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This year’s annual assessment study of  gender mainstreaming in the public service focuses attention on two 
national departments – the Department of  Arts and Culture, and the Department of  Cooperative Governance 
and Traditional Affairs – and eight provincial departments responsible for sports, arts, culture and recreation. 
The Commission for Gender Equality (CGE) undertakes these in-depth annual assessments of  progress achieved 
and the challenges facing the public service in implementing policies, legislations and programmes on gender 
mainstreaming. These assessments are usually carried out on a small number of  selected government departments, 
examining and analysing internal processes, programmes and project activities to determine the extent to which 
they are aligned with the country’s goal of  gender transformation. This is part of  the CGE’s constitutional mandate 
to monitor and evaluate any laws, customs, practices or policies affecting gender equality or the status of  women 
in South Africa, and to make appropriate recommendations to Parliament.

This year’s annual assessment report shows that significant progress is being made by government departments in 
terms of  improvements in the numerical representation of  women at senior management levels. However, such 
progress in the numerical representation of  women in the senior management division of  the public service is 
not necessarily being matched by similar improvements in terms of  substantive gender mainstreaming in other 
important areas such as gender-responsive budgeting, institutional capacity building and internal measures and 
programmes to promote organisational cultures and systems that are conducive to effective gender mainstreaming.
While the Commission is obviously concerned about the lack of  significant progress in terms of  substantive 
gender mainstreaming, we still welcome the improvements noted in the increasing numbers of  women in the 
senior echelons of  the public service. We therefore hope that the findings contained in this report will encourage 
greater public debates among stakeholders in the gender sector, particularly on advancing gender mainstreaming 
beyond the numbers.

_____________________________________   
Mr. Mfanozelwe Shozi,
Chairperson 

_________________________________________
Ms. Keketso Maema,
Chief  Executive Officer

FOREWORD
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ACRONYMS AND ABBREVIATIONS

AIDS:  Acquired Immune Deficiency Syndrome
CEDAW: Convention on the Elimination of  all Forms of  Discrimination Against Women
CGE:  Commission for Gender Equality
COGTA: Department of  Cooperative Governance and Traditional Affairs
CSW:  Commission on the Status of  Women
DMCO: Department Management Committee
DEXCO: Department Executive Committee
DPSA:  Department of  Public Service and Administration
ECDSAC: Eastern Cape Provincial Department of  Sports , Arts and Culture
EE:  Employment Equity
EMT:  Executive Management Team
EPWP: Expanded Public Works Programme
EXCO: Executive Committee
GBV:  Gender Based Violence
GFP:  Gender Focal Person
GDSACR: Gauteng Department of  Sport, Arts, Culture and Recreation
GMS:  Gender Management Systems
GEYODI: Gender, Youth and Disabled Individuals
HR:  Human Resources
HOD:  Head of  Department 
MANCO: Management Committee
MEC:  Member of  the Executive Council
NCBF: National Capacity Building Forum
NGPF: National Gender Policy Framework
OPSCOM: Operations Committee
PALAMA: Public Administration, Leadership and Management Academy
PSC:  Public Service Commission
SADC:  Southern African Development Commission
SCOPA: Standing Committee on Public Accounts
SMC:  Senior Management Committee
SMS:  Senior Management Service
TMC:  Top Management Structure
UN:  United Nations
UNESC: UN’s Economic and Social Council
UNISA: University of  South Africa
WEGE: Women’s Empowerment and Gender Equality
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The Commission for Gender Equality (CGE) regularly conducts annual assessments and compiles reports 
on the work, programmes, existing systems, processes and practices introduced by state entities with the 
purpose of  promoting gender mainstreaming and transformation. This report, based on the assessment 
conducted during the 2014/15 financial year, appears to show that progress is being made in terms of  
improved representation of  women in the senior management echelons of  the public service. However, 
these improvements in the numerical representation of  women in the senior levels of  the public service 
might not necessarily be attributable to the introduction and implementation of  coherent, effective 
and well-resourced internal gender mainstreaming policies, programmes and strategies by government 
departments. This report examines the factors, challenges and prospects for gender mainstreaming in the 
public service, focusing on a number of  selected national and provincial government departments. 

According to the Beijing Conference, “governments and other actors should promote an active and 
visible policy of  mainstreaming a gender perspective in all policies and programmes, so that, before 
decisions are taken, an analysis is made of  the effect on women and men”1. Gender mainstreaming was 
endorsed and adopted by countries and institutions in the past two decades, and it has yet to be fully 
implemented effectively in many countries.2 

The CGE is a constitutional body established in terms of  the Commission for Gender Equality Act 
no. 39 of  1996 to support South Africa’s democracy. In particular, section 187 (2) grants the CGE “the 
power, as regulated by national legislation, necessary to perform its functions, including the power to 
monitor, investigate, research, educate, lobby, advise and report on issues concerning gender equality.” It 
is in accordance with this provision that the CGE undertook this evaluation exercise to assess progress 
in  gender mainstreaming and transformation in the public service.

This report contains the findings and recommendations based on the assessment of  the selected national 
and provincial departments as outlined in the section on Methodology and Approach below. The report 
is structured in a number of  sections. It starts with the introductory sections, which cover issues of  
methodology and guiding frameworks. This is followed by the main  part of  the report on the findings 
of  the assessment, covering the two national ministries and the eight provincial departments. The next 
section provides an overall assessment of  the key issues and challenges, followed by the conclusion and 
recommendations.  

1 . Beijing Declaration and Platform for Action Fourth World Conference on Women, 15 September 1995, 87, par.229
2 . Dejo Olowu,” Mainstreaming women, equating men: charting an inclusionary approach to transformative development in the African decade for 
women”, Law, Democracy and Development, 15 (2015)

1. INTRODUCTION
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1.1. BACKGROUND OF THE STUDY

The term ‘gender mainstreaming’ was originally used in the 1970s by experts in the field of  education3, 

and subsequently became institutionalisedin the launch of  the United Nations (UN) decade for women in 

Mexico in 1975. The concern was how to integrate women into the existing structures of  development.4 

At the third World Conference on Women held in Nairobi in 1985, the international community adopted 

forward-looking strategies for the advancement of  women, urging the “effective participation of  women 

in development [and to] be integrated in the formulation and implementation of  gender mainstreaming 

programmes and projects.”5

Gender mainstreaming was adopted as a major strategy for promoting gender equality at the fourth 

World Conference of  Women in 1995.  The Beijing Platform for Action reaffirmed the need for all 

organisations and governments to ensure that gender equality is promoted in all areas of  social and 

economic development, including education, health, domestic violence, armed conflict, the economy, 

decision-makingand human rights. The commonly accepted and most widely used definition of  gender 

mainstreaming was adopted by the United Nations’ Economic and Social Council (UNESC). It states 

that “Gender mainstreaming is the process of  assessing the implications for women and men of  any 

planned action, including legislation, policies or programmes, in all areas and at all levels. It is a strategy 

for making women’s as well as men’s concerns and experiences an integral dimension of  the design, 

implementation, monitoring and evaluation of  policies and programmes in all political, economic and 

societal spheres so that women and men benefit equally; this will avoid inequality from being perpetuated. 

The ultimate goal is to achieve gender equality.”6

Moreover, the Beijing Platform for Action made provision that gender analysis be undertaken on the 

respective situations and contributions of  both women and men before undertaking development policies 

and gender programmes. Therefore, gender mainstreaming involves bringing about institutional changes 

to ensure the empowerment of  both women and men through equal participation in decision- making 

on issues which affect their lives; analysing all government policies and practices to examine the different 

impacts they have on men and women; and providing training and capacity building to enhance gender-

management skills and raise the general level of  gender awareness within institutions of  government and 

society in general. The gender mainstreaming process would therefore entail a shift in the minds, attitudes 

and behaviors of  individuals and organisations in society. Unless organisational cultures change to ensure 

the empowerment of  both women and men through equal participation in decision-making on issues 

that affect their lives, gender equality will remain an unrealised goal.7

3 . Sylvia Walby “Comparative gender mainstreaming in a global era”, 7(4) International Feminist Journal of Politics (2005):453.
4 .Hilary Charlesworth, “Not waving but drowning: gender mainstreaming and human rights in the United Nations” Harvard Human 
Rights Journal 18 (Spring 2005): 1-18.
5 .United Nations “The Nairobi Forward-Looking Strategies for the Advancement of Women” in World Conference to Review and  
Appraise the Achievements of the United Nations Decade for Women New York: United Nations (1985) 114
6 .United Nations Economic and Social Council (ECOSOC) Agreed Conclusions 1997/2 18 July 1997, General Assembly Official           
Records; Fifty-Second Session, Supplement No. 3, available at http://www.unhcr.org/refworld/docid/4652c9fc2.htm
7 .The Public Service Commission (2006): Gender mainstreaming initiative in the public service report
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The Commission’s Gender Barometer tool was designed as an instrument for collecting detailed and 

relevant information relating to all critical aspects of  gender-mainstreaming programmes and activities of  

selected state institutions on a regular basis. This information is used in the evaluation of  progress made 

or achieved, as well as to identify critical substantial factors undermining the implementation of  gender-

related policies and legislative frameworks in South Africa. The Commission’s research team conducted 

fieldwork in all the nine provinces, collecting relevant information through the Gender Barometer tool, 

as well as by holding meetings and interviewing relevant officials working within units responsible for 

gender-mainstreaming activities inside the selected national and provincial government departments.

1.2. METHODOLOGY AND APPROACH

This study was carried out during the 2014/15 financial year. It is an evaluation/assessment exercise 

sought to use both qualitative and quantitative information to determine the extent to which the 

selected national and provincial government departments were advancing towards the goal of  gender 

transformation and equality through internal and external gender-mainstreaming policies, programmes, 

strategies and projects. This necessarily entails government departments observing and complying with 

key national, regional and global policy and legislation frameworks aimed at promoting and achieving 

gender equality in South Africa.

Each year the Commission selects a number of  departments at national and provincial level for the purpose 

of  this annual assessment of  progress in gender mainstreaming. Previously, this annual assessment was 

carried out on between three and four national departments, two departments from each of  the nine 

provinces, as well as a select number of  municipalities from each of  the nine provinces. However, due to 

limited financial and other related (i.e. human) resources, as well as logistical difficulties, the Commission 

had to reduce the number of  departments to be assessed for the year under review. For this report a 

decision was taken, largely for logistical reasons, to focus only on national and provincial departments, 

and exclude municipalities. So the approach adopted for this financial year was to identify and select two 

national departments and one department from each of  the nine provinces. The national Departments 

of  Arts and Culture (DAC) as well as Cooperative Governance and Traditional Affairs (COGTA) were 

selected. At provincial level, the study focused on provincial departments responsible for areas of  

sports, arts, culture and recreation – many of  the provincial departments use varying permutations and 

combinations of  these terms in their names/designations. 

As already indicated, an online assessment tool (the CGE Gender Barometer) was utilised whereby the 

selected departments are required to create an online account with user login credentials to access the 

tool in order to complete it with the necessary information.8 The tool sought to collect information in 

line with several assessment themes, such as gender representation and the participation of  women at 

8 . An offline version of the Gender Barometer tool for instances where technical difficulties were encountered in accessing the        
online version of the tool.
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senior management level; mainstreaming gender in organisational culture and systems; gender-responsive 

budgeting; capacity building, and monitoring and evaluation systems for gender mainstreaming. As part 

of  the fieldwork phase of  the study, the research team travelled to the offices of  the participating depart-

ments to train the responsible officials on how to use the tool properly, as well as explain the different 

categories of  information needed to complete the tool. 

The selected departments were approached through formal letters informing them of  the purpose of  the 

study and the processes of  accessing the online tool in order to complete it and submit the information 

to the Commission. They were also required to nominate an official who would liaise with the Commis-

sion’s research team during the fieldwork phase of  the study. The nominated official would be respon-

sible for gathering the information needed to complete the online tool, as well as ensuring that the tool 

was completed properly before being submitted to the Commission. Once the tool was completed, the 

departmental official responsible for liaising with the Commission’s research team was required to submit 

the completed tool to the department’s accounting officer or another official delegated by the account 

officer to review the information provided in the tool and sign off  before submitting to the Commis-

sion. This step is critical in ensuring that the information provided is deemed correct, appropriate, and 

therefore approved, by the leadership of  the department before submission to the Commission. This  

serves to strengthen accountability and ownership of  the process by the leadership of  the responding 

department.

In addition to the Gender Barometer tool, the research team held meetings and conducted interviews 

with the officials nominated by their departments to liaise with the Commission during the period of  

the study. With few exceptions, the officials nominated for this purpose were departmental Gender Fo-

cal Persons (GFPs). Official supporting documents, other departmental publications (i.e. annual reports, 

policy documents, programme and project reports, employment equity plans and related reports) as well 

as third-party sources of  data were also utilised by the research team to obtain vital information for the 

assessment.

