.



The Public Service Commission to monitor the inclusion of transformation indicators
in the Performance Agreements of HODs (the MPSA does not have legal authority
over the competence of individual Executive Authorities).



Executive Authorities to hold HODs accountable for the progress made in terms of
achieving the transformation targets.



Expediting the process of including Diversity Management as an MPAT standard
between DPSA, DPME and DSD.



Carrying the process of making the Gender Mainstreaming and Disability
Management as well as Gender Responsive Budgeting training (by the NSG)
compulsory for focal persons and line managers, to fruition.
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DPME to craft generic gender indicators to measure economic empowerment of
women in the various sectors



Establishing a Public Service Transformation Committee to meet on an-annual basis
(chaired by a DDG) to serve as an oversight body for amongst others gender
mainstreaming.
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Annexure A:
Questionnaire: Ten year review on the implementation of Public Service Women
Management Week Project

TEN YEAR REVIEW ON THE IMPLEMENTATION OF PUBLIC SERVICE
WOMEN MANAGEMENT WEEK PROJECT
The Department of Public Service and Administration (DPSA) is conducting a ten year review on the status quo with regards to
implementation of Public Service Management Week Project. Cabinet approved the National Policy Framework for Women's
Empowerment and Gender Equality in 2000, the Gender Equality Strategic Framework for the Public Service with an Implementation
Guideline and Plan of Action in 2008. This Public Service Gender Strategy articulates 8-Principles for Heads of Departments that would
fast track true transformation for women in the workplace and they are as follows:
*transformation for non-sexism
* establishing a policy environment
* meeting equity targets
* creating an enabling environment
* mainstreaming gender
* empowerment
* providing adequate human, physical and financial resources
* accountability, reporting, monitoring and evaluation
Several measures towards this end were taken in 2007, which amongst others, that one week be declared a Public
Service Women Management Week during National Women's Month which included an annual event, during which, all
SMS women in departments are expected to come together with the Director-General or Head of Department to convene
women management meetings to ensure that the above 8 principles are being institutionalised. Ten years down the line,
it becomes crucial to review progress in this regard.
Instructions: Departmental officials are requested to fill in the provided questionnaire.
Please complete the questionnaire with honesty, openness, and fairness. This will assist your department and the DPSA in identifying the
blockages that hamper transformation for women in the workplace in order to assist in implementing appropriate remedial measures to
improve such.
Please note that the questionnaire will take approximately 10-20 minutes to complete. Once completed, the questionnaire can be returned to
the following DPSA official: email:
tebogom@dpsa.gov.za / fanani.manugu@dpsa.gov.za (012) 336 1200/1271
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PART 1: DETAILS OF REPORTING DEPARTMENTS

Name of Department
Name of Province
Details of Gender
Focal Point

Name & Surname
Designation
Chief
Directorate/Directorate/
Unit
Telephone
Email

Official who validated
the Questionnaire
Sign off & Approval

Name & Surname

Designation

Name & Surname of
DG/HOD/or Delegated
official

Date of Approval

Signature DG/HOD
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PART 2: COMPLIANCE WITH REQUIREMENTS OF PSWMW
PUBLIC SERVICE WOMEN MANAGEMENT WEEK (2017)
Mark with X where appropriate
2.1.
Did the Department host the Public Service Women
Management Week meeting?
2.1.1 If no PSWMW meeting or any event to review the 8principle action plan was hosted , explain why
2.1.2 If different events other than PSWMW meetings were
hosted, please give detail
2.1.3 Did the Department host the Public Service Women
Management Week meeting during the prescribed week of
28 August – 1 September 2017?
2.1.4 If yes please indicate the date?
2.1.5 If your answer to 2.1.3 is NO, please provide dates and
reasons for time period changes
2.2.
PSWMW MEETINGS
2.2 1

Did the Director-General/HOD chair the PSWMW meeting?

Yes

No

Yes

No

Yes

No

2.2.2

If your answer to 2.2.1 is YES, did he/she stay until the end of
the PSWMW meetings?
2.2.3 If your answer to 2.2.1 is NO, who was delegated to chair
these meetings. Please provide name and level of the
delegated responsibility
2.2.4 How many SMS women does your Department have? (level
13 upwards only)
2.2.5 How many women with disabilities are employed at SMS
levels (Level 13 upwards)?
2.2.6 How many SMS women attended the PSWMW meeting?
(level 13 upwards)
2.2.7 How many women from other levels lower than SMS
attended the PSWMW meeting?
2.2.8 Did the agenda focus exclusively on the review of progress
Yes
made in implementation of the 8-principle action plan for
women empowerment and gender equality?
2.2.9
If your answer to 2.2.8 is YES, how much time was allocated
for the whole agenda? Please provide evidence
(agenda/programme)
2.2.10 If your answer to 2.2.8 is NO, what else did the meeting
focus on & how much time was allocated to discuss progress
in implementation of the 8-principle action plan?

