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The Commission for Gender Equality (CGE) presents its 

report on the Employment Equity (EE) hearings held on 

7th and 8th of March 2013 in Polokwane, Limpopo.     

The Commission on Gender Equality Act gives the 

Commission the power to monitor and evaluate the 

policies and practices of government, the private sector 

and other organizations to ensure compliance with the 

promotion and protection of gender equality in South 

Africa.  

It must be acknowledged that South Africa has made 

significant progress by promulgating legislation such as 

the Employment Equity Act. The intention of the Act is 

to achieve equity in the workplace by inter alia promoting 

equal opportunity and fair treatment in employment 

through the elimination of unfair discrimination and the 

implementation of affirmative action measures. It is the 

responsibility of the Commission to monitor compliance 

with the Act. This object was achieved by hosting hearings 

for public and private entities to account in respect of 

gender transformation at senior and top management 

levels.  

The purpose and rationale of conducting the Employment 

Equity hearings was not to interrogate but to provide the 

CGE with an opportunity to understand the challenges 

facing government departments and private companies in 

terms of implementing measures for the advancement of 

women, and to gather information on best practices and 

lessons learned.  

This report highlights the various achievements and 

challenges faced by government and the private sector 

in implementing affirmative action measures to achieve 

gender transformation in the South African workplace. 

The report will be tabled in Parliament and with other 

authorities to lobby for strategic change to transform and 

advance a change in attitudes and gender stereotypes and 

thereby to instil respect for women’s rights as human 

rights.  

It is hoped that this report will facilitate the necessary 

impetus for South African employers to recognise that 

gender transformation is essential to the achievement 

of true equality of representation in the South African 

labour market. I would like to take this opportunity to 

acknowledge the government departments and private 

entities for acceding to the Commission’s request for 

information and for their appearance at the hearings. 

I would also like to acknowledge the endeavours of all 

contributors who assisted in the compilation of this report.

Mr. Mfanozelwe Shozi

Chairperson: Commission for Gender Equality 

1. Foreword
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The economic underdevelopment of Limpopo is 

underpinned by a primary economy based on agriculture 

and mining. Limpopo was placed under administration in 

2011 after it emerged that the province was insolvent due 

to maladministration. It is one of the poorest and most 

rural provinces in South Africa with the majority of the 

population still living in rural villages with nearly 80% of 

the population being rural and living under the poverty 

datum line. Much of the economy derives from agricultural 

activities, particularly cattle rearing and tropical fruit 

growing, the mining of platinum, coal, copper and 

diamonds and tourism. Most of these economic areas are 

male dominated spheres of work which is compounded 

by traditional forms of discriminatory differentiation 

find expression through high rates of gender violence. 

Genderlinks estimates that 77% of women in Limpopo 

will experience gender-based violence in their lifetimes, 

and this form of violence is rooted in unhealthy gender 

attitudes which carry over into other social interactions, 

including the workplace.

The Republic of South Africa (RSA) can demonstrate a 

strong political commitment to gender equality and 

transformation in the workplace owing to a comprehensive 

legislative framework and appropriate polices. However, 

the evidence from the hearings indicates that progress 

on gender equity has been slow. To address this, clear 

measures can be recommended. Issues and findings 

emerging from the hearings are captured in the following 

three sub-sections: 

a) The framework for transformation in the workplace

b) The findings

c) The recommendations

The framework for transformation in the workplace

The South African Constitution clearly promotes equality 

in the workplace and since the early 1990s the country has 

worked at international levels to eliminate discrimination 

on the basis of race, gender, sex, sexual orientation, 

age and disability.1 It has ratified many international 

agreements including:

•	 International	Labour	Organisation	(ILO)	Convention	

No. 111, concerning equal remuneration for men and 

women workers for work of equal value (ratified by 

South Africa in 2000).  

•	 Article	2	of	the	above,	which	requires	member	states	

to promote and apply to all workers the principle of 

equal remuneration for men and women for work of 

equal value, by means of national laws, recognised 

machinery for wage determination and collective 

agreements.  

•	 ILO	Convention	No.100	 (ratified	 by	 South	Africa	 in	

1997) which requires member states to pursue policies 

that promote equal opportunity, equal treatment in 

employment and access to opportunities including 

vocational training (with a view to eliminating 

discrimination in employment).

Equality in the workplace is also embedded in South 

Africa’s national legislative framework including:

•	 Labour	Relations	Act	of	1995.

•	 Basic	Conditions	of	Employment	Act	of	1997.

•	 Employment	Equity	Act	(EEA)	of	1998.

•	 Skills	Development	Act	of	1998.

•	 Promotion	 of	 Equality	 and	 Prevention	 of	 Unfair	

Discrimination Act (PEPUDA) of 2000.

•	 Broad-Based	 Black	 Economic	 Empowerment	

(B-BBEE) Act of 2003.

Employers are bound by these Acts to equalise employment 

opportunities for women and those with disabilities and to 

remove barriers to their entry, advancement, development, 

remuneration and retention. They are also bound by the 

same Acts to do this in ways that are evaluative and 

innovative, reviewing old policies and practices and 

testing new ones.

The EEA is the foundation for a range of policies, 

commissions and activities to achieve equitable 

representation in the workplace. It:

•	 Promotes	skills	development	for	the	disadvantaged.

•	 Establishes	the	Commission	for	Employment	Equity	

2. Executive Summary
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(CEE) to ensure that employers promote equal 

opportunity and eliminate discriminatory hiring 

practices.

•	 Makes	 employers	 responsible	 for	 training	 and	

developing women in the workplace.

•	 Removes	obstacles	to	promoting	women.

•	 Obliges	 employers	 to	 narrow	 wage	 gaps	 between	

employees of different sexes who perform similar 

work.

•	 Promotes	 flexible	 working	 hours,	 time	 off	 during	

pregnancy and the improvement of maternity and 

childcare facilities.

Beyond legislation, there are two important policy 

documents to help guide implementation: the Affirmative 

Action Policy and the White Paper on the Transformation 

of the Public Service, 1995. The first aims for equitable 

participation in the economy by of all population groups by 

requiring employers to develop and implement Affirmative 

Action programmes and provide equal opportunities for 

women and people with disabilities. The second requires 

that all levels of public administration develop policies 

and programmes to ensure that Affirmative Action enters 

into management systems in ways that are accountable, 

monitored, coordinated and documented.

The findings by the CGE 

The CGE’s findings reveal a more progressive picture in 

the public sector than in the private one. Nonetheless 

there are challenges with both.  

The positive changes are:

•	 An	increasing	number	of	women	are	participating	at	

executive level of businesses (now 21.6%). 

•	 Certain	 efforts	 to	 develop	 the	 skills	 of	 women	 are	

on the increase (bursaries, coaching and leadership 

development).

•	 Certain	 government	 departments	 are	 providing	

executive training for women, developing EE targets, 

assigning responsibility for this at a senior level and 

integrating EE into strategic plans, with monitoring 

interventions in place.

•	 Certain	 departments	 have	 included	 gender	

transformation targets in their performance 

appraisals of managers.

•	 Several	 government	 departments	 have	 initiated	

gender equality awareness within the workplace. 

The negatives are:

•	 The	pace	of	gender	transformation	in	the	workplace	

has been slow.

•	 The	gender	wage	gap	persists.

•	 Few	women	are	in	the	very	top	management	positions	

of business2 and some sources suggest that the 

number of women company directors, chairpersons 

and chief executive officers (CEOs) declined in 2010-

2011.3

•	 Black	women	make	up	only	3.4%	of	top	management	

in business and 3.8% of senior management. White 

women make 10.2% and 16.9% respectively.

•	 Representation	of	people	with	disabilities	has	fallen	

from 1% to 0.5% in both the public and private 

sectors.

•	 The	 public	 sector	 has	 failed	 to	 meet	 the	 State’s	

50% target for women’s representation at senior 

management levels and its 2% target for employment 

of persons with disabilities.

1. Section 9(2)(3) of the South African Constitution. 

2. The Employment Equity Commission’s 10th Annual Report of 2010 

reveals that they comprise 23.1% of top management and 19.4% of 

senior management.

3. The Business Women’s Association’s (BWA) Women in Leadership 

Census 2011 found 15.8% as directors, 5.3% as chairpersons and 

only 4.4% as CEOs.
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Public Sector

The Department of Public Service and Administration 

(DPSA) asserts that departments are generally failing to 

report adequately on EE, citing a lack of accountability 

within departments and a lack of consequences, with no 

punitive measures. Most departments conflate EE and 

gender mainstreaming and do not distinguish between 

these in terms of managing human resources and 

delivering corporate services. State policy also requires 

the appointment of Gender Focal Points (GFPs) at Director 

level but this is not being implemented by departments. 

Thus the State has failed to ensure the adequate 

conceptualisation, implementation and reporting of gender 

mainstreaming. This indicates that gender equality and 

gender mainstreaming have neither been prioritised nor 

adequately implemented.

Private Sector

The hearings revealed that for most companies:

•	 Women in senior and top management positions 

seldom comprise more than 12%.

•	 The gender and disability components of EE 

were seemingly unknown or willfully ignored, in 

contravention of the EEA.

•	 Coherent policies for addressing gender 

transformation and disability could not be identified.

•	 Targets, strategies, skills development programmes 

and appropriate and designated management of 

transformation were absent.

•	 There were no means for measuring progress in 

gender equity; monitoring and evaluation systems 

were absent.

The CGE also identified signs of resistance to 

transformation such as racial favouritism in employment; 

insufficient measures taken to recruit and promote black 

women; and sexual harassment policies not yet in place. 

These were all in contravention of the Basic Conditions of 

Employment and Labour Relations Acts. 

In the mining and engineering sectors in particular, 

women were very poorly represented and nearly absent 

were innovative interventions to encourage and support 

their entry. Instead, these companies cited challenges in 

complying with EEA provisions including ignorance of 

the Act’s full requirements and difficulties in recruiting 

people with disabilities. 

Recommendations

From these findings on both the public and private sectors, 

the CGE recommends that:

•	 Envisaged gender equality legislation be fast-tracked 

and include accountability mechanisms (monitoring 

and evaluation) to ensure that the public and private 

sectors abide by legislation to promote gender 

equality.

•	 Gender and disability measures are included in 

B-BBEE ratings and company score cards to compel 

companies to take these additional components of 

EE seriously.

•	 The State refuses to contract, fund or have business 

dealings with any company or department that has 

failed to address transformation on the basis of race, 

gender or disability.

•	 50/50 representation of women on boards of private 

entities be included as a requirement for the listing 

of companies on the Johannesburg Stock Exchange 

(JSE).

•	 Stronger enforcement mechanisms for reporting by 

the CEE be utilised to ensure compliance, with an 

increase in penalties for non-compliance coupled 

with the envisaged ‘Name and Shame and Praise’ 

campaign, to compel companies to comply with EE 

legislation.

•	 Expand the current review process of the EEC.

•	 The Department of Labour’s Director-General work 

with companies to develop measures for EE targets 

and strategies and Affirmative Action measures, 

such as clear targets for recruitment and skills 

development strategies.

•	 Compliance by government departments with 

state legislation be enforced, and performance 

targets clearly established at senior levels to enable 

monitoring, measurement and accountability in 

terms of reporting.

•	 Companies anchor gender transformation within 

their performance and accountability measures for 

senior management.
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•	 Employers develop a focused gender equality strategy that integrates targets and time frames into recruitment, 

promotion, mentoring and empowerment interventions.

•	 Companies develop and apply clear policy on discrimination and sexual harassment in the workplace 

(supported by widespread awareness interventions).

•	 Innovative ways and means to enable women to advance within the workplace (as required by the EEA) be 

introduced and monitored by employers, such as the introduction of flexible working hours and childcare 

facilities.

•	 Companies be encouraged to engage in aggressive education measures (supplemented by learnerships, 

bursaries and internships) that target ‘scarce skills’ for transformation in traditionally male-dominated 

industries. The women to target are often found in support functions.

•	 Abolish wage discrimination (see the CEE’s annual report for more details).

•	 Trade unions be employed as a strategic component to accelerate transformation (for example, to apply 

pressure on both the private and public sector to comply with EE requirements, and themselves to set an 

example by increasing the number of their own elected women officials).

•	 The Department of Public Service and Administration and Public Service Commission be utilised as entry 

points for pressurising government to enforce its own legislation.

•	 Men must be integrated into efforts to promote women’s political progress in order to increase gender 

sensitivity and support for women’s political leadership (without compromising the need to increase the 

number of women in meaningful leadership positions to challenge patriarchy).

•	 Effective monitoring mechanisms be put into place by employers to ensure that implementation of gender 

transformation in the workplace, in keeping with constitutional and legal obligations, is integrated into 

organisational strategic plans in addition to the performance agreements of senior management.

•	 The CGE in collaboration with the Commission for Employment Equity, the Department of Labour and the 

Department for Women, Children and People with Disabilities should devise effective measures including 

training programmes that are capable of assisting as well as enforcing compliance with the relevant gender 

equality policies and legislation.
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The CGE, as a Chapter 9 institution, has a Constitutional 

mandate to promote the protection, development, 

and attainment of gender equality. This constitutional 

obligation mandates the CGE to monitor and hold any entity 

within public as well as private spheres accountable to 

their Constitutional obligations. In this regard the CGE has 

undertaken to monitor the impact of affirmative action on 

employment levels concerning historically disadvantaged 

groups such as women and disabled people and, to some 

extent, designated racial categories. 

In addition to the Bill of Rights in the Constitution, 

which seeks to promote equity across all levels of society, 

South Africa is also signatory to numerous international 

conventions such as the Convention on the Elimination of 

All Forms of Discrimination Against Women (CEDAW), the 

SADC Declaration on Women, the African Union Protocol 

on the Rights of Women in Africa and International 

Labour Organisation (ILO) Conventions. These initiatives 

demonstrate a commitment by the government to respond 

to a reality of gender inequality in society at large and 

to address socially constructed gender disparities in the 

workplace through the creation and support of national 

gender machinery4. 

As part of the national gender machinery, the CGE is 

expected to fulfil its Constitutional mandate of promoting 

gender discourses to the centre of discussions on state 

action by conducting an evaluation of gender policies 

and practices in the world of work and to act as an 

advisory body to government and all employers. These 

responsibilities of the CGE are carried out without fear, 

favour or prejudice as promised in Section 181(2) of the 

Constitution of South Africa but it has been observed 

that enforcing horizontal accountability from government 

has remained a major obstacle to the work of gendered 

development even though the state, as a provider or 

resources and arbiter of social relations, is a natural ally in 

advancing the plight of women.5 

During the course of its investigation into the rate of 

transformation regarding the equitable representation of 

women and disabled people the CGE took cognisance of 

various reports such as the Public Service Commission 

Report on Gender Mainstreaming in the Public Service6 

Business Surveys and the Commission for Employment 

Equity Annual Reports. The Public Service Commission 

Gender Mainstreaming Report looked at the number 

of women and disabled persons in the workplace, the 

conditions of their service and the efforts employers 

undertake to support their career development with the end 

of doing away with unfair discrimination and promoting 

equality of service conditions and representation. Historical 

errors of underreporting on equity targets7 in Commission 

for Employment Equity (CEE) data notwithstanding, the 

CEE Report for the 2011/2 reporting period nationally found 

that women constituted 19.1% of top management posts 

while disabled people constituted 1.9% of same level 

posts. At a racial breakdown, white people constituted 

65.4% of top management posts in the total labour force 

with Africans being 18.5%, Indians at 7.5%, Coloured 

persons 4.8% and foreign nationals 3.9%. Whites and 

Indians appeared to be proportionately overrepresented 

with Africans and Coloured persons not attaining full 

demographic proportionality.8 There is some contention 

over which standard of workplace measurement should 

be used to determine representation. The two standards 

in use are the Economically Active Population (EAP), 

the data of which is in common use, and straightforward 

demographic representation. A demographic EAP is 

determined by comparing the proportion of economically 

active persons in a designated racial or gender category 

to its representational ratio in a category of management 

or other area of economic endeavour. A straightforward 

demographic representation examines the absolute 

number of people in a racial or gender category in 

relation to their representation in a field of employment. 

The CGE has apparently opted for the straightforward 

demographic model as the benchmark of representation as 

the unemployment rate among women and black people is 

higher and must be compensated for by a broader measure.

General figures obscure the relational dominance of 

black personnel in the civil service and the dominance of 

white personnel in the private sector at the top levels of 

management. It may simply be that white people are more 

likely to start high value generating businesses creating an 

3. Contextualisation of the Employment Equity Hearings 
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impression of low equity goal attainment even though a GEM survey in 2001 demonstrated that by sector, white people 

own less than 20% of all the registered SMME businesses in most sectors than historically disadvantaged people with the 

exception of agriculture, construction and financial services.9  Historical factors such as access to capital, accumulated asset 

bases and personal attributes such as risk appetite and specialised education and experience would have to be factored 

into the understanding of the demographic representations of economic actors. Nonetheless, on absolute determinations 

of representation, straight demographic percentages form a simple and reliable representation guide across the public and 

private sectors. The table provided below is an aggregation of both public and private data for five provinces.

Figure 1: Workforce Profile Percentage at the Top Management Level by Race, Gender and Province10

PROVINCE MALE FEMALE TOTAL*

African Coloured Indian White African Coloured Indian White

Eastern Cape 18.6% 4.5% 2.9% 55.7% 1.2% 1.2% 0.5% 7.5% 96.4%

Free State 25.8% 4.8% 0% 45.4% 12.8% 0% 0% 11% 99.8%

Gauteng 12.5% 2.5% 2.5% 54.7% 5.4% 5.4% 1.6% 11% 94.8%

Mpumalanga 23.3% 1.4% 1.4% 54.5% 9.5% 0.4% 0% 7.8% 98.5%

Limpopo 31.6% 0.6% 0.6% 40.5% 17.1% 0% 0.6% 4.8% 99.1%

*The percentages do not amount to 100% as foreign nationals were omitted from the calculation.

From the workforce percentages of top management by race, gender and province, Limpopo has attained the greatest 

representation of African men and women. White males tend to be economically dominant at this level in all provinces. 

Women are mostly underrepresented in all provinces and do not take a collective 50% of any provincial top management 

labour force.

At senior levels of management in both the public and private sector, women have attained 28.2% of the posts, a far better 

share than at the 19.1% of top level posts, but far below their economically active population percentages. Disabled people 

comprise 1.2% of all senior managers, which is considerably below the 2% mandated by the EEA. 

4.  Gouws, A. (2005). Assessing the National Gender Machinery in South Africa: Gains and Weaknesses. Gender Instruments in 

Africa (ed) C. van der Westhuizen. IGD, Midrand.

5.  Ibid

6. Public Service Commission Report on Gender Mainstreaming in the Public Service (2007) http://www.psc.gov.za/documents/2007/

gender_streaming/gender_mainstream.pdf accessed 29/03/2014. 

7. Bezuidenhout, A., Bischoff, C., Buhlungu, S., & Lewins, K., (2008). Tracking Progress on the Implementation and Impact of 

the Employment Equity Act since its Inception p 25 http://www.labour.gov.za/DOL/downloads/documents/research-documents/

Employment%20Equity_DoL_Report%20SWOP%20Final%2031102008.pdf accessed 29/03/2014.

8. Department of Labour (2012) Commission for Employment Equity Report 2012. http://www.labour.gov.za/DOL/downloads/

documents/annual-reports/employment-equity/2011-2012/12th%20CEE%20Report.2012.pdf accessed 29/03/2014

9.  Berry, A., von Blottnitz, M., Cassim, R., Kesper, A, Rajaratnam, B. & van Seventer, D.,(2003). The Economics of SMMEs in South 

Africa: Trade and Industrial Policy Strategies http://www.tips.org.za/files/506.pdf accessed 29/03/2014.

10. Department of Labour (2012) Commission for Employment Equity Report 2012. http://www.labour.gov.za/DOL/downloads

 documents/annual-reports/employment-equity/2011-2012/12th%20CEE%20Report.2012.pdf accessed 29/3/2014. 
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Figure 2: Workforce Profile of Senior Management by Race, Gender and Province11 

PROVINCE MALE FEMALE TOTAL*

 African Coloured Indian White African Coloured Indian White

Eastern Cape 20.9% 6.6% 2.1% 42.4% 12.6% 2% 0.8% 10.4% 97.7%

Free State 25.8% 2.6% 0.8% 42.3% 11.3% 0.7% 0.2% 14.9% 98.6%

Gauteng 13.9% 3.6% 6.8% 44.6% 7.5% 1.8% 2.9% 16% 97%

Mpumalanga 29.3% 1% 1.4% 44.1% 11.6% 0.4% 0.3% 11.2% 99.1%

Limpopo 47.5% 0.6% 1.8% 19.4% 22.3% 0.3% 0.4% 6.6% 98.9%

*The percentages do not amount to 100% as foreign nationals were omitted from the calculation.

The table in Figure 2 represents combined private and public sector representation and does not capture the reality behind 

economic sector representation either. However, as a rough guide it illustrates the race and gender demographics of senior 

management. Limpopo has the highest representation of African males and females and in Gauteng, the most populated 

and most entrepreneurial province, the lowest. As a minority group, Indians were best represented in Gauteng, but Indian 

males participated in the Gauteng economy at more than double the rate to that of females. The trend of men participating 

in the economy at double or higher rates than women was visible across all provinces and was applicable to all races.

From the above data, it becomes apparent that women remain significantly under-represented in senior management 

and leadership positions. It is simplistic to attempt a mono-causal explanation to this phenomenon which has historical, 

economic, social, educational, psychological and behavioural elements to it. However, one can simply infer that men 

dominate the public and private world of work. This is confirmed in the following table which gives a public and private 

breakdown of women in the workforce at senior managerial levels by province. 

Figure 3: Women in Senior Management Workforce Profile (Economically Active Population)12 

PROVINCE WOMEN IN THE PRIVATE SECTOR WOMEN IN THE PUBLIC SECTOR

African Indian Coloured White Total 
Women African Indian Coloured White Total 

Women

Eastern Cape 5% 0.7% 2.3% 12.2% 22.2% 28.3% 0.6% 1.7% 4.6% 35.2%

Free State 3.2% 0.2% 0% 20.8% 24.2% 21.7% 0.4% 1.1% 7.1% 30.3%

Gauteng 4.3% 2.8% 1.6% 17.1% 25.8% 22.9% 3.0% 2.3% 9.5% 37.7%

Mpumalanga 6.8% 0.2% 0.4% 12.6% 20% 26.0% 0.6% 0.4% 3.6% 30.6%

Limpopo 8.9% 0.8% 0.5% 14% 24.2% 30.7% 0.2% 0.2% 2.2% 33.3%

The above table demonstrates a provincial picture of women in senior management. In the private sector, women comprise 

around 25% of total senior managers across provinces. In the public sector, the range increases to 30% to 37% of the 

total in senior managerial posts. The other 63 to 70% are occupied by men. The racial breakdown of the provincial 

statistics allow the following observations to be made: African women have done very well in the public sector, attaining 

11. Department of Labour (2012) Commission for Employment Equity Report 2012. http://www.labour.gov.za/DOL/downloads/

documents/annual-reports/employment-equity/2011-2012/12th%20CEE%20Report.2012.pdf  
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two thirds of all the senior management positions held 

by women. White women have done comparatively well 

in senior management advancement in the private sector 

claiming around 50% to 75% of all the senior managerial 

posts occupied by women. One must recall that population 

groups are dispersed according to regional lines and that 

the provincial breakdown gives more detail in the gendered 

distribution of management posts and overall relational 

progress women have made in claiming economic space. If 

the goal is 50% of women in senior management, women 

in the Gauteng public sector are the closest to attaining 

this goal than women in the private sector of Mpumalanga.

The BWASA 2010 Census on South African women in 

leadership provides gendered data on 315 JSE-listed 

companies. According to this census,

•	 Women	comprise	only	4.5%	of	the	CEOs	and	19.3%	

of the executive managers.

•	 73	companies	listed	on	the	JSE	do	not	have	a	woman	

on their boards of directors.

•	 16.6%	of	company	directors	are	women	and

•	 6%	of	company	chairs	are	women.

Another source of data, Census 2011 shows percentage 

decreases to: 15,8% women directors, 5.3% women 

chairpersons, 4.4% women CEOs and women in senior 

management positions at 35%.  This data confirms what 

is apparent in the Department of Labour’s 2012 EE report, 

as demonstrated in the breakdown of the public sector 

in figure 3. Black women dominate at all salary levels 

and comprise 56.3% of all government employees while 

the number of women at executive management level has 

increased to 21.6%.

Conditions for disabled people at top and senior 

management fluctuate below the 2% target, as previously 

mentioned. However, the general employment rate for 

disabled people fell from 1% to 0.5% in 2009. One infers 

from this that an estimated 99% of disabled people can 

be regarded as excluded from employment on the formal 

labour market . The employment of disabled people is 

a very high priority for the Department of Labour and 

metrics have been included into equity targets to ensure 

that employers take steps to accommodate disabled people 

in their recruitment and training activities. 

The PSC’s 2006 report on gender mainstreaming in the 

public service provides a clear picture of progress against 

targets set for the representation of females in senior 

management (levels 13 – 16). The target set for 2005 was to 

achieve 30% female representation in senior management. 

The report revealed that the public sector had achieved 

the targets set, which at that stage showed that women 

held 31.2% of senior positions in national government 

departments.  The report noted however, that the majority 

of women were to be found at lower levels of employment 

and as support staff, such as secretaries and administration 

clerks. In review of the data on gender equality, it can be 

concluded that 12 years after the EEA was enacted, gender 

transformation in the public and private sectors has yet to 

attain the set targets. The employment of disabled people 

has yet to attain its recommended level as well. This whole 

process hinges on compliance with the law, whether or 

not the law is feasible, practical and realistic given the 

resources, skills and experience needed to achieve a just 

society in which opportunities are fairly and equally 

accessed. It is clear that transformation can only advance 

if social attitudes, customs and mores are addressed. One 

of the tools at the government’s disposal is the law, and 

it is in relation to law that numerical benchmarks can be 

assessed. For a more complete assessment, one must 

examine how education has benefitted women and the 

disabled, how gender attitudes in society have changed 

to accommodate the rise of women in the workplace and 

how opportunities have been taken advantage of, despite 

women becoming generally more educated than men. 

The CGE has found employment representation trends in 

its own exploration of these issues to have mirrored the 

Commission for Employment Equity data and it is clear 

from the hearings that numerically based workplace 

transformation is only one component of social change 

needed to create a just society in which women can claim 

the same types of economic and social spaces as men. The 

focus of the CGE has been to ascertain reasons behind the 

lower than expected levels of gender transformation at the 

top level of management.  

12. Department of Labour (2012) Commission for Employment Equity Report 2012. http://www.labour.gov.za/DOL/downloads/

documents/annual-reports/employment-equity/2011-2012/12th%20CEE%20Report.2012.pdf accessed 29/3/2014.
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The CGE found that the primary challenges facing gender transformation in the workplace were 

as follows:

(i) Low uptakes of EE policies as evidenced through low rates of policy review in the public 

sector resulting from a poor understanding of the obligations imposed in terms of the 

Employment Equity Act number 55 of 1998 (EEA) exists in the workplace.

(ii) A generalised lack of commitment towards promoting gender equality in the workplace 

due to the perceived massive additional injections of expertise, resources and planning 

required to bring about social gender justice. Due to the social impediments around general 

education, additional resources must be expended to compensate for poverty, education 

obstacles and historical disadvantage.

(iii) Accountability levels vary from sector to sector but in general, employers are not held 

accountable to the government for non-compliance with their own employment equity 

targets. Furthermore, local government is a major offender due to a dearth of resources, 

which are generally service delivery earmarked.

(iv) Enforcement and compliance in terms of the EEA is weak for a range of reasons and 

adequate and quality support on how to achieve compliance with EEA obligations is poor 

with a shortage of skills to promote the desired levels of compliance.

(v) EE obligations are generally regarded as a low level human resources competency by many 

employers and are not always included into the key performance areas of senior managers.

In terms of its findings the CGE is convinced that gender transformation requires a concerted 

effort on the part of all stakeholders which includes employers, Parliament (Portfolio Committee 

on Labour), the workforce, Department of Labour and the Commission for Employment Equity 

to collaborate in an attempt to empower and build a strong nation characterised by an equitable 

as well as a representative and need responsive workplace. Accordingly, the CGE trusts that its 

recommendations will not only assist towards promoting gender equality in the workplace but 

will also help in addressing inequality, poverty and unemployment as envisaged in the National 

Development Plan (NDP).
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All guests at the public hearing were welcomed and 

acknowledged by the Acting Provincial Coordinator. 

In his address, he briefly outlined the mandate of the 

Commission as follows:

•	 The	CGE	 is	a	 constitutional	body	and	according	 to	

Section 187 of the Constitution is required to promote 

respect for, and the protection, development and 

attainment of, gender equality.

•	 According	 to	 the	CGE	Act	No	39	of	1996,	 the	CGE	

is to monitor and evaluate legislation, policies and 

practices of the state, statutory bodies and private 

businesses, as well as indigenous and customary laws 

and practices; research and make recommendations 

to Parliament; receive and investigate complaints of 

gender discrimination; and conduct public awareness 

and education on gender equality. The CGE has 

powers of subpoena and litigation.

•	 PEPUDA	Act	4	of	2000	obligates	the	CGE	to	institute	

proceedings in cases of unfair discrimination on the 

grounds of gender.

The South African Constitution explicitly outlaws 

discrimination while the International Labour Office’s 

Equality Remuneration Convention No. 100 provides 

for equal pay for work of equal value.  South Africa is 

obligated to promote this principle and ensure that it is 

enjoyed and realised by all and therefore has enacted 

national legislation for equal pay for equal work.   

The Discrimination (Employment and Occupation) 

Convention, 1958 (No. 111) 1997 provides for equality of 

access to employment as well as for vocational training, 

skills and capacity building. South Africa is obliged to put 

policies in place to attain this. These principles have been 

domesticated and a range of labour legislation has been 

enacted.  Affirmative Action is a measure and provision 

of the EEA.  The objective of Affirmative Action is to 

achieve diverse, equitable participation and to identify 

what measures are in place or need to be in place.  In the 

context of gender equality, Affirmative Action focuses on 

women’s and disabled women’s meaningful participation 

in structures of employment.  