Finally, the research team developed a five-level Gender Representation Rating Scale to be used to rate 

the performance of  the participating departments with regard to progress made in the numerical repre-

sentation of  women at senior management levels (i.e. in the Senior Management Service (SMS)) of  each 

department. The intention was to use this score card to rate the performance of  the participating depart-

ments on only one of  six thematic areas of  assessment (i.e. Gender Representation and Participation at 

Internal Senior Decision Making Level). The rating scale is derived from the adaptation and modification 

of  the Global Gender Balance Score Card developed by Avivah Wittenberg-Cox.9 

As already indicated, our rating scale is predominantly focused on, andconsiders, the number of  women 

represented and participating in the SMS division of  each participating department compared to their 

9 .See Avivah Wittenberg-Cox, ‘One Key to Gender Balance: 20-first Century Leadership’ (http://www.20-first.com/flipbook/index.
html) 
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male counterparts. This exercise largely relies on the quantitative (i.e. numerical) data obtained from the 

participating departments as well as from other authoritative secondary sources, such as the reports pub-

lished by the Commission on Employment Equity. Table 1 illustrates the different levels of  the rating 

scale and provides explanations for each level.

Table 1: Gender Representation Rating Scale

•	 Level 5 Balanced Gender Representation Male and Females constitute between 45% and 50% of  the 
Senior Management Service/Team

•	 Level 4 Critical Mass Gender Representation Minority Gender represents between 30% and 45%  of  the 
Senior Management Service/Team

•	 Level 3 Progressive Gender Representation The Minority Gender makes up between 15% and 30% of  
Senior Management Service/Team

•	 Level 2 Symbolic/Token Gender 
Representation

The Minority Gender constitutes up to 15% of  the Senior 
Management Service/Team

•	 Level 1 Failed Gender Representation Institution’s Senior Management Service10/Team is exclusively 
one Gender to the exclusion of  another Gender

This means that, based on the number of  women represented in the SMS division, compared to their 

male counterparts, a department’s performance would be rated between Level 1 (for poor performance) 

and Level 5 (for best performance).

1.3. CONSTRAINTS FOR THE STUDY

As is the case with studies of  this nature that  depend not only on the cooperation of  state officials, 

but also on access to accurate and authoritative information, this study also encountered a number of  

problems, many of  which were beyond the control of  the research team. 

Firstly, despite the intensive consultations and briefing sessions conducted with the officials nominated 

by their departments to work with and provide the information required by the Commission, many 

of  the officials either failed to complete all the sections and categories of  information as required in 

the Gender Barometer Tool. Secondly, as indicated elsewhere in this report, almost all the officials (i.e. 

GFPs) assigned to handle this responsibility were not senior officials, and therefore lacked the necessary 

authority to access or demand from other departmental officials all the information needed for them to 

complete the tool. In addition, due precisely to this problem, the accuracy of  the information provided 

could not always be determined with certainty by the Commission. 

Thirdly, some departments took far too long to complete the tool and provide the information required. 

Examples include the provincial departments from the Free State and NorthWest. In some cases these 

departments needed repeated follow-up calls and reminders. Fourthly, in many instances the limited 

knowledge and understanding of  gender mainstreaming among some of  the departmental officials 

made the task of  examining and analysing the information far too onerous and time consuming. Fifthly, 

10 In the Public Service, Senior Management Service is made up of managers in the position of director and upwards
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some departments do not yet have officials responsible for gender mainstreaming programmes and 

responsibilities. This meant that other officials, often unfamiliar with the areas of  gender mainstreaming, 

were assigned to handle this responsibility, leading to unavoidable delays and logistical problems for the 

study.

The sixth constraint encountered by the study was that the information obtained from the KwaZulu-

Natal provincial DAC could not be utilised because the senior leadership of  the department did not sign 

off  its formal approval for the information to be submitted to the Commission. This was in spite of  

repeated written requests from the research team for the department to provide such approval and sign 

off.

Finally, as already pointed out , the Gender Representation Rating Scale designed for this assessment 

depends totally  on accurate numerical data on the representation of  women in the SMS divisions of  the 

participating departments. Therefore the ratings assigned for each department were based on the data 

that was provided to the Commission. We relied entirely on the departments themselves ensuring the 

accuracy of  these figures on women’s representation and participation in their SMS divisions. Due to 

limited resources and time constraints, the CGE was not in the position to verify the accuracy of  these 

figures. However, where possible the research team used alternative sources of  data to determine the 

veracity of  the figures provided by the departments. Nonetheless, the CGE still deems it the responsibility 

of  the participating departments to ensure the reliability of  their figures before submitting them to  the 

Commission. 
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This section provides a brief  overview of  some of  the current national, regional, continental and policy 

and other frameworks for guiding the work of  gender mainstreaming in South Africa. Besides the local/

domestic legislative and policy frameworks on gender mainstreaming, South Africa is a signatory to 

numerous international and sub-regional (i.e.Southern African Development Community (SADC)) 

protocols, declarations and treatises which provide guiding principles for mainstreaming gender in 

various sectors, including politics and governance, economic and social policy sectors, and the workplace. 

In principle therefore, government institutions, including political and administrative leaderships of  these 

institutions, should have a thorough understanding and knowledge of  these instruments/frameworks, 

and make provision in their departmental annual plans of  action and budgetary allocations to implement 

them in order to assist the country to comply with and fulfill its commitments. The study therefore took 

it for granted that such knowledge of  these instruments exists in government, and that provision is made 

by government departments in general to comply with these commitments. 

The following subsections will provide brief  details of  selected instruments/frameworks and their 

relevance to this study and the various themes in terms of  which the study sought to assess the extent to 

which the selected national and provincial government departments are mainstreaming gender equality 

through their activities, as well as through their internal processes, policies, practices and procedures.

2.1. GENDER REPRESENTATION AND PARTICIPATION AT INTERNAL 
DECISION-MAKING LEVEL

According to the Convention on the Elimination of  All forms of  Discrimination Against Women 

(CEDAW), “state parties shall take all appropriate measures to eliminate discrimination against women 

in the field of  employment in order to ensure on the basis of  equality of  men and women to have the 

same rights”10 11. South Africa has been a signatory to this Convention since December 1995, and therefore 

is obligated to observe, abide by, and make provision for, its implementation.

The Commission on the Status of  Women (CSW), has stated in its conclusions the need for equal 

participation between women and men in decision-making processes at all levels, after realising that there 

was alack of   representation and the extent of  the under-representation of  women in various fields of  

endeavour in many countries around the world, including Africa. The CSW reaffirmed the fact there is 

an urgent need to achieve the 50/50 gender parity target in all categories of  leadership posts, especially 

at senior and policy-making level.11 12

11 .Assessing the Status of Women: A Guide to Reporting Under Convention on the Elimination of All Forms of Discrimination Against 
Women 2nd Edition, 1996, pg 29
12 .United Nations, Economic & Social Affairs: Agreed Conclusions of the commission on the status of women on critical areas of con-
cern of the Beijing Platform for Action 1996-2009

2. GUIDING FRAMEWORKS FOR GENDER MAINSTREAMING
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Domestically, South Africa has promulgated a number of  legislative frameworks that make provision 

for gender equality and equity in representation between men and women. For instance, the country’s 

Employment Equity Act No. 55 of  1998 is an important legislative instrument which prohibits 

discrimination against designated groups, among whom are women, at all levels in the workplace. 

Employers are required to set employment equity targets, and to put clear plans in place to meet these 

targets.  In addition, government departments and other state institutions are obligated to produce annual 

reports indicating how they are meeting their employment equality targets. Chapter 5 of  the Act further 

provides for the enforcement of  compliance, monitoring and evaluation of  institutional performance in 

this regard as well as outlining the necessary procedures for dealing with non-compliance.12 13

2.2. MAINSTREAMING GENDER IN ORGANIZATIONAL CULTURE AND 
SYSTEMS

The process of  mainstreaming gender in the institution’s organisational culture, internal systems and 

processes obliges state institutions to be knowledgeable about a variety of  national policy and legislative 

instruments, including the country’s Constitution, which provides not only for equality before the law, but 

also prohibits discrimination on the basis of  stated criteria such as gender, among others. The country’s 

National Policy Framework for Women’s Empowerment and Gender Equality (otherwise known as the 

National Gender Policy Framework (NGPF)) is one of  the key instruments underpinning the need for 

state institutions to create a conducive environment for appropriate internal policies (i.e. recruitment, 

promotion, training, remuneration, etc.), practices and systems (e.g. Human Resources  (HR) management 

systems, Information management systems) to promote an organisational culture that underpins equality 

between men and women.13 14

2.3. BUDGETING AND GENDER MAINSTREAMING

The Beijing Platform for Action  makes provision for states to make available the necessary financial 

and budgetary resources to promote gender equality and the empowerment of  women. This Platform 

also reaffirms the need for clear political commitment to ensuring the availability of  human and financial 

resources for the empowerment of  women. It goes further to state that funding has to be identified and 

mobilised from all sources to be used for promoting gender equality. Therefore a gender perspective 

becomes a critical tool in ensuring that the allocation of  budgetary and financial resources is geared 

towards advancing the needs of  men and women equally, and also towards the empowerment of  women.1415

13 .Employment Equity Act No. 55 of 1998
14 .The Presidency, South Africa’s National Policy Framework  for Women’s Empowerment and Gender Equality, 2000 
15 .United Nations, Economic & Social Affairs: Agreed Conclusions of the commission on the status of women on critical areas of con-
cern of the Beijing Platform for Action 1996-2009
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2.4. MEASURES TO CREATE AN ENABLING ENVIRONMENT FOR 
GENDER MAINSTREAMING

Measures to create such an enabling environment for gender mainstreaming within state institutions entail 

the creation of  the necessary internal policies, legislative and administrative frameworks that address the 

need for gender equality. The NGPF is an important framework that addresses this issue clearly. However, 

other measures, such as recruitment procedures, HR management processes, budget processes, planning 

processes, gender awareness training, complaints handling and disciplinary processes, and other similar 

internal processes are crucial to ensuring that an environment conducive to gender equality is created and 

sustained within the institution.15 16

The NGPF stipulates that government department should create positions of  GFPs, to be placed inside 

the offices of  departmental accounting officers. Such GFPs are to be appointed at the level of  director 

or above, and should be responsible for driving departmental gender-mainstreaming programmes and 

activities. Appointment at the level of  director will not only afford the person in this position access to 

senior level decision-making structures in the department, but also enable them to have the necessary 

administrative and policy-making authority to drive the processes of  gender mainstreaming inside their 

departments.

2.5. CAPACITY BUILDING FOR GENDER MAINSTREAMING

The NGPF places a great deal of  importance on the issue of  training and skills development, emphasising 

the need for state institutions to have the necessary institutional capacity to drive gender-mainstreaming 

processes. In particular, the framework identifies a set of  skills such as gender analysis, gender budgeting, 

strategic planning and management, particularly among officials responsible for gender mainstreaming 

as necessary to enhance the institutional capacity of  state institutions to promote and drive gender-

mainstreaming processes. For instance, the Framework document states that an effective coordination 

framework for gender mainstreaming as well as Gender Management Systems (GMSs) rely on skilled 

personnel. The NGPF also emphasises training as a central factor in advancing gender equality as it helps 

with the development of  specific gender skills such as gender-based analysis.16 17

2.6. MONITORING AND EVALUATION OF GENDER MAINSTREAMING

The NGPF is the key document that guides gender mainstreaming in the country, and includes a chapter 

guiding state institutions on creating internal monitoring, evaluation and reporting systems in this regard.1718

16 .The Presidency, 2000, The National Policy Framework For Gender Equality and Women Empowerment
17.The Presidency, 2000, The National Policy Framework For Gender Equality and Women Empowerment, pg 46
18 .Ibid
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This section presents the findings of  the study, focusing on the two national ministries – the Department 
of  Arts and Culture and the Department of  Cooperative Governance and Traditional Affairs. The findings 
for each department will follow the same pattern, structured in terms of  the six thematic categories 
outlined above. 

3.1. DEPARTMENT OF ARTS AND CULTURE

At the time of  the study, the mandates of  the departments responsible for the areas of  Sports, Arts, 

Culture and Recreation were derived from and underpinned by Schedules 4 and 5 of  the Constitution 

of  the Republic of  South Africa, 1996. These Schedules describe the functional areas of  responsibility 

of  the national and provincial spheres of  government, including the areas of  exclusive provincial 

legislative competence. Given that the constitution reserves any residual functions to the national sphere 

of  government, this means that any other competencies and responsibilities that are not spelt out and 

assigned to the national or provincial spheres of  government in line with these Schedules are automatically 

left to the national DAC. Therefore the specified functions and competencies for the provinces include 

archives other than national archives, libraries other than national libraries, museums other than national 

museums, provincial cultural matters, provincial recreation and amenities, and provincial sport. The 

department also has a role in supporting and monitoring local government with regard to amusement 

facilities, local amenities and local sports facilities, markets, municipal parks and recreation facilities. In 

response to this mandate, the aim of  the DAC is to ensure access to, increased participation in, and 

transformation of  the arts and culture sectors in a manner that yields optimum social and economic 

benefits for the country, and promotes nation-building and social cohesion among the country’s people. 