No
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PART 3: COMPLIANCE WITH THE 8 PRINCIPLES (2007-2017)
1ST PRINCIPLE : TRANSFORMATION FOR NON-SEXISM
Mark with X where appropriate
3.1.
Do you think your workplace is sexist?
Yes

No

3.1.1. If Yes please explain

3.1.2

What measures were taken to eliminate
sexism in your workplace? Please explain

3.1.3

If your response to question 3.1 was NO,
please explain why?

3.1.4

Do you think there has been substantial
progress to eliminate sexism in your
workplace?
If your answer to 3.1.4 was YES, please
explain

3.1.5

3.1.6

Yes

No

If your answer to 3.1.4 was NO, please
explain
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2ND PRINCIPLE : ESTABLISHING A POLICY ENVIRONMENT
Mark with X where appropriate
3.2.
Do you think your policies are gender
Yes
responsive?
3.2.1. If YES please explain

3.2.2

What measures were taken to promote
gender responsive policies in your
workplace? Please explain

3.2.3

If your response to question 3.2 was NO,
please explain why?

3.2.4

Do you think there has been substantial
progress to promote gender responsive
policies in your workplace?
If your answer to 3.2.4 was YES, please
give an indication of how your
department has attempted to make
internal policies more gender sensitive
during the past ten years.

3.2.5

3.2.6

Yes

No

No

If your answer to 3.2.4 was NO, please
explain what needs to be done to make
public policies gender responsive?
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3rd PRINCIPLE : MEETING EQUITY TARGETS
Mark with X where appropriate
3.3.
Has your department met the 50% equity
targets?
3.3.1. If YES, explain what you did to meet the
target

3.3.2

If your response to question 3.3 was NO,
(i) please explain why? and (ii) please
indicate % target reached as of 2017?

3.3.3

What measures are you going to put in
place to meet the 50% target?

3.3.4

Do you have SMS women with disabilities
in your workplace?
If your answer to 3.3.4 was YES, how
many at which levels of SMS?

3.3.5

3.3.6

Yes

No

Yes

No

If your answer to 3.3.4 was NO, please
explain what needs to be done to create
an enabling environment

141

4th PRINCIPLE : CREATING AN ENABLING ENVIRONMENT
Mark with X where appropriate
3.4.
Do you think your workplace environment Yes
is sensitive to gender issues?
3.4.1. If your answer to 3.4 was YES, please
explain

3.4.2

If your response to question 3.4.was NO,
please explain why?

3.4.3

What measures are you going to put in
place in order to create an enabling
environment for women in your
department?

3.4.4

Give an indication of the progress made
during the past 10 years in terms of
creating a more enabling environment for
women in your department.

No
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5th PRINCIPLE : GENDER MAINSTREAMING
Mark with X where appropriate
3.5. Do you understand what the term “gender Yes
mainstreaming” refers to?
3.5.1 If your answer to 5.1 was YES, please
share your understanding what this term
means to you and your department

No

3.5.2 If your response to question 3.5. was NO,
what did the department do to
understand what “gender mainstreaming”
refers to

3.5.3 What do you think the Public Service
needs to do to ensure that every
department mainstreams gender?

3.5.4 Give an indication of the progress made
during the past 10 years in terms of
mainstreaming gender in your
department.
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6th PRINCIPLE : EMPOWERMENT
Mark with X where appropriate
3.6
Do you understand what the term
“empowerment” means?
3.6.1 If your answer to 3.6 was YES, please
share your understanding what this term
means to you and your department

Yes

No

3.6.2 If your response to question 3.6.was NO,
what did the department do to
understand what “empowerment” refers
to

3.6.3 What measures in your department have
been put in place to empower women?
Please explain

3.6.4 Please explain what you think the Public
Service needs to do to ensure that every
department empowers women?
3.6.5 Give an indication of the progress made
during the past 10 years in terms
empowering women in your department

144

7th PRINCIPLE : PROVIDING ADEQUATE RESOURCES
Mark with X where appropriate
3.7. Do you think the gender programme in
Yes
your department has been allocated
enough resources?
3.7.1 If your answer to 3.7. was YES, please
provide details on human resources and
budget allocation to implement
programme objectives) from 2007 to date

No

3.7.2 If your response to question 3.7 was NO,
please explain why

3.7.3 What measures have your department put
in place to support the gender programme

3.7.4 Please explain what you think the Public
Service needs to do to ensure that every
department allocates enough resources
for the gender programme?