The provisions of the EEA apply to all employers and the 

Commission intended to establish Affirmative Action 

programmes and measures put in place by public and 

private sector entities to advance women and persons with 

disabilities.  Employers are obligated to investigate and 

audit policies and practices, thereby identifying barriers to 

women occupying certain positions.   Many organisations 

and departments have indicated that women don’t apply 

for senior management positions; however, the onus is 

on these organisations and department to determine and 

remove obstacles that may be preventing women from 

applying.  The CGE is also interested in areas where 

there have been, to some degree of innovation, such as 

flexible working hours for employees, maternity leave and 

benefits, access to training and development, and efforts 

to actively address or narrow the wage gap.

As required in terms of section 19(1) of the EEA, a designated 

employer of the Department must collect information and 

conduct an analysis of all relevant employment policies 

and practices to identify barriers to employment equity. 

The scope of the questioning undertaken by the CGE 

is mainly limited to certain sections of the EEA unless 

additional information was provided as part of the account 

made to the CGE. 

The CGE convened its series of public hearings with state 

and private sector entities, with a view to:

•	 Assess	the	impact	of	the	Employment	Equity	Act	on	

women in both the public and private sector, and 

address institutional and systematic barriers to their 

economic progress.

•	 Hold	public	and	private	sector	Directors	accountable	

for non-compliance with the Act. 

•	 Raise	 awareness	 on	 relevant	 international	

commitments and the importance of compliance.

•	 Assess	what	measures	have	been	put	in	place	in	the	

work place to bring about transformation in terms of 

gender and disability.

•	 Share	 experiences	 and	 identify	 challenges	 in	 the	

implementation of the Act. 

4. Introduction
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•	 Strengthen	 the	 working	 relationship	 between	

constitutional bodies and civil society in raising 

awareness about South Africa’s compliance with 

international instruments, and support and capacity 

interventions provided in this regard.

Commissioner Maphazi welcomed all participants to the 

hearing and formally introduced the Commissioners, 

including members of the CGE Legal Team to the audience.  

She also emphasised that the Hearing process was not 

restrictive, but rather an interactive process. In turn, she 

called for the valued input of the audience at the specified 

time.

Thereafter, Commissioner Loyilane provided an in-depth 

explanation about the constitutional mandate of the CGE 

and its expanded powers and functions as provided by 

its enabling legislation, Act 39 of 1996 and PEPUDA. 

Commissioner Hicks proceeded to explain the state of 

employment equity in RSA and the rationale for CGE’s 

holding of Public Investigative Hearings on the subject 

matter. The gist of her presentation can be summed up 

hereunder: 

The public and private sectors are performing very 

poorly with regard to transformation from gender and 

disability perspectives, despite a comprehensive array of 

constitutional provisions and mechanisms, ratification of 

international and regional treaties, and their domestication 

as national legislation. This is revealed in such documents as:

•	 The	BWASA’s	Business	Women	in	Leadership	Census	

2010.

•	 The	 Public	 Service	 Commission	 (PSC)	 findings	 of	

2006.

•	 The	Labour	Force	Survey	of	2010.

•	 The	EEC’s	Annual	Report	of	2010.	

The CGE’s report of July 2010 to the South African 

Committee of the UN Convention on the Elimination of All 

Forms of Discrimination against Women (CEDAW) found 

that inequalities are still reflected in labour force data 

despite significant labour legislation and other policies 

responding to historic race and gender inequalities.  This 

is not acceptable since such problems have a direct impact 

on tens of millions of South Africans: (a) South Africa 

has a population of 50.59 million people, of which 52% 

are women ; and (b) a very high percentage of women 

undertake low-skilled wage employment.  

Against this backdrop, the CGE convened its series of 

public hearings with state and private sector entities in 

order to:

•	 Assess	the	impact	of	the	EEA	on	women	in	both	the	

public and private sectors, and address institutional 

and systematic barriers to their economic progress;

•	 Hold	public	and	private	sector	directors	accountable	

for non-compliance with the Act.

•	 Raise	 awareness	 of	 relevant	 international	

commitments and the importance of compliance.

•	 Assess	what	measures	have	been	put	in	place	in	the	

workplace to bring about transformation in terms of 

gender and disability.

•	 Share	 experiences	 and	 identify	 challenges	 faced	 by	

CEOs and Director-Generals in the implementation 

of the Act; and

•	 Strengthen	 the	 working	 relationship	 between	

constitutional bodies and civil society in raising 

awareness about South Africa’s compliance with 

international instruments, and about support and 

capacity interventions provided in this regard.

The keynote address highlighted the mandate of the 

gender machinery was to address the systemic abuse 

of African women perpetuated under patriarchal and 

colonial rule.  The participants were also reminded of the 

crucial role women played in the mobilisation and fight 

against the restrictive and oppressive government of the 

past. The responsibility for gender mainstreaming in the 

province had been delegated to the Department of Social 

Development and Special Programmes. Clarification 

between the CGE, the Legislature and government was 

still needed to ‘fine-tune’ the roles and functioning of the 

provincial gender machinery.
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The Hearings took place at the Bolivia Lodge, Polokwane, Limpopo on the 7th and 8th of March 2013. The Commissioners 

leading the Hearings were as follows: 

Ms Ndileka Loyilane Commissioner Eastern Cape

Dr Janine Hicks Commissioner KwaZulu-Natal

Ms Lulama Nare Commissioner Gauteng

Dr Wallace Amos Mgoqi Commissioner Western and Northern Cape

Dr Nondumiso Maphazi Commissioner Free State

The Commissioners were supported by the CGE legal team comprising of the Acting Head of Department, Advocate 

Kamraj Anirudhra - Western Cape, Ms Kerry Oosthuysen - Eastern Cape, Mrs Eunice Poto - Gauteng  , Mr Masilo Letsoalo 

- North West and Ms Patricia Ledwaba - Mpumalanga. 

The Commissioners undertook to welcome all the participants to the hearing and formally introduced the Commissioners, 

including members of the CGE Legal Team to the audience. The process was emphasised as an interactive process that 

valued the structured input of the participating respondents and audiences.

The process that the commissioners followed was being described as being guided by constitutional and legislative 

frameworks and the mandate of the Commission had experienced expanded powers and functions through the enabling 

legislation of Act 39 of 1996 and PEPUDA. The process the Hearings would follow is thus illustrated: 

5. The Process and Participants

 
 

CGE would then be 

allowed to interrogate the 

presentation and submission 

Entity/

Organisation 

would be afforded 

the opportunity to 

respond 

 A sampled employer 

would present as per the 

questionnaire (Accounting 

Officer placed under oath
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As required in terms of Sect ion 19(1) of the EEA, 

a designated employer must collect information and 

conduct an analysis of all relevant employment policies 

and practices to identify barriers to employment equity. 

The scope of the questioning undertaken by the CGE is also 

guided the Employment Equity Act. The procedure is that 

departments present and the panel raise issues depending 

on what information was forwarded in the documentation 

to the Commission. The purpose of the hearings is 

to generate research findings to check the alignment 

with other findings such as those of the Department of 

Labour. The Commission examined the state of gender 

transformation in the workplace and the inclusivity 

of taking care of the needs of people with disabilities. 

The findings are presented in Parliament.  The aim is 

to hold government departments and the private sector 

accountable for the slow pace of gender transformation in 

the workplace and for subsequently failing to address the 

needs of women and persons with disabilities.

The process commenced with calling seven (7) public 

entities and three (3) private entities to account to 

the CGE for their progress, if any, in terms of gender 

transformation in the workplace.  The selected entities are 

listed hereunder: 

The following public and private institutions were invited 

to participate in the Commission for Gender Equality’s 

review process:

Three (3) Private Companies

•	 Absa

•	 Phalabora	Mining	Company

•	 Foskor

Seven (7) Public Entites

•	 Department	of	Health

•	 Department	 of	 Co-operative	 Governance,	 Human	

Settlement and Traditional Affairs

•	 Department	of	Roads	and	Transport

•	 Polokwane	Municipality

•	 Department	of	Education

•	 Waterberg	Municipality

•	 University	of	Limpopo

The process commenced with certain entities being 

selected to be called to a public arena and in turn account 

to the CGE on the progress, if any, with regard to issues 

of gender transformation within the employment sector.  

Both public and private entities were required to respond 

in writing to a set of questions issued in advance of 

public hearing events established by the CGE.  On the 

day, presentations were made, documents submitted and 

questions posed at the hearings during which additional 

information required was recorded.  Certain entities: 

(a) neglected and/or failed to provide written responses; 

and (b) some did not accept the invitation to appear before 

the CGE, which obliged the CGE to draw upon its statutory 

powers to compel these parties to appear before it.   

The written responses and presentations were based on 

a questionnaire for HoDs at government departments, 

and company CEOs, which the entities were required 

to respond to in writing within a given time period.  A 

copy of the posed questions is attached hereto marked 

in Appendix 2.  In summary, representatives of entities 

were required to supply the following:

 ▶ A copy of their employment equity plan.

 ▶ Sex and disability disaggregated data of top 

management and senior management positions.

 ▶ Measures in place to promote gender transformation 

and increase women’s representation in senior and 

top management.

 ▶ The person/s responsible for implementing and 

overseeing gender transformation.

 ▶ Whether the implementation of gender 

transformation forms part of the performance 

review of senior management.

 ▶ Resources allocated to support gender 

transformation.

 ▶ Mechanisms in place to track the movement of 

women and women with disabilities to senior and 

top management positions.

 ▶ Whether recruitment policies specifically target 

women and women with disabilities.

 ▶ Details of mentorship and capacity building 

programmes aimed at accelerating women and 

disabled people’s progression.

 ▶ Facilities/policies in place to enable women to 

balance family responsibilities with work.
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 ▶ Steps taken to initiate awareness on gender equality and discrimination in the workplace.

 ▶ Gender discrimination and sexual harassment policies. How effectively have these policies been utilised?

 ▶ Copies of employment policies, practices, and procedures and evidence that these have been audited.

 ▶ Successes and challenges with regards to gender transformation.

 ▶ Additional support required.

6. Findings and recommendations

Below is the summary of findings and recommendations 

based on the submission from all the institutions. Each 

institution is numbered and the findings on policies are 

given in table format with discussion and recommendations 

bulleted just below each table. More comprehensive 

barriers are identified and the remedial actions taken 

or required by each institution along with responses to 

questions.

6.1 Presentation submissions: 

 Department of Health

Mr M L Shipalana presented on behalf of the Limpopo 

Department of Health and expressed the department’s 

commitment to gender equality.  The Department of 

Health is a large employer with 870 employees across all 

levels. It is required to draw up and implement plans of 

employment equity and to report on these.  Upon receiving 

the request about this hearing, the Department answered 

the questions that were circulated.  The Department of 

Health has a mandate to promote the health of citizens 

by providing primary health services. In the presentation 

it was indicated that top level management at salary 

grade 16 was 100% occupied by women. At level 15, it 

was 33%, at level 14, 23% and at level 13, 52%. Women 

occupied 46% of senior management posts. Senior 

managers with disabilities represent 2.8% of all these 

posts, meeting the 2% target. The structures that regulate 

the equity composition and oversee transformation 

include a provincial gender focal point at salary level 12 

and performance agreements with senior managers that 

includes gender performance indicators. Employment 

Equity Reports are submitted quarterly to Head Office 

and annual reports to the Department of Labour. These 

reports include tracking assessments of terminations and 

promotion for all staff. While there is an Equity Policy 

guiding this process, additional policies supplement the 

gender transformation of the health department. Of 

these, the gender and harassment policies are Gender 

Policy Guidelines for the Health Sector (National Health), 

Women Empowerment and Gender Policy (National 

Social Development), Saving Mothers (maternal health), 

Guidelines for sexual harassment (Provincial Health) and 

the National Management Guidelines for sexual assault 

care (National Health). Other transformation related 

policies include Employee Assistance Programme Policy 

(signed in 2004), Limpopo Health Human Resources Plan 

2012/2013, Recruitment and selection policy, HIV/Aids 

policy, HR development policy (which includes succession 

and staff retention policies), Employee assistance policy as 

well as sports programmes for wellness. A mentoring and 

coaching strategy was submitted in draft form. Externally, 

the Limpopo department of health conducted community 

training and outreach activities to address violence 

against women and girls, teen pregnancy in schools, 

family planning and gender mainstreaming. Internally, 

the Limpopo health department pursues the aggressive 

training of women in lower positions to reach higher 

positions. Child care and flexitime were not present, 

although a preliminary need assessment for child care 

facilities had been done by means of a pilot project in 

Polokwane.
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SUBMISSIONS AND TESTIMONY ACCORDING TO THE STANDARD 
REVIEW QUESTIONS: DEPARTMENT OF HEALTH (Mr M L Shipalana)

STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

1 In terms of Section 20 of the 

Employment Equity Act No 55 

of 1998, a designated employer 

must prepare and implement 

an employment equity plan.  

Does your institution have an 

employment equity plan?  If so 

kindly provide a copy.

Submissions:  

•	 Yes: an employment equity plan:                             

01 Oct 2010-30 Sep 2013

 ▶ Signed and 

approved by Head of 

Department on 02 

Nov 2010.

 ▶ 26-page EE plan.

2 Has the Department been able 

to achieve the objectives in 

terms of section 20(2)(a) of 

the Act?  If not, what are the 

challenges?

Submissions:                                                       

•	 No: Non-availability of suitably qualified 

candidates.

Testimony:  

•	 In terms of other objectives of the plan, these 

objectives have been pursued but have not fully 

done so in terms of people with disabilities.

•	 Suitably qualified candidates where not 

responding to the post advertisements.  

•	 A 2012 report demonstrated that the department 

did not achieve 2% representation of disabled 

people at the provincial level. Currently 

representation of disabled people is at 0.5% and 

this is a matter of concern.

•	 The development of a strategy to enhance 

recruitment of PWDs has been attempted.

3 In terms of Section 24 of the 

Act a designated employer 

must assign one or more senior 

managers to take responsibility 

for monitoring and 

implementing EEP. Does that 

form part of the performance 

review for senior managers?

Submission:  

•	 Yes

•	 Appointment of a full time gender transformation 

official.

•	 This does form part of the KPAs for senior 

managers and it is in their work plans.

 ▶ In the data 

submitted, the 

senior managers’ 

performance 

agreement was not 

attached. This can 

be submitted.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

4 Provide sex and disability 

disaggregated data of your 

top management and senior 

management positions.

Submission:  

•	 Salary level 16 (top): female (100%).

•	 Salary level 15: 1 female (33%) and 2 males.

•	 Salary level 14: 10 males (77%)                          

and 3 females (23%).

•	 Salary level 13: 26 males (48%)                        

and 28 females (52%).

•	 Senior management: 38 males (54%);                  

33 females (46%); their target is 50%.

•	 Race: 1 white and 70 African.

•	 SMS with disability: 2 of 71 (2.8%).

 ▶ There is also a 

Gender Focal Person 

at Salary Level 12. 

 ▶ Disability target met.

 ▶ In testimony, 

nothing was 

said about top 

management: focus 

was on senior 

management.

5 What measures have been put 

in place to promote gender 

transformation and to increase 

women’s representation in 

senior management and 

top management at your 

institution?

Submission: 

•	 In compliance with 10 point plan, Department has 

overhauled the health system by improving the 

status of female senior management.

•	 There is an increase of senior women managers at 

levels 13, 15, and 16.

•	 Monitoring and recruiting of senior women 

managers for level 14 is on-going.

•	 Women are being retained at senior levels through 

skills provision and empowerment programmes.

•	 Tracking of women is taking place to follow 

women into senior management and assess their 

promotion and advancement.

•	 Aggressive training of women in lower positions to 

reach higher positions.

 ▶ Attached to 

questions 5, 6 and 

7 is a request for 

the approval of the 

employment equity 

report dated 22 Nov 

2011 and this was 

signed by the Head 

of Department on 25 

Nov 2011.

 ▶ In the above, 

there are tools 

for monitoring 

and evaluating 

employment equity.

6 Who is responsible for 

implementing and overseeing 

gender transformation at 

your institution? Do you have 

a specific person dealing 

with gender issues or gender 

transformation in your 

department and what is the 

salary level of that person?

Submission:  

•	 Yes: the Department has appointed as provincial 

gender focal point at salary level 12. 

•	 The executive management provides directives and 

monitoring of the plan.

 ▶ It is commendable 

that the Department 

made strides and set 

a good example by 

appointing a GFP at 

salary level 12.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

7 What mechanisms or 

systems are in place to 

track the movement of 

women with disabilities to 

senior management or top 

management priorities at your 

institutions?

Submission: 

•	 There is a system: Employment Equity Reports.

•	 Institutions submit EEA2 forms quarterly to Head 

Office and annual reports to the Department of 

Labour; included in the reports are movement 

in and out and promotion for all staff including 

women and persons with disabilities.

•	 The Employment Equity plan is reviewed quarterly.

•	 Terminations and promotions are tracked.

 ▶ The Employment 

Equity Report was 

signed and approved 

and submitted in 

the documentation 

(23/11/11).

8. In terms of Section (19)(1) of 

the Employment Equity Act, 

a designated employer must 

collect information and conduct 

an analysis of all relevant 

employment policies, practices, 

procedures and the working 

environment in order to identify 

employment barriers which 

adversely affect people from 

designated groups. Kindly 

provide these policies (see next 

table)

Submissions:

•	 Yes

•	 Policies are reviewed to accommodate people with 

disability and achieve Employment Equity Targets.

•	 Strategy to employ people with disability has been 

developed.

•	 The Bursary Policy (Nov 2012).

•	 Performance Management Draft Policy Guideline 

(no date; not signed).

•	 Recruitment and Selection Policy (no date, not 

signed).

•	 Limpopo Department of Health Recruitment 

Retrenchment Strategy (54 pages and initialled).

•	 Limpopo Department of Health and Social 

Development Workplace HIV and AIDS Policy (no 

date, not signed).

•	 Policy guidelines on harassment (no date or 

signatures).

•	 Employee Assistance Programme Policy       

(signed in 2004).

•	 Limpopo Health Human Resources Plan 2012/2013: 

186 pages.

•	 Recruitment and selection policy.

•	 Sexual harassment policy.

•	 HIV/Aids policy.

•	 HR development policy.

•	 Employee assistance policy.

•	 Sports programmes.

 ▶ Most had no dates, 

stamps of approval 

or signatures.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

9 In terms of the policies that 

the Department has, how often 

does the Department audit its 

policies to check if they are still 

in line with the objectives to be 

achieved?

Submission:  

•	 The policies of the department are regularly 

reviewed through monthly, quarterly and annual 

reports.

•	 The Department recently conducted an audit to 

track if polices, programmes and plans are gender 

sensitive. The report is available.

•	 A gender implementation strategy is developed 

to ensure compliance with the national policy 

framework (based on outcomes of the research.

•	 The Department facilitates gender sensitisation 

workshops and ensures that men participate 

so that they become sensitive to gender issues 

and contribute to the eradication of the male-

dominated culture.

•	 A gender mainstreaming committee is in the 

process of being established to ensure equal 

representation of women and men at all levels of 

the department’s structures and decision making 

position.

•	 Gender management systems are to be established 

to ensure the effective implementation of the 

gender mainstreaming programmes.

•	 The department has gender sensitisation 

workshops to make sure that men are aboard and 

participate in ending a male dominated culture.

 ▶ An audit was 

undertaken based 

on testimony (not 

submitted).

10 Provide sex and disability 

disaggregated data of your 

top management and senior 

management position.

Submission:  

•	 Salary level 16 (top): female (100%).

•	 Salary level 15: 1 woman (33%) and 2 men.

•	 Salary level 14: 10 men (77%) and 3 women (23%).

•	 Salary level 13: 26 men (48%)                           

and 28 women (52%).

•	 Senior management: 38 men (54%)                   

and 33 women (46%).

•	 Race: 1 white and 70 African.

•	 SMS with disability: 2 of 71 or 2.8%.

 ▶ There is a Gender 

Focal Person at 

Salary level 12.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

11 What supportive measures 

have been put in place to 

enable women to perform their 

work and attend to domestic 

responsibilities?

Submission:  

•	 The Department has established an Employee 

Health and Wellness Division to render support 

services to employees including women.

•	 Programmes such as work life balance, mediation, 

counselling including emotional well-being, 

referral programmes (maintenance, child support 

etc., conflict management and stress management 

are rendered in the workplace as part of 

supporting women).

•	 Fitness programmes through sport and recreation 

policy; women are encouraged to participate in 

sports like the netball team.

•	 We integrated women’s issues into Employee 

Health and Wellness practice; a division looks at 

this and we have workshops and look at conflict 

and stress management and other issues as above.

12 Have policies been put into 

place to address discrimination 

and sexual harassment in 

the workplace?  If yes please 

provide the commission with 

copies of these policies?

Submission:  

•	 Yes

•	 Gender Policy Guidelines for the Health Sector 

(National Health).

•	 Women Empowerment and Gender Policy 

(National Social Development).

•	 Saving Mothers (maternal health). 

•	 Guidelines for sexual harassment               

(Provincial Health).

•	 National Management Guidelines for sexual assault 

care (National Health).

•	 Guidelines for HIV/AIDS Policy in the workplace. 

13 The employer is required to 

place the policy where it can 

be accessed by the employees. 

Has your Department done 

that? If yes, has the policy been 

communicated to the staff 

so they can understand its 

implications, what is contained 

in it and how to lodge a 

complaint?

Submission:  

•	 Yes: the guidelines have been distributed to all 

employees.

•	 The department posts the policies on the intranet 

where employees have access.

•	 Policies are circulated even during the development 

stage.

 ▶ Posting and 

distributing policy is 

a relatively passive 

approach and 

doesn’t consider 

unskilled employees. 

 ▶ A positive approach 

should be adopted 

maybe in the form 

of workshop.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

14 In terms of sexual harassment 

cases that were reported to 

your department, what is the 

average number of cases you 

receive per year?

Submission:  

•	 No cases received to date.

Testimony:  

•	 One case was reported in the last financial year.

 ▶ A contradiction 

between submission 

and testimony 

concerning cases 

reported. 

 ▶ The fact that 

there are no cases 

reported may be 

a red flag that the 

employer is not 

doing anything or 

enough to sensitize 

employees on 

issues of sexual 

harassment. Maybe 

employees don’t 

know how to report 

these cases or even 

fear victimization.

15 Which initiatives did the 

Department undertake to 

raise awareness around the 

issues of gender equality 

and discrimination in the 

workplace? 

Submission:  

•	 The Department has created the necessary 

enabling environment for gender mainstreaming 

and to develop skills to eliminate attitudes and 

behaviours that allow for gender inequalities to be 

perpetuated.

•	 Seminars for male and female staff members 

annually to address anger management in the 

workplace.

•	 Dialogues for staff to address human rights issues.

•	 Training of staff on gender mainstreaming, 

gender-based violence and sexual assault.

•	 A future intervention is planned to strengthen 

capacity and knowledge of staff on gender 

equality and discrimination.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

16 Do your recruitment policies 

specifically target men and 

women with disabilities for 

recruitment to senior positions? 

If so, please provide us with a 

copy of your recruitment policy 

which makes provision for this. 

If not, kindly provide reasons 

why.

Submission:

•	 Recruitment and selection policy targets women 

and PWD and it is in HR related policies.

17 Does the Department have a 

gender sensitive budget which 

is allocated to deal with gender 

issues?

Submission:  

•	 The Department is allocated minimal annual 

budget which was supplemented by funds from 

Irish Aid (international donor) to the amount of R3 

million over a period of 3 years (2009-2012).

•	 Provision is made at district level to budget for 

gender calendar events which are held annually.

•	 In the future: will provide gender sensitive budget 

to department programmes to enable building of 

capacity on gender issues.

 ▶ The fact that the 

Department sought 

funds from donors 

is commendable and 

shows commitment 

to issues of gender 

transformation.

18 What successes and challenges 

have been experienced in 

realising gender transformation 

in your department?

Successes:

•	 The department acknowledges that gender equality 

is essential to the achievement of better health.

•	 The Department promotes and respects human 

dignity and rights of women with disability 

through the provision of:

•	 Access to family planning (couple year 

protection rate is 36%).

•	 100% of health facilities provide contraceptive 

services.

•	 All methods of family planning are available 

and provided at health facilities including 

female condoms and intra uterine contraceptive 

devices.

•	 Professional nurses are trained on 

comprehensive sexual and reproductive health.

•	 Access to choice on termination of pregnancy

•	 42 or 62 offer first trimester termination of 

pregnancy.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

•	 100% provision of cervical cancer screening 

services to target women 30 years and above at 

all health facilities.

•	 Awareness creation on promotion, protection 

and support of exclusive breastfeeding is 

provided to women who visit clinics and 

hospitals.

19 What capacity building 

programmes have been 

implemented to accelerate 

gender transformation in your 

department?

Submission:

•	 Community Imbizos were conducted to strengthen 

men as partners to be involved in Sexual 

Reproductive Health Services.

•	 GBV reference groups from Mopani and Vhembe 

were trained on gender mainstreaming concerns 

and challenges.

•	 CSOs (10 women, 5 men) were trained on the zero 

tolerance model as a viable gender-based violence 

prevention model.

•	 Main focus was on sexual assault, child abuse, 

domestic violence and HIV/AIDS legislative 

framework and guidelines.

•	 CSOs were trained on monitoring and evaluation 

of implementation and impact of GBV prevention 

strategy.

 ▶ The department is 

not only looking 

at the acceleration 

of transformation 

within, but also 

conducts outreach 

projects to the 

community.

20 Does the Department 

have in place succession 

plans, mentoring policies 

or promotion initiatives to 

advance women and people 

with disabilities?

Submission

•	 Yes: the department has currently developed a 

draft mentoring and coaching strategy.

Not signed or 

approved.
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FOR CGE TO COMPLETE: CGE FINDINGS ON SUBMITTED MATERIALS 
FOR PRESENTATION ONE

PRESENTATION ONE: DEPARTMENT OF HEALTH AND SOCIAL DEVELOPMENT

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy

2 Recruitment and Selection 

Policy

•	 A general policy is submitted, without date or 

signature for Department of Health and Social 

Development and another for the Limpopo 

Department of Health (submitted for 2011-2014). This 

second one is 54 pages long and is initialled.

3 Disciplinary and Grievance 

Procedure

Are any mentorship and/or capacity building 

programmes aimed at accelerating women and disabled 

people’s progression to senior and top management 

positions?  If not why not?  Kindly provide reasons.

Submission: 

•	 No submission.

Does your institution provide child care facilities and/

or flexi-time or working from home to balance family 

responsibilities with work?  Please provide evidence 

thereof.

Submission:

•	 Not addressed here but the commissioners ask about 

it during questioning.

Testimony:

•	 No such facilities.

What steps have you taken to initiate awareness on 

gender equality and discrimination in the workplace?  

Who has been targeted with these measures and what 

success has been achieved thus far?

Submission:  

•	 Not addressed in submission.

Does your company have gender discrimination and 

sexual harassment policies?  Kindly provide us with 

copies of these policies.  How effectively have these 

policies been utilised? If there are no policies in place 

or you have not utilised these polices, what explains 

this?

Submission:

•	 There are guidelines for sexual harassment: see 

submission.

Additional support needed Submission

•	 Nothing in submission on this.

THE STANDARD REVIEW QUESTIONS BELOW WERE NOT ADDRESSED IN THE SUBMISSION



page 29

PRESENTATION ONE: DEPARTMENT OF HEALTH AND SOCIAL DEVELOPMENT

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

4 Code of Good Practice •	 Performance Management Draft Policy Guideline.

5 Uniform and Protective 

Clothing Policy

6 Training and Development 

Policy

 ▶ A bursary policy was 

submitted.

7 Employee wellness •	 Quality of Life Programme: 13 Dec 2004.  ▶ Signed.

8 HIV/Aids Policy •	 Submitted without date or signature.

9 Succession Policy/Career 

Planning Policy

•	 186-page HR plan: 2012/2013.

10 Staff Retention Policy •	 186-page HR plan: 2012/2013.

11 Retirement Policy

12 Sexual Harassment Policy •	 Submitted: undated with no signatures.

13 Promotions Policy

14 Salary and Benefits Policy

15 Employment Equity Forum 

(minutes)

16 Gender Focal Point at DD 

Level

•	 Yes

CGE PANEL QUESTIONS/COMMENTS ON PRESENTATION BY 
DEPARTMENT OF HEALTH 

COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

1 The EE Plan must be signed by the Head of Department 

as the accounting person. The EE plan is unsigned by 

the HoD.  Please explain that.  Was it actually approved?

•	 The plan was signed and on that date it was signed 

by Acting HoD in full authority.

2 Some policies refer to the national health policy. How 

has this plan been customised to the province and 

implemented? 

•	 The national policy is used as a reference point for 

the guidelines developed in the department.

•	 A national policy cannot be implemented wholesale 

and must be customised to provincial conditions.

•	 Policies form the backbone of the activities.

3 Some policies are not included and some are 

outstanding. Please respond on that.

•	 Not addressed.
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COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

4 Is a guideline a policy or what is the relationship 

between a guideline and a policy? Draft guidelines have 

been submitted. 

•	 Not addressed.

5 Are policies reviewed on a monthly basis as stated?  

This is implausible. 

•	 Policies are not reviewed on a monthly basis. 

Progress is tracked monthly. We are not reviewing 

policy on a quarterly basis.

•	 A policy might endure for 2-3 years and its 

implementation is monitored.

•	 Policy implementation is monitored to determine if 

it is realistic. 

6 There are measures to attain targets and there are 

statistical evidences. Please explain the evidence.

[The interviewee did not explain the statistics; several 

questions were asked at one time; the respondent 

answered some and skipped others.]

•	 A recruitment strategy for achieving targets is 

present.  A plan alone is not enough and there is 

now a specific focus on recruiting people with 

disabilities.

•	 A person cannot be placed into a post just because 

she is female. There must be mechanisms to train 

people and prepare them for their posts.

7 The GFP is a manager.  Is the position filled and what is 

the voice of that person within the department? Is this 

post compliance driven or a position of influence?

•	 On the GFP: the post is filled.

•	 The voice of this person is at the strategic level of a 

general manager; the voice of this manager is heard 

in the department.