At the time of  the study, the national DAC had identified the following key programmes of  action:18 19

• 	Administration,

• 	Performing Arts

• 	National Language Service 

• 	Cultural  Development

• 	Heritage Promotion 

• 	National Archives and Library Services 

19 . Department of Arts and Cultures, Annual Report 2013/14

3. FINDINGS OF THE STUDY: NATIONAL GOVERNMENT 
LEVEL
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3.1.1 Gender Representation And Participation At Internal Decision-Making Level 

The DAC was led by a male minister, with a female deputy minister. At administrative level, the department 

is led by a male director general. The following table  illustrates the gender profile of  the political and 

administrative leadership of  the department.

Table 2a: Gender profile of political and administrative leadership

Department of  Arts and 
Culture

 

Minister Male 

Deputy Minister Female  

Director General Male 

Source: Dept. Arts and Culture

Table 2b: Gender Profile – Department SMS

 Position              Women            Men              Total 

• Senior Management Service(SMS)              26 (51%) 25 (49%)              51
Source: Dept. Arts and Culture

The table reflects the SMS profile which is made up of  26 (51 per cent) women and 25 men out of  the 

total 51 positions. The SMS was made up of  levels 13 to 15, which include directors, chief  directors and 

a deputy director-general. The analysis of  gender representation shows that the numerical representation 

figures for both men and women were close, with women slightly higher,  at 51 percent, and men at 49 

percent. Based on the numerical representation of  women at the SMS level of  the department, it would 

appear that the department has achieved a satisfactory level of  performance, achieving Level 5 in terms 

of  the CGE’s Gender Representation Rating Scale.

It should be noted, though, that the achievement of  numerical balance might not necessarily be the 

result of  deliberate and sustained efforts resulting from a coherent programme of  gender mainstreaming. 

It is highly plausible that these figures reflect the effects of  compliance with the Employment Equity 

Act (EEA), which tends to focus mainly on numerical representation. Therefore the department’s 

achievement of  numerical gender balance should be placed within the context of  its efforts in terms 

of  the other thematic categories examined in the following assessment  in order to understand overall 

progress in terms of  gender mainstreaming in general.

Additional information provided by the department shows the gender profile of  a number of  internal 

decision-making committees or structures within the department. Two of  these key decision-making 

structures were the Executive Committee (EXCO) and the Top Management Committee (TMC). The 

EXCO is responsible for decision making on policy and strategy. It consists of  nine officials,  two women 
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and seven men. The second structure is the TMC, which was responsible for decision making on the 

department’s programmes. It had a total membership of  26 – eight women and 18 men. 

Table 2C: Gender profile of some internal committees

Name of  Committee Women Men Total

• EXCO 2 (22.2%) 7 (77.8%) 9

• Top Management Committee 8 (30.8%) 18 (69.2%) 26

Source: Dept. Arts and Culture

This shows a clear pattern of  more males than females in these two structures. It is not clear if  this 

pattern is replicated in other decision-making structures within the department.

3.1.2. Mainstreaming Gender In Organizational Culture And Systems

Once the leadership of  any state institution has accepted and embraced the need for gender mainstreaming, 

effective efforts are crucial to make this an integral part of  its internal culture, systems and ways of  

carrying out its mandate. Based on available information, it would appear that at the time of  the study, 

the DAC did not have a gender equity directorate or a GFP responsible for gender mainstreaming 

programmes in the department, as required in terms of  the NGPF. However, the department did have 

a transformation directorate, responsible for its employment equity policies. The official answering on 

behalf  of  the department insisted that the transformation directorate has enabled the department to 

forge an organisational culture conducive to gender mainstreaming. The official also argued that the 

department’s director-general’s office was involved in coordinating some of  this work, albeit on an ad 

hoc basis and without the relevant committee(s). In particular, the official insisted that the department’s 

Bid Evaluation and Bid Adjudication Committee, which is responsible for dealing with and processing 

tenders submitted to the department, places higher emphasis on bidders who largely focus on women 

and vulnerable groups. 

Nonetheless, it would appear that the department does not have a dedicated official responsible for the 

department’s gender-mainstreaming programmes and related activities.

3.1.3. Budgeting And Gender Mainstreaming

Departmental budgets are important tools in identifying priority strategic programmes and projects for 

which funding and other related resources have been allocated to ensure effective implementation and 

achievement of  stated output targets as well as outcomes. The CGE therefore regards departmental 
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budgets as important indicators of  the prioritisation of  gender-mainstreaming programmes and related 

activities. Based on information available to this study, it would appear that at the time of  the study, the 

department did not have a dedicated budget for gender-mainstreaming programme activities. In addition, 

the department’s overall budget did not reflect line items on gender mainstreaming, including activities 

and projects that clearly reflect dedicated women’s empowerment programmes. Nonetheless available 

information shows that, in practice, the department did embark on several small-scale projects intended 

to benefit specific groups of  women, and obviously regarded as empowerment projects. The first one is 

the Women in the Arts Empowerment, funded to the tune of  about R1.4m, with about 580 beneficiaries. 

The second  is the Africa Senakho Arts Project (focusing on people with disabilities), funded at about 

R500 000 and benefiting 24 women and 8 men. Finally, the department also has initiated the Mandela 

Opera Project, which has enrolled 22 women and 22 men, with a funding allocation of  R498 000. The 

team was informed that the department also routinely conducts a number of  small-scale ad hoc activities 

such as ‘training for community therapy’ and the hosting of  the Gender Based Violence (GBV) film 

festivals from time to time, which aim to  fight gender-based violence in society. 

3.1.4 Measures To Create An Enabling Environment For Gender Mainstreaming

At the time the study was undertaken, the department indicated that it had an employment equityplan and 

employment equity policy to attain the 50 percent target for gender parity. In addition, the department 

insisted that it had a Work Skills Plan and that the department’s Arts and Social Development Directorate 

had a Human Resources Development Policy that supports the development of  all staff  members, 

including a number of  women. Although the department mentioned that it also had an HIV/AIDS 

policy, it was not clear how this policy sought to address gender-specific challenges posed by the HIV/

AIDS pandemic, especially challenges uniquely experienced by women, who tend to be more vulnerable 

to infections as well as being traditionally  responsible for caring for those infected.. The research team 

was also informed that the department had a Sexual Harassment policy in place. This is a critical policy 

initiative as it signals that the department was willing to deal with cases of  sexual harassment at a policy 

level. However, information was not available on reported cases of  sexual harassment, if  any, and how 

these were dealt with in line with existing policy.

3.1.5 Capacity Building For Gender Mainstreaming

Effective institutional gender mainstreaming depends on a range of  factors, one of  which is institutional 

capacity in the form of  appropriate rules, procedures, structures, training/skills development and 

resources (both financial and human). As already indicated, the department’s budget allocation for gender 

mainstreaming was not clearly defined, although available information did indicate the existence of  specific 

small-scale projects with funding. As noted earlier in this report, the department does not have a dedicated 

GFP or structure responsible for gender mainstreaming. It did have a targeted leadership development 

policy and programme for women, aimed at supporting the 50 percent gender representation target for 

women at the SMS level. The policy also provides for the following:
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• Provision of  bursaries 

• Mentorship/coaching programmes

• Candidates participating in learnership programmes

• Candidates participating in internship programmes

• Employment Equity and social cohesion programmes

Other than those listed, it would appear that the department has not done much to strengthen its 

institutional capacity to drive gender mainstreaming effectively and successfully. 

3.1.6 Monitoring And Evaluation Of  Gender Mainstreaming

A monitoring and evaluation system is a crucial factor in ensuring that an institution regularly assesses 

its performance in terms of  meeting its policy and programme objectives and targets, and also using 

the information to assess and address its weaknesses. In this case, available information at the time of  

the study shows that the department had not incorporated specific gender- mainstreaming performance 

indicators in its internal monitoring and evaluation system. In addition, it had also not incorporated 

gender mainstreaming indicators in the performance agreements/contracts of  its senior managers as 

a way of  ensuring effective and regular monitoring and evaluation of  their performance in this area. It 

would also appear that the various components or units within the department were not prepared to 

gather sex-aggregated data in their routine monitoring reports.  

3.2. DEPARTMENT OF COOPERATIVE GOVERNANCE AND TRADI-
TIONAL AFFAIRS (COGTA)

The mandate of  COGTA derives from Chapters 3, 7 and 12 of  the South African Constitution of  1996. 

The mandate of  the department revolves around developing and maintaining cordial and cooperative 

governance and intergovernmental relations within the three spheres of  government (national, provincial 

and local government) including matters relating to traditional governance in South Africa. The three 

spheres of  government are mandated to ensure peace, foster national unity, and ensure transparent, 

coherent and accountable government. Chapter 3 of  the Constitution provides key principles to guide 

the three spheres to co-operate in good faith and in the best interests of  the people. They are required 

to settle their disputes before resorting to legal action/litigation. Chapter 7 (on matters relating to local 

government) provides a framework for the establishment of  municipalities throughout the country, 

with COGTA overseeing the formulation of  policies and legislation on the composition, structures 

and the running of  these municipalities, including regular democratic elections. Chapter 12 recognises 

traditional leaders and provides for their roles at local level under customary law on issues affecting 

local communities. The chapter also provides for the establishment of  provincial houses of  traditional 

leadership and National Council of  Traditional Leaders.19 20 The relationship between these three spheres 
20  The Constitution of Republic of South Africa Act No 108 of 1996 as amended
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of  government is therefore extremely important for peace and stability in the running of  the affairs 

of  the country, and COGTA is an important national department that oversees and ensures effective 

cooperation and collaboration of  these levels of  government.

At the time of  this study, the following were some of  the key programmes that the department had 

identified for implementation:

1. Administration
2. Policy, research and knowledge management

• 	Which strengthen the capacity of  COGTA to deliver its mandate

• 	Create functional local government system based on accountability

3. Governance and intergovernmental relations

• 	To strengthen the arrangements for service delivery, collaborative planning, and overseeing the 

system of  cooperative governance

• 	Ensure improvement in service delivery through good infrastructure management

• 	Strengthen functionality for the system of  local government based on accountability for 

performance

• 	Ensure a culture of  good governance and instill a new morality of  service and integrity in local 

government

4. National disaster management centre

• 	To strengthen, coordinate and support effective integrated disaster management and fire services
5. Provincial and municipal government system
6. Infrastructure and economic development

PoliticalPolitically this department was led by a male minister and deputy minister, and administratively 

by a male director-general for both cooperative governance and traditional affairs as outlined in Table 3a.

Table 3a: Gender profile of some internal committees

Department 
of  Cooperative 

Governance 
and Traditional 

Affairs

Position Gender

• Minister Male 

• Deputy Minister Male 

• Director General, Cooperative Governance Male 

• Director General, Traditional Affairs Male
Source: Dept. COGTA

The gender profile of  the department’s senior leadership, as reflected in the table, clearly shows a 

department led by males at both political and senior administrative level.
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3.2.1. Gender Representation And Participation At Internal Decision-Making Level

As indicated, this department was led by a male minister and deputy minister, as well as male Heads 

of  Department (HODs) at the time of   the study. Available information about the composition and 

gender profile of  the department’s SMS shows that this comprises levels 14 to 16 (which  includes chief  

directors, deputy director-general and director-general). The information in  Table 3b below also shows 

that the department’s SMS level comprised 112 members, 60 (53.6 percent) of  which were females, while 

52 (46.4 percent) were males. 

Table 3b: Gender profile – Department SMS

Name of  Structure Number of  Women Number of  Men Total 

• Senior Management Service (SMS) 60 (53.6%) 52 (46.4%) 112
Source: Dept. COGTA

The figures reflected in Table 3b therefore show that the department had almost achieved gender parity 

within its SMS level. In terms of  the CGE’s Gender Representation Rating Scale, the department is 

therefore rated at Level 5.

Additional information was provided by the department on two of  its internal senior level decision-

making structures: These are the Top Management Committee (TMC) and the Departmental Executive 

Committee (DEXCO).

Table 3c: Gender profile of some internal committees

Name of  Structure Number of  Women Number of  Men Total 

• DEXCO 23 (43.4%) 30 (56.6%) 53

• Top Management Committee 3 (30%) 7 (70%) 10
Source: Dept. COGTA

The TMC is responsible for linking the executive echelon of  the department with the department’s business 

units.  It has 10 members, three women and seven men. The DEXCO comprises the department’s director-

general, deputy director general and chief  directors, and serves to discuss departmental programmes 

and makes recommendations to the TMC. This structure therefore has the power to make decisions on 

programme-related matters. It had a total membership of  53 people, 23 (43.4 percent) of  whom were 

females, while 30 (56.6 percent) were males. The data reflected in Table 3c  therefore shows an overall 

significant numerical gap in terms of  gender representation in favour of  males in these decision-making 

structures. 