3.7.5 Give an indication of the progress made
during the past 10 years in terms of
providing adequate resources for gender
programme.
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8th PRINCIPLE : ACCOUNTABILITY, MONITORING & EVALUATION
Mark with X where appropriate
3.8
Do you think there is accountability for the Yes
No
gender programme in your department?
3.8.1 If your answer to 3.8 was YES, please
explain why you think there is
accountability for the gender programme
in your department

3.8.2 If your response to question 3.8 was ‘NO”,
please explain why you think there is no
accountability for the gender programme
in your department

3.8.3 Are there are any plans in place to
monitor and evaluate the gender
programme in your department
3.8.4 If your answer to 3.8.3 was YES, please
explain (i) whether there are gender
indicators that are being tracked on an
ongoing basis? And (ii) whether they are
part of the departmental M&E system?

Yes

No

3.8.5 If your response to question 3.8.3 was
‘NO”, please explain why there are no
M&E plans for the gender programme in
your department

3.8.6 Give an indication of the progress made
during the past 10 years in terms of
achieving the targets you had set for your
department through monitoring of the
programme.
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PART 4: GENERAL PROPOSAL FOR PROGRAMME IMPROVEMENT
4.1

4.1.1
41.2

4.1.3

4.1.4

Do you think the introduction of the Public Service Yes
Women Management Week has achieved the
objectives it set out in 2007
If your answer to 4.1 is YES, please explain
If your answer to 4.1 is NO, please explain why
you think Public Service Women Management
Week has not achieved the objectives it set out in
2007
In your opinion, what needs to be done to
strengthen this programme

No

Any other comment not covered in the
questionnaire

SIGNATURE OF DG/HOD
Declaration: The above Public Service Women Management Week questionnaire is a true reflection of the
overall progress made since 2007-2017 by my department in the implementation of the 8 Principle Action
Plan for Women’s Empowerment and Gender Equality to address gender inequality in the workplace.
Signed by DG/HOD

……………………………………………………………………….

Date……………………………
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Annexure B
Ranking of provinces: representation of women at SMS- December 2016 – December 2018
Province

December 2016

December 2017

December 2018

Ranking

Gauteng

44.7%

44.8%

44.15%

1

KwaZulu Natal

42.5%

42.8%

42.26%

2

National Departments

42.2%

42.4%

42.15%

3

Eastern Cape

41.2%

41.7%

42.13%

4

Western Cape

39.3%

41.3%

41.15%

5

North West

37.3%

39.1%

39%

6

Limpopo

37.3%

37.4%

37.63%

7

Mpumalanga

35.7%

37%

36.84%

8

Northern Cape

34.9%

36.8%

36.22%

9

Free State

36.3%

34.1%

35.64%

10
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Annexure C
% SMS per province by disability status
Number of Officials in SMS by Disability Status
as on October 2017
Female
Disabled
Not disabled
Number
%
Number
%
4
0.62
265
40.83
0
0
123
33.98
9
1.09
357
43.06
1
0.17
251
42.4
1
0.2
188
37.45
1
0.33
111
36.51
29
0.49
2450
41.76
1
0.3
129
38.39
1
0.39
92
36.22
0
0
167
41.23
47
0.47
4133
40.92

Province
Eastern Cape
Free State
Gauteng
KwaZulu-Natal
Limpopo
Mpumalanga
National
North West
Northern Cape
Western Cape
Total

Disabled
Number
6
2
6
3
9
5
52
5
3
1
92

Male
Not disabled
%
Number
0.92
374
0.55
237
0.72
457
0.51
337
1.79
304
1.64
187
0.89
3336
1.49
201
1.18
158
0.25
237
0.91
5828

%
57.63
65.47
55.13
56.93
60.56
61.51
56.86
59.82
62.2
58.52
57.7

Data Source: PERSAL Compiled by the DPSA
Excluding Defence and State SFSurity Agency

Departments with Women with disabilities in SMS by Province
as on October 2017
Number and
Percentage of
Departments
Number of
Departments
Number of
Departments
with Disabled
Women in SMS
Percent of
Departments
with no Disabled
Women in SMS
Percent of
Departments
with Disabled
Women in SMS

Eastern
Cape

Free
State

Gauteng

KwaZuluNatal

Province
LimMpumpopo
alanga

National

North
West

Northern
Cape

Western
Cape

13

12

14

14

12

12

44

12

12

13

4

0

5

1

1

1

16

1

1

0

69.23

100

64.29

92.86

91.67

91.67

63.64

91.67

91.67

100

30.77

0

35.71

7.14

8.33

8.33

36.36

8.33

8.33

0

Data Source: PERSAL Compiled by the DPSA
Excluding Defence and State SFSurity Agency
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