•	 There is management support for the GFP.

8 Only one case of sexual harassment has been reported 

annually. This is a very sensitive issue. Are there 

processes in place or are people just not coming to 

report? What is your involvement in this one case to 

make sure that it does not happen again?

[Initially there was no response to this. The 

commissioners ask several questions at a time and 

so the respondent skipped/missed this one. The 

commissioners then repeated this question below.]

9 Gender mainstreaming programmes have been reported.  

Please explain.

•	 The programmes and curriculum of several schools 

is certified by the South African Nursing Council.

•	 The curriculum can be customised and linked to 

gender issues.



page 31

COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

10 On Irish Aid, it seems to be a good initiative to get 

outside support, but how are these externally funded 

activities sustained once funding is withdrawn?

•	 The donor funding by the Irish has just come to an 

end.

•	 A new budget allocation is required. Each financial 

year requires particular activities to be costed.

•	 If the national level requires the hosting of extra 

events, it is an unfunded mandate. 

11 What support is given to schools as the Department of 

Health? The province has a high teen pregnancy rate. 

So what does the Department of Health do to assist the 

Department of Education?

•	 A good relationship exists between the 

departments.

•	 During school days, the Department of Health is 

given an opportunity to present programmes and to 

address learners there.

•	 Not all schools have been completed. It is a 

permanent and on-going process. 

12 Who trains DoH staff on the programmes? Who does 

the training and are bursaries provide?

•	 The Department of Health has a division that 

coordinates training. There is a difference between 

training and workshops. Training requires 

commissioning outside service providers but this is 

coordinated by one department of training. If there 

is a need for formal training a service provider is 

appointed.

•	 On training colleges: there are five nursing colleges 

in the province. After training they are deployed.

•	 There is a school in which people with disabilities 

are trained.  Their areas of skills can be examined 

to test for compatibility with Department of Health 

requirements.

•	 Bursaries are provided for health related fields 

and students. People with disabilities need to be 

considered for this. All the statistics on this need to 

found and presented to the Commission.

13 The presence of mentoring programmes is noted as a 

positive initiative. As it is a new initiative, it cannot yet 

be monitored. 

•	 No comment.

14 How many people have been trained?  What oversight 

has been exerted over the training institutions and is 

there a training curriculum that has been examined. 

When they leave the training colleges, do people 

demonstrate gender awareness? 

•	 No response and no specific numbers given.
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COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

15 The retention policy, sexual harassment, HIV/AIDS 

and others are neither signed nor approved. When can 

signed and approved policies be submitted? Who can be 

held accountable? Were national policies customised to 

specific provincial conditions? 

•	 Some policies are under review and not signed.

•	 Some are signed and we should bring these to you.

•	 The signing of a document is a process.                 

A timeframe was requested. 

•	 The disability situation varies from province to 

province. The recruitment strategy is not signed 

and under review but this document will assist 

in addressing gaps in the province without even 

considering the national context.

•	 The Department of Labour is reported to annually.

16 Please provide information on the attendance of the 

awareness raising events; the dates and impact. The 

Department has not attained its targets and this is 

a national problem. On disability, it was admitted 

that a more rigorous recruitment strategy is needed. 

Dismissing this issue as a countrywide problem is 

complacency. Recruitment should redress inequalities.

•	 No response.

17 What is happening at the top level of the department? Is 

it male dominated in the Department of Health? What 

is happening from Level 13 and up? Only Level 13 and 

down are being addressed. The department should be 

more progressive.

•	 On top level targets: Gender equity has been 

pursued in senior management. Parity has been 

almost achieved. 

•	 Levels from 13 to 16 were concentrated on.

•	 Level 16 is the highest level in the public service. 

That level must attain 50/50 status.

18 Please respond on the question of sexual harassment. •	 This is not quantified.

[No response was offered on the question of sexual 

harassment.]

19 Are there policies to ensure that women and also men 

who head households can work in an environment in 

which they can take care of families and still perform 

their functions? Access to child care facilities is 

important. Please cite your policies on this as this is 

very important.  Maybe a young man’s wife dies in a 

car accident and now he must take care of two kids. He 

must arrive at work on time and still take care of kids. 

What are we doing in the workplace to see that this 

person can meet his obligations? What have you created?

•	 On access to child care facilities is something that 

the public service has not yet done. This is a gap.

•	 There was a pilot project in Polokwane to 

demonstrate if this could be done. 

•	 Currently, further investigation and assessment as 

to whether it works or not is needed. This is a gap.

20 What is the number of historically disadvantaged 

persons in the last cycle?

•	 No comment.



page 33

COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

21 On the Section 19 analysis with the Department of 

Labour on practices of employment: this must be 

discussed with employees. Was this discussed this with 

them?

•	 There are EE forums in every district and 

at provincial level. Reports are informed by 

each institution so there is wide consultation.             

The reports are generated at the institutional level 

and the Department of Labour form is used. A 

report is submitted to the Department of Labour on 

the first of October of each year. This ensures that 

all employees are well informed.  

22 There are areas of the report where sexual harassment is 

not quantified. Please provide concrete figures.

[No response; many items were not quantified,          

as identified by the Commissioner.]

 

 

6.2 ABSA Bank Limited 

Terrance Nkhwashu is the provincial manager for ABSA. He said that he had come before the Commission to ask for a 

postponement. They did not want to compromise the quality of the presentation due to non preparation. The Commission 

considered the request for postponement and the explanation given and deemed it fit to grant the postponement to a date 

to be determined.

6.3 Department of Co-operative Governance, Human Settlement and Traditional Affairs

The department was represented by Ms N. J. Manamela who is the Head of Department Polokwane, Limpopo. The core 

mandate of the department is to provide integrated and sustainable human settlements in co-operation with municipalities 

and traditional leaders. The department also coordinates disaster management. There are 2,265 employees in the 

department. 

Human Settlement and Traditional Affairs provides integrated and sustainable human settlements in co-operation with 

municipalities and traditional leaders. The department also coordinates disaster management. Its staff composition was 

reported as 12 men and 9 women in top and senior management (57% to 43%). SMS members for 2011/2012 were 60% 

male, 40% females and 2% disabled people. Many of the policies were not signed. Of the policies submitted, there was an 

Employment Equity Policy, a diversity management policy and a sexual harassment policy. The policies affecting equity are 

implemented by a dedicated manager at deputy director level who oversees the implementation of the equity component 

of the human resources policies. The department compiles monthly statistical reports of the staff compliment’s gender 

and disabled person composition. In recruitment processes, the equity consultative forum has representatives to ensure 

senior management positions are filled with suitable gender candidates. Succession planning has also assumed gendered 

dimensions. While child care and flexitime are not applied in the department, supportive measures include Employee 

Wellness Programmes, justifiable family responsibility leave, maternity leave and empowerment programmes with 

personal and financial management content. Communicating policies appears to be passive, with lower skilled workers 

not being workshopped on policy outputs. Sexual harassment reporting was also cited as an issue, with no such issues 

reported in the last four years.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

1 In terms of Section 20 of 

the Employment Equity 

Act No 55 of 1998, a 

designated employer must 

prepare and implement an 

employment equity plan. 

Does your institution have an 

employment equity plan? If so 

kindly provide a copy.

Submissions:  

•	 Yes: copy attached

 ▶ The EE Plan is for 

2011-2014.

 ▶ Signed by Head of 

Department approved 

on 12 May 2010.

2 Has the Department been 

able to achieve the objectives 

in terms of Section 20(2)(a) of 

the Act?

Submissions:  

•	 Yes: 52% female

 ▶ Targets attained.

3 In terms of Section 24 of the 

Act, a designated employee 

must assign one or more 

senior managers to take 

responsibility for monitoring 

and implementing EEP. 

Does that form part of the 

performance review of senior 

managers?

Submissions:  

•	 Yes: Senior Manager Human Resources planning is 

responsible for monitoring and implementing the EE 

plan.

 ▶ Head of Department 

is female: Ms M I 

Manamela.

4 Provide sex and disability 

disaggregated data of your 

top management and senior 

management positions.

Submissions:  

•	 12 men and 9 women in top and senior management 

(57% to 43%).

•	 The disaggregated data is in Annexure A.

•	 SMS members for current financial year are males   

28 (57%); females 21 (43%); PWD 1 (2%).

•	 SMS members for 2011/2012: 52 were males 60%), 

females 21 (40%) and PWD 1 (2%).

•	 SMS members for 2010/2011 (46): males 27 (59%); 

females 19 (41%) PWD 1 (2%).

•	 SMS level—43% women  2% disabled.

 ▶ Stats and paperwork 

submitted.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

5 What measures have been 

put in place to promote 

gender transformation 

and to increase women’s 

representation in senior 

management and top 

management at your 

institutions?

Submission:  

•	 The department took a decision that allows the EE 

consultative forum representatives to be part of the 

panel for recruitment for the purpose of monitoring 

and motivating for the appointment of qualifying 

women to senior management positions. We have 

entered this into succession planning.

 ▶ Many measures 

in place based 

on testimony; 

submissions not as 

complete.

6 Do you have a specific person 

dealing with gender issues 

and or gender transformation 

in your department and which 

salary level is the person 

assigned to deal with the 

issues at?

Submission:  

•	 Yes: the person is at salary level 11 (Deputy Director).

 ▶ Question had been 

phrased as: Who 

is responsible for 

implementing and 

overseeing gender 

transformation at 

your institution?

7 Do you have a system in 

place to track the movement 

of women and persons 

with disabilities into senior 

management positions? If 

not, which yardstick is the 

department using to track 

that?

Submission:  

•	 Yes: the department compiles monthly reports on 

statistics regarding the employment of people with 

disabilities and women to senior management.

•	 Annual organisational surveys shows how the 

organisational culture is monitored.

 ▶ The department 

works closely with 

the Disabled Persons 

of South Africa 

(DPSA).

8 In terms of section (19)(1) 

of the EE Act, a designated 

employer must collect 

information and conduct 

an analysis of all relevant 

employment policies, 

practices, procedures and 

the working environment in 

order to identify employment 

barriers which adversely 

affect people from designated 

groups.  Kindly provide these 

policies (see next table).

Submissions:

The following policies have been developed:

•	 Departmental Recruitment and Selection Policy.

•	 Diversity Management Policy.

•	 Sexual Harassment Policy. 

 ▶ This was       

Question 13. 

 ▶ Most of the policies 

are not signed.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

9 In terms of the policies that 

the department has, how 

often does it audit its policies 

to check if they are still in 

line with the objectives to be 

achieved?

Submissions

•	  Policies are audited annually We also circulate this to 

all staff and to the labour management forum.

10 Kindly provide the 

Commission with 

disaggregated data by gender, 

race, and disability at SMS 

level.

Submissions:

•	 See Annexure.

11 What supportive measures 

have been put in place to 

enable women to perform 

their work and attend to 

domestic responsibilities?

Submissions:

•	 Employee Wellness Programmes are implemented to 

support women.

•	 Family responsibility leave is granted when justified.

•	 Maternity leave is granted to women.

•	 Empowerment programmes about personal and 

financial management issues are coordinated to 

support women.

12 Have policies been 

put in place to address 

discrimination and sexual 

harassment in the workplace?  

If yes, please provide the 

Commission with copies of 

these policies.

Submissions:

•	 Yes: the following policies have been developed and 

are attached: sexual harassment policy; employment 

equity plan; diversity management policy.

13 The employer is required to 

put the policy where it can be 

accessed by the employees. 

Has your department done 

that? If yes, has the policy 

been communicated to the 

staff so they can understand 

its implication, what is 

contained in it and how to 

lodge a complaint?

Submissions:

•	 The department has loaded policies onto the intranet 

for accessibility and they are also accessible from 

records management manually.

•	 Employees participate in the development of policies.

 ▶ This is a passive 

approach to inform 

unskilled labourers 

about the existence 

of policies in the 

workplace.

 ▶ The department 

needs to embark 

on workshops 

to sensitize all 

employees both 

skilled and unskilled 

about applicable 

policies.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

14 In terms of sexual harassment 

cases that were reported to 

your Department, what is the 

average number of cases that 

you receive per year?

Submissions:

•	 No cases of sexual harassment were reported in the 

last four financial years.

 ▶ The fact that there 

are no cases reported 

may be a red flag that 

the department is 

not doing enough to 

sensitize employees 

about the severity 

and prevalence of 

sexual harassment, 

especially in the 

workplace.

 ▶ Employees need to 

be informed about 

the procedures to 

follow in lodging 

a complaint of 

sexual harassment. 

Further to the above 

the principle of 

confidentiality need 

to be emphasised.

15 Which initiatives did the 

Department undertake to 

raise awareness around 

issues of gender equality 

and discrimination in the 

workplace?

Submissions:

The following were implemented by the Department:

•	 Labour management forum and workshops

•	 EE Consultative Forum

•	 Public Service Management Week

•	 Partnerships with Progressive Women’s Movement 

of South Africa to create awareness about gender 

programmes

•	 On a yearly basis and during 16 Days of Activism we 

award 16 people who may be abused women. 

16 Do recruitment policies 

specifically target women and 

peoples with disabilities?

Submissions:

•	 Yes

17 Does the Department have 

a gender-sensitive budget, 

which is allocated to deal 

with gender issues?

Submissions:

Yes

•	 Budget allocation 2012/2013: R450 000

•	 Contracts and/or tenders for building houses are 

awarded to women.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

18 What successes and 

challenges have been 

experienced in realising 

gender transformation in your 

department?

Successes:

•	 Women in senior management have increased over 

the years.

•	 The department has a female HOD for the first time 

since its establishment.

•	 SMS members for 2010/2011 (46): males (59%); 

females 19 (41%) PWD 1 (2%).

•	 Women form part of all layers of management and 

take part in decision making.

Challenges:

•	 Women are in all parts of management but we have 

women who lack technical skills and this can make 

it difficult to attract them; but we have bursaries for 

women.

19 What capacity building 

programmes have been 

implemented to accelerate 

gender transformation in your 

Department?

Submissions:

•	 Women in leadership training programmes are being 

conducted.

•	 Senior management programme was launched and 

five women within the department benefitted.

20 Does your Department 

have in place succession 

plans, mentoring policies 

or promotion initiatives to 

advance women and people 

with disabilities?

Submissions:

•	 Yes. See attached: Career Management and 

Retention Policy; Employment Equity Plan; Diversity 

Management Policy.
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FOR CGE LEGAL TO COMPLETE: 
CGE FINDINGS ON REVIEW OF SUBMITTED MATERIALS 

PRESENTATION TWO
DEPARTMENT OF COOPERATIVE GOVERNANCE HUMAN SETTLEMENT AND TRADITIONAL AFFAIRS

POLICY SUBMITTED?
REFERENCE TO DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy •	 Yes: submitted; 

approved. 

 ▶ EE Plan is for 2010 -2014. Signed by Head of 

Department and approved on 12 May 2010.

 ▶ Diversity Management Policy also 

submitted. Approved 03 May 2012.

2 Recruitment and Selection Policy •	 Yes: submitted; 
approved.

 ▶ Signed 21 Sep 2012.

3 Disciplinary and Grievance Procedure

4 Code of Good Practice

5 Uniform and Protective Clothing Policy

6 Training and Development Policy

7 Employee Wellness Policy

8 HIV/Aids Policy

9 Succession Policy/Career Planning

10 Staff Retention Policy

11 Retirement Policy

12 Sexual Harassment Policy •	 Yes: submitted. 
Signed by MEC 
but not dated.

13 Promotions Policy

14 Salary and Benefits Policy

15 Employment Equity Forum (minutes)

16 Gender Focal Point at DD Level
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CGE PANEL QUESTIONS/COMMENTS TO DEPARTMENT OF 
COOPERATIVE GOVERNANCE, HUMAN SETTLEMENT AND 

TRADITIONAL AFFAIRS 

COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

1 Many policy submissions have not been signed and 

therefore these are requested. A list of ten will be 

furnished.

•	 No comment.

3 The EE plan just says on-going without clear target 

dates.  

•	 The EE plan is at manager level MMS. There are 59 

% Males and 41% females. This is due to history 

and it cannot be changed overnight but efforts are 

made to comply with the EEA.

•	 At deputy manager level, the situation is different.

•	 Women are advantaged through training.

•	 Five women were in senior management courses and 

efforts are made to capacitate women.

•	 The target is for 50% in SMS positions.

4 No reported sexual harassment cases in four years. 

Based on NGO research it might be very high in fact.  In 

terms of procedures, awareness and communication, is 

there a process of building conscious awareness? There 

needs to be more information.

•	 The department has been recognised as the best 

department in the province and has received awards.

•	 Best building department in the province; national 

awards.

•	 The department demonstrates care for its human 

capital and speakers on gender based violence have 

presented in the department.

•	 It cannot be concluded that sexual harassment is not 

occurring. Employees may not be coming forward. 

Reporting is encouraged. 

•	 About five years ago there was a harassment case. 

The employee suffered in the courts etc. The courts 

were terrible and the case was only finalised last 

year. She was ridiculed and people claimed she 

invited the harassment.

•	 A better strategy than awareness campaigns is 

needed.  People are raped in their own houses and 

do not report.  How do we address that?

•	 Hope was expressed for the extraction of 

harassment information from the workplace.

5 Mechanisms dealing with sexual harassment are needed 

because it is the most vulnerable who are targeted. 

They want to keep their jobs and keep quiet. How do 

you address this through systems in your department?  

Proper systems are required.

•	 The time limits of the forum were acknowledged.
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COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

6 Please elaborate on the placement of the GFP person. 

How do they put issues to the highest level?  How do 

you hear from this person?

•	 The GFP is Corporate Services and is at Level 11 

and reports to a senior manager of organisational 

transformation that deals exclusively with gender 

mainstreaming.

7 The best practice survey is appreciated. Policies on 

the intranet are good.  A follow up on the latter with 

some interaction on policies would go further in raising 

awareness.

•	 Reviews are undertaken and sessions are hosted 

in which issues are discussed and documents 

circulated to all staff for feedback.

•	 Labour management forums review policies 

spending up to six months on one policy.

•	 This is rigorously done as part of DPSA.

•	 A business unit is responsible for policy (Research 

and Policy Management). The unit reviews 

everything to align all policies within a standard 

framework.

8 On child care facilities, please consider working with 

another department so that there is a facility within 

walking distance where employees might leave their 

children. This can be done cooperatively.

•	 In 2007, crèche facilities were proposed in the 

department but a limited budget of  R450 000 did 

not achieve the desired results. Now there is no 

budget.

•	 Ideas for wellness and special gender programmes 

did not take off owing to a lack of funds.

•	 These initiatives should be revived. Partnerships 

with the private sector may assist. 

•	 The required funds are lacking so partnerships with 

the progressive private sector may assist.

9 Thanks for your presentation.  It is nice to see an HoD 

here who is a woman.  Driving on the road, I got into 

a traffic jam and about 5km was taken up by traffic 

on both sides because a truck had fallen on its side. 

For 90 min men (SAPS) were there trying to keep us 

impatient people in order but they were not searching 

for solutions; they used strength and authority to keep 

the status quo. But a woman came along who saw a 

solution and made things happen. We do look to people 

like yourself to come up with solutions that are difficult 

to come by and open up space for women.

•	 No comment.

10 The recruitment policy is indicated.  What is your 

selection policy? Are women on your selection panels?

•	 The recruitment policy aims to attain 50% womens’ 

representation. 
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COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

12 What is your annual budget and where do we place this 

R450 000 for special projects?

•	 Annual budget is R2.2 bn.

•	 The department’s mandate is to build houses.      

The housing grant is R1.6 billion and this comes 

from national.

•	 The department’s equitable share is R900 m for CEO 

etc.

•	 The R450 000 is an allocation for the manager at 

that level and it is not for programmes.

•	 About 50% of the contractors used are women;    

this is in the form of a grant.

13 For clarity in terms of our Constitution and in terms 

of transforming our society, the Equality Act implores 

that state departments take the initiative to create 

programmes for gender equality.  

This is a positive duty; Heads of Departments must 

take steps to do this.  Part of the framework is the 

Employment Equity Act.  We do not see this flow and 

people lose the plot. The President might remind us in 

the State of the Nation address of things like poverty 

alleviation and to deal with inequities including those 

between women and men and to address job creation. 

All three are interlinked.  In terms of compliance, we 

are looking for this transformation. See the Section 59 

statement that requires of all Heads of Department to 

submit a report. 

Have you done this Section 59 statement in terms of 

remuneration and benefits for men and women? If you 

agree with this Act, it will tell you we spend 80% on 

remuneration for men and 20% on women. And so 

this crèche can fit in. We can transform the workplace.  

Have you done the Section 59 statement? You will see 

spending too much on men and too little on women and 

so budgets needs to be adjusted accordingly.

•	 The question is quite complex. When the 

department awards contracts, 50% of the contract 

values are given to women. This is monitored.   

•	 Internally, the value of the training is disaggregated 

and monitored. 

14 A request for a Section 59 statement was made. •	 The interviewees declared that the Section 59 

statement was done.



page 43

 The Commission requested the representative from the Department of Roads and Transport to take the podium but there 

was no one to make the submission or to give the testimony. The Department of Roads and Transport has attained full 

50/50 gender and 2% disability representation in its top management structures. However, at senior management levels, 

women only constitute 18% of the current employee compliment. Gender is currently mainstreamed and enforced by the 

senior management of transformation and service delivery improvement. Only the senior transformation manager has 

gender included into the employment contract as a key performance area. The transformation agenda is driven through 

human resources. Currently, the policy framework for gender and disability transformation does not include recruitment 

and selection criteria. There is no training and development and retirement and salary benefits policies, but the sexual 

harassment policy is in place and it is being applied. Notable is the gender focal point at deputy director level. Childcare 

facilities are not provided and flexitime does not operate in an environment in which shift work is the dominant form of 

work arrangement. In order to support gender transformation, the current practice is to ringfence posts in law enforcement 

for female workers to promote equity at the lower levels, this is occurring despite the apparent absence of a recruitment 

and selection policy.

STANDARD REVIEW 
QUESTIONS

SUBMISSIONS ONLY (NO 
APPEARANCE)

COMMENTS 
AND/OR

FINDINGS

1 In terms of Section 20 of 

the EE Act No 55 of 1998, a 

designated employer must 

prepare and implement an 

employment equity plan. 

Does your institution have an 

employment equity plan?  If 

so kindly provide a copy.

Submission:  

•	 Yes: copy attached.

•	 At all levels the department is 34% 

women employees.

•	 Top level: 28 African males; 9 African 

females, 1 Coloured male; 1 Indian male; 

1 White female.

 ▶ The figures were not 

presented clearly in terms of 

senior management and top 

management.

2 Has the Department been 

able to achieve the objectives 

in terms of Section 20(2)(a) of 

the Act?

Submission:  

•	 The department has not achieved 

objectives. There are not enough 

vacancies to consider women and people 

with disabilities, especially at SMS level.

•	 The Department is also male-dominated 

given the historical imperatives and the 

number of women with the relevant 

skills and competencies; it is sometimes 

difficult to recruit women and people 

with disabilities in the scarce skills areas.

•	 In terms of the Department Employment 

Equity Plan, women are targeted for all 

SMS posts that will become vacant. 

There are two posts that have recently 

become vacant and the plan is to appoint 

women to these posts.
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STANDARD REVIEW 
QUESTIONS

SUBMISSIONS ONLY (NO 
APPEARANCE)

COMMENTS 
AND/OR

FINDINGS

3 In terms of Section 24 of the 

Act, a designated employer 

must assign one or more 

senior managers to take 

responsibility for monitoring 

and implementing EEP.  

Does that form part of the 

performance review of senior 

managers?

Submission:  

•	 Yes: the General Manager, Corporate 

Services and Senior Manager: Human 

Resources Management.

4 Provide sex and disability 

disaggregated data of your 

top management and senior 

management positions.

Submission

5 What measures have been 

put in place to promote 

gender transformation 

and to increase women’s 

representation in senior 

management and top 

management at your 

institution?

Submission:

•	 Plan in place to ensure an increase in 

women’s representation at SMS level.

•	 Equity status report is presented in 

all selection and appointment panels 

to ensure that employment equity is 

achieved.

•	 It is only through written motivation that 

is approved by the HoD that there is any 

deviation from the presented EE plan.

•	 When posts are advertised the 

department always puts on record that 

it is an affirmative action employer and 

women and people with disabilities are 

encouraged to apply.

•	 A training intervention in an Advanced 

Management Development Programme 

is implemented in the department which 

targets women at management level and 

6 Do you have a specific person 

dealing with gender issues 

and or gender transformation 

in your department and at 

which salary level is the 

person assigned to this?

Submission:  

•	 Yes: at salary level 13. However, with 

other responsibilities.

•	 The directorate is Transformation 

and Service Delivery Improvement (in 

existence since 2006 to deal with gender 

mainstreaming and programmes for the 

disabled along with youth, elderly and 
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STANDARD REVIEW 
QUESTIONS

SUBMISSIONS ONLY (NO 
APPEARANCE)

COMMENTS 
AND/OR

FINDINGS

7 Do you have a system in 

place to track the movement 

of women and persons 

with disabilities into senior 

management positions? If 

not, which yardstick is the 

department using to track 

that?

Submission:  

•	 No: however the equity status report 

is always used to guide management 

decisions during the recruitment and 

selection process.

8 In terms of Section (19)(1) 

of the EE Act, a designated 

employer must collect 

information and conduct 

an analysis of all relevant 

employment policies, 

practices, procedures and 

the working environment in 

order to identify employment 

barriers which adversely 

affect people from designated 

groups. Kindly provide these 

policies (see next table).

Submission:  

•	 Yes: affirmative action, sexual 

harassment and employment practice 

policies.

9 In terms of the policies that 

the department has, how 

often does the department 

audit its policies to check if 

they are still in line with the 

objectives to be achieved?

Submission:  

•	 Annually and when necessary.

10 Kindly provide the 

Commission with 

disaggregated data by gender, 

race, and disability on SMS 

level.

Submission:

•	  Same as number 4; see Equity Status 

report.

11 What supportive measures 

have been put in place to 

enable women to perform 

their work and attend to 

domestic responsibilities?

Submission:

•	  None.
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STANDARD REVIEW 
QUESTIONS

SUBMISSIONS ONLY (NO 
APPEARANCE)

COMMENTS 
AND/OR

FINDINGS

12 Have policies been 

put in place to address 

discrimination and sexual 

harassment in the workplace?  

If yes, please provide the 

Commission with copies of 

these policies.

Submission:

•	  Yes: Sexual Harassment Policy is 

attached.

13 The employer is required to 

put the policy where it can be 

accessed by the employees. 

Has your department done 

that? If yes, has the policy 

been communicated to the 

staff so they can understand 

its implications; what is 

contained in it; and how to 

lodge a complaint?

Submission:

•	 Yes: available on the departmental 

portal; SMS files for sharing with their 

employees; and through training all 

employees.

•	 All approved policies were popularised 

through workshops for all employees.

14 In terms of sexual harassment 

cases that were reported to 

your Department, what is the 

average number of cases that 

you receive per year?

 Submission:

•	 On average one case per year.

 ▶ The fact that only one case is 

reported per year may be a red 

flag to say that the employer 

is not doing enough to make 

employees feel free to report 

cases of sexual harassment 

more especially if it is against 

senior management. Fear of 

victimisation.

15 Which initiatives did the 

Department undertake to 

raise awareness around 

issues of gender equality 

and discrimination in the 

workplace?

Submission:

The following were implemented by the 

Department:

•	 Conducting on-going workshops.

•	 Women and disability forums where 

equity and disability related matters are 

discussed.

•	 Management interventions.
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STANDARD REVIEW 
QUESTIONS

SUBMISSIONS ONLY (NO 
APPEARANCE)

COMMENTS 
AND/OR

FINDINGS

16 Do recruitment policies 

specifically target women and 

people with disabilities?

Submission:

•	  Yes: including advertisements.

 ▶ Advertisements only are not 

sufficient. The department need 

to come up with a proactive 

approach in terms of liaising with 

disabled people’s organizations 

to recruit skilled people with 

disabilities.

 ▶ The department must also get 

data on organisations of people 

with disabilities.

17 Does the Department have a 

gender-sensitive budget which 

is allocated to deal with 

gender issues?

Submission:

•	 No: there is no gender sensitive budget.

•	 There is a budget for special programmes 

(gender, disability, elderly etc.).

 ▶ The department must attempt to 

get political buy-in to get more 

funds for gender mainstreaming.

18 What successes and 

challenges have been 

experienced in realising 

gender transformation in your 

Department?

Successes:

•	 There are women and disability forums 

in place.

•	 There is a directorate specifically 

mandated to perform transformation and 

service delivery functions in line with 

public service mandates.

•	 The department is implementing gender 

based training.

Challenges:

•	 There is no gender sensitive budget.

•	 Failure to achieve equity targets.

19 What capacity building 

programmes have been 

implemented to accelerate 

gender transformation in your 

department?

Submissions:

•	 Advanced management development 

programmes.

•	 Recruitment drives aimed at 50% women 

and 2% people with disabilities.

20 Does your department 

have in place succession 

plans, mentoring policies 

or promotion initiatives to 

advance women and people 

with disabilities?

Submissions:

•	 No

•	 The Department is working on a 

workplace skills plan biased toward 

women and people with disabilities for 

2013/2014.
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FOR CGE LEGAL TEAM TO COMPLETE: 
CGE FINDINGS ON SUBMITTED MATERIALS FOR DEPARTMENT OF 

ROADS AND TRANSPORT

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy •	 Yes: for 2011-2014. Approved.

2 Recruitment and Selection Policy •	 No submission on its own but in 

Employment Practices Policy. 

 ▶ Employment 

Practices Policy 

signed 2009.

3 Disciplinary and Grievance Procedure •	 No submission.

4 Code of Good Practice

5 Uniform and Protective Clothing Policy

6 Training and Development Policy

7 Employee Wellness Policy

8 HIV/Aids Policy

9 Succession Policy/Career Planning 

Policy

10 Staff Retention Policy

11 Retirement Policy

12 Sexual Harassment Policy •	 Submission made: approved by HoD and 

Executive Council in 2010.