3.2.2. Mainstreaming Gender In Organizational Culture And Systems

The department indicated that it had internal structures and systems to create an internal culture conducive 

to gender mainstreaming. Reference was made to an internal planning structure which regularly holds 

strategic planning sessions, although this in itself  is not sufficient evidence of  a culture conducive to 
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gender mainstreaming. Various other committees were mentioned, including a Gender Forum which 

consults with the Human Resources Committee on a quarterly basis. In particular, it was indicated 

that the Human Resources Committee is responsible for providing capacity to the National Capacity 

Building Forum (NCBF) especially on gender mainstreaming issues. The department’s EE Forum is 

said to participate in activities dealing with gender-based violence as evidence of  the department’s 

commitment to advancing gender equality in the workplace. The department also pointed to the fact that 

the procurement of  services and products through its Bid Specification and Bid Evaluation Committees 

places greater emphasis on the bids from prospective service providers that include women and/or those 

led by women.

3.2.3. Budgeting And Gender Mainstreaming 

The official who represented the department and provided information for the study indicated that the 

department was aware of  the need and importance of  a gender-responsive budget. However the official 

admitted on behalf  of  the department that its budget did not have an allocation for gender- specific 

programmes. This admission was supported and corroborated by the information on the department’s 

budget which was made available to the research team. The official insisted that the department had 

made allocations for gender-specific programmes during previous financial years, although no evidence 

was provided to substantiate this.  It was clear therefore that the department had not made provision 

for expenditures within its budget that would promote gender mainstreaming and other related activities 

during the financial year under review.

3.2.4. Measures To Create An Enabling Environment For Gender Mainstreaming

At the time of  the research, information made available to the research team indicated that one of  

the few measures that the department had put in place to create an enabling environment for gender 

mainstreaming was the Sexual Harassment Policy. The aim of  the policy is to ensure that the workplace 

is conducive to respecting the rights of  all employees, especially vulnerable groups such as women, 

to freedom from sexual harassment in the workplace. At the time the study was carried out, only two 

cases of  sexual harassment had been reported, although details as to whether or not these cases were 

successfully resolved were not provided. The Department as also revealed that in the 2014/15 Financial 

Year it carried out a review of  the Local Government Framework on Gender Equality and Women 

Empowerment developed in 2007 after realizing that municipalities were struggling to implement it. The 

review was intended to assess the challenges facing the provinces and municipalities in implementing 

the current framework. The review has led to the development of  a new gender mainstreaming strategy 

specifically for the provinces and municipalities. The department added that the new strategy was piloted 

at provincial and local level, and that the department was ready to roll it out in the 2015/16 financial year.
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The department also indicated that it actively supported a Men’s Forum formation which, among others, 

encourages men to make pledges to respect the dignity of  others and to take a stand against gender-based 

violence. Other than these two initiatives, it would appear that the department has not done much in 

terms of  initiatives to create an enabling environment for gender mainstreaming. 

 3.2.5. Capacity Building For Gender Mainstreaming

In terms of  creating the necessary institutional capacity for effective gender mainstreaming, the 

department provided no information for the CGE to make a determination. For instance there was no 

information regarding any training and skills development programmes for its personnel responsible for 

gender mainstreaming. It would also appear that the department did not have any specific or dedicated 

official responsible for gender-mainstreaming programmes and projects within the department. 

3.2.6. Monitoring And Evaluation Of  Gender Mainstreaming

The information made available to the research team appears to indicate the existence of  only an 

elementary level of  monitoring work within the department, in the form of  the collation of  data 

disaggregated in terms of  gender, sex, race or disability. While the collection of  sex disaggregated data 

is one of  the most crucial factors in a gender-mainstreaming strategy by any institution, if  this is not 

done as an integral part of  a coherent gender-mainstreaming strategy with clearly defined gender-specific 

indicators, and a clear monitoring and evaluation system, then it is of  very limited use for the purposes 

of  gender mainstreaming.
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4. FINDINGS OF THE STUDY: PROVINCIAL GOVERNMENT 
LEVEL 

This section of  the report focuses on the findings from the assessment of  provincial departments 
responsible for sports, arts, culture and recreation. As indicated at the beginning of  this report, 
different departments followed different permutations and combinations of  these terms in their official 
designations, with the North West department the only one incorporating traditional affairs while 
excluding sports. Nonetheless the mandates of  all the eight provincial departments that participated in 
this study incorporate a broadly similar focus on the core mandate of  promoting sports, arts, culture and 
recreation, which happens to be consistent with the mandate of  the national DAC, which is also included 
in this assessment.

Given that one of  the key themes for this assessment is to assess gender representation and participation at 
senior decision-making level, the following table  provides an overview and breakdown of  the political and 
administrative leadership gender profile of  the provincial departments selected to participate in this study. 

Table 4: Provincial departments and leadership profile

PROVINCE DEPARTMENTS
MEC’S 

GENDER
HOD’S

GENDER

• Gauteng Department of  Sports, Arts, Culture & Recreation Female Female

• Limpopo Department of  Sports, Arts and Culture Female Female

• Northern Cape Department of  sports, Arts and Culture Male Male

• Mpumalanga Department of  Sports, Arts, Culture & Recreation Female Female

• Western Cape Department of  Cultural affairs and Sports Female Male

• Eastern Cape Department of  Sports, Arts, Culture & Recreation Female Male

• Free State Department of  Sports, Arts, Culture & Recreation Female Male

• North West Department of  Arts, Culture & Traditional Affairs Female Female

• KwaZulu-Natal Department of  Arts and Culture Female Female

Source: CGE

The information contained in this table clearly shows that at the political level, there is an overwhelming 
over-representation of  female Member of  the Executive Council (MECs) (eight) compared to male 
MECs (one). It is interesting to note that the only department with a male MEC (i.e. the Northern 
Cape) also happens to have a male HOD. Also worth noting is that the majority (i.e. Gauteng, Limpopo, 
Mpumalanga, North West and KwaZulu-Natal) of  these departments had single gender (i.e. female) MECs 
and HODs, and all of  them are governed by the ruling party (i.e. African National Congress). Only three 
departments (from Western Cape, Eastern Cape and Free State) had mixed gender (i.e. female MEC and 
male HOD) political and administrative leadership. However in contrast to the over-representation of  
women in the political leadership of  the departments selected for this study,  the proportion of  female to 
male HODs is slightly more balanced, with five  females compared to four males. The following sections 
present and discuss the findings on eight of  the nine departments. As indicated in the Methodology 
section, the information obtained from the DAC from KwaZulu-Natal could not be utilised as the senior 
leadership of  the department did not sign off  on the submission to the Commission.
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4.1. GAUTENG DEPARTMENT OF SPORT, ARTS, CULTURE AND 
RECREATION (GDSACR)

4.1.1 Gender Representation And Participation At Internal Decision-Making Level

The GDSACR is currently led by a female MEC. The information provided by the department shows that 

it had a gender directorate whose functions and responsibilities extended beyond gender mainstreaming 

to include other responsibilities such as those with disability, the youth and children. The directorate was 

headed by a female GFP appointed at the level of  director, in line with the prescriptions of  the NGPF. 

However the directorate was not located within the office of  the accounting officer as prescribed by the 

NGPF. The information provided by the department also showed that it had a staff  complement of  428. 

At the SMS level, the department has a total of  33 members. Of  these, 16 (48.5 percent) are female and 17 

(51.5 percent) male. This is a fairly balanced numerical representation between female and male members, 

and is therefore close to the 50/50 gender parity target currently proposed under the Women’s Empower 

and Gender Equality (WEGE) Bill for senior level employment categories. Additional information from 

the department also showed that it had the following senior level decision-making structures:

• Senior Management Team (SMT) –  Chaired by the HOD. It is the highest decision-making 

structure in the department, tasked with the responsibility of  dealing with policy matters.

• Operations Committee (OPSCOM) – Chaired by the chief  operating officer and consisting of  

the chief  directors and directors. This committee is tasked with the day-to-day running of  the 

department’s operational matters.

In the middle management of  the department, women comprised 51 percent, which was also in compliance 

with the 50 percent gender parity target. Therefore, in terms of  the CGE’s Gender Representation 

Rating Scale, this department had achieved Level 5 (i.e. successful gender balance) in terms of  women’s 

representation and participation at the SMS level.

4.1.2 Mainstreaming Gender In Organizational Culture And Systems

As indicated earlier in this report, the department has established a Directorate for Gender, Youth and 

Disability (GEYODI), which is expected to take the lead in driving the department’s gender-mainstreaming 

programmes. However, given that the directorate’s mandate is broader and extends beyond gender 

mainstreaming, this is likely to undermine its capacity and effectiveness in driving gender mainstreaming 

in the department, as its resources are likely to be stretched across the three thematic areas (i.e. gender, 

youth and disability) under its jurisdiction. In fact the information submitted to the CGE research team 

appears to indicate precisely that the directorate’s capacity to execute its mandate effectively is limited. 

The information provided to the research team also indicated that the GDSACR has put in place a 

provincial gender equality and gender empowerment policy. The department has also apparently put in 
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place a sexual harassment policy, although information on how effective the policy’s implementation has 

been was not available, nor were data on the number of  reported and resolved cases of  sexual harassment 

during the financial year under review. In addition, the department pointed to the implementation of  

its EE policy as an indicator of  its commitment to economic empowerment and gender equality, which 

apparently entails the prioritisation of  women in the department’s procurement processes. The official 

who represented the department during the study insisted that matters arising from the implementation 

of  these policies are discussed at the management forum level, and that gender mainstreaming is an 

integral part of  the department’s strategies and programmes.

4.1.3 Budgeting For Gender Mainstreaming

The department has admitted that that its budget is not gender disaggregated and therefore not gender 

sensitive. It is not clear though whether or not this means that the department does not make provision 

for expenditures that promote gender mainstreaming and other activities intended to advance the rights 

of  women to equality.

4.1.4 Measures To Create An Enabling Environment For Gender Mainstreaming 

As indicated, the GDASC has put in place a number of  measures, including policies such as the Sexual 

Harassment Policy, EE Policy, and procurement processes focused on promoting women’s empowerment 

which are relevant in terms of  promoting an enabling environment for gender mainstreaming. It has also 

appointed a departmental GFP at the level of  director, to drive departmental programmes on gender 

mainstreaming, even if  this post is not located within the office of  the accounting officer, but instead 

reports to the chief  director for the Corporate Services Directorate. Although gender mainstreaming is 

supposed to be the major goal of  a GFP, only the GFP and her deputy have received gender-mainstreaming 

training. However the fact that the budget is not gender focused is a major limitation, especially given the 

importance of  resource allocation for gender mainstreaming.

4.1.5 Capacity Building For Gender Mainstreaming

The information made available by the department appears to show limited efforts in terms of  creating 

the necessary institutional capacity for effective gender mainstreaming. For instance it shows that the 

GFP had had no prior training or skills development in gender-specific skills, although the official who 

spoke on behalf  of  the department did mention that the GFP had attended a two-day training course 

on gender mainstreaming offered by the Public Administration, Leadership and Management Agency 

(PALAMA) now called the National School of  Government. 
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4.1.6 Monitoring And Evaluation Of  Gender Mainstreaming

The department collects and collates information in line with its monitoring and evaluation performance 

indicators and targets on a monthly and quarterly basis. It is not clear, however, if  some of  these indicators 

are gender specific, and can be used to monitor and evaluate progress in terms of  gender mainstreaming. 

Also the Office of  the Premier collects and collates information province-wide disaggregated into 

categories of  sex, the youth and people with disabilities. Based on the analysis of  the information 

submitted, it would appear that the department has put in place some sort of  monitoring and evaluation 

of  some of  its activities, although the extent to which gender mainstreaming is an integral part of  this 

exercise is not clear.
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4.2. LIMPOPO PROVINCE: DEPARTMENT OF SPORTS, ARTS & 
CULTURE

4.2.1. Gender Representation And Participation At Internal Decision-Making Level

Limpopo’s Department of  Sports, Arts and Culture was headed by a female MEC and a female HOD. 

At the time of  the assessment, it had made significant progress in terms of  women’s representation 

within the senior leadership of  the department, which led to the over-representation of  women in senior 

management. The department’s gender profile within its SMS division is reflected in the following table. 

This division is generally responsible for setting up senior level decision-making structures dealing with 

a range of  matters, including setting the strategic objectives and directions of  the department, which, in 

turn, includes its policies and programmes.

Table 5: Gender Profile – Department’s SMS and some internal committees

Name of  Structure Number of  Women Number of  Men Total

• Senior Management Service (SMS) 23 (65.7%) 12 (34.3%)            35

• Senior Management 

Committee(SMC) 8(57%)  6(43%)            14

• EXCO 4(80%) 1 (20%)             5
Source: Dept. Sports, Arts & Culture

As Table 5 illustrates, information provided by the department shows that the SMS consists of  35 

members, of  which 23 (65.7 percent) were women and 12 (34.3 percent) men. In terms of  the CGE’s 

Gender Representation Rating Scale, the department’s SMS division comprises far more women (57 per 

cent) than men. This means that its performance is rated at Level 4. As the table shows, the information 

on the gender profile of  two internal management decision-making committees was also provided. These 

were EXCO and the Senior Management Committee (SMC). Women comprised four out of  the five 

EXCO members, with only one male member. The situation was similar in the SMC, where women 

constituted 57 percent (8 out of  14) of  its membership. It is clear therefore that this department has 

an over-representation of  women in the two committees for which information was provided. It is, 

however, not clear if  this pattern is replicated through the gender profiles of  other internal senior level 

decision-making committees/structures.