13 Promotions Policy

14 Salary and Benefits Policy

15 Employment Equity Forum (minutes)

16 Gender Focal Point at DD Level



page 49

6.5  Phalabora Mining Company

Palabora Mining Company was represented by Mr Maboko J Mahlaole, Head of Human Resources and indicated that 

Palabora Mining Company is constituted in South Africa and listed on the Johannesburg Stock Exchange. It is part of Rio 

Tinto and Anglo American. The company has a CEO and a Mining Director to make sure that the company is operational.  

A postponement was granted to provide time to furnish the commission with the documents and to adequately prepare 

for the presentation. The sitting of the hearing was determined by the Commission at a later time.

6.6 Reflections and emerging issues

Ms Sylvia Stevens-Maziya:  

The Department of Roads and Transport did not honour the invitation to appear before the Commission. The legal remedy 

will be to subpoena the Head of Department to a location to be determined by the Commission.

A speaker: 

The various portfolio committees should also be accountable to the CGE too. This would help them to make a self-

assessment and to improve and ensure the appropriate engagement and implementation.    

A speaker: 

I want to check whether we must pay for the costs of the hearing when we do not pitch up on the date of the day. Does it 

include hiring the venue etc.?  

Advocate Kamraj Anirudhra: 

In respect of the costs, the hearings are constituted to work with the non-compliant organisations. We take the total costs 

for the hearing - the hiring of venue, the flights of Commissioners and other related costs into consideration. These are 

high but we try to mitigate the costs and do not want to act in an unreasonable manner. If there are two non-compliant 

organisations they can split the costs.

Commissioner Mpumlwana: 

Some are here from other departments and this is an open session. We can talk about things like sexual harassment policy. 

What can we consider? What can be clarified? This is the purpose of this session. Even the media can speak if you like. 

We also need to explain just before that you have a voice. The experience that we have had is that we will end up sending 

letters to those who did not show. People who have a policy-making authority position are supposed to come. They should 

not delegate. 

Department of Health: 

When I was listening, there was a question asked several times about the Gender Focal Point and what influence do they 

have and what are the expectations around this.

CCMA representative: 

I want to comment about posting policies on the intranet. Many have responded saying this is there, but this alone is not 

enough. There must be road shows so that each and every employee is aware. Sexual harassment is very serious but cases 

are few and I think many lack knowledge of these policies.

A municipality representative:  

With regard to sexual harassment, I hear this raised by the Commissioners and yet there was no satisfactory response. 
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Why do we see this so little when it is known that cases 

are so common, why no reporting? Maybe there are no 

comprehensible measures in place to encourage employees 

to report cases of such magnitude. Also the history of 

dealing with such issues discourages reporting. Also on 

recruitment and selection: the colleague from Health 

said there are policies but then we look at statistics the 

percentages are other than policy. We see this especially 

with the disabled. They say there are not qualified 

people but this cannot be the case given our high rates of 

unemployment. The required personnel must be out there.

Commissioner Sylvia Stevens-Maziya: 

We are going to respond and then open up again to more 

questions and divide the labour.  Kamraj, what are the 

powers of the CGE in terms of enforcement?

Advocate Kamraj Anirudhra: 

Thank you for the questions. Section 11 allows us to 

evaluate both private and public sector organisations and 

so we split the responses accordingly and now Parliament 

says we should ‘use our teeth’ but we are most reasonable. 

We are a Chapter 9 institution and act with restraint but 

if that does not work, then we act. We may have let ABSA 

off lightly; we grant postponement, yes, but we are in 

Limpopo Polokwane. But now they will be subpoenaed 

as part of a legal and binding requirement. They will bear 

the costs of that proceeding too. Non-compliance with a 

subpoena leads to a criminal charge and a conviction can 

lead to imprisonment and or a fine. We have those powers 

and exercise them progressively. We want to engage and 

find out certain things. We do not want to take people to 

jail. We are experienced and know when to use force but 

are restrained in its use and can apply it progressively.

Commissioner Sylvia Stevens-Maziya: 

We review the merits of each case before we make any 

pronouncement and we want complete understanding in 

all quarters.

Commissioner Sylvia Stevens-Maziya: 

What voice does a GFP have?

Commissioner Mpumlwana: 

The gender focal person should aim to ensure that 

everything is mainstreamed with regard to gender. 

The question is: did it happen? People write reports 

and say they don’t know how to implement this. We 

have people within departments then who are experts 

in the field of gender (e.g., they can write appropriate 

sexual harassment policy). If there is an expert in the 

organisation, we can meet appropriate standards. This is a 

consultant of the department. The public sector agreed to 

have them but put them in some lowly corner well below 

Deputy Director Level. Young inexperienced people doing 

this is problematic; no one reads their reports or listens 

to these people and so we say put the GFP at a high level: 

Director Level. They need to be listened to and attend 

critical policy-making meetings and have direct access to 

the HoD. So we need these experts and they must be at 

a high level. Shy, afraid, inexperienced people just do not 

work in this position.

Commissioner Sylvia Stevens-Maziya:  

We emphasise a level in which this person is not kept 

out of EXCO and is incapable of putting anything on the 

agenda; this is a problem. They should be even part of 

the budget. How does gender equality get operationalized? 

It has to fit into the budget and who can ask for this? 

Only a senior person can address these inequalities. 

We are commissioning national research. We may have 

disgruntled GFP people throughout the country who are 

unable to fulfil international treaties.  Who is in a position 

to address imbalances?

Speaker from the audience:  

The national gender framework was established long ago. 

The GFP must be able to communicate with the head of a 

department but we see in the whole province only one or 

two that have that kind of line. They are always down to 

12 or below.

Advocate Kamraj Anirudhra:  

We have a national policy framework in place but it speaks 

to some policies that are no longer effective. We have a 

need for new national gender machinery and a plan was 

developed for a Department of Women, Children and 

Disabilities; new policy is being designed for this. It is to 

go hand-in-hand with a new Gender Equality Bill. We need 

proper legislation but it should be finalised very shortly.
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Sylvia Stevens-Maziya: 

CCMA reflection in terms of departments posting on 

internet sexual harassment policy - is this enough? This 

is an easy way out: we have posted on the internet and 

now employees must go look at it; but the number of 

cases reported to the CCMA is low. What would be a 

more workable process? We do need something new. Our 

departments must understand the EE Act and how we 

define cases and steps and procedures to resolve these, 

and the support required. In the past, those reporting did 

not get support and so victims do not report. So, we need 

better mechanisms and the internet is not enough. Who 

should be the stakeholders to communicate, affirm and 

explain sexual harassment policy? Trade unions should 

be a stakeholder too and go the extra mile. Maybe we 

need campaigns. For instance, in this province what is 

the way forward? We need support: craft a way to harness 

the breaking of the silence in the workplace. Does anyone 

have a comment?

Commissioner Mpumlwana: 

 Maybe an anonymous phone line on sexual harassment 

like a fraud line. Do people have to identify themselves? It 

can be abused and we have to be on guard for this but we 

must also promote ways to report. People do not want to 

lose their jobs by reporting and we need some system for 

this. School kids were at the mercy of this drama teacher 

that was in the press recently and he abused all his students 

and none of them were talking but some victims wanted 

to throw themselves over a bridge. We need a safe space 

for people to report. Men can also be sexually abused and 

we must not leave them out.   

Commissioner Sylvia Stevens-Maziya: 

Palabora Mining Company is now here. We can return 

to reflections. The last question was on recruitment and 

selection policy and why we have not achieved targets given 

the large numbers without jobs. We must not be looking 

in the right places for a solution. What is the specific 

situation in Limpopo? Where do we find candidates? 

Those just completing courses: we can headhunt them 

there. Do we just use newspapers? Most make targets but 

only consider people with disabilities at the point of short-

listing candidates. We have to be more active than that. It 

is a national outcry from disability associations and others 

that people with disabilities are marginalised. One group 

says we are here and marginalised and the other group 

says we cannot find people with disability. How do we 

redress this? We don’t want whole groups of people in 

our country saying that they are marginalised. What can 

we put into place in the workplace environment to make 

things easier? Has the process to ensure the workplace 

is disability friendly taken place?  We have to ask these 

questions.  We have to look at ablution facilities and other 

factors to make it possible to include the disabled in our 

workplaces; but when we inspect the structures they do 

not even allow for people with disabilities. My father has 

a disability and then this sensitises us to what is needed; 

but this is a national problem.

Advocate Kamraj Anirudhra: 

The disabled in the workplace include a wide range of 

people: maybe a hearing problem or a problem of sight.  

We had a constitutional court judge that was blind and 

he was a shining example to the world. The real issue is 

commitment and keeping up with the standard we have 

set. We also need gender-sensitive budgeting and that is 

not coming through. We do not see this happening: an 

ignorance of how to budget in a gender-sensitive manner. 

These are some of the critical issues. And what does 

gender equality actually mean? It is much more than 

women’s rights.   
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7.1 Opening and welcome: 
 CGE Acting Provincial Coordinator 

CGE Acting Provincial Coordinator Mr. Bernard 

Mahloko introduced National Deputy Chairperson Ms. 

T Mpumlwana who officially opened the hearing. In her 

opening remarks, she welcomed all the participants and 

introduced the Commissioners: Commissioner Wallace 

Mgoqi and Commissioner Sylvia Stevens Maziya.

7.2 Reflections and emerging issues from
  Day One

These are the EE hearings and this is the second day, 

being the 08th of March 2013; and it is also an important 

international day for women that started in 1910. The first 

International Women’s Day was organised in 1910 and took 

place in 1911; and in 2011 there was a 100 year celebration 

of this day.  Today we celebrate International Women’s 

Day.  Women face violence, limited opportunities, poverty 

and many forms discrimination. 

Yesterday was quite eventful. The Department of Health 

was the first to present and was well-prepared. Some of 

the issues raised are as follows:

•	 Policies	 and	 plans:	 it	 is	 important	 to	 have	 these	

documents signed and or approved otherwise they 

will lack authenticity. Every policy and procedure 

should have the review date or year.

•	 Gender	 budgeting	 also	 arose	 as	 an	 issue.	 Entities	

and departments should ask, “To what extent does 

budget impact on gender equality?” If you table your 

budget and have say R2 billion for construction, ask 

how much goes to women?  If you are not specific, 

nothing will really happen. What should I set aside 

to ensure that our department accelerates women 

within the organisation?

•	 On	 Gender	 Focal	 Points,	 the	 appointments	 and	

placements should be at a strategic and decision-

making level. 

•	 Training	must	 be	 disaggregated	 in	 terms	 of	 gender	

and race.

•	 The	 importance	 of	 child-care	 facilities	 cannot	 be	

over-emphasised for breastfeeding working mothers.

•	 It	is	a	serious	concern	that	most	entities	testified	that	

they don’t have any cases of sexual harassment; , 

this may be a red flag taking into account the kind 

of violent society that we are living in. This may 

mean employers are not doing enough to sensitize 

employees of the prevalence of sexual harassment, 

especially in the workplace.

•	 ABSA	Bank	was	granted	a	postponement	and	a	new	

date will be given in due course.

•	 We	had	a	guest	speaker	from	COSATU	who	shared	

information about transformation in the workplace, 

especially that growth in the private sector takes 

precedence over transformation in the workplace. 

Women in some entities in the private sector are also 

abused and facilities are not gender sensitive. Some 

even sleep with people in charge to get jobs. Those 

who do not comply must be named and shamed and 

we are considering a red card campaign.

•	 Then	we	had	a	number	of	good	practices	presented,	

especially on child-care. 

•	 To	regularly	review	policies	is	also	good	practice	and	

this was supported in one of the presentations.

•	 We	also	discussed	the	need	to	set	aside	a	budget	for	

the Gender Transformation Unit that is reflective of 

the overall budget and not a tiny percentage that can 

have no impact.  

•	 The	 Department	 of	 Roads	 and	 Transport,	 despite	

having submitted the required documents, failed 

to appear as required. A resolution was taken to 

subpoena. 

•	 We	had	an	open	discussion	where	issues	were	raised	

about how to make policies known within the 

organisation so that they do not act in ignorance.  

•	 We	also	 shared	 the	possibilities	about	how	 to	help	

people to report sexual harassment since there are 

many barriers and fears about reporting.

•	 There	was	discussion	around	the	GFP	and	the	level	

this should be at; they must be able to influence 

policy.

7. Day Two: 08 March 2013
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GENDER SITUATION IN 2010

OCCUPATIONAL CATEGORIES LEVEL MALE FEMALE TOTAL TARGET ACHIEVED

  A C I W A C I W Total Male Female

SMS 13-15 17 0 1 0 9 0 0 0 27 67% 33%

Middle Man. 9-12 153 2 0 9 78 1 1 2 246 67% 33%

Junior Man. 6-8 404 3 0 11 218 8 3 12  659 63% 37%

Low level 1-5 1202 0 0 2 806 0 0 1  2011 60% 40%

TOTAL  1776 5 1 22 1111 9 4 15 2943 61%  39%

GENDER SITUATION IN 2013

OCCUPATIONAL CATEGORIES LEVEL MALE FEMALE TOTAL TARGET ACHIEVED

  A C I W A C I W Total Male Female

SMS 13-15 12 0 1 0 11 0 0 0 24 54% 46%

Middle Man. 9-12 169 3 0 6 82 1 0 5 266 67% 33%

Junior Man. 6-8 373 1 0 6 224 8 3 9  624 61% 39%

Low level 1-5 1017 0 0 2 695 0 0 0  1714 59% 41%

TOTAL  1571 4 1 14 1012 9 3 14 2628 60.5.% 39.5%

•	 Representatives	for	Palabora	Mining	Company	arrived	late	and	unprepared	due	to	internal	miscommunication	and	

were granted postponement. The new date will be given to them in due course.

•	 There	is	a	need	to	report	to	provincial	legislatures	on	the	outcomes	of	the	employment	equity	hearings.

7.3 Department of Public Works

Mr. Naidoo is the General Manager, Corporate Services, Department of Public Works. He presented a letter of delegation 

to the Commissioners.

Mr. Naidoo said: My presentation for today will focus on organisational structure, progress, compliance, policy, strategy, 

challenges, successes and a conclusion. As a department we have many challenges in terms of gender and transformation 

issues which I will explain. In terms of our vision we lead in the provision and management of provincial land and 

buildings. We want to create optimal utilisation of such resources.

The situation in 2010 and 2012 on gender and disability is described in the two tables below and has changed very little. 

We started out 60% male dominated and were 1.6% disability then.
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EMPLOYEES WITH DISABILITY AT DEPARTMENT OF PUBLIC WORKS 
IN 2010

MALE FEMALE  TOTAL %

A C I W A C I W

35 1 1 1 10 0 0 1 49    1.6%

EMPLOYEES WITH DISABILITY AT DEPARTMENT OF PUBLIC WORKS 
IN 2013

MALE FEMALE  TOTAL % 

A C I W A C I W

27 0 1 0 8 0 0 1 37    1.4%

SUBMSSIONS AND TESTIMONY ACCORDING TO THE STANDARD 
REVIEW QUESTIONS: DEPARTMENT OF PUBLIC WORKS

STANDARD 
REVIEW 

QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

1 In terms of 

Section 20 of 

the Employment 

Equity Act No 55 of 

1998, a designated 

employer must 

prepare and 

implement an 

employment equity 

plan. Does your 

institution have an 

employment equity 

plan?  If so kindly 

provide a copy.

Submissions:  

•	 A 3-year plan was being prepared from November 2012.

•	 Previously the department had utilised the Human Resources 

Planning Committee for the function of an Employment Equity 

Committee.

•	 The Employment Equity Committee was established in    

September 2012.

•	 List of attendees for policy consultation meetings was submitted. 

These occurred end year 2012, from around November.

•	 Recruitment plan for 2012/2013 really addresses employment equity 

plus we advertise along these lines.

 ▶ Old plan was 

2008-2010.

 ▶ The new plan is 

being finalised.

 ▶ Under review: see 

Annexure One.
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STANDARD 
REVIEW 

QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

2 Has the 

Department been 

able to achieve the 

objectives in terms 

of Section 20(2)(a) 

of the Act?

Submissions:  

•	 No:  underrepresented in terms of both women and PWD.

•	 Levels 13-15: 46% female and 54% male (11 African women;         

13 men).

•	 Middle management: 33% female; 66% male.

•	 Junior management: 39% female; 61% male.

•	 Bottom level: 41% female; 59% male.

•	 Recruitment and retention policies now give priority to women   

and PWD.

•	 We have done a workforce analysis and reviewed departmental 

policies and we had a challenge in terms of these policies.   

•	 What can we do better?  We had a consultative forum and this is in 

place and we talk to gender issues and there have employees from 

all levels of the organization and the trade union.

 ▶ Of 24 at SMS 

level, 46% 

women and 54% 

men.

 ▶ Gender equity not 

yet achieved but 

progress since 

2010 at Levels 

13-15.

 ▶ Speaker tended 

to focus on 

a workforce 

analysis rather 

than top 

and senior 

management 

exclusively.

3 In terms of 

Section 24 of the 

Act, a designated 

employer must 

assign one or more 

senior managers to 

take responsibility 

for monitoring and 

implementing EEP.  

Does that form part 

of the performance 

review of senior 

managers?

Submissions:  

•	 Ms Rhulani Ngwenya, Senior Manager HRM: EE Plan is reflected 

in performance agreements and performance review of senior 

management including Head of Department and GM Corporate 

Service. In terms of gender transformation we have the HoD and 

Corporate Services and then a senior manager and below this is the 

GFP. The senior manager is also assigned to deal with gender.

 ▶ Senior 

management 

is involved 

in gender 

mainstreaming.

4 Provide sex 

and disability 

disaggregated 

data of your top 

management and 

senior management 

positions.

Submissions:  

•	 11 African females, 12 African males, 1 Indian male (disabled)

•	 The recruitment plan for the 2013/2014 financial year seeks 50/50 

representation.

Testimony:  

•	 We have an enabling environment now and we used to be 

male dominated in the past but now women get the priority in 

employment especially at higher posts.

 ▶ Women 

are slightly 

underrepresented 

at SMS level     

(by 1).
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STANDARD 
REVIEW 

QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

5 What measures 

have been put 

in place to 

promote gender 

transformation 

and to increase 

women’s 

representation 

in senior 

management and 

top management at 

your institution?

Submission:  

•	 A draft concept paper on a women’s forum and a task team dealing 

with women’s issues has been developed.

•	 The Department has a draft EE strategy.

•	 Capacity building programmes: five female adults and one youth 

female in middle management received training on the senior 

management programme.

•	 36 women in middle management and senior management were 

trained on the choice leadership courses.

 ▶ Plan is to 

increase gender 

mainstreaming 

workshops for all 

line managers.

 ▶ See Annexure 4.

6 Do you have a 

specific person 

dealing with 

gender issues 

and/or gender 

transformation in 

your department 

and at what salary 

level is this person?

Submission:  

•	 Yes: GFP at Level 12.

•	 Could not appoint a gender person at district level due to directive 

to reduce personnel by 2%.

 ▶ Department aims 

to appoint GFPs 

in districts but 

is restricted by 

budget now.

7 Which yardstick 

is the department 

using to track 

women and people 

with disabilities 

into senior 

positions?

Submission:  

•	 Gender mainstreaming reports are analysed at management 

meetings and audited by the audit committees.

•	 Employment Equity Plan implemented as per plan.

•	 In filling posts, women and PWD are prioritised.

 ▶ Question used 

to be phrased: 

Do you have 

a system in 

place to track 

the movement 

of women and 

persons with 

disabilities 

into senior 

management 

positions? If not, 

which yardstick 

is the department 

using to track 

that?
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STANDARD 
REVIEW 

QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

8 In terms of Section 

(19)(1) of the 

employment Equity 

Act, a designated 

employer must 

collect information 

and conduct 

an analysis 

of all relevant 

employment 

policies, practices, 

procedures and 

the working 

environment in 

order to identify 

employment 

barriers which 

adversely affect 

people from 

designated groups. 

Kindly provide 

these policies.

Submissions:

•	 The Department has appointed an EE Committee representative of 

all employees within the organisation.

•	 Copies of policies are attached.

•	 In the policy environment, old policies dating back to 2005-2008 

must be reviewed.

•	 The recruitment and selection policy does promote equal 

opportunities and the strategy is at the highest level.

•	 There is a code of good behavior in terms of employees 

and employees are involved in Wellness Days and gender 

transformation issues. All new employees are provided with an 

orientation workshop to familiarize them with departmental 

programmes.

•	 Sexual harassment and discrimination have been addressed in all 

kinds of workshops and on Wellness Days.

9 In terms of the 

policies that the 

department has, 

how often does it 

audit its policies to 

check if they are 

still in line with 

the objectives to be 

achieved?

Submissions:

•	  Annually

10 Kindly provide the 

Commission with 

disaggregated data 

by gender, race, 

and disability at 

SMS level.

Submissions:

•	 Top and senior management: 11 African females; 12 African males; 

1 Indian male (disabled).
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STANDARD 
REVIEW 

QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

11 What supportive 

measures have 

been put in place 

to enable women 

to perform their 

work and attend 

to domestic 

responsibilities?

Submissions:

•	 It is an arrangement between the supervisor and subordinate and 

both parties are sensitised on gender issues.

12 Have policies 

been put in 

place to address 

discrimination 

and sexual 

harassment in the 

workplace? If yes, 

please provide the 

Commission with 

copies of these 

policies.

Submissions:

•	 The Department implements a code of practice on sexual 

harassment.

•	 Employee Health and Wellness Policy and counselling support is in 

place.

•	 The department has a Sexual Harassment Policy but this is a draft.  

It is developed and pending approval.

•	 On actual sexual harassment, there has been one case and this 

case has been concluded. The department has 2,700 employees and 

had only one case of sexual harassment. It is understood this is a 

problem and more should be done. 

 ▶ Draft policy.

13 The employer is 

required to put the 

policy where it can 

be accessed by the 

employees. Has 

your department 

done that? If yes, 

has the policy been 

communicated to 

the staff so they 

can understand its 

implication, what 

is contained in it 

and how to lodge a 

complaint?

Submissions:

•	  Policies were circulated for input.

•	 Consultations were conducted with key stakeholders before 

posting the policies.

•	 During induction, newly recruited employees receive workshops  

on policies.

 ▶ This approach 

of posting the 

policies on the 

intranet seems 

to be a passive 

approach because 

there are skilled 

and unskilled 

employees. 

Workshops will 

do it for unskilled 

and illiterate 

employees.
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STANDARD 
REVIEW 

QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

14 In terms of sexual 

harassment 

cases that were 

reported to your 

Department, what 

is the average 

number of cases 

that you receive per 

year?

Submissions:

•	 Only one case to date, in 2009. 

 ▶ The fact that the 

department has 

had only one 

case of sexual 

harassment may 

be a red flag 

that they are not 

doing enough to 

raise employees’ 

awareness on 

the prevalence of 

violence against 

women, which 

includes sexual 

harassment.

15 Which initiatives 

did the department 

undertake to raise 

awareness around 

issues of gender 

equality and 

discrimination in 

the workplace?

Submissions:

•	 The department has a standing calendar of events which are 

activities from the national mandates wherein then private 

companies are urged to participate in women focused dialogues

•	 Public service management women’s week is conducted annually 

where women converge and discuss women’s issues in the 

department.

•	 Awareness programmes:  a draft concept on a women’s forum was 

developed and is pending approval. Regular gender awareness 

workshops are done during particular days of the year such as 

during 16 Days of Activism.

16 Do recruitment 

policies specifically 

target women 

and people with 

disabilities?

Submissions:

•	 The Department is currently reviewing all HR policies to ensure 

that women and people with disabilities are targeted.

•	 Recruitment plan for 2012/13 was amended to address equity 

targets. What progress have we made?  We have made very little 

progress; some at SMS level but not at disability.

•	 We have a recruitment plan now aligned to EE targets and we 

advertise posts and include a clause to encourage women to apply. 

We also do competency assessments to identify women we can 

move forward.
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STANDARD 
REVIEW 

QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

17 Does the 

department have 

a gender-sensitive 

budget which is 

allocated to deal 

with gender issues?

Submissions:

•	 Yes: to a certain extent we are able to cater for specific gender 

training programmes targeting women and to also conduct events 

as per the national mandate on gender.

•	 The department has a total budget of 860 million and R600 million 

goes to salaries and the rest goes to infrastructure.  So we have a 

limited budget.  

•	 We are mostly administrative as a department and do not have a lot 

for this kind of work.   

•	 We get our directives from Treasury and we are cash strapped and 

we are told to cut down on our support services and this makes for 

a dilemma.  

•	 We have to monitor and evaluate and yet we need to reorganize 

and cut down. Gender issues falls under Support.  

•	 Inadequate finances: R1.5 million for health and wellness issues is 

not a lot and gender is included here.

18 What successes 

and challenges have 

been experienced 

in realising gender 

transformation in 

your department?

Successes:

•	 A Transformation Committee chaired by the Head of Department 

promotes a gender sensitive attitude and there are roundtable 

discussions.  

•	 A GFP is present in the department.  

•	 Infrastructure is accessible to people with disabilities; women 

participate in poverty alleviation projects.  

•	 One female general manager has been appointed and he target for 

disability at senior management level will be met.

•	 Monitoring on gender mainstreaming is done on a monthly basis.

•	 Awareness sessions are conducted periodically.

•	 Quarterly and annual reports are done and recommendations 

presented to management.

•	 Training of SMS is prioritised.

•	 Capacity-building and bursary awards.

Contd. >
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STANDARD 
REVIEW 

QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

Challenges:

•	 Inadequate financial resources.  R1.5 million for health and 

wellness issues which includes gender transformation.

•	 The Public Service Act and Regulations talk to people with all 

forms of disability. When posts are advertised in print media, proof 

is required. We have to show proof of this but that discriminates 

against people with disability.  If posts must be advertised in print 

media, what about the blind?  All people with disability must be 

reached but the Public Service Act has these regulations about the 

print media.

•	 A database of disabled people modeled on the construction 

sector data base (CIBD) is needed. Compliance with CABD where 

registered contractors are listed is required.  So, for the public 

service a national database of disabled people is needed. Maybe 

the Gender Commission has helped to get people on this database 

that departments can tap into. This will help the entire public 

service and it also provides a mechanism for monitoring.

•	 Regulate by enactment of legislation that all publicbuildings and 

public spaces take cognizance of different needs of disability in 

planning stages. A toilet for a wheelchair person does not take 

cognizance of all forms of disability. Maybe a lift helps these 

people but not blind people. When buildings and public spaces are 

planned is the appropriate time to take the needs of people with 

disabilities into account.

•	 On training, in the public spaces and even in universities, nowhere 

does this talk to issues of gender transformation and disability. All 

public officials need this training.
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STANDARD 
REVIEW 

QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

19 What capacity 

building 

programmes have 

been implemented 

to accelerate gender 

transformation in 

your department?

Submissions:

Many pages were submitted on this to show that hundreds have 

benefitted from capacity building programmes over the years of 

which these are some examples from the presentation]:

Experiential Learning programme

•	  9 female adults

•	 9 male adults

•	 28 female youth

•	 27 male youth

•	 1 disabled youth

Internship programme

•	 3 female adults

•	 9 male adults

•	 3 female youth

•	 20 male youth

Internal learnership programme

•	 1 female adult

•	 3 male youth

•	 1 youth female 

Internal internships 

•	 1 adult female

•	 30 adult males 

•	 1 male youth 

Bursaries

•	 25 adult females 

•	 8 female youth 

•	 26 adult males 

External bursaries

•	 268 adult females
•	 22 adult males 

Senior Management programme

•	 5 adult females 

•	 3 adult males 

•	 1 female youth 

Contd. >
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STANDARD 
REVIEW 

QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

There is also training in subjects like employee wellness and in skills 

such as construction, landscaping, and other activities right across 

the province that involves a mix of women, men, adults and young 

people.

Testimony

•	 People in middle management are identified for promotion.  

Women are preferred and provided with internship programmes.

•	 There is much capacity building (see above for examples of some of 

the capacity building programmes).

20 Does your 

department 

have in place 

succession plans, 

mentoring policies 

or promotion 

initiatives to 

advance women 

and people with 

disabilities?

•	 There is no succession plan

•	 However, managers were trained on a coaching and mentoring 

programme with the aim of capacitating them to create a 

conducive environment for their teams to grow.

21 Does your 

institution provide 

child care facilities 

and/or flexi-

time or working 

from home to 

balance family 

responsibilities 

with work?  Please 

provide evidence 

thereof.

ADDITIONAL SUPPORT NEEDED

Does implementation of gender transformation measures form part of the performance review 

of senior managers?  If no, kindly provide reasons for this.

What resources have you allocated to support gender transformation as mentioned above? If no 

resources have been allocated, why?
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FOR CGE LEGAL TEAM TO COMPLETE THIS SECTION: 
CGE FINDINGS ON SUBMITTED MATERIALS FOR PUBLIC WORKS

PRESENTATION: DEPARTMENT OF PUBLIC WORKS

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy

2 Recruitment and Selection Policy

3 Disciplinary and Grievance Procedure

4 Code of Good Practice

5 Uniform and Protective Clothing Policy

6 Training and Development Policy

7 Employee Wellness Policy

8 HIV/Aids Policy

9 Succession Policy/Career Planning

10 Staff Retention Policy

11 Retirement Policy

12 Sexual Harassment Policy

13 Promotions Policy

14 Salary and Benefits Policy

15 Employment Equity Forum (minutes)

16 Gender Focal Point at DD Level
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CGE PANEL QUESTIONS/COMMENTS ON PRESENTATION 4: 
DEPARTMENT OF PUBLIC WORKS

COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

1 Can gender transformation excellence awards be 

included?

•	 No comment on this.

2 In August 2012 the EE Committee was formed.  What is 
happening at management level?

•	 No comment on this.

3 Serious commitment must be observed and we see you 
have this.

•	 No comment on this.

4 The senior management figure is 67% male at this 

level. You said in the presentation that Public Works has 

always been patriarchal in government. In terms of the 

SADC protocol, 30% of gender representation at senior 

management was acceptable and the measurement is 

now 50% and 2% disability. This is now the rule and our 

country is judged on that basis.  Please improve this.

•	 The department is recruiting at senior levels and 

there are 13 posts. At every level equity targets are 

considered. For example, in terms of infrastructure 

operation engineers were sought but no qualified 

people were found. The proof that posts were 

advertised enabled the department to head-hunt 

candidates. Headhunting enabled females to be 

targeted. 