4.2.2. Mainstreaming Gender In Organisational Culture And Systems

While the Limpopo Department of  Sports, Arts and Culture appears to have exceeded the 50/50 

representation target for women in all senior decision-making structures and positions, there was no 

evidence of  measures put in place to promote a culture of  gender mainstreaming inside the department. 

As indicated elsewhere in this report, numerical balance in gender representation is not necessarily an 
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indicator of  effective gender mainstreaming. It might be the result of  compliance with employment equity 

requirements from the Department of  Labour. In the case of  this department, there was insufficient 

information made available to the research team to determine whether clear and effective measures have 

been implemented to promote gender mainstreaming through internal organisational culture and other 

relevant internal systems.

4.2.3. Budgeting For Gender Mainstreaming

The official who represented the department and provided information for the study indicated that 

the department was aware of  the need for, and importance of  a gender-responsive budget. However 

the department did admit that its budget did not make specific allocations for gender-mainstreaming 

programmes. The information provided on the department’s budget, including information on its Annual 

Performance Plan, also seem to corroborate the fact that the department has not made programmatic 

and budgetary allocations for gender mainstreaming. While the official who represented the department 

during the time of  this assessment had insisted that the department had made allocations for gender-

specific programmes during previous financial years, no evidence was provided in this regard.

4.2.4. Measures To Create An Enabling Environment For Gender Mainstreaming

The information provided indicates that a policy handbook was developed and adopted, part of  which 

focuses on gender transformation. The information also suggests that the department had adopted a set of  

transversal policies on areas such as HIV/AIDS and sexual harassment, although not much information 

was provided on how these policies had been utilised or contributed to an enabling environment for 

gender mainstreaming. It was not clear how, for instance, the HIV/AIDS policy has been implemented 

to address the health risks and challenges facing women as a vulnerable group. Similarly, it was not clear 

whether or not the sexual harassment policy has ever been used in real cases of  sexual harassment to 

assist these victims, particularly women who are predominantly vulnerable to such actions. Based on the 

information provided, it was clear that the department has not made any significant efforts to create an 

enabling environment for gender mainstreaming.

4.2.5. Capacity Building For Gender Mainstreaming

As indicated elsewhere in this report, institutional capacity in the form of  resources (financial and 

human), the necessary skills development and various types of  expertise (i.e. gender budgeting, planning, 

gender-analysis skills, etc.) internal support structures, policies and processes are crucial for effective 

and successful implementation of  gender mainstreaming. In the case of  this department, the available 

information does not provide much detail regarding the efforts of  the department to build and strengthen 

its internal institutional capacity for gender mainstreaming. The information does indicate that while there 

is no dedicated GFP for the department, there is a unit for special programmes, headed by a manager and 

responsible not only for gender mainstreaming, but also for matters related to the youth and the elderly. 
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Even so, it was indicated that the manager of  this unit has not had the necessary skills development/

training on gender mainstreaming, with the lack of  resources identified as the factor responsible. The 

department did indicate, however, that the staff  of  the unit was exposed to training and awareness raising 

on matters related to sexual harassment in the workplace.

4.2.6. Monitoring And Evaluation Of  Gender Mainstreaming

While information provided by the department, and in the interview with the official from the 

department, suggested that the department does have an internal system for monitoring and evaluating 

the implementation of  its policies and programmes and for regular reporting on progress,  no information 

was provided by the department to indicate that its internal monitoring and evaluation system takes into 

account activities related to  gender mainstreaming  for the purposes of  assessing and reporting on 

progress. 
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4.3. NORTHERN CAPE PROVINCE: DEPARTMENT OF SPORTS, ARTS 
& CULTURE

4.3.1. Gender Representation And Participation At Internal Decision-Making Level

This department was led by a male MEC and a male HOD. The information provided showed that it 

had a total of  11 members at the SMS level.  Of  these, two or 18.2 percent were women and nine or 81.8 

percent were men. Based on these figures, this would clearly suggest that the department was performing 

poorly in terms of  the numerical representation of  women in its SMS. Information on the department’s 

middle management level showed that the department was also performing dismally here, with 20 women 

constituting merely 36.4 percent of  the total, with 35 men constituting 63.6 percent.

Further information provided shows that there are 21 or 67.7 percent men hired as professional 

staff, compared to 10 or 32.3 percent women. In the technical/skilled category of  employment the 

department had (43) 44.8% men and (53) 55.2% women. Overall, therefore, available information shows 

a pattern familiar among departments and institutions that are performing poorly with regard to gender 

mainstreaming; women tend to be over-represented in the lower ranks of  employment, while more men 

are represented in the higher and more strategic decision-making levels of  the department. 

Based on these figures, this department achieved Level 3 in terms of  the Gender Representation Rating 

Scale.. This is the lowest level of  achievement compared to the other departments assessed in this report. 

4.3.2. Mainstreaming Gender In Organizational Culture And Systems

The information provided indicates that a GFP has been appointed at the level of  deputy director and 

is located within the department’s Special Programmes Unit. This official is responsible not only for 

gender mainstreaming, but also for matters concerning the disabled and the youth. However, it would 

appear that in practice the unit’s activities are more event-oriented, focusing in particular on events and 

commemoration days, such as  National Women’s Day. It would also appear that lack of  skills training 

in gender mainstreaming, combined with limited knowledge of  gender policies and legislation and a lack 

of  clarity on the roles and responsibilities of  the GFP, have led to an ineffective unit that has limited 

impact in driving the department’s gender-mainstreaming programmes. The department did not provide 

sufficient information to determine whether or not efforts are being made to create an internal culture 

and systems conducive to gender mainstreaming. 

4.3.3. Budgeting And Gender Mainstreaming 

The department did not respond to the question in the Gender Barometer tool requesting information on 

whether or not its budget is gender sensitive (i.e. making budgetary allocations to clearly defined gender-

mainstreaming projects and programmes). The information provided, however, indicate that funds were 

made available from the department’s budget for a women and girls’ camp, a girls’ football tournament 

and an internal quarterly health screening programme for women. 
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4.3.4. Measures To Create An Enabling Environment For Gender Mainstreaming

The information provided on behalf  of  the department, including an interview with the department’s 

nominated respondent, indicated that the first draft of  a gender-mainstreaming policy had been tabled at 

the SMS  structures, although no further developments had occurred at the time of  the study. It was also 

argued that other policies, such as the special leave policy, the employment equity policy, study assistance 

policy, skills retention policy and the HIV/AIDS policy were in place, although it was not clear  how 

these policies contributed towards an environment that promotes gender mainstreaming. The amount 

and quality of  information provided was not sufficient to indicate that the department has taken effective 

steps to promote an internal environment that supports effective gender mainstreaming.

4.3.5. Capacity Building For Gender Mainstreaming

As was the case in 4.3.4 above, insufficient information was provided to determine the efforts taken 

by the department to strengthen its institutional capacity through, among others, skills development 

and training on gender mainstreaming, creating awareness and appropriate knowledge of  the necessary 

gender-mainstreaming legislation and policies,  making sufficient resources available, and putting in place 

the necessary internal systems, structures, programmes and policies to enable the department and its 

Special Programmes Unit to drive gender mainstreaming effectively. 

4.3.6. Monitoring And Evaluation Of  Gender Mainstreaming

The NGPF identifies GFPs as responsible for ensuring that their departments create appropriate and 

effective monitoring and evaluation systems for the continuous assessment of  the effectiveness  of  

gender equality policies. The information provided by the department  suggests that it did not have a 

monitoring and evaluation system in place. 
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4.4. MPUMALANGA PROVINCE: DEPARTMENT OF CULTURE, SPORT 
AND RECREATION

4.4.1. Gender Representation And Participation At Internal Decision-Making Level

At the time of  the assessment, this department was led by a female MEC and a female HOD. The 

information on the membership and composition of  the SMS level of  this department showed that  it 

had a total of  32 members, of  which 13 (40.6 percent) were women, and 19 (59.4) percent  men. The 

information provided showed that the department’s SMS level includes the HOD, chief  directors and 

directors and deputy directors. Available information also showed the composition and gender profile of  

an internal senior level decision-making structure (called the Senior Management Committee). It had 14 

members, six (43 percent) of  whom were women, and eight (57 percent) were men.

Table 6: Gender Profile of Senior Management Members 

Name of  Structure
Number of  

Women
Number of  

Men Total

• Senior Management Service (SMS) 13 (40.6%) 19 (59.4%) 32

• Senior Management Committee 6 (43%) 8 (57%) 14
Source: Dept. Culture, Sports & Recreation

The information provided also showed that at the time of  the assessment, the department had a total 

of  510 employees, with 265 (52 percent) women and 245 (48 percent) men. However, in terms of  the 

numerical representation and participation within the department’s SMS, women comprised 43 percent 

of  the SMS membership, which means that the department’s performance is rated at Level 4 in the 

Gender Representation Rating Scale in this report.  

4.4.2. Mainstreaming Gender In Organizational Culture And Systems

At the time of  the study, the department’s gender-mainstreaming work was led by a female GFP, appointed 

at the level of  deputy director. The information also indicates that the GFP had received training on 

gender mainstreaming from the University of  South Africa (UNISA). The GFP is located within the 

corporate services directorate rather than in the office of  the account officer as prescribed in the NGPF. 

The GFP is also responsible for, among others, gender mainstreaming, matters relating to disability, 

HIV/AIDs, transformation, youth development and empowerment, and coordinating the department’s 

employee wellness programme within the corporate services directorate. This is clearly an overload of  

multiple programmes, which results in  a lack of  focused resources and efforts on gender mainstreaming, 

which is  likely to undermine the effectiveness of  gender mainstreaming in general and the ability of  the 

GFP in particular to drive gender mainstreaming effectively.
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In terms of  specific efforts to create an internal culture and systems for gender mainstreaming, the 

department indicated that it had put in place an employment equity policy and equity plans which serve to 

guide the work of  the department to promote gender equality and transformation. The department also 

insists that the GFP participates in the employment equity forum, which presumably contributes towards 

enhancing gender mainstreaming through employment processes. The information also suggests that the 

GFP participates in management meetings, although there are no policy guidelines to clarify the level and 

extent of  participation in decision-making structures at senior management level.

4.4.3. Budgeting For Gender Mainstreaming

The information provided by the department showed that budget allocations were made for specific 
programmes aimed at promoting the interests of  women and men, as well as programmes specifically 
targeted at women only. Through its expanded public works programme (EPWP), training and enterprise 
developments were carried out through sector-specific programmes to benefit identified beneficiaries. 
Available information also shows that the department’s integrated EPWP initiatives had benefitted101 
people, of  whom 71 were women, while its social sector EPWP initiatives had benefitted74 women 
and 21 men. The department also revealed that it had an EPWP women’s cooperatives project led by a 
woman to assist women in securing funding, with10 female beneficiaries at the time of  the study. The 
department argued that its integrated EPWP and social sector grant programmes respectively represented 
0.64 percent and 0.49 percent of  its total budget, which by its own admission,  is very limited for purposes 
of  effective gender mainstreaming.  

4.4.4. Measures To Create An Enabling Environment For Gender Mainstreaming

The information made available for this study to assess efforts to promote an enabling environment for 
gender mainstreaming includes a list of  policies on sexual harassment, employment equity, workforce 
profile and succession. It was revealed however that the department’s sexual harassment policy was only 
approved two prior to the time of  the study, implying that the department had been without such a policy 
before. The department also made reference to its workforce skills development plan as indicators of  its 
efforts to forge an environment for gender mainstreaming. However the department did not explain and 
clarify how these frameworks and plans have contributed in creating an enabling environment for gender 
mainstreaming. In fact, the respondent on behalf  of  the department admitted that lack of  effective and 
proper implementation of  policies and interference in the implementation of  equity policies is a key factor 
for the department that undermines its ability to implement mainstreaming and meet its obligations. 

4.4.5. Capacity Building For Gender Mainstreaming

The department stated that capacity building is being addressed through its workforce skills development 

plan. In addition, the department insisted that it offered bursaries, learnership programmes, and appointed 

interns as part of  building internal capacity. These initiatives are clearly limited in their extent, and the 

department did not clarify the impact of  them in creating the necessary capacity for effective gender 

mainstreaming.
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4.4.6. Monitoring And Evaluation Of  Gender Mainstreaming

According to the official nominated to speak on behalf  of  the department, there was an operational 

plan that served as an institutional monitoring and evaluation framework, providing feedback on 

the effectiveness of  the implementation of  different policies, strategic plans, annual work plans and 

performance targets. The official insisted that quarterly and annual reports, employment equity plans 

and performance towards numerical targets are monitored and evaluated to determine compliance and 

progress towards meeting the department’s strategic objectives. In addition, the department stated that 

progress reports on the implementation of  employment equity and meeting numerical targets are provided 

on a quarterly basis to all staff  members, including the submission of  the department’s annual report 

to the Department of  Labour. However, the information provided also suggests that the department’s 

current system of  monitoring and evaluation is overly focused on quantity targets, and less on quality 

targets, thus undermining its potential for effective gender mainstreaming. 
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4.5. WESTERN CAPE – DEPARTMENT OF SPORTS, ARTS AND 
CULTURE 

4.5.1. Gender Representation And Participation At Internal Decision-Making Level

The Western Cape Provincial Department of  Sports, Arts and Culture is subdivided into two sub-

divisions or departments; they are Cultural Affairs and Sports and Recreation. These two divisions are led 

by two HODs, each of  whom reports to the MEC. Based on the information obtained, it would appear 

that the SMS division of  the department is made up of  the sum  total of  the membership of  two internal 

senior management structures. These are the Executive Management Team (EMT) and the Management 

Committee (MANCO) as indicated in Table 7a.