5 The policies are there but they are not reviewed as yet. 

This was done quite some time back and you have much 

backlog.

•	 There is a backlog and work is being done on it

6 The sexual harassment policy is in draft form and you 

had one case of sexual harassment. When can this policy 

be passed? We do not want to compromise this and 

want a signed policy. There is a new draft policy that is 

unsigned; can you do 14 days to get this signed? The 

standard rule is 14 days for us. What is in place now?

•	 The Office of the Premier is working on                 

a transversal policy that is uniform in Limpopo.

•	 The Labour Relations Act and Code of Good 

Practice are applied to instances of sexual 

harassment.

7 What if both men and women apply to posts, how do 

you handle this? We have labour legislation and laws that 

can assist in these decisions. You do not have to take the 

first person from the list. You need a concrete reason 

why you do not take a woman

•	 If women do not apply, they are headhunted.

8 You can work with disabled organisations and get that 

database you need. Just send your advert to disabled 

organisations. There are ways to achieve this.

•	 No direct response.

9 What is the core of your department? •	 Administration and the Properties and Facilities 

management (infrastructure and construction).

•	 The building of 30 schools may be required 

and responses to various departments form the 

department’s core business.

•	 There is an Expanded Public Works Programme.
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10 EPWP: how do you target females? Do you look for 
women? By doing so, you actually feed families and 
break cycles.

•	 No comment.

11 We saw your reports but we think that you take gender 
equality seriously and you applied yourself to the Beijing 
Platform but you also have a long way to go.

•	 No comment.

12 We want to give you 14 days for the Sexual Harassment 
Policy.  Is this reasonable for you?

•	 In terms of the sexual harassment policy and 14 

day submission period, a 60 day extension was 

requested due to ongoing engagements with the 

Labour Forum.

13 In terms of recruitment and selection, it must be 

highlighted that your department has incorporated the 

Public Service Regulations and specifications. You also 

focus on historically disadvantaged groups. We see you 

are making sure that you are addressing this and there is 

some best practice in terms of how you are applying the 

process.

•	 No comment.

14 Staff retention: please resubmit within 7 days this policy 

to afford us the opportunity to peruse it.

•	 No comment.

15 Affirmative action policy: resubmit within seven days a 

clear and readable policy with data.

•	 No comment.

16 On all policy: we need dates, signatures and dates it 

expires.

•	 No comment.

17 Day care centres and flexi hours should be provided; 

how are you faring with this?

•	 Flexitime is in the policy but mostly it is arranged 

with supervisors.

18 Does your infrastructure and construction account for 

the disabled and gender friendly environments? What 

are you doing? Norms and standards in the Department 

of Education should reflect this.  Is it your core to ensure 

that this does take place? Engineers must enforce so that 

we do not return to you after the construction. All new 

buildings must be disability friendly.

•	 Construction was always outsourced and 

consultants did the work.

•	 A budget is with DoE for building schools; they 

then come to us and say we have R600 000 to build 

a school and then we must build a concrete block 

school and we must plan according to this.  We also 

outsource this function.

•	 In-house engineers must be appointed to ensure 

that the department has control over the process.

19 On the process of recruitment for people with 

disabilities, you must be active and headhunt and not 

wait for someone else to take the initiative. 

•	 No comment.

20 The R1.5 million for health and wellness includes gender 

but what percentage is actually gender? Please clarify 

this.

•	 R1.5 million for health and wellness involves HIV, 

occupation health and safety and more.

•	 Gender is about R200,000 of that budget.
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21 Your administration can help make for transformation. •	 No comment.

22 You do not have to have a cut down in costs while there 

is transformation; you have to take this into account in 

your plans and activities.

•	 No comment.

23 When you do recruitment and in your effort to comply 

with Public Service Regulations, you might do a Section 

19 analysis.  This would tell you about the barriers. Do 

a Section 19 analysis do not just tick the boxes. Talk 

then to the Auditor General about this Section 19 needs. 

Send a copy to us too and we will talk to Parliament.

•	 No comment.

 

7.4 Polokwane Municipality 

The Municipal Manager of Polokwane municipality, Mrs. C Mametja, started her presentation by indicating that Polokwane 

Municipality’s objective is to eradicate all forms of unfair discrimination in terms of policy such as recruitment and 

programmes to accelerate historically disadvantaged people. The Municipality is committed to equal opportunity and 

fair treatment and want to eliminate unfair discrimination and to rectify the past history of discrimination. Polokwane 

Municipality had one male in top management. At senior management level women comprised 67% of all the appointments. 

Disabled people comprised 1.1% of appointments in the senior level. Organisationally, women make up 54% of all 

postings. These demographic representations are monitored by the Department of Labour. The Human Resources Manager 

is responsible for gender transformation targeting. The Municipality of Polokwane has a strategic unit that targets gender 

issues. The gender focal person heads the special focus unit and occupies a senior position. Of the ten people working 

in the special business unit, 70% are women and 10% are drawn from the disabled constituency. The equity policies 

submitted were the Recruitment Policy, the HIV/AIDS Policy and the Sexual Harassment Policy. None of the other policies 

were submitted. A R4.5 million budget for gender issues has been allocated. A disability forum was recently established 

and there is also an Annual Entrepreneur Workshop that has the purposes of providing people with disabilities work 

opportunities. There is a plan to establish women with disabilities on the supply chain database. Gender transformation 

workshops for Polokwane Municipal Employees, Portfolio Committee Members and community structures are being held. 

Currently there are no childcare facilities. It was raised that the sexual harassment incidences, as reported, are unrealistic. 

Part of the recommendations made by the commissioners was, apart from improving the numerical representations 

at senior management level, to improve the reporting of sexual harassment and to ensure full submissions of policy 

documents.
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SUBMISSIONS AND TESTIMONY ACCORDING TO THE STANDARD 
REVIEW QUESTIONS: POLOKWANE MUNCIPALITY

 

STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

1 In terms of Section 

20 of the Employment 

Equity Act No 55 of 1998,                                

a designated employer must 

prepare and implement an 

employment equity plan. 

Does your institution have 

an employment equity plan?       

If so kindly provide a copy.

Submissions:  

•	 Yes: there is such a plan with objectives, affirmative 

action plans, targets, timetable and duration of plan.

•	 In 2010 the municipality had 60% male employees 

(931) and 32% female employees (490) and 18 

disabled (not disaggregated into male or female) and 

118 non-designated males.

 ▶ Copy attached 

without signature 

(Oct 2010 indicated 

as original date).

 ▶ Polokwane has over 

1600 employees 

according to 

statement although 

EE plan accounts for 

1442.

 ▶ Plan appears to 

be monitored by 

Department of 

Labour; submission 

report stamped 16 

October 2012.

2 Has the Department been 

able to achieve the objectives 

in terms of Section 20(2)(a) of 

the Act?

Submissions:  

•	 Targets reasonably addressed in terms of previously 

disadvantaged.

•	 Disabled targets not met (now at 1%).

•	 Of 1442 employees at the end of December 2012, 423 

were African women, 11 Coloured women, 2 Indian 

women and 35 White women.

•	 Of 1442 employees at the end of December 2012, 860 

were African men, 15 were Coloured men, 1 Indian 

man; 95 White males.

•	 At top management level there are 6; 2 African 

women; 3 African men; and 1 White man.

•	 68 at senior management: 37 African men; 11 White 

men; 17 African women; 3 White women.

•	 Two disabled White males in senior management.

•	 We do have a plan and it is according to a timetable 

and targets. 

•	 We are weak in terms of disabled; we are at 1.1%.

•	 The challenge is to locate such individuals and 

organisations that will help us to identify such people.

•	 We do have a relationship with a company that 

provides learner ships to disabled and we are trying 

here.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

3 In terms of Section 24 of the 

Act, a designated employer 

must assign one or more 

senior managers to take 

responsibility for monitoring 

and implementing EEP. 

Does that form part of the 

performance review of senior 

managers?

Submissions:  

•	 A Human Resource manager has been assigned the 

responsibility.

•	 The appointment was in 22 June 2012.

4 Provide sex and disability 

disaggregated data of your 

top management and senior 

management positions.

Submissions:  

•	 Top management: 1 African male.

•	 Senior management: 2 African males; 3 African 

females; 1 White female (total = 6).

•	 Organisational level: 59 male (46%) and 70 female 

(54%).

5 What measures have been 

put in place to promote 

gender transformation 

and to increase women’s 

representation in senior 

management and top 

management at your 

institution?

Submission:  

•	 The municipality has established a strategic business 

unit that deals with issues relating to gender.

•	 As above: we have a business unit and the GFP is in 

this unit and she is a woman.

•	 We do not pay lip service to this; this women is 

well qualified and has a doctorate in guidelines 

on integrated social work services for empowering 

women.

•	 She is relevant and competent.

•	 The unit is well resourced

 ▶ The municipality 

expressed a strong 

commitment to 

transformation but 

did not necessarily 

provide all the 

evidence in terms of 

submissions.

6 Who is responsible for 

implementing and overseeing 

gender transformation at your 

institution?

Submission:  

•	 There is a gender focal person in the special 

focus unit, dealing with gender issues and gender 

transformation.

•	 She is appointed at level 04: Chief, Special Focus 

Officer (Gender Coordinator)

•	 We have 10 employees here and 7 are women and one 

is PWD.

 ▶ GFP is at a very 

low level in the 

municipality.



page 70

STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

7 Do you have a system in 

place to track the movement 

of women and persons 

with disabilities into senior 

management positions? If 

not, which yardstick is the 

department using to track 

that?

Submission:  

•	 Our basis for tracking women is through our 

recruitment policy as well as our equity plan, where 

the focus on a certain job level will strictly target 

women.

•	 There is an equity report ( job grade analysis) which 

is generated every month and forms part of our 

reporting and is used to track and monitor the plan.

•	 Our Municipal Manager is a woman.

•	 A senior manager heads transformation services.

•	 We give women strategic positions for transformation; 

the one in transportation has a budget of 1.4 billion.

•	 We have vacancies and are trying to find women 

and head-hunted but there were problems with 

finalisation and we head-hunted a woman again.

•	 In engineering our target is a woman but we got a 

qualified woman for this.

•	 The specialised field of building inspection: we have 

tried three times to get a woman and on the fourth 

effort we succeeded and we found a highly qualified 

one just a month ago.

•	 1,539 vacant positions: 32% are filled by women so 

far and we have a way to go to fill the positions.

•	 The disabled are only 18 employees (1.1%) and we are 

still not there.

 ▶ Policies and 

plans sited as a 

monitoring system.

8 In terms of Section (19)(1) 

of the Employment Equity 

Act, a designated employer 

must collect information and 

conduct an analysis of all 

relevant employment policies, 

practices, procedures and 

the working environment in 

order to identify employment 

barriers which adversely 

affect people from designated 

groups. Kindly provide these 

policies (see next table)

Submissions:

The municipality has the following policies with             

a bearing on EE:

•	 Recruitment Policy.

•	 HIV/AIDS Policy.

•	 Sexual Harassment Policy.

Not signed.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

9 In terms of the policies that 

the Department has, how 

often does it audit its policies 

to check if they are still in 

line with the objectives to be 

achieved?

Submissions:

•	  Our policies are reviewed once per year.

•	 Yes: easy access through the computer system.

10 Kindly provide the 

Commission with 

disaggregated data by gender, 

race, and disability on SMS 

level,

Submissions:

•	 Job grade analysis attached.

11 What supportive measures 

have been put in place to 

enable women to perform 

their work and attend to 

domestic responsibilities?

Submissions:

•	 Various pieces of law cover most of the areas that 

support women, for example maternity leave which is    

a collective agreement.

12 Have policies been 

put in place to address 

discrimination and sexual 

harassment in the workplace? 

If yes, please provide the 

Commission with copies of 

these policies.

Submissions:

•	 Only one case and it was handled internally.

•	 The person reported the case to a police station,

•	 Copy of the sexual harassment has been provided.

13 The employer is required to 

put the policy where it can be 

accessed by the employees. 

Has your department done 

that? If yes, has the policy 

been communicated to the 

staff so they can understand 

its implication; what is 

contained in it; and how to 

lodge a complaint?

Submissions:

•	  All policies go through a road show before they can 

be implemented.

•	 All policies are available on our document 

management systems.

 ▶ Policies need to 

be accessible to 

both skilled and 

unskilled employees 

and more especially 

in the language they 

understand.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

14 In terms of sexual harassment 

cases that were reported to 

your department, what is the 

average number of cases that 

you receive per year?

Submissions:

•	 In terms of 2012/2013, only one case of sexual 

harassment been reported.

 ▶ One case per 

year seems to 

be unrealistic 

considering the kind 

of violent society 

that we are living 

in. The employer 

is not doing 

enough to sensitize 

employees about 

the importance of 

reporting cases of 

sexual harassment 

and the fact that 

they will be treated 

confidentially.

15 Which initiatives did the 

department undertake to 

raise awareness around 

issues of gender equality 

and discrimination in the 

workplace?

Submissions:

•	 The special focus unit organises the women’s 

employee’s event where gender and health related 

issues are addressed.

•	 Annual men’s engagements are organised to address 

men’s issues.

16 Do recruitment policies 

specifically target women and 

peoples with disabilities?

Submissions:

•	  Our adverts refer to equal opportunity employer

 ▶ The municipality 

need to engage 

the organizations 

of people with 

disabilities to 

attract or recruit 

skilled people with 

disabilities.

17 Does the department have a 

gender-sensitive budget which 

is allocated to deal with 

gender issues?

•	 A budget is for the special focus unit of R1.5 million.

•	 Total budget is R2.3 billion.

•	 Gender gets R800 000.

•	 New budget projection will be R4.5 million for special 

focus and this is a huge jump from the previous 

budget of R800, 000. It was only about R200, 000 in 

2010-2011 so this budget is increasing.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

18 What successes and 

challenges have been 

experienced in realising 

gender transformation in your 

department?

Successes:

•	 The Special Focus Portfolio Committee is headed by  

a woman.

•	 Women’s Caucus is headed by Chief Whip.

•	 There are equal numbers of women and men on 

mayoral committee (5 and 5).

•	 The Council has 40 men and 36 women Councillors.

Challenges:

•	 Unequal numbers at senior management level.

•	 Unequal numbers at middle management level.

•	 Inadequate budget for gender programmes but this 

going up—see above; we still think it is not enough 

but we are very constrained.

•	 Uncoordinated gender practices: Special Focus, 

Human Resource Unit, and Supply Chain 

Management.

•	 The Supply Chain Management assistant manager is 

disabled.

•	 Our big challenge: universal access for disabled 

employees. We have a very old building that never 

considered this.

•	 We have the BRT project and have made a decision 

that all the buses that we bring in have universal 

access and reasonable accommodation; we have a 

consultant helping us on this.

19 What capacity building 

programmes have been 

implemented to accelerate 

gender transformation in your 

department?

Submission:

•	 Gender Transformation Workshop for Polokwane 

Municipal Employees, Portfolio Committee Members 

and community structures.

•	 Women’s Caucus (quarterly).

•	 16 Days of Activism on no violence against women 

and children campaigns.

•	 Mayor’s Council is 5 men and 5 women.

•	 Special focus portfolio has a highly qualified woman 

at the helm.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

20 Does your department 

have in place succession 

plans, mentoring policies 

or promotion initiatives to 

advance women and people 

with disabilities?

Submission:

•	 There is a disability coordinator in the Special Focus 

unit.

•	 The disability forum was established in August 2012.

•	 The Annual Entrepreneur Workshop is provided for 

people with disabilities.

•	 A plan for entrepreneur women with disabilities to be 

on supply chain database and be given priority. 

•	 Through CGE a gender barometer was signed into 

effect last year.

FOR CGE TO COMPLETE: 
CGE FINDINGS ON SUBMITTED MATERIALS FORPRESENESENTATION, 

POLOKWANE MUNCIPALITY

PRESENTATION FIVE

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy •	 Oct 2010 document—did 

not see a signature.

2 Recruitment and Selection Policy •	 YES-detailed; not signed.

3 Disciplinary and Grievance Procedure

4 Code of Good Practice

5 Uniform and Protective Clothing Policy

6 Training and Development Policy

7 Employee Wellness Policy

8 HIV/Aids Policy •	 Yes

9 Succession Policy/Career Planning Policy

10 Staff Retention Policy
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PRESENTATION FIVE

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

11 Retirement Policy

12 Sexual Harassment Policy

13 Promotions Policy

14 Salary and Benefits Policy

15 Employment Equity Forum (minutes)

16 Gender Focal Point at DD Level

CGE PANEL QUESTIONS/COMMENTS ON PRESENTATION BY 
POLOKWANE MUNICIPALITY

COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

1 Recruitment policy: there is no specific 
reference made to gender in the policy.  Can 
you please explain this?

•	 On recruitment, it is correct that we will be 

reviewing this. Before we do any short listing and 

interviews, the first announcement that we do is 

to mention our goals to the panel and mention our 

employment equity goals. Our target is a woman, 

disabled and sometimes youth.

•	 Scores alone do not determine appointments; we 

even agree with the unions on this.

•	 Maybe the second qualified person is a woman 

and has potential and maybe a small difference in 

scores; then we motivate for the woman.

•	 If there is a disabled person, that is a diamond for 

this and we look at potential.

2 Can you quantify some of the success points you 

are offering us so that we have a handle on your real 

achievements?

•	 Number of women in Council: we have done well. 5 

men, 5 women.

•	 36 on Council are women and 40 male.

•	 Senior management of 8; 2 positions are vacant but 

we have 3 women and 4 males now and recruitment 

practices have been dealt with.

3 When did you start as municipal manager? •	 I started on the 3rd of July last year (2012).
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COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

4 Most of your policies are not signed.  We can give you 

14 days on that one.

•	 We can provide these in 14 days; I can sign or the 

mayor.Contd.

5 On your targets, keep working. •	 Thank you; we are working on this.

6 We commend you on coming to present as this shows a 

commitment to gender transformation. This is a serious 

matter from the top and please conveys this to the 

mayor.

•	 The Executive Mayor and the previous municipal 

manager was a woman; when she resigned the 

Executive Mayor got another woman.

•	 We are very committed to gender transformation.

7 One case of sexual harassment is problematic. People 

must have channels to speak.

•	 This is understood

8 Do men begin to say they are left out?  We are a gender 

commission and it does matter to address both.  Men 

must not be angry and so we encourage you to have 

programmes for men too so that they understand the 

bigger picture.

•	 Thank you for this recommendation.

9 On interns: how many interns do you have with regard to 

technical skills - engineers etc.  How many are women? 

Can you build a pool of qualified interns for the future?

•	 Interns?  How many have we appointed? Perhaps it 

is 80 altogether: 43 male; 37 female.

•	 All the interns are in finance.

•	 We will try to absorb some interns and 5 

female interns will already be placed in finance                 

- a strategic unit - and not mere run around interns 

but these are operational officials. They are right 

under the Director and have good responsibilities to 

build their profiles.

•	 Our bursaries:  we had 56 to hand over just 

yesterday and 29 were female and 27 male; do not 

know the disabled figure and all are youth.

10 On your child care proposal: please send this to us when 

done so that we can share it with other people. We want 

to be able to share it and monitor it. It will be a tall 

order to impress with your budget unless you get the 

child care facilities you spoke of. We want to monitor the 

spending patterns and want to see actual improvement 

in terms of gender and disability mainstreaming.

•	 We will submit this to CGE once it’s approved and 

budget allocated.

•	 We jumped from R200 000 to R800 000 to R1.5 m 

and will jump from R1.5 m to R4.5 min 2013/2014; 

this is necessary for gender mainstreaming.

11 You say there is a special focus unit where gender is 

addressed. Can you give us minutes and reports of these 

events? And specify the gender related issues that are 

addressed within 7 days.

•	 She will send in 7 days.

12 On question 13: you said all policies go through a road 

show before they are initiated. What is the road show 

process?

•	 The road show means work shopping all employees 

in the municipality.

•	 We workshop all senior and middle management.

•	 Middle management takes it through to their units.



page 77

COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

13 Your appointment of an HR manager for EE?              

Please make sure this is not business as usual.             

An additional post: will it be given equal response?

•	 The HR person is responsible for EE.

•	 He makes sure the Department of Labour gets 

reports and I get monthly reports on EE.

•	 We gave him an appointment letter to say this is not 

just a side job.

14 IDP and gender mainstreaming:  are they involved? 

Is it just counsellors or are there others involved in 

mainstreaming?

•	 I cannot answer this yes or no. We do have 

functional ward committees; we have 38 wards with 

36 having IDP plans.

15 Congratulations in terms of your SALGA award. Glad 

to see this closer working relationship. We hope these 

resolutions will filter down.

•	 Thank you.

16 It is encouraging to see a women MM making openings 

for other women. You will be lonely up there without 

this.

•	 No comment.

17 What about the service providers you contract: are they 

also vetted according to gender equality?

•	 Yes: our reporting on this is in terms of the number 

and percentages of tenders awarded to women, 

youth, disabled and others; this is a standard 

reporting template on my scorecard.

7.5 Waterberg District Municipality

Waterberg Municipality attained the numerical goals of gender equity. It has 57% female representation in senior management. 

In order to oversee the implementation of gender equity, an Equity Manager was appointed and an Employment Equity 

Committee established. Addressing the underrepresentation of people with disabilities remains a challenge. The policies 

that were submitted included the Employment Equity Policy, policies on Staff Provisioning, Training and Development, 

Conditional Grants, Long Service Awards, Promotions and Sexual Harassment. It was also made apparent that career path 

planning and personal development were major parts of the policy framework and implementation process. The main 

challenge is recruitment of people with disabilities. However, the commissioners suggested that the Municipality was not 

taking issues of gender transformation seriously because measures were not being proactively taken to address outstanding 

representation issues. The policies currently in place do not specifically address women and people with disabilities.  While 

no child care and flexitime arrangements were made, the municipality does conduct diversity management workshops and 

discusses gender issues through Annual Men’s and Women’s Day workshops. The low reportage of sexual harassment was 

flagged as the low numbers suggest inadequate sexual harassment reporting structures.
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SUBMISSIONS ACCORDING TO THE STANDARD REVIEW QUESTIONS: 
WATERBERG

STANDARD REVIEW 
QUESTIONS

SUBMISSIONS
COMMENTS 

AND/OR
FINDINGS

1 In terms of Section 20 of 

the Employment Equity 

Act No 55 of 1998, a 

designated employer must 

prepare and implement an 

employment equity plan. 

Does your institution have an 

employment equity plan? If 

so kindly provide a copy.

Submissions:  

•	 Yes: copy of EEP attached; 01 July 2011-30 June 2016.

 ▶ The plan submitted is 

not signed.

2 Has the department been 

able to achieve the objectives 

in terms of Section 20(2)(a) 

of the Act?

Submissions:  

Partially achieved owing to:

•	 Employment Equity Committee established.

•	 EE manager appointed.

•	 Numerical goals and targets achieved: 57% women in 

senior management.

•	 Presentations made to employees regarding gender 

transformation, sexual harassment, career path 

planning and personal development.

•	 The main challenge is recruitment of people with 

disabilities.

 ▶ The municipality 

needs to be proactive 

in terms of engaging 

organisations dealing 

with people with 

disabilities.

3 In terms of Section 24 of the 

Act, a designated employer 

must assign one or more 

senior managers to take 

responsibility for monitoring 

and implementing EEP. 

Does that form part of the 

performance review of senior 

managers?

Submissions:  

•	 Yes

4 Provide sex and disability 

disaggregated data of your 

top management and senior 

management positions.

Submissions:  

•	 See attached.
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STANDARD REVIEW 
QUESTIONS

SUBMISSIONS
COMMENTS 

AND/OR
FINDINGS

5 What measures have been 

put in place to promote 

gender transformation 

and to increase women’s 

representation in senior 

management and top 

management at your 

institution?

Submissions:  

•	 Elimination of all unfair discrimination in all 

municipal policies and practices.

 ▶ This is not enough; 

the municipality 

needs to do more 

and this is an 

indication that 

they are not taking 

issues of gender 

transformation 

seriously.

6 Do you have a specific 

person dealing with gender 

issues and/or gender 

transformation in your 

department and which salary 

level is the person assigned 

to?

Submission:  

•	 No; the duties are performed by Corporate Support 

and Shared Services.

7 Do you have a system in 

place to track the movement 

of women and persons 

with disabilities into senior 

management positions? If 

not, which yardstick is the 

department using to track 

that?

Submissions:

•	 Yes: quarterly monitoring and reports of the current 

plan.

8 In terms of Section (19)(1) 

of the Employment Equity 

Act, a designated employer 

must collect information and 

conduct an analysis of all 

relevant employment policies, 

practices, procedures and 

the working environment 

in order to identify 

employment barriers which 

adversely affect people from 

designated groups. Kindly 

provide these. policies (see 

next table)

Submissions:

•	 Employment Equity Policy.

•	 Staff Provisioning Policy.

•	 Training and Development Policy.

•	 Conditional Grant Policy.

•	 Long Service Awards Policy.

•	 Promotion Policy.

•	 Sexual Harassment Policy. 



page 80

STANDARD REVIEW 
QUESTIONS

SUBMISSIONS
COMMENTS 

AND/OR
FINDINGS

9 In terms of the policies that 

the department has, how 

often does it audit its policies 

to check if they are still in 

line with the objectives to be 

achieved?

Submissions:

•	 Annually, but some as and when required.

10 Kindly provide the 

Commission with 

disaggregated data by 

gender, race, and disability 

on SMS level.

Submissions:

11 What supportive measures 

have been put in place to 

enable women to perform 

their work and attend to 

domestic responsibilities?

Submissions:

•	 Employees Assistance Policy is in place.

12 Have policies been 

put in place to address 

discrimination and sexual 

harassment in the workplace? 

If yes, please provide the 

Commission with copies of 

these policies.

Submissions:

•	 Yes: see attached.

13 The employer is required 

to put the policy where 

it can be accessed by 

the employees. Has your 

department done that? If 

yes, has the policy been 

communicated to the staff 

so they can understand 

its implications; what is 

contained in it; and how to 

lodge a complaint?

Submissions:

•	 Yes
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STANDARD REVIEW 
QUESTIONS

SUBMISSIONS
COMMENTS 

AND/OR
FINDINGS

14 In terms of sexual 

harassment cases that were 

reported to your department, 

what is the average number 

of cases that you receive per 

year?

Submissions:

•	 None

 ▶ The fact that there 

are no sexual 

harassment cases 

reported may be 

a red flag that the 

municipality is not 

doing enough in 

terms of sensitizing 

employees about 

the importance of 

reporting cases.

 ▶ We know the kind 

of society that we 

are living in and the 

prevalence of gender 

based violence.

 ▶ It is of critical 

importance that the 

employer needs to 

adopt a proactive 

approach in terms of 

popularising sexual 

harassment policy 

and the ways and 

procedures to be 

followed in lodging 

complaints.

15 Which initiatives did the 

department undertake to 

raise awareness around 

issues of gender equality 

and discrimination in the 

workplace?

Submissions:

•	  Diversity management workshops.

•	 Annual Men’s and Women’s Day workshops.

16 Do recruitment policies 

specifically target women 

and people with disabilities?

Submissions:

No: policies do not specifically target women and people 

with disabilities but our adverts encourage women and 

people with disabilities to apply.
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STANDARD REVIEW 
QUESTIONS

SUBMISSIONS
COMMENTS 

AND/OR
FINDINGS

17 Does the department have 

a gender-sensitive budget 

which is allocated to deal 

with gender issues?

Submissions:

•	 No

18 What successes and 

challenges have been 

experienced in realising 

gender transformation in 

your department?

Successes:

•	 Appointment of 57% women in senior management.

•	 Improvement of appointments of PWD at semi-skilled 

and discretionary decision making (4%).

•	 Exceeded previous targets for previously 

disadvantaged people. Particularly women,            

who are 54%.

Challenges:

•	 Recruitment and appointment of people with 

disabilities.

•	 Budget.

 ▶ It is important for 

the municipality 

to take a proactive 

approach and engage 

organisations dealing 

with people with 

disabilities.

 ▶ The municipality 

needs to engage 

political leaders to 

get a gender sensitive 

budget and also try 

alternative funding 

through donors.

19 What capacity building 

programmes have been 

implemented to accelerate 

gender transformation in 

your department?

Submissions:

•	 We offer bursaries for all staff members to improve 

themselves.

20 Does your department 

have in place succession 

plans, mentoring policies 

or promotion initiatives to 

advance women and people 

with disabilities?

Submission:

•	 Yes to promotion but in terms of all staff; does not 

address women and PWD. 

Does your institution provide 

child care facilities and/or 

flexi-time or working from 

home to balance family 

responsibilities with work? 

Please provide evidence 

thereof.

•	 Not asked/no response.

ADDITIONAL SUPPORT 
NEEDED

•	 Not asked/no response. .
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CGE FINDINGS ON SUBMITTED MATERIALS – WATERBERG

PRESENTATION: WATERBERG MUNICIPALITY

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy •	 There is a final employment equity plan 01 July 2011-30 

June 2016; AND a policy—neither signed.

 ▶ #462392         

(October 2010).

2 Recruitment and Selection 
Policy

•	 Submitted but not a signed copy; see Staff 

provisioning Policy.

 ▶ No signature,       

no date.

3 Disciplinary and Grievance 
Procedure

4 Code of Good Practice

5 Uniform and Protective 
Clothing Policy

6 Training and Development 
Policy

•	 Signed on 30 June 2010.

7 Employee Wellness Policy •	 See Employee Assistance Programme Policy.  ▶ Not signed, not 

dated.

8 HIV/Aids Policy •	 Submitted but not signed.  ▶ Not signed.

9 Succession Policy/Career 
Planning

10 Staff Retention Policy •	 Long Service Policy; long service awards;  see also 

Promotions and Transfer Policy (not signed).

 ▶ Long Service Policy 

signed 30 June 2010.

11 Retirement Policy

12 Sexual Harassment Policy •	 Submitted but not signed.

13 Promotions Policy •	 Promotion and Transfers Policy submitted but not 

signed.