Table 7a: Senior management structures

Name of  Structure Number of  Women Number of  Men Total

• EMT 6 (54.5%) 5 (45.5%) 11

• MANCO21 11 (34.4%) 21 (65.6%) 32

Source: Dept. Sports, Arts & Culture

The EMT is made up of  11 members, six (54.5 percent) of  whom are males and five (45.5 percent) 

females. While the membership of  the EMT shows a much closer ratio of  women to men’s numerical 

representation, the figures for  MANCO show a far lower numerical representation for women – in fact 

women constitute half  of  men’s numerical representation as indicated in the table above.

MANCO is a larger structure, which includes both senior and middle managers, with a total of  32 

members. In this structure, 11 (34.4 percent) are women compared to 21 (65.6 percent) for men. The 

department indicated that the MANCO structure incorporates the members of  the EMT, which means 

that this structure is equivalent to the SMS division of  the department. If  this is taken as stated, then 

the numerical representation of  women within the SMS comprises 34.4 percent of  its membership.  The 

rating according to CGE’s performance scale is at Level 4.

Additional information was also supplied by the department, as indicted in Table 7b , also showing 

the membership and gender profile figures of  a number of  other important management operational 

structures. This information also appears to show, broadly, a much closer ratio of  representation between 

men and women.

21  This structure includes members of the EMT, and information from the department indicates that this structure is equivalent to 
the department’s SMS Division
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Table 7b. Other departmental operational structures

•	 Name of  structure Number of  Women Number of  Men Total

• Supply Chain Specification 

Committee 6 6 12

• Supply Chain Evaluation 

Committee 6 6 12

• Supply Chain Adjudication 

Committee 5 4 9

• Digital and Tech Committee 14 13 27

• Accommodation Committee 6 4 10

• Employment Equity 

Consultative Forum 4 3 7

• ERMCO 6 4 10

• Asset Disposal Committee 2 1 3

• Bursary 5 6 11
Source: Dept. Sports, Arts & Culture

4.5.2. Mainstreaming Gender in Organizational Structure:

The information provided by the department shows that gender mainstreaming is one of  the long- term 

plans, but not a key objective. The departments insist that the HOD’s 8 Principle Action plan on women 

in management and the entire management team provides a foundation for gender mainstreaming. Also, 

the HOD’s performance agreement (i.e. contract) entails assessments on the responsibility for gender 

mainstreaming, which compels the department to have gender mainstreaming as part of  its strategic 

planning, and to develop a unit that addresses gender issues among other things. 

It was also found that an official was appointed as the employment equity manager, strategically responsible 

for gender mainstreaming and other operations, while a deputy director has been assigned to fulfill the 

responsibilities of  a GFP. 

This position was located within the Sub-Directorate for Stakeholder Management rather than in the 

Office of  the HOD as prescribed by the NGPF.A departmental gender-mainstreaming strategy was 

developed and approved by the EMT. The team was also informed that the department is currently 

attempting to review its legislative frameworks to ensure that they are gender sensitive, and to integrate 

gender mainstreaming into all line function activities. 
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However, it was noted that the department has also adopted a ‘basket programme’ approach where 

gender mainstreaming is included among several other so-called ‘special programmes’ falling within a 

single unit – in this case the  Stakeholder Management Unit. This means that gender mainstreaming is 

just one of  a number of  programmes competing for limited resources within this unit. Also, it was found 

that in practice the unit is largely responsible for once-off  as well as calendar/national commemoration 

events (i.e., Women’s Day, Women’s Month, 16 Days of  Activism for No Violence against Women 

and Children, etc.) instead of  a coherent and sustainable long-term strategic programme for gender 

mainstreaming. In fact, it would appear that the department’s approach to gender mainstreaming is that 

this is the responsibility of  both men and women in the department. The official tasked with performing 

the role of  a GFP has no training in the field. The study also found some level of  confusion regarding 

the exact responsibilities of  the official responsible for gender mainstreaming in this unit, which was 

explained as the result of  poor training and lack of  support for gender mainstreaming. 

4.5.3. Budgeting And Gender Mainstreaming

The information provided by the department suggests that there was no specific budget allocation for 

gender-mainstreaming-related activities under the authority of  the stakeholder management unit.  In fact it 

was stated categorically that the department’s budget does not clearly provide for gender-specific projects 

and programmes, and that, where necessary, funds for gender-specific initiatives, such as training and 

Women’s Month activities, are usually requested and supplied from the main budget of  the department. 

It was, however, stated that at the time of  the study the department had a very small amount of  funds set 

aside for Women’s Month activities and these funds were available only during the Month itself.

4.5.4. Measures To Create An Enabling Environment For Gender Mainstreaming

Information provided to the study suggests that the department had taken a number of  steps to create 

an enabling environment for gender mainstreaming. In some cases, the department indicated that it 

had initiated projects for the benefit of  all community members. However there was no breakdown of  

the information to determine the extent to which women and men were benefitting equally from these 

projects and the resources allocated. 

The department had also set up an engagement board to solicit inputs on how gender mainstreaming 

could be enhanced and to inform the development of  an effective gender- mainstreaming operational 

strategy. The department indicated that it had conducted a gender- sensitisation workshop for staff  

members to understand the gender concepts that underpin gender mainstreaming.

The department had put in place a Sexual Harassment Policy in 2011, although the policy was under 

review at the time this study was conducted. It was indicated that three sexual harassment officers had 

been appointed to facilitate the implementation of  the sexual harassment policy, including carrying out 

annual engagements and advocacy activities and communication campaigns around sexual harassment 

to raise awareness on the rights of  victims of  sexual harassment, as well as the reporting and recourse 
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procedures available for them. In addition, the information suggests that gender mainstreaming advocacy 

work is carried out on a quarterly basis, through workshops, training, newsletters and e-campaigns, and 

the department claims that there was growing awareness of  gender issues as a result of  these efforts.

Finally, the department reported that an EE Committee was in place, chaired by the employment equity 

manager,which reviews all recruitments and appointments to ensure gender and racial diversity in the 

department, with regular monthly EE reports produced to guide human resources practices in the 

department. In addition, the department has a sport transformation unit which works with municipalities, 

sports organisations and communities to support the development of  women in sport.  

4.5.5. Capacity Building For Gender Mainstreaming:

The existence of  the necessary skills related to gender mainstreaming among officials responsible for 

gender mainstreaming is one of  the basic requirements for developing capacity for this function. It 

was found that the official performing the functions of  a GFP did not have the necessary skills and 

qualifications related to gender mainstreaming. Also, it would appear that no on-the-job skills training 

opportunities had been provided. However it was indicated that seven departmental officials (five 

women and two men) had attended a gender-mainstreaming training course offered by PALAMA in July 

2014. The intention was for these officials to represent various departmental units in an ad hoc gender-

mainstreaming committee to be established to assist with gender mainstreaming.

4.5.6 Monitoring and evaluation of  gender mainstreaming

Available information from this department shows that there was no gender-specific monitoring and 

evaluation system in place to help determine the department’s progress towards gender mainstreaming. 

However, the department indicated that it had different structures for reporting on related progress – 

for instance, a unit within the culture division of  the department reported bi-annually on job access and 

gender equity to the Department of  the Premier. In terms of  employment/HR practices, the department 

submits monthly reports on the status and gender profile of  the department. It was argued that the 

department uses these status and gender profile reports to inform internal recruitment and selection 

processes. It was also stated that the sport and recreation division of  the department reports annually 

(through the department’s annual report) on gender transformation in sports, while the HOD has to 

report on gender mainstreaming to the Provincial Parliament’s Standing Committee on Gender. 
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4.6. EASTERN CAPE PROVINCE: DEPARTMENT OF SPORTS, ARTS & 
CULTURE

4.6.1. Gender Representation And Participation At Internal Decision-Making Level

The Eastern Cape provincial Department of  Sports, Arts and Culture (ECDSAC) was led by a female 

MEC and male HOD. The department provided information that showed that within its SMS level, it had 

a total 25 members, eight or 32 percent women and 17 or 68 percent men. The following table illustrates 

this gender representation within the SMS level.  Additional information provided also showed that it 

had a senior level decision-making structure called the Top Management Structure. This consisted of  10 

members, four of  whom were women and six were men. In other words women constituted 40 percent 

of  members and men 60 percent.

Table 8: Gender profile of department’s SMS division

Structure  Number of  Women  Number of  men  Total

• SMS  8 (32%)  17 (68%)  25
Source: Dept. Sports, Arts & Culture 

These figures show clearly that the representation and participation of  women in the SMS level of  this 

department was below the target of  50 percent. In line with the Gender Representation Rating Scale 

defined for this report, the department achieved Level 4.

Further information obtained also shows that more men in the department were employed as professionals, 

while more women were found in the lower ranks within the technical/skilled/semi-skilled employment 

category. For instance, the information submitted through the EE report revealed that out of  the 224 

personnel employed as professionals, 128 (57.1 percent) were men and 96 (42.9 percent)were women. At 

technical/skilled levels, 225 (59.7 percent) were women and 152 (40.3) percent were men. At the semi-

skilled employment level, 88 (38.6 percent) were men, while 140 (61.4 percent) were women.

4.6.2 Mainstreaming Gender In Organizational Culture And Systems

Available information from the department showed that a GFP was appointed, although at the level of  

assistant manager, reporting to the HR senior manager instead of  being appointed at the level of  director, 

reporting to the accounting officer of  the department as provided for in the NGPF. In addition, the post 

of  GFP is located within the Special Programmes Unit, and is also responsible for matters relating to 

disability. 

The department indicated that the GFP did receive training on gender mainstreaming from the School 

of  Government, thus suggesting the presence of  skills and knowledge to promote gender mainstreaming 

within the department. For instance, the GFP did provide a copy of  the department’s implementation 

plan which seeks to promote gender equality through creating an enabling environment and the necessary 
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institutional capacity for gender mainstreaming. However, the available information was not sufficient to 

determine the extent to which the department has been able to create an environment and organisational 

culture conducive to gender mainstreaming. Even the implementation plan referred to is not evidence of  

an environment that is conducive to gender mainstreaming, although it is an important element.

4.6.3 Budgeting And Gender Mainstreaming

The department did provide valuable information and details related to its budget, as indicated in Table 9. 

This shows that the department has itemised and gender-specific budget allocations for various initiatives 

and projects geared towards women and for promoting gender equality. 

Table 9: Budget allocations for gender specific initiatives 

Name of  the project/programme Budget allocation Beneficiaries

• Awareness campaign on departmental 
gender mainstreaming plans

R60 000 All departmental employees

• Targeted leadership programme for 
women

R675 000 5 Female middle managers and 10 
female assistant managers

• Support for 50% of  women in SMS 
level through skilling and training

R100 000 50% of  women in the department 
were awarded bursaries

• Sports learnerships awarded to women R10 000 50% of  the participants are women

• Capacity building for senior managers R50 000 10 senior managers attended gender 
mainstreaming training at PALAMA

• Appoint a person responsible for 
gender in the Special Programs Unit

R212 000

• Provide training for all employees 
in the Special Programmes Unit on 
Gender and Disability mainstreaming.

R10 000 All employees in the Special 
Programmes Unit

• Awareness Campaign on gender 
mainstreaming policy

R60 000 All departmental employees

• Awareness campaigns on EE plan and 
sexual harassment policy

R60 000 All branches and district offices

• Explore options for a child care facility R50 000 All parents in the department especially 
mothers

• Develop a step by step guide on 
reporting cases of  sexual harassment 

R10 000 All women in the department

• Women in Sports conference R100 000 Women in sports

• Women in recreation conference R100 000 Women in recreation

Source: Dept. Sports, Arts and Culture

The information contained in this table is fairly comprehensive and, taken at face value, appears to 

demonstrate that the department is taking significant steps, with allocation of  the necessary resources, to 

support a variety of  important initiatives to promote gender equality. However, a closer examination of  
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the figures indicates that the individual amounts involved are fairly small in all the cases. In all instances 

except one (i.e. R675 000 allocated for a targeted leadership programme for women) none of  the 

amounts exceeded R100 000. In total, these amounts add up to approximately R1,5m. Although this is 

not insignificant funding, it is still very limited, considering the scale of  work needed and the challenges 

to promote gender mainstreaming.

4.6.4. Measures To Create An Enabling Environment For Gender Mainstreaming

With regard to measures to create an enabling environment for gender mainstreaming, the department 

indicated that it had begun processes for developing a departmental policy on this matter. Currently, 

their implementation plan for gender equality shows that the GFP had engaged relevant stakeholders on 

drafting a gender policy, although no draft has yet been developed.. The work of  the Special Programmes 

Unit, under which gender mainstreaming falls, is apparently guided by the provisions of  the NGPF, even 

though there is no system in place for monitoring and evaluating the work of  gender mainstreaming. 

The information indicates that most of  the gender-mainstreaming activities were built into the department’s 

plans between 2013 and 2015, suggesting that there is no long-term vision and strategic planning for 

sustainable gender mainstreaming. Nonetheless this appears optimistic that more strategic focus on 

gender mainstreaming has been under way since May 2014, which includes gender mainstreaming as 

a performance area in the performance agreements of  senior managers. In addition, the department 

also insisted that it had defined gender-specific performance indicators for all SMS members, and that 

the annual performance plan of  the department has also been aligned with the department’s gender- 

mainstreaming action plan. Available information also shows that the department was reviewing its EE 

plan as well as its EE Committee to enhance its capacity. 

Other measures to promote an environment and systems conducive to gender mainstreaming included a 

sexual harassment policy that was put in place in June 2014; the development and signing off  of  a flexi-

time work policy, and options for a childcare facility for employees. While all of  this sounds impressive 

on paper, the challenge of  effective implementation remains intractable. It should also be noted that the 

department did not provide the necessary information and documentation to support all these claims.  

4.6.5. Capacity Building For Gender Mainstreaming

The information provided suggests that training and awareness campaigns on gender mainstreaming 

policies have been conducted inside the department, with the training focusing on gender- mainstreaming 

plans, the EE plan and Sexual Harassment Policy. At the SMS level, awareness raising on the department’s 

gender-mainstreaming strategy was conducted. Female managers at middle and assistant management 

levels, as well as the entire Special Programmes Unit staff, were sent to PALAMA for training on gender 

mainstreaming. Also, 50 percent of  the women in the department were awarded bursaries for leadership 

training, while four others were mentored for senior positions in the department. 
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4.6.6. Monitoring and evaluation of  gender mainstreaming

The official who was designated to speak on behalf  of  the department during the study indicated that an 

internal gender audit had been conducted. However she could not provide credible evidence to support 

this claim.  It was also discovered that the monitoring system had problems in that it made no distinction 

between indicators, targets and achievements. 

The system also tends to focus more on the success of  project/programme outputs rather than the 

outcomes and impact. For example, the GFP listed the awarding of  bursaries to women as a success 

within the system’s category called ‘Support for the attainment of  50 percent of  women in senior 

management level’. While this was labelled as a ‘success’ the link between the awarding of  bursaries and 

higher representation of  women in the senior management positions was not demonstrated. 

Finally, the department claimed to have started a system for reporting which includes gender-disaggregated 

data and gender analysis, yet no evidence or documentation was provided to support this claim.  



45BEYOND THE NUMBERS: MAINSTREAMING GENDER IN THE PUBLIC SERVICE

Commission for Gender Equality

4.7. FREE STATE PROVINCE: DEPARTMENT OF SPORTS, ARTS, 
CULTURE AND RECREATION

4.7.1. Gender Representation And Participation At Internal Decision-Making Level

This department was headed by a female MEC and male HOD at the time of  this study. Available 

information showed that it had 712 permanent staff  members, 55 percent of  whom were women and 45 

percent  men. Information on the composition and gender profile of  the department’s SMS level showed 

that it had 18 members, of  whom 7 (39 percent) were women and 11 (61 percent) men. Additional 

information was  provided on the gender profiles of  other internal decision-making structures. Table 10 

illustrates the level of  gender representation in other structures within the department, including for the 

SMS and middle management levels. The table shows a similar pattern of  unequal representation and 

participation between men and women, in favour of  men.

Table 10: Gender profile in selected internal structures

Name of  Structure Number of  Women Number of  Men Total 

• SMS 7 (39%) 11 (61%) 18

• Finance Control Committee 7 (39%) 11 (61%) 18

• Planning Committee 7 (39%) 11 (61%) 18

• Middle Management 46 (44.2%) 58 (55.7%) 104
Source: Dept. Sports, Arts, Culture & Recreation 

These figures for women’s representation at the SMS level of  the department therefore clearly show that 

there was generally unequal representation and participation, with men outnumbering women, including 

at the middle management level. In terms of  the Gender Representation Rating Scale the department is 

therefore rated at Level 4.

4.7.2. Mainstreaming Gender In Organizational Culture And Systems

The department has a Special Programmes Unit responsible for a number of  programmes relating to 
gender mainstreaming, youth development, disability, HIV/AIDS and the elderly. This unit had two 
officials (i.e. the special programmes manager appointed at deputy director level, and an official assigned 
to deal with issues relating to the youth). The unit did not have a dedicated official (e.g. GFP) specifically 
responsible for gender mainstreaming within the department. In spite of  the existence of  this unit, the 
official who was designated to represent the department in the study acknowledged that the department 
was not adequately addressing issues of  gender mainstreaming within its organisational culture and 
systems. The official who responded on behalf  of  the department insisted that the NGPF was the 
guiding framework for the department’s gender mainstreaming work, although the information provided 
was sufficient to determine that the department was failing in terms of  complying with a number of  
critical areas in the policy framework (e.g. appointing a GFP at director level). 
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4.7.3. Budgeting and Gender Mainstreaming

While insisting that the department did not have a budget geared towards programmes and projects 

targeting women specifically, the official representing the department in the study went on to cite 

some programmes and projects in areas such as arts and cultures, sport and recreation, libraries and 

archives, although no information was provided on available funding. It was also revealed that the Special 

Programmes Unit did have its own dedicated budget, and that funding for the unit’s activities was made 

available on an ad hoc basis from the office of  the MEC, particularly when there were specific events to 

be funded.

4.7.4. Measures To Create An Enabling Environment For Gender Mainstreaming 

At the time of  this study, no one had been appointed to the post of  GFP in spite of  the department insisting 

that it observed and abided by the NGPF to promote gender mainstreaming. The department has put in 

place sexual harassment and employment equity policies, and these are mentioned as measures to create 

an environment conducive to gender mainstreaming and the promotion of  women’s empowerment. 

It was not clear how the two policies had contributed towards an environment appropriate for gender 

mainstreaming. In particular, an examination of  the copy of  the department’s Sexual Harassment 

Policy revealed that it does not clearly allocate responsibility for it implementation, and also does not 

make provisions for its periodic review to ensure that it remains relevant to the needs of  its intended 

beneficiaries. Nonetheless, other than these two examples, it would appear that the department has not 

done much to create an enabling environment for gender mainstreaming. 

4.7.5. Capacity Building For Gender Mainstreaming

Information showed that there had been no provision of  training and skills development related to 

gender mainstreaming in the department, including raising awareness of  gender-equality-related policies 

and legislation. With the exception of  data collection to comply with employment equity legislation and 

targets, it would appear that the department had not developed capacity and internal systems to collect 

gender-disaggregated data to assist in the monitoring and evaluation of  progress in gender mainstreaming. 

4.7.6. Monitoring and evaluation of  gender mainstreaming 

As indicated, available information does not indicate that the department had put in place internal 

systems and the capacity to gather relevant gender-disaggregated data, apart from the data collected 

for employment equity legislation and targets. Such data is critical in the design of  a monitoring and 

evaluation system, and developing the necessary gender indicators to measure progress and impact. The 

information gathered at the time of  this study did not indicate that the department had an internal 

gender-mainstreaming monitoring and evaluation system.
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4.8. NORTH WEST PROVINCE: DEPARTMENT OF ARTS, CULTURE 
AND TRADITIONAL AFFAIRS

4.8.1. Gender Representation And Participation At Internal Decision-Making Level

This department was led by both a female MEC and an HOD at the time of  the study. The information 

and accompanying figures provided indicated that the department’s SMS had a total of  22 members, 

seven  (31.8 percent) of  whom were women, while 15 (68.2 percent) were men. The information showed 

that the SMS is responsible for the development of  policies and programmes for the department. 

Information obtained on the numerical composition and gender profiles of  internal senior level decision-

making structures showed that the department had numerous other internal decision-making structures 

in which both men and women were represented.

Table 9: Departmental senior level gender profile 

Name of  Structure Number of  Women Number of  Men Total

• Senior Management Service 7 (31.8%) 15 (68.2%) 22

• Management Committee 7(31.8%) 15 (68.2%) 22

• Planning Structure 7 (31.8%) 15 (68.2%) 22

• Bursary Committee 5 (50% 5 (50%) 10
Source: Dept. Arts, Culture and Traditional Affairs

These structures included the Planning Committee, Bursary Committee, and Tender Adjudication and 

Evaluation Committees. The table shows that, with the exception of  the Bursary Committee, the gender 

profiles of  these other structures follow the same pattern, in which women’s representation constitutes 

38 percent, while men constitutes 62 percent. It is clear that women’s representation and participation at 

senior level within this department is far below that of  men, and the department’s performance achieves 

Level 4 in terms of  the Gender Representation Rating Scale in this report.

4.8.2. Mainstreaming Gender In Organizational Culture And Systems

The information supplied by the department shows that is has a Special Programmes Unit headed by a female 

GFP, appointed at the level of  deputy director and reporting to a director in the MEC’s office.2022 Gender 

mainstreaming is one of  the responsibilities of  the GFP. The information supplied by the department 

suggests that the GFP’s position excludes her from important decision-making structures in the 

department, and lacks the necessary authority to influence the department’s Management Committee as 

well as access vital information to drive gender mainstreaming effectively and ensure compliance with 

current legislation and policies. While the GFP does take part in the deliberations of  a structure called 

22  South Africa’s National Gender Audit: An Analysis, Synthesis and Presentation of Findings and Recommendations at the National 
and Provincial Levels, undertaken in 2000 by the national OSW, have highlighted the need to regularise the location of the GFP with-
in departments. To this end, it is recommended in that report that GFPs should be located in the office of the Director General. The 
Director General in each department is the chief accounting officer, and as such is responsible for all departmental functions.
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the Extended Departmental Management Committee, this structure had no policy with clear provisions 

on the participation and authority of  the GFP.

The research team was informed that the department had a forum for women managers which meets on 

a quarterly basis, with a budget of  R 60 000. The forum, headed by a woman, had 34 members. It was 

not clear what the responsibilities and level of  authority this structure had, yet the information provided 

indicated that this body makes resolutions which are not being implemented by the department. 

The department has indicated that an electronic newsletter has been created to raise issues of  interest 

to all employees, such as women’s achievements. In addition, other initiatives such as a departmental 

Resource Centre and Women’s Reading Club were in place as evidence of  an environment suitable for 

gender mainstreaming. Based on these examples, it is clear that the department has not made serious 

and meaningful initiatives to promote gender mainstreaming as an integral part of  the department’s 

organisational culture. These examples are extremely insignificant and are unlikely to change the economic 

situation of  women and address the clear unequal power and authority relations between men and women 

in the department. 

4.8.3. Budgeting And Gender Mainstreaming

The official representing the department acknowledged that the department did not have a clearly 

defined and specified budget for gender mainstreaming. The official did argue, though, that the Special 

Programmes Unit had a budget of  R 2 789 000 which is considered very limited for the purpose of  

catering for all the different vulnerable groups under its jurisdiction. These groups include women, the 

youth, the disabled and the elderly. At the time of  the study, it was revealed that the unit had 354 females  

and 324 male beneficiaries. As indicated earlier, an amount of  R60 000 was set aside by the department 

for use in the quarterly meetings of  the women managers’ forum.

4.8.4. Measures To Create An Enabling Environment For Gender Mainstreaming

The NGPF states that a GFP should be placed within the office of  the accounting officer (or HOD).  

As administrative head of  the department, the accounting officer is in charge of  the programmes and 

overall performance of  the department in terms of  overseeing the coordination, implementation and 

compliance with the necessary policies, legislative frameworks and programmes (including those relating 

to gender mainstreaming) by the department. 

As already indicated, the department has not done much in terms of  creating an environment suitable for 

gender mainstreaming. A GFP had been appointed, although at the level of  deputy director but reporting 

to a director in the office of  the MEC. It was indicated also that the department had approved a sexual 

harassment policy, as well as others, such as a bursary policy, to benefit women in the department. These 

measures, together with the 8 Public Service Principles for gender equality and the forum for women 

managers were identified as measures to create an environment suitable for gender mainstreaming.
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4.8.5. Capacity Building For Gender Mainstreaming

The department admitted to skills shortage within the department for both middle and lower management 

levels, and insisted that the School of  Government was contracted to run a training initiative on gender 

mainstreaming for its management staff, although many of  the managers did not attend. The information 

provided suggested that the department failed to ensure compliance to ensure that all the managers 

attended the training.