14 Salary and Benefits Policy

15 Employment Equity Forum 
(minutes)

16 Gender Focal Point at DD 
Level
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7.6 University of Limpopo

The University was represented by Mr. J Moloto, who is the 

Executive Director of Human Resources for two campuses 

under the University.  From the outset, I commend the day 

today: International Day for Women.  Before I go through 

the questionnaire and responses I would like to present a 

brief background to properly locate our presentation. The 

University of Limpopo was a result of a merger of two 

universities. The merger took place in a way that had great 

concerns in terms of labour. Of all the universities that 

merged, this was amongst the most difficult for reasons 

I will not go into. We did have to develop an entirely new 

university structure and had to develop new policies that 

harmonised with existing ones. We tried to focus on good 

practices and uniform systems. This was quite a journey. 

The two campuses involved large numbers of employees in 

transition. When an institution does this, many processes 

just stand still and this may become apparent in our 

presentation as to employment equity. When you are in 

transition, you are not likely to fiddle too much with staff. 

You deal with what you have. We did develop policies, 

however, and I did submit those that were approved by 

Council and we know these are not signed and I know I 

will be required to do this.

The University of Limpopo had no Equity policy in place 

and was given leave by the commission to attend a second 

hearing to present an equity profile report. According 

to the later audit conducted in August of 2013, the top 

management embodied in the Executive Management 

Committee of Limpopo University comprised of 11 people, 

1 of whom was a woman. This is 9% equity. With senior 

management included into the top management statistics, 

women comprise 14% of the labor force. Overall, women 

comprise 54% of university staff, 39% of academic staff 

and 56% of all administrative staff. People with disabilities 

comprise 0.2% of the total staff compliment, falling short 

of the 2% target by a considerable margin. The structures 

responsible for the management of the equity policies 

were not established at the time of the Commission’s 

enquiry. Limpopo University had been engaging with the 

Commission, and the engagement resulted in catalysing 

a gender structure, which had not been in compliance 

with the Equity Act. As a result, the performance 

management system for transformation in the university 

was being mainstreamed into the contracts of all executive 

managers. The ratified policies include all the stipulated 

policies Employment Equity policies with the exclusion 

of the HIV policy, the equity meeting minutes, as the 

equity policy was only recently adopted, and the gender 

focal person. Current workplace activities that promote 

and support equity include child care facilities, flexitime 

arrangements and 3 months paid maternity leave. While 

there was no disability policy to recruit disabled people, 

the University had embarked on a programme to recruit 

more women academics after discovering that 90% of all 

applicants were male. A staff association called ULWASA 

supports women as academics, providing a platform for 

an academic leadership programme to mentor and coach 

women as academics through Rhodes University.
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SUBMSSIONS AND TESTIMONY ACCORDING TO THE STANDARD 
REVIEW QUESTIONS: UNIVERSITY OF LIMPOPO 

(MR JOSEPH MOLOTO)

STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

1 In terms of Section 

20 of the Employment 

Equity Act No 55 of 

1998, a designated 

employer must prepare 

and implement an 

employment equity 

plan.  Does your 

institution have an 

employment equity 

plan? If so kindly 

provide a copy.

Submissions:  

•	 No: there is no formal EE plan. To be finalised during 2013.

•	 As a result of the protracted merger between two 

universities the institution embarked on a programme of 

harmonising its HR policies, processes, procedures and 

systems.  

•	 The EE plan has just been approved by Council.

•	 No: the policy was recently completed and approved in 

November last year (2012).

•	 Approved policies and have a code of ethics and conduct 

where transformation issues are addressed were submitted.

 ▶ No EE plan but 

approved policy.

2 Provide sex and 

disability disaggregated 

data of your top 

management and senior 

management positions.

Submission (top management): 

•	 Top management and senior management: 14 people.

•	 2 of the 14 are black women.

•	 12 of the 14 are men: mostly black but two white and one 

Indian.

•	 Directors of different academic schools are not included 

this in the document.

 ▶ The ratio of two 

females against 

twelve of their male 

counterparts is 

just unreasonable 

and this is a clear 

indication of gender 

inequality within the 

workplace.

 ▶ The university needs 

to come up with a 

proactive approach 

in efforts to attract 

more women at 

senior management 

to change the 

position as it stands.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

3 What measures have 

been put in place 

to promote gender 

transformation and 

to increase women’s 

representation in senior 

management and top 

management at your 

institution?

Submission: 

•	 Being an academic institution, the university has 

advocated and mobilised women academics to establish 

the University of Limpopo Women’s Academic Solidarity 

Association, which is a forum aimed at encouraging women 

to enhance their scholarship.

•	 A pool of women leaders are identified in the above 

manner.

•	 Participation in the HELM initiative: identifying, training 

and developing women in leadership positions.

•	 When advertising top and senior management positions, 

the university targets women by placing advertisements 

with HERSA.

•	 Universities have their own traditions and a way of 

managing and in this regard what we have done for 

purposes of transformation is to establish an association 

specifically for women academics because academia 

requires promotion through the ranks from senior lecturer 

and up.

•	 We lack women at the top but an association has been 

formed for training, mentoring and supporting academics 

and especially women academics.

•	 We also have HELM, which is a programme in our 

sector; the idea is to train and nurture leadership; and 

for purposes of gender equity we have HERSA which is a 

dedicated programme for women academics to train them 

into senior management positions.

•	 In our recruitment we also send adverts to HERSA,            

a chapter within HELM to support women; they have          

a database of senior academics and track them; so we 

always send adverts to HERSA.

 ▶ What strategies 

and measures have 

been put in place to 

make sure that the 

university attracts 

females at top 

management.

4 Who is responsible 

for implementing and 

overseeing gender 

transformation at your 

institution?

Submission:  

•	 All line managers are responsible.

•	 The Transformation Committee is chaired by the Vice 

Chancellor and Deputy Vice Chancellor.

•	 They focus is on a range of issues and not just gender but 

gender is included in that range as part of transformation.

 ▶ No Gender Focal 

Person
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

5 Does implementation of 

gender transformation 

measures form part of 

the performance review 

of senior managers? 

If no, kindly provide 

reasons for this.

Submission:  

•	 Not gender transformation specifically.

•	 Transformation in general is part of the performance 

review of senior managers and this includes gender. 

•	 Yes: in the performance agreement there is a specific 

item for all senior managers and all members of EXCO 

must manage transformation and transformation includes 

gender.

6 What resources have 

you allocated to support 

gender transformation 

as mentioned above? If 

no resources have been 

allocated, why?

Submission:  

•	 HWASA is assisted financially to support initiatives that 

promote scholarship amongst female academic staff.

•	 Special training programmes on coaching and mentoring 

from time to time.

•	 Special achievement awards for female academics.

•	 No dedicated budget for this exercise.

•	 We also have a mentoring and coaching policy and 

procedure that we did not include in our submission

•	 We have exchange programmes for women academics

•	 Annual awards for best researcher, best lecturer, etc.: 

critical ones have been won by women academic recently.

 ▶ No budget 

allocation.

7 What mechanisms or 

systems are in place to 

track the movement of 

women with disabilities 

to senior management 

or top management 

priorities at your 

institution?

Submission: 

•	 The Research Directorate of the university keeps and 

manages a database of academic staff, in general, from 

which a pool of women academics can easily be identified 

and nurtured and promoted to senior academic positions.

•	 No: we have no specific policy on women and staff with 

disabilities.

•	 In processes of recruitment and selection, we consider this.

 ▶ No policy on 

disability.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

8 Do your recruitment 

policies specifically 

target men and women 

for disabilities for 

recruitment to senior 

positions? If so, please 

provide us with a copy 

of your recruitment 

policy which makes 

provision for this. If not, 

kindly provide reasons 

why.

Submission:

•	 No. However, in practice the university makes special 

efforts to target, among others, organisations which 

spearhead programmes focusing on the promotion 

of women in leadership and people with disabilities           

(e.g. HERSA).

9 Are any mentorship 

and/or capacity building 

programmes aimed at 

accelerating women 

and disabled people’s 

progression to senior 

and top management 

positions? If not why 

not?  Kindly provide 

reasons.

Submission: 

•	 Yes: these are in place for women academics.

•	 Few programmes are aimed at people with disabilities.

10 Does your institution 

provide child care 

facilities and/or flexi-

time or working from 

home to balance family 

responsibilities with 

work?  Please provide 

evidence thereof.

Submission:

•	 Yes: a child care and development centre for staff.

•	 Flexi-hours are inherent in academic work schedules.

•	 Provision is made for maternity leave, which is paid for 3 

months.

•	 There is a centre subsidised by the university and it is 

mainly for staff but sometimes the public can access it.

•	 School of Humanities also studies this (psychology) and 

tracks it.

•	 Our core business is academics and they have flexi hours: 

60% to teaching and working.

•	 The working hours are 0730-1600 but academics do not 

stick to those.

 ▶ It is a proactive step 

that the university 

took to have a 

child care and 

development centre 

and as such must be 

commended.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

11 What steps have 

you taken to initiate 

awareness on 

gender equality and 

discrimination in the 

workplace? Who has 

been targeted with 

these measures and 

what success has been 

achieved thus far?

Submission:  

•	 Not much has been done.  

•	 The Vice Chancellor does address this issue during opening 

assemblies.

•	 Such messages and announcements are aimed at the 

university, community, staff and students.

•	 The university does not experience significant incidences of 

gender discrimination.

 ▶ The university 

needs to develop a 

proactive approach 

in terms of raising 

awareness on 

issues of gender 

discrimination and 

transformation.

12 Does your company 

have gender 

discrimination and 

sexual harassment 

policies? Kindly provide 

us with copies of these 

policies. How effectively 

have these policies been 

utilised? If there are no 

policies in place or you 

have not utilised these 

polices, what explains 

this?

Submission:

•	 Á draft sexual harassment policy.

•	 University focuses on unfair discrimination in general and 

not specifically gender discrimination.

•	 Gender discrimination will be more of a focus now with 

proper mechanisms.

Testimony:

•	 We do have a code of ethics and on page 12 thereof this 

issue of discrimination is addressed.  

 ▶ Policy not approved.

13 In terms of Section (19)

(1) of the Employment 

Equity Act, a designated 

employer must collect 

information and 

conduct an analysis of 

all relevant employment 

policies, practices, 

procedures and the 

working environment 

in order to identify 

employment barriers 

which adversely affect 

people from designated 

groups.  Kindly provide 

these policies (see next 

table).

Submission: 

•	 See attached policies.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

14 SUCCESSES AND 

CHALLENGES

Successes:

•	 The university has not experienced significant complaints.

Challenges:

•	 University faces difficulty in attracting women academics in 

scarce skills areas and in top and senior management.

•	 Reason for above: aging academic workforce.

•	 We have not yet addressed this well either except in terms 

of general equity but we are not so specific to gender 

equity.

•	 Academia no longer as attractive as it used to be compared 

to work in public and private sector.

 ▶ The fact there 

hasn’t been a 

significant number 

of complaints may 

be red flag that 

the university is 

not doing enough 

to sensitize both 

students and 

lectures about 

issues of sexual 

harassment. 

15 ADDITIONAL SUPPORT 

NEEDED

Submission:

•	 Conducting surveys on gender issues within the university; 

this will assist in highlighting pertinent issues that require 

specific interventions.

•	 Internally, we can do our own surveys on gender issues and 

do not really need support but we have academics and they 

want to do this kind of research into gender inequality.

•	 This would assist us in identifying and addressing specific 

gender-based issues.

•	 In 2010, the former Minister of Education instituted a 

study on discrimination in all its facets throughout the 

sectors and we are also busy studying this report.



page 91

FINDINGS ON SUBMITTED MATERIALS: UNIVERSITY OF LIMPOPO

PRESENTATION

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy

2 Recruitment and Selection Policy •	 Yes: submitted a 16 page document; no 

signature or date.

3 Disciplinary and Grievance Procedure •	 Employee Relations Policy and 

Procedure; not signed.

4 Code of Good Practice Policy •	 Code of Ethics and Conduct; not signed.

5 Uniform and Protective Clothing Policy

6 Training and Development Policy •	 Education, Training and Development 

Policy and Procedure; not signed.

7 Employee Wellness Policy •	 Yes; submitted as draft 3-page document.

8 HIV/Aids Policy

9 Succession Policy/Career Planning •	 Appointment, Preparation and 

Leadership and Management 

Development of Senior Managers: not 

signed.

10 Staff Retention Policy •	 Yes: submitted; not signed.

11 Retirement Policy

12 Sexual Harassment Policy •	 2012 document submitted; not signed.

13 Promotions Policy

14 Salary and Benefits Policy •	 Remuneration Policy; not signed.

15 Employment Equity Forum (minutes) •	 None.

16 Gender Focal Point at DD Level •	 None.

CGE PANEL QUESTIONS/COMMENTS ON PRESENTATION BY 
UNIVERSITY OF LIMPOPO

COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

1 In terms of merging the universities, it saddens us to see that you do not have a lot of 

the EE policies in place. We are always looking to universities as role models in society 

and providing us with people for the workforce. Quite frankly, there is nothing in 

your presentation that shows that the university takes EE seriously. For the next 5-7 

years, we will not even have products from you nor even gender studies. We thought 

we would hear of learning but you are relying on the good will of the Chancellor to 

give you money but are not even following the EE Act and Section 21A. You have not 

done this. This structure for women empowerment HWASA seems inadequate. What 

is their plan? What are they doing for women with scarce skills?

•	 No response:          

the Commissioners 

ending up adjourning 

to discuss this 

presentation.
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2 See annexure A: you say there are few reported cases of sexual harassment. Please 

explain your procedure

•	 No response: the 

Commissioners 

ending up adjourning 

to discuss this. 

presentation.

3 The study conducted by the national Minister Pandor: you say you are busy unpacking 

this 2010 research; can you please send us your findings?

•	 No response: the 

Commissioners 

ending up adjourning 

to discuss this 

presentation.

4 By your own admission, this is a really disappointing and report back to your Vice 

Chancellor. We expect you to be a model of transformation and if you cannot do 

it in your own work, what can we expect of others and your graduates? You are a 

historically black institution but you have done so little for affirmative action and 

are at the bottom of the pile instead of being in the lead. You have not transformed 

because you are still merging? We do not accept this.

•	 No response: the 

Commissioners 

ending up adjourning 

to discuss this 

presentation.

5 Two women out of fourteen people at the top of your university: this is a dismal 

performance and no women with disabilities.   

•	 No response: the 

Commissioners 

ending up adjourning 

to discuss this 

presentation.

6 You say you want to correct this on your own but you need help with gender 

transformation. You just have a women’s organisation but you are not there yet. It is 

safe to say you have to go back to drawing board.  

•	 No response.

7 You have no clear sexual harassment policy and we know this takes place in 

universities. Maybe a young women wants to pass a class and she obliges the educator 

and we see this already in some complaints.

•	 We have attached a 

form in which we 

said we have not had 

many cases of sexual 

harassment but we 

do have a grievance 

procedure policy for 

this.

•	 In regard to students, 

we have a counselling 

centre and this unit 

counsels them mainly 

on academics but 

other issues that they 

might raise.

•	 Students can go to the 

counselling unit in the 

afternoon to report on 

challenges of all kinds 

including those in the 

student residences.
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8  You need to be a model and in one sense you have established something in terms of 

outreach but otherwise there is no sense of urgency in your university.

•	 No response.

9 In the absence of an Equity Plan what did you give to the Department of Labour? •	 No response.

10 Do you have a sexual harassment policy in terms of the students? •	 We have one for staff 

but not for students.

11 Thanks to the chair and she highlighted all that we have to say in a nice manner. But 

I cannot be so kind. I want to draw attention to your response to question 12. The 

university looked at gender discrimination in terms of unfair discrimination but the 

latter is a negative right and this is a different kind of situation.  Gender discrimination 

is a positive right and you must affirm this; see Section 9 of the Constitution and 

other pieces of legislation. See Section 23 of the Constitution too. You have got this 

wrong and you are a university.

•	 No response: the 

Commissioners 

ending up adjourning 

to discuss this 

presentation.

12 On question 14, you have 14 people in senior management and 2 women here. One 

of them is in the library. You said however the university faces serious challenges in 

attracting women academics in scarce skills areas and that academia is no longer as 

attractive as it used to be. This is an inherent contradiction; senior management is 

attractive for males but not attractive for females?   Explain that contradiction.

•	 No response: the 

Commissioners 

ending up adjourning 

to discuss this 

presentation.

13 On recruitment selection policy 5.7.3 in your document on recruitment, selection 

and appointment policy and procedures: when you appoint, your selection criteria is 

work related and covers qualifications, training, relevant skills, behaviour, relevant 

knowledge and relevant work experience and there is nothing there about gender. It is 

not in your transformative operations and thinking. The mention of gender is absent 

and not in your vocabulary.  Maybe you could redeem yourself in terms of senior 

manager’s documentation but no reference there all and not in one paragraph. Not in 

the staff retention document either; it is empty and disgraceful and makes no reference 

to gender. If you do not mention gender and take substantive steps to have it in your 

policy it will not be achieved. You are not committed and you are not transforming. 

The management and your draft policy show that you are not dealing with gender 

transformation. You should be the role model!  This is disgraceful.

•	 The word gender does 

not appear in all the 

sections; this is true.

•	 If you look at the 

introduction it will be 

noted that the equity 

goals are there in 

terms of recruitment, 

selection, appointment 

and promotion.  

This makes this the 

umbrella statement 

for all that follows.  

The word gender does 

not need to follow 

in all areas because 

we say right in the 

beginning that this is 

the purpose.

14 Let’s admit that we have a big problem here. Explanations and responses are not 

helping. There is a need for gender mainstreaming. Let’s talk the way forward 

together. Let’s take a break and discuss the way forward. We can put on the table; this 

is totally flawed and unacceptable

•	 No response: the 

Commissioners 

ending up adjourning 

to discuss this 

presentation.
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 7.7 Department of Education

The Department was represented by Mr. D Masemola who indicated that one of the department’s critical goals is the 

transformation of our institutions and making sure that they contribute to students to have employment opportunities.  

The Limpopo Department of Education reported that its top posts were 67% female, and its general managers were 

25% female. While no people with disabilities had been included in top management, senior managers were composed 

of 39% females. The structures responsible for promoting equity include a Gender Unit under Transformation Services 

Business Unit. There is a gender focal point at the managerial level and senior managers are evaluated in their performance 

agreements on gender equity. Reporting to the Department of Labour on gender targets also occur. The policy documents 

submitted included the Employment Equity, Succession and Career Development, Staff Retention and Sexual Harassment. 

The sexual harassment policy is a national policy with customization to provincial requirements intended for the future. 

Sexual offences are regarded as dismissible offences. It was observed that education and training opportunities were largely 

dominated by male beneficiaries even though the submission testimony claimed that opportunities to accelerate the career 

progression of designated groups were being promoted within the department. Childcare and flexitime arrangements were 

not present, but a public service study on child care facilities was being pursued with results being the guide for future 

establishment of childcare facilities. An obstacle to gender transformation was also identified in the lack of success in the 

staff retention policy. Austerity measures, such as moratoria on the employment of new personnel, have hindered gender 

transformation.

SUBMISSIONS AND TESTIMONY ACCORDING TO THE STANDARD 
REVIEW QUESTIONS: DEPT OF EDUCATION

STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

1 In terms of Section 20 of the 

Employment Equity Act No 55 

of 1998, a designated employer 

must prepare and implement 

an employment equity plan. 

Does your institution have an 

employment equity plan? If so 

kindly provide a copy.

Submissions:  

•	 Yes: 37 page document, signed: 2010-2014.

 ▶ Signed by HoD 

29/3/2010.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

2 Has the Department been able 

to achieve the objectives in 

terms of Section 20(2)(a) of 

the Act?

Submissions:  

Yes: top 16 level spot is male but two 15 level spots are 

female (67%)

•	 Level 14: 3 women and 12 men. 

•	 General Managers: 12 men and 3 women.

•	 No one with disability in top management or senior 

management.

•	 Senior management: 28 male and 18 female.

•	 Altogether 23 female (35.4%) and 42 male (64.6%).

•	 Reports to the Department of Labour and on the 

GPAs. 5 year objectives are being attained.

•	 Diversity and designated group quotas are pursued. 

•	 Accelerated career progression of designated groups is 

pursued by providing opportunities.

 ▶ 0% disability in 

top and senior 

management

 ▶ Male dominated 

at top and senior 

management

 ▶ Male dominated at 

general manager 

level

3 In terms of Section 24 of the 

Act, a designated employer 

must assign one or more 

senior managers to take 

responsibility for monitoring 

and implementing EEP. 

Does that form part of the 

performance review of senior 

managers?

Submissions:  

•	 Yes: employment equity is part of the performance 

review of senior managers.

4 Provide sex and disability 

disaggregated data of your 

top management and senior 

management positions.

Submissions:  

•	 65 senior managers: 23 females (35.4% and 42 males 

(64.6%)

•	 Disability is 0.2% out of total staff establishment of 

59 026; only 127 are people with disabilities.

•	 We are not doing well on PWD but working with the 

Department of Labour on this in order to progress.

•	 In terms of the staff establishment, we have 59,000 

employees.  Females are 58% of this.  

•	 Males: R10.6 billion in salaries and women: R8.1 

billion in salaries.   

•	 24, 854 men; 34,175 women (58%).

•	 Prevailing austerity measures has hindered gender 

transformation.

•	 Budget is R199, 400, 536 in total,

 ▶ Male dominated at 

senior management 

level.

 ▶ No data given on 

top management 

during 

presentation.

 ▶ The department 

must make efforts 

to work together 

with organisations 

of people with 

disabilities.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

5 What measures have been put 

in place to promote gender 

transformation and to increase 

women’s representation in 

senior management and 

top management at your 

institution?

Submission:  

•	 Implementation of Workplace Skills Plan inclusive 

of leadership programmes and ultimately ushering 

succession plans and monitoring programmes.

•	 13 males and 8 females were capacitated in 

management development programmes.

 ▶ Even training 

for promotions 

appears male 

dominated.

6 Who is responsible for 

implementing and overseeing 

gender transformation at your 

institution?

Submission:  

•	 Gender Unit under Transformation Services Business 

Unit; focuses on service delivery standards.

•	 GFP is at Level 10.

•	 Deputy Director at salary level 12 under senior 

manager in the transformation unit; deals with all 

transformation issues. 

 ▶ Gender is but 

one part of all 

transformation 

issues.

7 Do you have a system in 

place to track the movement 

of women and persons 

with disabilities into senior 

management positions? If 

not, which yardstick is the 

department using to track 

that?

Submission:  

•	 The department is utilising numerical goals based 

in the EE plan to identify whether women and 

people with disabilities are promoted into senior 

management positions.

•	 We also have reports quarterly on this in senior 

management meetings and to the Department of 

Labour annually.

 ▶ Monitoring is 

according to the EE 

plan.

8 In terms of Section (19)(1) 

of the Employment Equity 

Act, a designated employer 

must collect information and 

conduct an analysis of all 

relevant employment policies, 

practices, procedures and 

the working environment in 

order to identify employment 

barriers which adversely 

affect people from designated 

groups. Kindly provide these 

policies.

Submissions:

•	 Disability Policy

•	 Affirmative Action Policy

•	 Succession and Retention Policy

9 In terms of the policies that 

the department has, how 

often does it audit its policies 

to check if they are still in 

line with the objectives to be 

achieved?

•	 When the need arises.

•	 The Auditor General and internal audit identify 

policy gaps and the executive management assesses 

performance and identifies policy implementation 

gaps.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

10 Kindly provide the 

Commission with 

disaggregated data by gender, 

race, and disability on SMS 

level.

Submissions:

•	 HoD is male.

•	 SGM had two females but one resigned.

•	 General managers: 12 males and 3 females.

•	 Senior managers: 28 male and 18 females.

•	 Altogether 23 female (35.4%) and 42 male (64.6%).

 ▶ There is a general

11 What supportive measures 

have been put in place to 

enable women to perform 

their work and attend to 

domestic responsibilities?

Submissions:

•	 DPSA has conducted a fact finding mission on the 

issue of availing child care facilities for breastfeeding 

mothers in the workplace.

•	 Still awaiting DPSA report.

•	 During training, the department does provide support 

for breastfeeding mothers.

12 Have policies been put in 

place to address discrimination 

and sexual harassment in 

the workplace? If yes, please 

provide the Commission with 

copies of these policies.

Submissions:

•	 Policy was developed in 2000 and has not yet been 

reviewed.

•	 Department uses national policy.

•	 Department has ‘speak out against abuse ‘pamphlets.

•	 There are an affirmative action policy and EE Plan.

•	 The department uses the National DOE gender policy 

on this.

•	 The province has not customised the national plan.

13 The employer is required to 

put the policy where it can be 

accessed by the employees. 

Has your department done 

that? If yes, has the policy 

been communicated to the 

staff so they can understand 

its implication; what is 

contained in it; and how to 

lodge a complaint?

Submissions:

Yes: the policies are at consultative forums and handed 

to employees in these forums.

It is of critical 

importance for the 

employer to sensitize 

employees, skilled 

and unskilled about 

the existence of 

policies through 

workshops.

14 In terms of sexual harassment 

cases that were reported to 

your department, what is the 

average number of cases that 

you receive per year?

Submissions:

•	 EEA staff (educators) O8 dismissals and 5 cases still 

pending

•	 PSA staff: none. Public Services Act: this is a small 

component of the department.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

15 Which initiatives did the 

department undertake to 

raise awareness around 

issues of gender equality 

and discrimination in the 

workplace?

Submissions:

•	 Women’s Day Celebrations.

•	 16 Days of Activism Campaign (not done 2011-12 

owing to budget cuts).

•	 HRD has coordinated gender training through 

PALAMA.

•	 Awareness workshops on disability also take place 

and raise awareness; this occurred in all districts in 

2011

•	 Budget cuts prevented some training.

 ▶ It is important for 

the department to 

indicate how many 

females benefitted 

as opposed to their 

male counterparts.

16 Do recruitment policies 

specifically target women and 

peoples with disabilities?

Submissions:

•	 Yes: employment equity profiles in respect of 

advertised posts and short listing accordingly.

•	 We communicate this and do short listing according 

to people with disabilities and women.

•	 Our interview panels know of these targets and for 

school managers we look at this especially.

17 Does the department have 

a gender-sensitive budget, 

which is allocated to deal with 

gender issues?

Submissions:

•	 No: there is no gender specific budget.

•	 Budget is for transformation services strategic 

business unit.

18 What successes and 

challenges have been 

experienced in realising 

gender transformation in your 

department?

Successes:

•	 Establishment of girls and boys education movements 

in all districts.

•	 Established women’s SMS forum (but not too 

functional) with help of the DPSA.

Challenges:

•	 Inability to proceed with departmental gender audit in 

2011 due to budget cuts.

•	 Business plans have been cut owing to budget cuts.

19 What capacity building 

programmes have been 

implemented to accelerate 

gender transformation in your 

department?

Submissions:

•	 Officials were taken to gender training through 

PALAMA for awareness.

•	 Officials attended workshops organised by gender 

commission; senior manager transformation 

December 2012; action plan dialogue took place.

•	 Gender focal person also attends seminars.

•	 In terms of training, we will educate the total number 

of the employees we can account for.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

20 Does your department 

have in place succession 

plans, mentoring policies 

or promotion initiatives to 

advance women and people 

with disabilities?

Submission:

•	 Yes: the department has the approved succession 

policy, of which one of the objectives is to promote 

and advance women and people with disabilities.

CGE FINDINGS ON SUBMITTED MATERIALS FOR PRESENTATION BY 
DEPARTMENT OF EDUCATION

PRESENTATION ONE: DEPARTMENT OF EDUCATION

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy •	 Yes: 14 pages signed 21/01/2011.  ▶ ANNEXURE 3

2 Recruitment and Selection Policy

3 Disciplinary and Grievance Procedure

4 Code of Good Practice

5 Uniform and Protective Clothing Policy

6 Training and Development Policy

7 Employee Wellness Policy

8 HIV/Aids Policy

9 Succession Policy/Career Planning •	 Yes: signed 08 Feb 2012.

10 Staff Retention Policy •	 Yes: Retention and Succession Plan 

signed 21/01/2011.

11 Retirement Policy
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PRESENTATION ONE: DEPARTMENT OF EDUCATION

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

12 Sexual Harassment Policy •	 National Department Policy.

13 Promotions Policy

14 Salary and Benefits Policy

15 Employment Equity Forum (minutes)

16 Gender Focal Point at DD Level •	 Manager.

CGE PANEL QUESTIONS/COMMENTS ON PRESENTATION BY 
DEPARTMENT OF EDUCATION

COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

1 On budget: you say it is insufficient but what is 

the amount of the transformation services. How 

does utilisation take place in terms of gender 

issues?

•	 The budget has been developed over a number of years and 

we are often quite disappointed that this has been dwindling 

since 2009/2010. We see it going down.  

•	 The previous financial year was better than this one. R107 

million in the previous financial year. Transformation must 

find space to go up but budget keeps going down.

3 National policy on learner pregnancy must be 

managed according to the constitution; do your 

governing bodies go along with this?

•	 SGB associations are challenging us and also taking the 

departments to court, particularly in Model C and affluent 

schools.
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COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

4  On retention: you have lost females to the 

private sector and it seems you cannot retain 

female staff in order to enhance upward 

mobility within the department. What plans do 

you have to retain females as executives since 

you are busy losing them? 

The senior general manager was a woman who resigned…

•	 We generally do well at the level of DDG; we had three 

women and they help.

•	 We do not see much about retention challenges from 

corporate services.

•	 We has a senior manager leaving to another province; she 

came from Gauteng and on arrival found a job back there 

where the family was and this compelled her to go back.

•	 We have to recruit beyond Limpopo and this can be 

challenging if there are other domestic demands in those 

other provinces. 

5 Explain the training that you have been 

providing on gender issues (PALAMA).

•	 Department of Education is trying to fit into the economic 

Growth and Development Plan for Limpopo and I think it is 

here we need to concentrate. This way we are able to get a 

big view and to target people specifically. This can enable 

on the job training, leadership training and other ways to 

develop women and people with disabilities. We need to 

target more broadly this way. And we are moving in this kind 

of broad strategy direction. All public service departments 

are then targeted at once.

•	 We train school principals and we are emphasising the issue 

of pregnancy amongst learners and trying to ensure that we 

do not discriminate.