4.8.6. Monitoring And Evaluation Of  Gender Mainstreaming

The information that was provided for this study did not clearly indicate whether or not a system of  

monitoring and evaluation of  gender mainstreaming was in place. However there was reference to 

quarterly reports that are tabled at the so-called Provincial Human Rights Priority quarterly meetings 

with the office of  the premier which allowed for the monitoring and evaluation of  the implementation 

of  programmes. However, this does not suggest a gender-specific monitoring and evaluation system.
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5. OVERALL ASSESSMENT - ISSUES AND CHALLENGES

This study sought to assess the progress achieved by the selected departments, using a set of  six 

themes to probe different aspects of  gender mainstreaming in the public service. This section gives an 

overall perspective, identifying some issues of  importance and challenges facing the process of  gender 

mainstreaming in the South African public service. 

Firstly, it is clear that in terms of  numerical gender balance and representation of  women in the higher 

echelons of  the selected departments, many departments were performing fairly well. For instance, the two 

national departments as well as the Gauteng provincial departments assessed all achieved the highest level, 

(i.e. Level 5 –‘Successful Gender Balance’ whereby male and female representation constitutes between 

45-50 percent of  the SMS in terms of  our Gender Representation Rating Scale. Of  the remaining seven 

provincial departments, six achieved Level 4 (‘Critical Mass Gender Representation’ and the minority 

gender representation is between 30-45 percent of  the SMS. The Northern Cape Department of  Sports, 

Arts and Culture was the only exception, with a rating of  Level 3 (‘Progressive Gender Representation’ )

where the minority gender makes up between 15 and  30 percent of  the SMS.

Table 11: Comparative Performance Ratings for assessed departments

National & Provincial 
Departments DEPARTMENTS Rating Level

• National Government Department of  Arts and Culture 5

• National Government
Department of  Cooperative Governance and 
Traditional Affairs 5

• Gauteng Department of  Sports, Arts, Culture & Recreation 5

• Limpopo Department of  Sports, Arts and Culture 4

• Northern Cape Department of  sports, Arts and Culture 3

• Mpumalanga Department of  Sports, Arts, Culture & Recreation 4

• Western Cape Department of  Cultural affairs and Sports 4

• Eastern Cape Department of  Sports, Arts, Culture & Recreation 4

• Free State Department of  Sports, Arts, Culture & Recreation 4

• North West Department of  Arts, Culture & Traditional Affairs 4

• KwaZulu-Natal Department of  Arts and Culture N/A
Source: CGE

Overall, therefore, this is a generally good level of  performance in terms of  the numerical representation 

of  women in the SMS divisions of  the provincial departments selected for this study. It appears to show 

that more and more women are entering the SMS levels of  government departments, thus increasing the 

numerical representation of  women in the senior ranks of  the public service in South Africa. While the 

findings in this report relate only to the departments identified and selected for this study, there is no 
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reason to believe that this is not the case across the majority of  government departments across all the 

provinces and the national government.

We do acknowledge, however , that the progress or improvements achieved in the numerical representation 

of  women in the senior ranks of  these departments might not be entirely due to the implementation 

of  coherent gender-mainstreaming programmes and strategies to increase women’s representation and 

participation. It is almost certainly due to other critical factors, key among which is the compulsion for 

government departments at all levels to comply with the EE legislation21 23 by fulfilling employment equity 

target as outlined in their departmental employment equity plans. It would appear that many government 

departments are taking the need to comply with the EEA far more seriously, and have expended the 

necessary resources to reflect compliance with this Act. This level of  commitment from the senior level 

management of  these departments to the need to comply with the EE legislation has clearly not been 

matched by the same level of  commitment to the need to comply with gender-equality legislation in other 

respects, as  indicated later in this report. In other words, the improved numerical representation figures 

for women at senior management levels are not the result of  strictly enforced and regularly monitored 

departmental gender-mainstreaming programmes and strategies. 

To illustrate this point, we noticed that in many of  these departments there was a lack of  consistency 

between the improved numerical representation figures for women on the one hand, and on the other 

critical aspects of  gender mainstreaming in terms of  which these departments were also assessed in 

this study. These aspects include efforts to create an internal culture and systems supporting gender 

mainstreaming, measures that were put in place to create an environment conducive to gender 

mainstreaming, gender-responsive budgeting, gender-related capacity building, as well as appropriate 

internal monitoring and evaluation systems. For instance, in terms of  measures adopted to promote an 

internal organisational culture and systems supporting gender mainstreaming, there is no consistency and 

uniformity of  approach across departments, whether national or provincial. Many departments tend to 

adopt different measures, with varying levels of  commitment to ensuring that these measures are planned 

for, allocated the necessary resources, effectively implemented and monitored for compliance with the 

necessary systems in place to sanction non-compliance. 

Many of  these departments have adopted a range of  measures such as policies (e.g. gender- mainstreaming 

policy, sexual harassment policy, gender-responsive budget policy, gender-related structures (e.g. gender 

equity unit, GFPs, men’s or women’s forums, women in management forums, EE forum) and gender-

mainstreaming strategies. Yet the seriousness and consistency with which these efforts are being 

implemented varies across the different departments, and there is no central authority at national or 

provincial level to ensure compliance. 

23  Employment Equity Act No. 55 of 1998
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There are two structural issues that continue to reflect negatively across many departments in gender 

mainstreaming, and this report has identified this as a point of  concern for the different departments. 

Firstly, the appointment of  the departmental GFP remains a problematic area for many departments. 

For instance, four  out of  the 10 (national and provincial) departments covered in this report had not yet 

appointed a GFP. These were the two national departments as well as the Limpopo and Eastern Cape 

provincial departments. In addition, the appointment of  the GFP at the level below what the NGPF 

prescribes (i.e. director or upward) remains a prevalent problem among many government departments, 

including those assessed in this report. This renders them less authoritative and less influential in terms 

of  critical senior level departmental decision-making processes. Also, the limited authority of  GFPs 

within the broader departmental hierarchies often results in lack of  training opportunities, leading to 

limited skills and knowledge of  the necessary gender-mainstreaming policy and legislative frameworks to 

make a meaningful difference. 

Secondly, it is clear that many government departments continue to operate without clear gender- 

mainstreaming strategies and programmes and clearly defined objectives. This clearly indicates that 

gender mainstreaming continues to occupy a position of  less prominence for many state institutions, and 

possibly enjoys limited political and administrative support from the senior leaderships of  government 

departments. 

Thirdly, government departments continue to locate the gender-mainstreaming function within a ‘basket’ 

of  other functions (often placed in structures called ‘Special Programmes’) such as disability, the youth, 

the elderly, HIV/AIDS and social diversity/cohesion. The result is that it denies gender mainstreaming 

the necessary prominence and prioritisation that it deserves in the allocation of  resources that comes 

with a stand-alone programme.

With regard to budgetary resource allocation for gender mainstreaming, the majority of  government 

departments are still failing to develop the necessary gender-responsive budgets that identify gender 

mainstreaming as a strategic policy objective that deserves a dedicated own budget allocation. As indicated 

in this report, some departments have been able to put aside funds for specific gender mainstreaming or 

women empowerment-related activities, while others (e.g. Eastern Cape) had actually provided evidence 

of  a gender-specific budget identifying specific programmes and projects to be pursued. In general, 

though, the amounts of  funds often set aside are insignificant and the activities often vary slightly (e.g. 

women’s reading club, girls’ football, etc.) in that they will have very limited impact on the socio-economic 

and political status of  women or their ability to control and/or own meaningful economic resources.

Finally, the issue of  the monitoring and evaluation of  departmental performance around gender 

mainstreaming is clearly an area that continues to receive scant attention from departmental officials. 

The majority of  the departments covered in this report did not have clear, gender-responsive internal 

monitoring and evaluations systems with clear gender-specific performance indicators that could be 
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used to gather information for this purpose. In many cases departments did have some systems for 

reporting progress in departmental activities – such systems often referred to quarterly and annual 

reporting processes. In other cases, departments mentioned the annual employment equity reports that 

are submitted to the Department of  Labour. 

In general, though, no department has an effective and coherent system for measuring progress on 

gender mainstreaming other than the EE reports, which are more focused on numerical representation 

of  women rather than progress on substantive gender mainstreaming. In general, senior managers in 

government departments are likely not to have gender mainstreaming as a key performance area (KPA) in 

their employment contracts and performance agreements. This is one of  the pivotal mechanisms through 

which it would be possible for the government to ensure that departments and, in particular, senior 

managers in government, are held accountable, monitored and evaluated in terms of  their performance 

in the areas of  gender mainstreaming in the public service.
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6. CONCLUSIONS 

The purpose of  this annual study is to assess the progress made by the selected government institutions, 

not only to determine the extent to which they observe and comply with current policy and legislative 

frameworks to promote gender equality and advance the goal of  women’s empowerment. The constraints 

were adequately articulated under the appropriate section at the beginning of  this report. Despite the 

constraints and the available information, including the interviews conducted with the officials nominated 

to represent their departments at the time this study was being undertaken, we believe that based on 

the analysis and discussions presented in this report, we are in a position to draw a number of  broad 

conclusions relating to the findings of  this study:

•  The information and figures available on the representation and participation of  women in the SMS 

division of  the departments covered in this study lead us to conclude that governments have made 

significant progress in ensuring that more women are appointed to and become part of  their senior 

management and decision-making structures. None of  these departments was rated at Levels 1 and 

2, and only one department was rated at Level 3. We therefore conclude that this level of  numerical 

representation of  women at senior levels of  government departments is significant and meaningful.

•  However we are unable to conclude that the progress and achievements made by the departments 

covered in this study with respect to the numerical representation of  women in their SMS divisions 

can entirely be attributed to the effective and coherent implementation of  gender-mainstreaming 

policies, legislations, programmes and strategies alone. We are convinced that the progress in the 

numerical representation of  women in the senior ranks of  the public service is largely the result 

of  departments complying with the provisions of  the EE Act no. 55 of  1998 and the fear of  the 

consequences of  non-compliance with this Act.

•  While an increasing number of  government departments are appointing officials to serve in the 

position of  GFPs, they are failing to do so at the level of  seniority as provided for in the NGPF (i.e. 

director or upwards). As a result most GFPslack the necessary authority, resources and clarity of  roles 

and responsibility to make a meaningful contribution to and impact on departmental decision-making 

processes relating to gender equality and transformation.

• 	We conclude that while many government departments have made various attempts, and put 

different types of  measures in place to promote internal gender equality and transformation, many 

of  these efforts are uncoordinated, misguided and often done with lack of  sufficient commitment 

from the senior level leadership (both political and administrative) of  these departments. As a result, 

departmental officials with the responsibility to promote gender mainstreaming and transformation 

lack the necessary support from the leadership of  their departments to drive gender-mainstreaming 

programmes effectively.
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• 	With regard to resource allocations for gender-mainstreaming programmes and activities, based on 

the findings of  this study we conclude that government departments are failing to design gender-

responsive budgets. This is due largely to the fact that instead of  being a key strategic objective, 

gender mainstreaming is often either an ad hoc activity or a minor responsibility relegated to the 

realm of  once-off  special projects, placed under the care of  junior officials and for which only limited 

funding is made available.

• 	Finally, the discussion of  the findings relating to current systems for monitoring and evaluation of  

gender mainstreaming lead us to conclude that departments have largely failed to put in place effective, 

coherent and gender-specific monitoring and evaluation mechanisms to ensure that they comply with 

the country’s current policy and legislative frameworks on gender mainstreaming.
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7. RECOMMENDATIONS

In the light of  the conclusions drawn above, the following recommendations have been generated:

•  We recommend that government departments develop clear, practical and implementable gender-

equity policies and implementation plans with clear and achievable targets as part of  their annual 

strategic planning sessions. These policies and plans should go beyond the setting of  numerical 

targets for the representation of  women in the public service towards addressing substantive issues 

of  gender inequality as outlined in this report.

• 	It is recommended that the CGE approach and hold high level discussions with the Department 

of  Public Service Administration (DPSA) and the Public Service Commission (PSC) to develop a 

common approach that ensures that government departments and other public entities are compelled 

to put in place effective systems, including employment contracts and performance agreements for 

senior managers to incorporate KPAs relating to gender mainstreaming. In addition, we recommend 

that the DPSA develops an effective mechanism for monitoring and evaluating the implementation 

of  the Public Service HODs 8 Principles on Gender Equality to ensure compliance. Clear sanctions 

for non-compliance should be defined as part of  such a monitoring and evaluation mechanism. 

• 	We also recommend the fast-tracking of  the promulgation of  the Women’s Empowerment and 

Gender Equality (WEGE) Bill, which makes provision for the monitoring, enforcement and legal 

procedures for non-compliance with gender mainstreaming.

• 	We recommend that the NGPF be reviewed, with particular emphasis on the position of  a GFP 

in the public service to be re-conceptualised to ensure that the functions and responsibilities for 

gender mainstreaming are clearly defined and assigned to a senior manager within the SMS of  every 

government department. 

• 	We further recommend that government departments be required to incorporate gender mainstreaming 

into their annual programmes of  action with clear, specific and dedicated budgetary allocations.

• 	Finally, we recommend that government departments develop annual internal gender- mainstreaming 

awareness-raising campaign programme for staff  members, accompanied by a skills development 

programme for officials responsible for gender mainstreaming. 
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