6 On mentoring: what do you have in  place as it 

appears that you have a problem in support to 

women?

•	 Transformational services are mostly about gender and so we 

get much done there. These are actual activities too.

7 Communication problems are indicated.  How 

do you communicate your policies?

•	 To communicate policies, we go to a policy clearing 

committee to get them signed off and then we go through 

a system of communication. Once signed, there are 

mechanisms so that all staff members understand the 

meaning of these policies.

8 The deputy manager on question 6: who is 

this? What rank is the GFP?

•	 The GFP person is at manager level and reports to a senior 

manager.

9 On question 12: sexual harassment in the 

workplace was not reviewed. Please explain 

if you have such a policy. What policy are you 

using here? Whatever you use, will it stand up 

in a court of law?

•	 We use national department policy as we had old policy that 

was not up to scratch and so we started with national gender 

policy and we want to then customise it to the province.

•	 In some cases we do dismiss principals for sexual offences 

and take this very seriously.
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COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

10 We know that issues of governance are being 

dealt with regard to SGBs; what is current 

practice with regard to appointing school 

principals?  Maybe an SGB male wants to vote 

in a principal that is male. Just talk about this. 

What is your authority? Is this working? Please 

do not treat this issue as frivolous.

•	 The SGBs do recommend appointments to the head of 

department and in the actual implementation the SGBs take 

it to the extreme.

•	 Advice on the Labour Relations Act is sought and sometimes 

the Labour Relations Council is approached.

•	 We also have to communicate with SGBs so that they 

understand the legislation and their role.

11 Looking at management at school level, there 

is a good representation of women compared 

to men. But at administrative level, the picture 

changes to a predominance of men. When you 

appoint individuals to the SMS band, are they 

drawn from school management level or from 

outside of that? Do explain the gap in terms of 

administration to school.

•	 The one area that is very critical is this one from the legal 

division: that when we come to SMS level there is an 

imbalance of men and women. Many of the people we draw 

from schools do not necessarily have the skills and we have 

to look outside for administrative skills.  

•	 We are working to change the situation at the level of the 

general managers but at DDG level we do well. The gap 

is at the SMS level. If we can manage this we can effect 

transformation.

12 There has been some discussion before on 

technical skills. Do you have a business school 

in terms of building capacity? Do we have to go 

outside to other provinces to locate a pool of 

skilled women?

•	 We do have a school that builds such capacity.
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7.8 Reflections and emerging issues

Commissioner Mpumlwana indicated that Foskor and 

Waterberg District Municipality did not honour the 

Commission’s invitation despite having confirmed that 

they would attend.  

Mr Mgoqi opened the floor to those present to see if there 

were any comments or questions.

Question: 

My question is around GFPs. There is much mention of 

them and at which level. There was no say about the 

institutional arrangement of the GFP. We see them moved 

from one directorate to another causing instability. Or the 

GFP is frequently an add-on activity.  We always talk about 

them but these institutional arrangements and reporting 

channels are not always working.

Comment: 

It came to my attention that in most cases policies are not 

in place to regulate departments on a gender basis. The 

people from Public Works and others we see that there 

are not adequate policies. How do you function without 

this guidance? The sexual harassment policy is critical in 

every workplace and employees must be sensitized about 

the existence of these policies and the procedures to be 

followed in lodging complaints. 

Question: 

Can the CGE assist in guiding where a GFP should sit in a 

department? Maybe they are not on the policy committee.  

A GFP must be placed in a strategic position and able to 

influence decisions.  

Comment from Public Works: 

On the issue of the GFP and where they should sit and 

in terms of transformational issues, this can be a burden 

on departments. It causes us to redraft the organisational 

structure which we must resubmit to DPSA for approval 

and now DPSA is seeking to reorganise departments. 

Commissioner Sylvia Stevens-Maziya: 

In terms of the recommendation to CGE, where should 

GFP sit? We have done gender analysis on this.  A strategic 

planning session takes place and it is here where the GFP 

should sit and on policy development. In terms of policy 

committees, the GFP belongs here looking at gaps and in 

terms of international instruments ratified by South Africa. 

He or she must know all about this and this GFP must have 

this expertise on policy. Once policy is developed there are 

implementation plans and quarterly review sessions and 

monitoring systems to see if the policy is being applied 

and if gender targets are being met. The GFP must also 

participate in the annual reports. This person has to study 

recruitment strategy and gender disaggregated reports. 

They must understand compliance issues and being able 

to report to the DPSA. And the GFP must help the entire 

organisation to understand and conceptualise gender 

mainstreaming. The GFP should not just be about events 

and training.  

Commissioner Mpumlwana: 

Colleagues, we have come to the end of our two days of 

the EE hearings. There are two respondents who did not 

come today. We are not here to tick boxes or expose you 

but here to accompany you in transformation. We have to 

pay our respects to those who have come and done that. 

We do want your serious consideration and we did get that 

except those who did not come.  You were honest and 

shared what works and what does not.   

There are some major issues that arose and as a way 

forward, we will complete this report and everything is 

on record. We will then consolidate everything and all the 

action plans. Make sure you send in all the outstanding 

documentation. Send them within 14 days or those dates 

mutually agreed upon.

We know gender transformation is difficult but it is a 

constitutional obligation. Even when it is tough, please 

remember this is constitutional.  We want to have our 

people feel they are equal members of the country. If this 

is done, gender based violence, insecurities and many 

related problems will decline.  

Please go back and look at your budgets. We cannot do 

much on small budgets.

Thank you for coming. We at CGE are at your service and 

we have our office here and we are willing to help where 

we can with our limited budget.
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COMMISSION FOR GENDER EQUALITY

EMPLOYMENT EQUITY HEARINGS 

ON GENDER TRANSFORMATION IN THE WORKPLACE:

SECONDARY HEARINGS AT CONSTITUTION HILL, 

BRAAMFONTEIN, GAUTENG

TUESDAY AUGUST 13 AND WEDNESDAY AUGUST 14, 2013

(PUBLIC INVESTIGATIVE FOLLOW-UP HEARINGS ON GENDER 
TRANSFORMATION IN THE WORKPLACE)

DAY ONE:  TUESDAY 13 AUGUST 2013

Commissioners Leading Day One hearings:

Ms Ndileka Loyilane Commissioner Eastern Cape

Dr Janine Hicks Commissioner KwaZulu-Natal

Ms Lulama Nare Commissioner Gauteng

Dr Wallace Amos Mgoqi Commissioner Western and Northern Cape

Dr Nondumiso Maphazi Commissioner Free State
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8.1 Opening and welcome

Dr. Wallace Mgogi officially opened the session and 

introduced the Commissioners: Commissioner Loyilane, 

Commissioner Hicks, Commissioner Sylvia Stevens-Maziya 

and Dr. T Mpumlwana. In his introduction, he indicated 

that the Chairperson of the Commission would join the 

other Commissioners during the proceedings.

8.2 The purpose and rationale of the   
 Employment Equity hearings

Commissioner Mpumlwana thanked everyone for coming 

and commented, “This is the second or third time for most 

to visit.” This owes to unfortunate choices on your side and 

you needed to sort out issues not properly addressed such 

as not being adequately prepared or sending the wrong 

representative or not showing up as scheduled. These 

hearings are based on the Employment Equity Act to make 

sure that previously disadvantaged groups are properly 

addressed in your business but those here are mainly in 

the public sector today. The public sector is doing fairly 

well too. There is one institution in Limpopo who may not 

be in the same league. People tend to do well on race but 

poorly on disability and women. Gender-wise, you should 

break down your disability figures too and we want to see 

clear policies on disability and how you are doing here in 

terms of your budget and practices too.  

The fact that we are having this hearing now has 

delayed our report to Parliament and we could not give a 

comprehensive report because there are gaps still.

The person that represents your organisation should come 

and present and then we ask questions. At the end of the 

day, we have general reflections and questions too. The 

things you did not clarify properly can be discussed then. 

The purpose of this is not to ‘find you out’ but to get 

people to take gender seriously and to get this addressed 

as a nation. In the beginning, South Africans did not take 

gender equality seriously. New legislation will require 

quotas and so gender transformation is a very serious 

business and you should get ahead of the game.   

8.3 University of Limpopo

Note: the Commissioners were not happy with the 
original presentation from the University given on 
08 March 2013; this was a university with no EE 
plan in place. The Commission decided to monitor 
this institution closely and they are returning for 
a second presentation. The original presentation is 
below since the University returned to discuss their 
Employment Equity Profile Report as requested by 
the Commission.   Additions to the original March 
submissions were sent on 05 August 2013 and 
consist of four documents:
•	 University of Limpopo Employment Equity Profile 

Report.

•	 ULWASA Constitution and mentoring programme 

with documents illustrating the mentorship 

programme.

•	 Proof of engagement with HERSA-SA.

•	 A set of policies duly signed by the Registrar of 

the University as requested from the March 2013 

hearings.

•	 The university’s Executive Management Committee 

consists of 11 members with only one female on the 

EXCO (9% women; 91% men).

•	 Four EXCO posts are open, including Chief Financial 

Officer and Dean of Students along with two.-more.

The University was represented by the Executive Director 

of Human Resources. He presented previously on 08 March 

2013 in Polokwane as delegated by the Vice Chancellor of 

the University.  

Mr J K Moloto: 

“We did appear before the Commission in Polokwane and 

the Commission took a sharp view of our presentation. 

I spoke telephonically with the Limpopo CGE 

representatives. I was encouraged to attend and update 

our submission.” He introduced Mr Makhate, H R Senior 

manager and Deputy Director: Human Resources, Mr 

James Mabula, who is in the Organisational Development 

of the Employment Equity resides.

8. Day One of the supplementary hearings: 
   13 August 2013 
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“My presentation will emphasise issues raised at our 

previous meeting and in particular EE planning which we 

have now submitted. We also used this at Council. The 

Commission also raised the issue of the designated budget 

for transformation which we will address. Our policies 

were not signed at the time of the previous submission 

and we have now submitted signed ones (note: these were 

found to have been received by the Limpopo office but 

they were not forwarded to National for inspection by the 

Commissioners at this day’s discussion).  

HERS-SA: 

this is a body in the higher education sector that assists 

us with transformation and so we attached a two page 

document regarding this. Within the University, we 

also have a stakeholder body that addresses issues of 

transformation of academics. We have the academic 

sector and then we have the administration.   

The central issue raised by the Commission was gender 

mainstreaming at the executive management level. We 

have now submitted a full report and I can go through this. 

The EE Policy was finalised after the merger with another 

university in 2012 and we came up with a baseline report 

then which is attached.

The University as a whole has 1,608 staff members 

and this is a particular point because at the end of May 

2013, 54% of the 1,608 were female and 46% male at an 

institutional level. This is a consolidated staff profile that 

includes both academic staff and those in administration. 

On the academic side, 61% are men and 39% women. Four 

staff members have disabilities (.02%). In other words, the 

University has many employees who are women but few of 

the academics are women.

We also have executive management, middle management 

and entry level staff. Of 981 staff members, 53% are 

women and 46% men but in the academic stream 66% 

are male and 33% are female. See documentation.

Section 4.2 gives the national demographics for race and 

we are within the norm.  Black vs. White staff is at a 

normal ratio. Black academics are 89.42%.

It emerges that at staff level the University has more women 

than men. Of 627 staff members, 57% are female and 42% 

are male but at the academic level one sees 65% male and 

34% female. The gender dimension within the academic 

staff is within the norm and we have more female staff 

members than males.

We have many new initiatives including a new picture 

of what the university looks like. We also have a new 

gender mainstreaming strategy.  We are making use of 

HERS-SA (Higher Education Resources Services) to assist 

us in making for gender transformation at the university. 

There is a parallel process; a task team headed by the Vice 

Chancellor of the University of KwaZulu Natal is driving 

gender mainstreaming following an intensive study by the 

former Education Minister Pandor when she headed the 

department. We have a broad transformation committee 

looking at all issues of transformation too. Advertisements 

for vacant positions are also sent to Organisation dealing 

with people with disabilities to attract applicants.
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SUBMSSIONS AND TESTIMONY ACCORDING TO STANDARD REVIEW 
QUESTIONS: UNIVERSITY OF LIMPOPO

Note: Submissions made on the 13th of August 2013 are more similar to the one ones made on the 8th                
of March 2013. Refer to the table. New submissions are included in the presentation above. 

CGE LEGAL TEAM FINDINGS ON SUBMITTED MATERIALS FOR 
UNIVERSITY OF LIMPOPO

Note: the University said that it sent the CGE more than 8 policies after the 08 March hearing but these were 
not in the discussion documents for this 13 August hearing. Toward the end of discussion, it was found that 
the documents were in the provincial office.

PRESENTATION: UNIVERSITY OF LIMPOPO

POLICY
ACCEPTED?
YES OR NO

REMARKS OR REFERENCE

1 Employment Equity Policy •	 Yes  ▶ The EE Policy was approved by Council on 23 

November 2012

 ▶  EE Profile report was also done and submitted at the 

13 August hearing.

 ▶ The University was using the above to generate a plan 

(August 2013).

2 Recruitment and Selection Policy •	 Yes  ▶ This was submitted in August 2013 and signed by 

the Registrar but it is not dated; previously it was 

submitted with no signature.

3 Disciplinary and Grievance 

Procedure

•	 Yes  ▶ See Employee Wellness Below; the Disciplinary and 

Grievance Procedure is included there.

4 Code of Good Practice •	 Previously 

submitted

5 Uniform and Protective Clothing 

Policy

•	 Yes

6 Training and Development Policy •	 Yes

7 Employee Wellness Policy •	 Previously 

submitted

 ▶ A Health and Safety Policy and Procedure was 

submitted in August 2013; it was signed by the 

Registrar but not dated. Included there is a grievance 

policy and form; previously submitted was a draft 3 

page document.

8 HIV/Aids Policy •	 No data on 

status
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PRESENTATION: UNIVERSITY OF LIMPOPO

POLICY
ACCEPTED?
YES OR NO

REMARKS OR REFERENCE

9 Succession Policy/Career Planning •	 Previously 

submitted.

 ▶ Appointment, Preparation and Leadership and 

Management Development of Senior Managers: not 

signed previously but the University claimed to have 

submitted it to CGE afterwards.

10 Staff Retention Policy •	 Previously 

submitted.

 ▶ Yes, submitted; not signed previously but the 

University claimed to have submitted it to CGE 

afterwards.

11 Retirement Policy •	 Previously 

submitted.

 ▶ Yes, submitted; not signed previously but the 

University claimed to have submitted it to CGE 

afterwards.

12 Sexual Harassment Policy •	 Previously 

submitted.

 ▶ 2012 document submitted previously but it had not 

been signed; it is being discussed at the University 

and with the unions (an on-going process).

13 Promotions Policy •	 Previously 

submitted.

 ▶ Remuneration Policy submitted previously but had not 

been signed; the University claimed to have signed 

and submitted it to CGE afterwards.

14 Salary and Benefits Policy •	 Previously 

submitted.

 ▶ Remuneration Policy submitted previously but had not 

been signed; the University claimed to have signed 

and submitted it to CGE afterwards.

15 Employment Equity Forum (minutes) •	 None.

16 Gender Focal Point at DD Level •	 None
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CGE PANEL QUESTIONS/COMMENTS ON UNIVERSITY OF LIMPOPO 

Note: the CGE panel did not receive at National some 8 signed policies sent to the regional CGE office by the 
University after the 08 March hearings and this affected the types of questions and answers below. 

COMMISSIONER QUESTIONS/
COMMENTS

RESPONSES 

1 We note that there is an ability to transform 

racially but not in terms of gender. Have you 

analysed this development and discussed the 

reasons as to why this change is not taking 

place while the racial one did?

•	 The University is entirely committed to transformation 

including the Council and the management of the University.  

If the Commissioners had the time to go through the 

ULWASA documents where women are spearheading a 

transformation agenda especially in the academic area 

with regard to research, one will see evidence here of 

transformation within the institution.

•	 Yes: we have analysed this. The Chairperson of our Council 

is a woman. The HR Committee of Council that I report to is 

a Judge and a woman too. They are very focused on gender 

mainstreaming.

•	 The three positions we are about to fill will target women.

•	 At the executive management level, I had to report back on 

the finding of the CGE previously and now there is much 

commitment. For instance, see our mentorship programme 

that is now funded.  

•	 ULWASA, a staff association, supports and promotes research 

amongst women to raise the research profile of the University 

and to lobby for the enhancement of the status of women and 

the budget is there for this.

•	 We are also trying to source funding to support the study of 

women academics.

•	 So, we have responded in a sharp way to the findings of the 

CGE.

2 You have not complied with Section 19 of 

the EE Act; you need to do an analysis. You 

probably have more female students than 

males. You need to do practical exercises and 

identify the obstacles. Once you identify the 

obstacles you can address them. I get the 

impression you are not addressing the issue of 

gender equality.  You sent us only two policies.

•	 We sent more than 8 policies and so this is not true. I had 

them signed and sent to the provincial office at Polokwane.
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COMMISSIONER QUESTIONS/
COMMENTS

RESPONSES 

3  Who is responsible for employment equity? 

A manager in the OD office as you said? 

This is not in the CEO office or office of 

the VC. This must be in the performance 

management agreements of the top managers. 

Whose performance is being assessed for 

transformation within the institution?

•	 We are in the process of rolling out our performance 

management systems and issues of transformation in general 

will be clear in the performance contracts of all executive 

managers.

4 We are not seeing women in senior positions 

in institutes of higher learning. We rarely see 

this. Can you talk to us about this? What is 

your strategy and how do you intend to address 

this?

•	 On the gender disparity question, we have advertised some 

174 positions and out of those our observations were that 

90% of applicants were from males and from that we realised 

that we had a very serious problem and worked on strategies 

to empower women through ULWASA, a staff association. We 

have an academic leadership programme in partnership with 

Rhodes University and they provide mentoring and coaching 

and the focus is on women academics as an intervention to 

capacitate women.

5 EXCO has only one woman on it and new laws 

say 50/50 and you are nowhere near this.

•	 The Council is also focused on leadership development and 

gender mainstreaming is here and also within the University.

6  Something fell between the cracks in terms of 

your submissions and we will check on this.

•	 The University sent submissions to the provincial office that 

were not received by the Commissioners at national for the 

current hearing.

7 You must protect youth against abuse of power 

by their professors and their peers. This is a 

big issue in our country. Do you have policies? 

This is a big concern and you do not appear to 

have tightened up on this. It occurs between 

staff, staff and students, students and lecturers 

etc.  

•	 No comment.

8 You say four with disability. Four out of what?  

Who are these four people in terms of 1608 

staff?

•	 No comment [but based on the submissions, it is 4 out of the 

whole staff complement or 0.24%].

9 You need to focus on what you need to do 

for the CGE. You have to comply with gender 

equity.

•	 No comment.

10 Your succession plan policy I do not see.  It is a 

pity we cannot view it.

•	 No comment.
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COMMISSIONER QUESTIONS/
COMMENTS

RESPONSES 

11 Professors must research, write and publish 

for the most part. What do you do to see that 

women academics are supported in that regard 

to see that they can achieve professorships? 

Have you analysed the context in which they 

work in terms of it being conducive to their 

mobility?

•	 We came up with the formal training (sometimes 100% 

bursaries to upgrade qualifications) and know many women 

academics are lagging behind. And you want per school 

details on where the women are? We seek to change our 

academic staff profile and we want 70% with doctoral 

degrees and those who lag behind we encourage and give 

support.

12 You should be incubating your own candidates 

to employ. You should have potential 

candidates among your own students in terms 

of those with disabilities. You should look at 

that.  

•	 No comment.

13 On the triple oppression of women, gender 

and class, the issues are intertwined. You said 

there are two races: white and black but I think 

something is hidden there. How many Africans, 

Indians, Coloureds, Whites are there? We need 

to understand these categories.

•	 We can provide these this week or early next week.

14 The Limpopo environment is not conducive to 

women in many places and even around the 

University and this is where we see rapes and 

violence against female students.

•	 No: the environment is not conducive around the University.  

The problem is with accommodation. This is a previously 

disadvantaged university and we have few resources.

•	 We have 19,000 students and we can accommodate around 

6000 students and the rest seek accommodation in the area.

•	 We need to work with councils and I mentioned this because 

Council is interested in public/private partnerships to help 

accommodate the students.

•	 Students go into the Mankweng Township for accommodation 

but the standard is not always good.

•	 We have pushed on this issue for certain non-negotiable 

norms and standards on accommodation and we have some 

that go and see if our standards are being met.

•	 University does provide transport for students who need to 

use the library at night.

•	 We have not had many instances of crime but we do 

sometimes get those given the circumstances and where the 

students live and we have a counselling unit to deal with 

traumatised students and staff.

•	 Within the next two years, we want to accommodate most 

students on campus.
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COMMISSIONER QUESTIONS/
COMMENTS

RESPONSES 

15 Around curriculum, is the subject of gender 

addressed? Perhaps all students should take 

such a course even if two weeks to learn about 

gender issues.

•	 We do have students take Sociology which includes gender 

and gender mainstreaming and we also have academics that 

focus on this subject.

•	 We have a Centre for Academic Excellence that demands that 

a sociology course to have been taken.

•	 There are foundation and bridging courses for those 

unprepared for the university environment where such 

subjects are addressed.

16 How many professorships have been given 

to women in the last two years and what 

percentage are women professors? Faculty 

breakdown is also worthwhile.   

•	 We can provide these this week or early next week.

17 Do you have policies around gays, gender etc. •	 We do have a clinic on campus which provides a whole range 

of counselling including termination issues, family planning, 

etc.  The more complicated cases are sent to the local 

hospital.  We do have facilities.

18 Who is your Chancellor at the University? •	 Dr R Khoza.

19 We do look at gender policy. It is a myth 

that strange men jump out of the bush and 

attack our women but gender based violence 

is usually intimate partner violence and 

also amongst people who know each other. 

Prevention measures, counselling and support 

services must focus on this. Before you develop 

the policy, take a look at what the problem is 

and then send it to us because we can assist in 

identifying best practice.

•	 We meet unions to review policies and this includes our 

sexual harassment policy that was developed 15-18 months 

ago.  We discuss this and get inputs and we also got inputs 

from the Commission that will affect the policy.

8.4 Department of Roads and Transport

Note 1: this department failed to appear at the 07 March 2013 Limpopo hearings resulting in a subpoena.  

Note 2: The planned speaker AHOD Ms Hanli Du Plessis was not in attendance as requested on 13 August 
2013 but at an ANC meeting. The presentation was postponed until 14 August.

Hanli Du Plessis apologised for not being here yesterday.  We had a new Executive Council and we had to make sure that 

the administration continued in Limpopo yesterday. The Head of Corporate Services is also here and Senior Manager of 

Transformation. It is relevant to note that the Head of Corporate Services is a person with a disability.  
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SUBMSSIONS AND TESTIMONY ACCORDING 
TO STANDARD REVIEW QUESTIONS: 

DEPARTMENT OF ROADS AND TRANSPORT, LIMPOPO

STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION 

IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

1 In terms of Section 20 of the 

Employment Equity Act No 55 

of 1998, a designated employer 

must prepare and implement an 

employment equity plan. Does your 

institution have an employment 

equity plan? If so kindly provide a 

copy.

Submissions:  

•	 Yes: copy attached as Employment Equity 

Plan 2011 to 2014 [appears to have been 

approved and signed in June 2011].

 ▶ The Department has 

Employment Equity 

targets; located also 

was a request for the 

re-establishment of 

Employment Equity 

Committees. 

 ▶ See also a 

confidential letter 

dated 25 March 

2013 that is amongst 

the submissions 

and pertains to the 

failure to meet equity 

targets. 

2 Provide sex and disability 

disaggregated data of your top 

management and senior management 

positions.

Submission: 

•	 Top management: 50/50 employment equity 

has been achieved at the top management 

level (see below)

•	 Level 14/15: Women: 2 African, 2 White 

for a total of 4 out of 8; Men: 2 African;                

1 Coloured; 1 Indian.

•	 Level 13:  6 women (18%), 27 males (82%) 

employed at this level and we are not in 

compliance with the legal prescripts.

•	 PWDs: 2% disability achieved at SMS level.

•	 We have 4,003 employees and we have a 

budget of R3.5 billion.

 ▶ A gender balance 

has been achieved 

in terms of top 

management. 

 ▶ Persons with 

disability achieved at 

SMS level.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION 

IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

3 What measures have been put 

in place to promote gender 

transformation and to increase 

women’s representation in senior 

management and top management at 

your institution?

Submission: 

•	 An attached memo shows an effort to 

increase women representation in senior 

and top management by writing to the 

Honourable MEC for the appointment of 

female candidates to vacant SMS positions.

 ▶ See confidential 

memo in the 

submissions. 

 ▶ Four vacancies at 

SMS level will be 

targeted for women.

4 Who is responsible for 

implementing and overseeing gender 

transformation at your institution?

Submission:  

•	 Senior Manager: Transformation and Service 

Delivery Improvement.

Testimony:

•	 Senior Manager, Transformation and Service 

Delivery Improvement.

5 Does implementation of gender 

transformation measures form part 

of the performance review of senior 

managers? If no, kindly provide 

reasons for this.

Submission:  

•	 No: It is not for all senior managers.

•	 It applies to senior managers of 

Transformation and Service Delivery 

Improvement and Human Resources 

Management.

•	 No: it is not part of the performance review.

•	 IAs above and the reason is that the gender 

transformation takes place in levels 1-12       

as above.

•	 Levels 13 and up are with the MEC.

6 What resources have you allocated 

to support gender transformation as 

mentioned above?  If no resources 

have been allocated, why?

Submission:

•	 We have a senior manager for gender 

transformation but she has other 

responsibilities.

•	 The Directorate: Transformation and 

Service Delivery Improvement has been in 

existence since 2006 to deal with gender 

mainstreaming. It includes other programmes 

like disability, youth, elderly, Batho Pele and 

other service delivery functions.

•	 Budget R5.7 million annually and R1.6 million 

for specific programmes.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION 

IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

7 What mechanisms or systems are 

in place to track the movement of 

women with disabilities to senior 

management or top management 

priorities at your institutions?

Submission: 

•	 The Employment Equity Status Report is able 

to track the movement of women and women 

with disabilities to senior management and 

top positions.

•	 We do submit on a quarterly basis to monitor 

and we follow the 8 point plan.

8 Do your recruitment policies 

specifically target men and women 

for disabilities for recruitment 

to senior positions? If so, please 

provide us with a copy of your 

recruitment policy which makes 

provision for this. If not, kindly 

provide reasons why.

Submission:

•	 Yes: the policy makes provision and all 

the time when posts are advertised, this 

statement appears on the advert:”The 

Department is an affirmative action employer. 

Women and people with disabilities are 

encouraged to apply.”

•	 At SMS level the turnover is very slow and 

this explains why slow progress.

 ▶ See the Employment 

Practices Policy 

which was attached.

9 Are any mentorship and/or capacity 

building programmes aimed at 

accelerating women and disabled 

people’s progression to senior and 

top management positions?  If not 

why not?  Kindly provide reasons

Submission: 

•	 The department has implemented the 

Advanced Management Development 

Department (AMDP) which aims at providing 

management skills to women and all other 

employees including people with disabilities 

in order for them to be accelerated to 

management position.

•	 17 women attended.

•	 Bias towards women ensures they are 

provided with first option to get into the 

programme first and during Women’s Month 

the need to mentor women is emphasised. 

10 Does your institution provide child 

care facilities and/or flexi-time or 

working from home to balance 

family responsibilities with work?  

Please provide evidence thereof.

Submission:

•	 No: financial and human resources are too 

limited.

•	 No: as above but the design of our building is 

not conducive - a seven-storey building with 

no facilities for this.

•	 We are aware that the Department of 

Economic Development is trying to get these 

going.

 ▶ Problems with 

building design cited.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION 

IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

11 What steps have you taken to initiate 

awareness on gender equality and 

discrimination in the workplace? 

Who has been targeted with these 

measures and what success has been 

achieved thus far?

Submission:  

•	 We have a senior manager for gender 

transformation in the department; however, 

she has other responsibilities.

•	 The Directorate: Transformation and 

Service Delivery Improvement has been in 

existence since 2006 to deal with gender 

mainstreaming programmes including other 

programmes like disability.

12 Does your company have gender 

discrimination and sexual harassment 

policies?  Kindly provide us with 

copies of these policies. How 

effectively have these policies been 

utilised? If there are no policies in 

place or you have not utilised these 

polices, what explains this?

Submission:

•	 Yes: Sexual Harassment Policy is attached.

•	 The policy is utilised to empower 

employees on their knowledge about gender 

transformation matters that also influences 

their conduct at work.

•	 The policy also assists in dealing with 

labour cases relating to sexual harassment 

and also to refer charges against those who 

transgress the policy on allegations of sexual 

harassment.

•	 Three cases were dealt with on the basis of 

this policy during the previous financial year.

•	 The policy is explained to employees and this 

does influence their behaviour at work and 

we had three cases but two were withdrawn 

by the complainant.

 ▶ Did the department 

conduct an 

investigation into 

the withdrawal 

of those cases?                    

Is the environment 

conducive for the 

complainants to 

lodge complaints?
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION 

IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

13 In terms of Section (19)(1) of 

the Employment Equity Act, a 

designated employer must collect 

information and conduct an 

analysis of all relevant employment 

policies, practices, procedures and 

the working environment in order 

to identify employment barriers 

which adversely affect people from 

designated groups. Kindly provide 

these policies (see next table).

Submissions :

•	 No Recruitment and Selection Policy 

(Employment Practices Policy was attached as 

this).

•	 PSCBC Resolution No 1 of 2003 attached as 

the Disciplinary and Grievance Procedure.

•	 The Code of Conduct for the Public Service 

was submitted as the Code of Good Practice.

•	 Uniform and Protective Clothing Policy: 

Health and Safety policy utilised for this.

•	 NO Training and Development Policy 

attached.

•	 Employee Wellness Policy attached

•	 HIV/AIDS Policy attached.

•	 No Succession Planning Policy; it is in the HR 

Plan, however.

•	 Staff Retention Policy attached.

•	 Sexual Harassment Policy attached.

•	 Promotions and remuneration policy 

(standard EPSE policies utilised).

•	 Minutes from the EE forum were attached 

also; there is just one HR forum since 2011 

however owing to austerity measures. All 

committees had to be rationalised; budget 

was cut by R 1.5 billion.

•	 HR Forum Meeting 2013; it was decided to 

resuscitate the EE forum.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION 

IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

14 SUCCESSES AND CHALLENGES Successes:

•	 Since 1994 the Department has promoted 

transport as a career profession through 

exhibitions, scholarships, bursaries, road 

shows, seminars and conferences.

•	 The above include a major effort to address 

the male domination of the workforce.

•	 50/50 employment equity achieved at top 

management level.

•	 Human Resource Development and 

Transformation programmes have been 

implemented and register progress.

•	 Have achieved 2% disability at SMS level. 

•	 Challenges

•	 Not enough funding to affect a turnaround

•	 We are still struggling to meet EE targets for 

women

•	 During past 9 years we had seven different 

MECs (all male but one) and a large 

number of HoDs and they all come into the 

Department with their own support staff and 

we need to find a way to absorb them, which 

complicates gender transformation as these 

are at senior management level

•	 Transport was historically a male career and 

scholarships, bursaries and other devices 

were used to increase women employees but 

funding for this activity is inadequate. 

•	 The department is struggling to meet EE 

targets for women. The roads agency that 

does construction of paved roads and bridges 

is encouraged to employ women.

•	 25 municipalities that do routine road 

maintenance are encouraged to achieve 

gender balance.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION 

IF AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

15 ADDITIONAL SUPPORT NEEDED Submission

•	 The Department has already enlisted the 

support of the HoD and the Honourable 

MEC to ensure that EE targets are met 

during appointments. Nevertheless of 

critical importance is the need for funding 

to create and enabling environment through 

the necessary facilities and reasonable 

accommodation for people with disabilities.

•	 Through the administration they are 

working with the DPSA to change Roads and 

Transport in terms of how they are organised 

so that senior management posts for women 

can be created and certain positions are ring-

fenced.

•	 There is a new Executive Council and 

Roads and Transport was singled out as not 

complying with employment equity. Senior 

managers may have to be redeployed. These 

redeployments of senior male managers are 

necessary due to the skills they have. 
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CGE LEGAL TEAM FINDINGS ON SUBMITTED MATERIALS FOR 
ROADS AND TRANSPORT LIMPOPO

PRESENTATION: ROADS AND TRANSPORT LIMPOPO

POLICY SUBMITTED? REFERENCE TO DOCUMENT OR ANNEXURE

1 Employment Equity Policy Yes •	 As Human Resource Development Plan and Policy. 

2 Recruitment and Selection 

Policy

No •	 Attached was an Employment Practices Policy.

3 Disciplinary and Grievance 

Procedure

Yes •	 PSCBC Resolution No 1 of 2003 is attached as the 

Disciplinary and Grievance Procedure

4 Code of Good Practice Yes •	 Submitted was the Code of Conduct for the Public 

Service rather than a departmental one.

5 Uniform and Protective 

Clothing

Yes

6 Training and Development 

Policy

No •	 Not submitted.

7 Employee Wellness Policy Yes •	 Employee Wellness Social Club Policy attached; no child 

care facility.

8 HIV/Aids Policy Yes •	 HIV/AIDS Policy attached.

9 Succession Policy/Career 

Planning

No •	 Not attached (only guidelines from DPSA) and it was 

stated “given the nature of the public service and 

the policy framework, it is difficult to initiate and 

implement succession planning”.

10 Staff Retention Policy Yes •	 Staff Retention Policy Version One attached; signed and 

dated 2008.

11 Retirement Policy No •	 None or not attached.

12 Sexual Harassment Policy Yes •	 Sexual Harassment Policy attached.

13 Promotions Policy Yes

14 Salary and Benefits Policy No •	 None or not attached.

15 Employment Equity Forum 

(minutes)

Yes •	 As minutes of the Departmental HR Forum.

16 Gender Focal Point at DD 

Level

Yes
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CGE PANEL QUESTIONS/COMMENTS ON PRESENTATION BY 
DEPARTMENT OF ROADS AND TRANSPORT LIMPOPO

COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

1 We are not here to criticise but to achieve the goals of the 

country. 50/50 at top level and 2% disability at SMS is a great 

achievement.

•	 No comment.

2 Gender transformation is not part of the KPAs of senior 

managers? This is a problem because every single manager 

must be held accountable and you cannot relax on this and say 

this is not my responsibility and so you need to look into this 

seriously.

•	 A commitment was made to deal with the 

KPAs.

•	 The Head of Law Enforcement is a female and 

she makes sure that female traffic officials 

get exposed to operations and staffing road 

blocks. One has to make provision for this 

with ablution facilities. Special arrangements 

have to be made.

3 Please explain and clarify your budget again. •	 R5.7 million allocated to a business unit, 

R1.6 million for workshops and other 

programmes.

4 Your cases of sexual harassment, why were they withdrawn? •	 No immediate comment but the question was 

repeated and answered further below.

5 Around EPWP, you said you cannot hire disabled people here 

but in the Eastern Cape EPWP does hire disabled.  Reconsider 

your strategy.

•	 The department does not wish to exclude 

disabled persons from EPWP projects but a 

person cannot claim two grants.  

•	 Many times the type of work like road 

clearing is not suitable to people with 

disabilities anyway and the grant is less.

•	 Those on disability make more than those 

on road work.  Cost per employee should 

be 55% of budget and there is a need to 

have a functional department. It is hoped 

that salaries for those on road works can be 

increased.

6 We need institutional cultures that make it possible for women 

to work in your department and therefore not providing flexi-

time and childcare is a problem that matters. What is your 

turnover of women employees?

•	 On institutional culture, there is a problem 

but people work on shift arrangements and 

women are sometimes accommodated. 

There is leniency with women if they have to 

drop children off etc. but there is no formal 

programme for child care and this has to be 

investigated further.
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COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

7 What programmes do you have in place for gender 

mainstreaming?

•	 The 8 point principle is adhered to and all the 

departments are questioned to see what is 

being done.

•	 There are programmes like “Take a girl child 

to work”.

•	 It is ensured that general managers mentor 

female deputy managers and prepare them.

•	 Plans of action look into all the directorates 

and into Supply Chain Management.

•	 Support for female SMS members attempts to 

see that they are prepared to be uplifted.

8 What are the sanctions for sexual harassment? Does the 

culture allow for it such that cases get withdrawn? Are people 

intimidated? Please speak to this and address the institutional 

culture.

•	 On sexual harassment cases, there have been 

three cases and two were withdrawn. Women 

tend to  withdraw the case. It is difficult to 

follow through after that. There was a case 

with the manager of corporate services and 

steps were taken to ensure that this case was 

not withdrawn. People cannot be targeted if 

cases are withdrawn.

•	 Harassment must be dealt with in terms 

of labour laws and codes of conduct but 

should anyone be found guilty they will be 

dismissed and not transferred because this 

is a very serious issue. It is very difficult to 

prove these cases.

9 Do you know you must report to the Department of Labour on 

the EE Act and to the DPSA on the 8 point plan? 

•	 Reports to the Department of Labour explain 

the equity status and over the last five years 

improves have been noted.

10 I am wondering if turnover is at the lower level; these are 

also women in their child-bearing years. If they must be at 

the roadwork at 7am and they cannot, does this not hamper 

promotion?

•	 On turnover, in senior management there is 

not much but it is probably greater at lower 

levels. Senior managers seldom leave but of 

course the road workers have a high turnover.  

11 Who deals with sexual harassment?  Is it the HR person? Do 

you have workshops with staff?

•	 On sexual harassment: this resides with 

labour relations personnel and they perform 

the hearings and deal with related matters. 

The cases that get withdrawn do have to be 

dealt with differently. Dismissals must take 

place.

12 Why is gender transformation not a responsibility of all 

managers?

•	 The organisational structure is being 

redesigned and the Commission will 

help to motivate the DPSA on what the 

reorganisation should achieve. 
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COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

13 With regard to disability grants, it is for the department to 

employ such people and you do not need to think for them, 

just employ them

•	 On the grants, some work three hours per 

week and they maybe earn very little on 

these road works and those on disability 

grant get more than that. Efforts will be made 

to assess the situation and to help disabled 

persons.

14 Senior manager at gender transformation: what are the 

responsibilities?

•	 On transformation duties: gender, youth, 

children, customer excellence and hotlines.

15 We see that you are ring-fencing posts and this is of value. 

You need to work on that senior management pool. At top 

management, this is only four people we are talking about. 

Your focus needs to be on senior management now and you 

need to look into recruitment strategies. Step away from 

traditional methods and just putting the wording in the 

newspaper. You need databases of skilled qualified people 

with disabilities and need to do head hunting and not be 

passive on this. Gender transformation cannot just be an    

add-on function and then people say this is not my priority 

and not what I do.  With regard to child care, we do not 

suggest that every building has a childcare facility in it. Go talk 

to your neighbouring departments.  With regards to sexual 

harassment: someone said you want to resolve it amicably but 

this is not right. This interferes with women’s advancement 

in the workplace. Where cases are withdrawn, you need to 

investigate this and look at the attitudes and reactions. Those 

who withdraw cases might also need counselling and support. 

Many respondents miss the point on the policies; the EE Act 

says you must review and revise existing policy to see where 

the barriers and obstacles are. We do not just want a shopping 

list but want to see if you have assessed those policies.

•	 On turnover and promotions, the department 

is ring-fencing posts in law-enforcement 

for females and nothing is standing in the 

way of this but shifts need to be examined 

as to when women are deployed. How are 

they accommodated when they have family 

responsibilities?

16 The question on the annual assessment was not addressed. A new cycle has just begun and amendments for 

the quarters going forward can be made.

17 Please unbundle disability from gender and when you are 

unbundling, separate the people responsible for disability and 

do not fuse them because there are some distinct issues.

Support will be requested from the Commission 

in writing based on its recommendations.
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The Department of Roads and Transport has attained 

full 50/50 gender and 2% disability representation in 

its top management structures. However, at senior 

management levels, women only constitute 18% of 

the current employee compliment. Gender is currently 

mainstreamed and enforced by the senior management 

of transformation and service delivery improvement. Only 

the senior transformation manager has gender included 

into the employment contract as a key performance area. 

The transformation agenda is driven through human 

resources. Currently, the policy framework for gender and 

disability transformation does not include recruitment and 

selection criteria. There is no training and development 

and retirement and salary benefits policies, but the sexual 

harassment policy is in place and it is being applied. 

Notable is the gender focal point at deputy director level. 

Childcare facilities are not provided and flexitime does 

not operate in an environment in which shift work is the 

dominant form of work arrangement. In order to support 

gender transformation, the current practice is to ringfence 

posts in law enforcement for female workers to promote 

equity at the lower levels, this is occurring despite the 

apparent absence of a recruitment and selection policy.

8.5 Palabora Mining Company

Representative of the mine:  

delegated Senior Manager Mr Zulu appeared and not Ms 

Michele Gouws as anticipated.  No documents submitted.

Commissioner Amanda Gouws: 

The CEO sent somebody to the Limpopo hearing and we 

have no documents and now the CEO does not appear 

again. You have treated us with great disrespect and we 

are not accepting your presentation. We ask you to appear 

before the Commission in six months’ time. The company 

will bear the costs of this postponement as you did not 

meet the requirements.

8.6 Foskor

Foskor did not attend the original summons as the person 

responsible left without delegating the task of attending to 

the CGE invitation to attend the hearings. The documents 

were submitted and offer a summary in response to the 

questions. Foskor is a mining operation with a head office 

in Midrand and we have Phalaborwa and then a processing 

plant at Richard’s Bay.  It has attained 20% female 

representation at the executive level and has 19% of the 

senior management posts filled with women. As a total, 

women comprise 11% of the total staff compliment. The 

board and the vice president are ultimately responsible 

for gender transformation but the process is led and 

implemented by the Group Transformation Manager. The 

equity policy is supported by all the relevant policies. 

Some policies are components of other policies so all the 

relevant documentation was submitted despite omissions 

on the checklist. Current activities to support gender 

transformation include earmarking suitable positions for 

females. When these posts are identified, the line manager 

is held accountable through key performance indicators 

reflecting female appointments. Training is supported 

through training and occupational development budgets. 

A gender focal point is at the deputy director level to drive 

a transformation agenda in a traditionally male industry. 

A ‘Women in Mining’ initiative convenes monthly to 

discuss challenges in the mining industry. Apart from 

raising awareness and discussing issues, the forum has 

also raised finds to establish child care centres. Social 

investment empowers women in skills development within 

the surrounding communities in areas of home industry 

and agriculture. One of the challenges currently faced by 

Foskor in the development and training of highly skilled 

women to be part of the gender equalization initiatives 

is that graduate training in metallurgy graduates do not 

wish to stay in a remote mining town such as Palaborwa. 

Retention of skills appears to be a generic issue confronting 

the gender transformation agenda in mining.
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SUBMSSIONS AND TESTIMONY ACCORDING 
TO STANDARD REVIEW QUESTIONS: FOSKOR LIMPOPO 

STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

1 In terms of Section 20 of 

the Employment Equity Act 

No 55 of 1998, a designated 

employer must prepare and 

implement an employment 

equity plan.  Does your 

institution have an 

employment equity plan?  If 

so kindly provide a copy.

Submissions:  

•	 Yes: we have an EE plan aimed at gender transformation.

•	 Suitable positions are earmarked for females.

•	 13 people in top management; 2 African females.

 ▶ The figure of 

females in top 

management 

position is skewed 

as compared to their 

male counterparts.

 ▶ The company 

needs to do more 

to attract females 

in top management 

positions.

2 Provide sex and disability 

disaggregated data of your 

top management and senior 

management positions.

Submission: 

•	 13 in top management; no disabled persons; 10 are 

disadvantaged.

•	 29 in senior management; 22 are disadvantaged.

•	 193 management positions, of which 36 (19%) are 

occupied by women.

•	 10 executives and two (20%) are women; one is the 

Chief Financial Officer

•	 One female on the Board.

•	 The mining industry is male dominated but we are 

trying our best.

•	 11% is where we are at.  

•	 Foskor wants women occupying core positions in mining 

and do not want them at the periphery.

 ▶ The testimony and 

submission did not 

focus on the sex 

and disability data 

but on advantaged 

and disadvantaged 

backgrounds.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

3 What measures have been 

put in place to promote 

gender transformation 

and to increase women’s 

representation in senior 

management and top 

management at your 

institution?

Submission: 

•	 Study assistance scheme

•	 Succession planning

•	 Leadership development

•	 Executive coaching

•	 Mentoring and coaching

•	 Fast Tracking Programme

•	 Targeted recruitment and selection

•	 The Woman in Mining initiative meets on a monthly 

basis for two hours to address the challenges for women 

in mining.

•	 Mining is definitely a male-dominated environment and 

so this forum really helps. All women irrespective of 

the level are included in this WIM forum to discuss the 

challenges for all women.  The discussion platform has 

been used to raise funds for a child care centre.

•	 There are targeted selections and recruitment.

•	 Corporate social investment programmes empower 

and skill women in both areas of operation in sewing, 

knitting, beadwork and farming. 25 disadvantaged 

women have been trained as care givers and operate 

from the Foskor Community Centre in Namakgale.

•	 There are also Women in Agriculture as a corporate 

social investment. Adopted 3 co-ops in the 

disadvantaged areas of Richards Bay.

•	 Some graduate training in metallurgy etc. Has been 

provided

•	 A transformation manager has been appointed and 

tasked with this.

•	 Learners are in the pipeline for future employment.

•	 The Women for Senior Leadership Programme has 

produced 3 women geologists with bursaries. As soon 

as they qualified they do not want to stay in Palabora. 

 ▶ What is the 

company doing 

to recruit women 

into mining having 

regard to the fact 

that mining was 

previously male 

dominated?

4 Who is responsible 

for implementing and 

overseeing gender 

transformation at your 

institution?

Submission:  

•	 The Board and the VP are responsible but it is driven by 

the Group Transformation Manager.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

5 Does implementation of 

gender transformation 

measures form part of the 

performance review of 

senior managers?  If no, 

kindly provide reasons for 

this.

Submission:  

•	 In monthly EE meetings suitable positions are identified 

and are ringfenced for females. The line managers 

affected will have KPIs reflecting female appointments.

6 What resources have 

you allocated to support 

gender transformation 

as mentioned above?  If 

no resources have been 

allocated, why?

Submission:  

•	 Financial resources in the form of the training budget 

and OD Intervention budget.

•	 Foskor has a Transformation Manager tasked with 

gender transformation.

7 What mechanisms or 

systems are in place to 

track the movement of 

women with disabilities to 

senior management or top 

management priorities at 

your institution?

Submission: 

EE Plan as well as Graduate In-Training Programmes; both 

are used for tracking.

8 Do your recruitment 

policies specifically target 

men and women for 

disabilities for recruitment 

to senior positions?  If so, 

please provide us with a 

copy of your recruitment 

policy which makes 

provision for this.  If not, 

kindly provide reasons 

why.

Submission:

•	 Yes: the policy was attached.

•	 There are challenges in addressing disability. Currently, 

employment quotas for disabled people are above 1% 

but mining conditions are not conducive. A local FET 

college puts disabled learners through to qualifications 

in electrical, mechanical, plumbing, financial and 

administration. FOSKOR carries the costs of this 

training and positions will be filled in this way. Certain 

perceptions that disabled cannot work in mines are 

being challenged. 
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

9 Are any mentorship and/

or capacity building 

programmes aimed at 

accelerating women 

and disabled people’s 

progression to senior and 

top management positions?  

If not why not?  Kindly 

provide reasons.

Submission: 

•	 Mentorship programmes are in place for all graduates 

in training and some positions where women were 

identified as successors (such a metallurgists)

•	 The company works in partnership with universities like 

Stellenbosch and UKZN for executive development skills.

•	 Foskor has a fully accredited training centre, which 

will provide training for FET students and existing 

employees. The training centre has a simulator used for 

training truck drivers. Women are being qualified this 

way. They should be able to move up the ladder. There 

are others with math and sciences backgrounds, and 

these women will make progress as artisans. Access to 

apprenticeships can be secured for them along with the 

necessary support and development.  

•	 Engineering learnerships for females engineers enable 

them to reach senior management level and some will 

reach this by next June.

•	 Foskor has made financial resources available for a 

training and talent intervention budget.

10. Does your institution 

provide child care 

facilities and/or flexi-

time or working from 

home to balance family 

responsibilities with work?  

Please provide evidence 

thereof.

Submission:

•	 Yes: childcare facilities are available.

•	 The facilities currently accommodate 18 babies of 

mothers who work nightshifts. The facility operates 24 

hours and FOSKOR assists mosthers to address their 

challenges.

11 What steps have you 

taken to initiate awareness 

on gender equality and 

discrimination in the 

workplace?  Who has 

been targeted with these 

measures and what success 

has been achieved thus far?

Submission:  

•	 Emphasis on general awareness, training and other 

interventions still need to take place.

•	 Awareness raising is initiated through WAM (the 

women’s group) where topical issues are discussed

•	 There are monthly briefing sessions.

•	 There is a sexual harassment policy and procedure.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

12 Does your company have 

gender discrimination and 

sexual harassment policies?  

Kindly provide us with 

copies of these policies.  

How effectively have these 

policies been utilised?  

If there are no policies 

in place or you have not 

utilised these polices, what 

explains this?

Submission:

•	 Yes: this was attached as HRP209.

•	 Education and awareness of the policy still needs to take 

place.

13. In terms of Section (19)

(1) of the Employment 

Equity Act, a designated 

employer must collect 

information and conduct 

an analysis of all relevant 

employment policies, 

practices, procedures and 

the working environment 

in order to identify 

employment barriers which 

adversely affect people 

from designated groups.  

Kindly provide these 

policies (see next table).

Submission: see copies provided.
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STANDARD REVIEW 
QUESTIONS

TESTIMONY 
(WITH REFERENCE TO  SUBMISSION IF 

AVAILABLE)

COMMENTS 
AND/OR

FINDINGS

14. SUCCESSES AND 

CHALLENGES

Successes:

•	 An accredited training centre that assists in skilling 

women and it is successful in terms of females appointed 

to core mining positions.

•	 Some promoted to senior positions.

•	 Women promoted into management.

Challenges

•	 The mining operation is in the middle of nowhere and 

there is difficulty in accommodating people in this 

remote area. If you need a doctor you have to go to 

JNB; this is why we target the local community. If we 

recruit, those recruited do not stay.

•	 Female engineers were trained and they do not stay.  

Metallurgists, geologists, female project engineers 

had their training paid for and they left for other 

countries. So we cannot retain the people that we 

train and this has a direct impact on our succession 

planning.

•	 On capacity building: we do have programmes to 

accelerate women but we need to concentrate on 

drawing from the location around the mine because 

those we recruit and train tend to leave.

15. ADDITIONAL SUPPORT 

NEEDED

Submission

•	 Workshops on diversity management, gender 

empowerment and disability issues are needed.

•	 Share success stories and better practices.

Testimony:

•	 Location of the mining operation is the biggest challenge 

(in the far north of Limpopo).
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FOR CDG TO COMPLETE: 

CGE FINDINGS ON SUBMITTED MATERIALS FOR FOSKOR LIMPOPO

POLICY
ACCEPTED?
YES OR NO

REFERENCE TO DOCUMENT OR 
ANNEXURE

1 Employment Equity Policy Yes

2 Recruitment and Selection Policy Yes

3 Disciplinary and Grievance Procedure Yes

4 Code of Good Practice Yes

5 Uniform and Protective Clothing Policy Yes

6 Training and Development Policy. Yes

7 Employee Wellness Policy No Not in place but child care facility available 24 
hours a day.

8 HIV/Aids Policy No Not in place

9 Succession Policy/Career Planning Yes

10 Staff Retention Policy No Not in place

11 Retirement Policy No Not in place

12 Sexual Harassment Policy No Not in place

13 Promotions Policy No Not in place

14 Salary and Benefits Policy Yes

15 Employment Equity Forum (minutes) No

16 Gender Focal Point at DD Level Yes

CGE PANEL QUESTIONS/COMMENTS ON PRESENTATION FIVE: 
FOSKOR

COMMISSIONER QUESTIONS/COMMENTS RESPONSES 

1 You have given us representation figures and not 

many women in top or senior management 0.1% 

persons with disability and they are not in top 

management positions. But we also see that you take 

transformation seriously and yet have many challenges.  

We commend you on your child care facility

•	 No comment.

2 Sexual harassment cases: we hear for women in 

underground mines that there are problems. Have you 

had cases and what are the outcomes?   

•	 Since I joined the organisation there is only one case 
I was aware of and the case was withdrawn. It was a 
relationship that went sour and this led to the charge.
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3 Male employees seem to resent women coming in and 

say this is men’s work. How do you deal with those 

conservative attitudes?

•	 We do address men in the mines [she showed a 

slide of how both men and women attend education 

activities. A more detailed response is in 9 further 

below.]

4 There are many things that I like in your presentation 

and there are more of these than dislikes but I want to 

caution you on your programme for sewing, knitting 

and stereotyped projects for women. Rather use your 

money to do mining appropriately. Maybe in waste 

or greening? Don’t channel women into survivalist 

projects. You need to assist women to get out of 

poverty cycle and into meaningful work and so please 

think out of the box.

•	 We take note of your comments and some of our 

programmes do train women. We once took all 

women cleaners and put them into a cooperative and 

now they are a business of cleaners that is one of the 

main service providers.

5 We are people with a disability and not disabled 

people; please correct your presentation.

•	 No comment.

6 We can see that your people are head hunted and that 

you need to work with the local community.

•	 No comment.

8 There is no sexual harassment policy. How do you deal 

with that and affect an attitude change among men? 

You imply in your responses there can be challenges.

•	 The sexual harassment policy we do have and must 

forward it because it was approved by the Board and 

we refer to the policy in training women.

•	 We have someone appointed who deals with these 

issues too and there is also a foundation to which we 

can refer cases.

9 Your WAM programme is perhaps a good one but do 

you also talk to the men? There is a need to change 

men’s consciousness.

•	 WAM: we have monthly meetings and sometimes 

our managers and supervisors who are men do 

appear and participate. For example tomorrow we 

will discuss multi-generations at work as we have 

old white males in the industry for a long time and 

now new ones have come in and there are conflicts in 

terms of management practices and we will address 

this at the monthly forum. So male attitudes come up 

in meeting and men come and participate.

•	 We send men to the Women in Mining Conference too 

and so it is an initiative. But we are going to work to 

address challenges in a large number of ways including 

some looking into business. We look at infrastructure, 

skills development and training and work/life balance.

11 You need a targeted intervention to deal with sexual 

harassment in the workplace and we want you to 

address this. Men and women in the workplace need 

to have a conversation about this. 

•	 The Commission has been a great help to us and we 

can see the gaps better now and please include this in 

your report.  

12 You need more women in top management 

positions and you need workshops around sexually 

inappropriate behaviour in the workplace.

•	 No comment.
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8.7 General Findings

The following key issues emerged during the CGE 

interaction with Departments.

•	 Most Departments have policies as required by 

section 19 (1) of the EEA but are not signed.

•	 GFPs do not form part of the strategic decision 

making and planning structures. When they attend in 

such meetings they only serve on an advisory basis.

•	 Absence of sexual harassment cases and policy in 

most departments remains a serious concern for the 

CGE.

•	 Most departments fail to meet the national target of 

2% of people with disabilities.

•	 Women are still overrepresented at administrative 

level.

•	 Men continue to be overrepresented at the SMS Level.

•	 Departments are not doing enough in terms of 

adopting proactive measure to attract people with 

disabilities.

•	 Limited Budget.

•	 The departments do not take the issue of flexi-hours 

for working mothers and child care facilities serious.

•	 The implementation of policies is still a challenge in 

many departments.

8.8 Recommendations

•	 Salary levels of GFPs must be improved to at least 

Director or Chief Director so that the incumbent can 

be able to influence decisions that relates to gender 

transformation.

•	 There is a need for education on issues of gender 

mainstreaming to political heads so that the GFP, 

can get political buy-in even on issues of budget for 

spearheading issues of gender equality.

•	 Stronger enforcement mechanisms for reporting by 

the CEE be utilised to ensure compliance and an 

increase in penalties for non-compliance, coupled 

with its envisaged” name and shame and praise”, 

campaign to compel companies to comply with EEA.

•	 Sufficient budget be made available for gender 

mainstreaming and capacity building.

•	 Measures must be put in place to ensure an enabling 

environment for women’s development.

•	 Gender Equality legislation is required to impose 

on public and private sector responsibilities to with 

regard to promoting gender equality and ensure 

accountability.

8.9 Conclusion

It has become evident from most of the departments and 

municipalities that participated in the hearings that issues 

of gender transformation are not taken serious within 

their workplace. The reluctance for senior managers and 

some Hod’s to participate in the hearing is a testimony 

that as the CGE we need to take a vigorous stand in 

making sure that gender equality is attained. It must be 

noted some departments are doing the best that they can 

to ensure that 50/50 gender representation is attained in 

the workplace. The hearings have confirmed that the need 

for a comprehensive monitoring and evaluation system 

to measure progress achieved in advancing women and 

promoting gender equality.
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9.  Appendices
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APPENDIX A

PRESENTATION ONE: DEPARTMENT OF HEALTH AND SOCIAL DEVELOPMENT

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy

2 Recruitment and Selection 
Policy

•	 A general policy is submitted, without date or 

signature for Department of Health and Social 

Development and another for the Limpopo 

Department of Health (submitted for 2011-2014).     

This second one is 54 pages long and is initialled.

3 Disciplinary and Grievance 
Procedure

4 Code of Good Practice •	 Performance Management Draft Policy Guideline.

5 Uniform and Protective 
Clothing Policy

6 Training and Development 
Policy

 ▶ A bursary policy 

was submitted.

7 Employee wellness •	 Quality of Life Programme: 13 Dec 2004.  ▶ Signed.

8 HIV/Aids Policy •	 Submitted without date or signature.

9 Succession Policy/Career 
Planning Policy

•	 186-page HR plan:  2012/2013.

10 Staff Retention Policy •	 186-page HR plan: 2012/2013.

11 Retirement Policy

12 Sexual Harassment Policy •	 Submitted: undated with no signatures.

13 Promotions Policy

14 Salary and Benefits Policy

15 Employment Equity Forum 
(minutes)

16 Gender Focal Point at DD 
Level

•	 Yes
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APPENDIX B

PRESENTATION TWO: DEPARTMENT OF COOPERATIVE GOVERNANCE HUMAN SETTLEMENT 
AND TRADITIONAL AFFAIRS

POLICY SUBMITTED? REFERENCE TO DOCUMENT OR 

1   Employment Equity 

Policy

•	 Yes: submitted; approved.  ▶ EE Plan is for 2010 -2014. Signed by 

Head of Department and approved on 

12 May 2010.

 ▶ Diversity Management Policy also 

submitted. Approved 03 May 2012.

2 Recruitment and Selection Policy •	 Yes: submitted; approved.  ▶ Signed 21 Sep 2012.

3 Disciplinary and Grievance 

Procedure

4 Code of Good Practice

5 Uniform and Protective Clothing 

Policy

6 Training and Development Policy

7 Employee Wellness Policy

8 HIV/Aids Policy

9 Succession Policy/Career Planning

10 Staff Retention Policy

11 Retirement Policy

12 Sexual Harassment Policy •	 Yes: submitted. Signed by 

MEC but not dated.

13 Promotions Policy

14 Salary and Benefits Policy

15 Employment Equity Forum (minutes)

16 Gender Focal Point at DD Level
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7 Employee Wellness Policy •	 Yes  ▶ Employee Wellness Social Club Policy attached;      

no child care facility.

8 HIV/Aids Policy •	 Yes  ▶ HIV/AIDS Policy attached.

9 Succession Policy/Career 

Planning

•	 No  ▶ Not attached (only guidelines from DPSA) and it was 

stated “given the nature of the public service and 

the policy framework, it is difficult to initiate and 

implement succession planning”.

10 Staff Retention Policy •	 Yes  ▶ Staff Retention Policy Version One attached;      

signed and dated 2008.

11 Retirement Policy •	 No  ▶ None or not attached.

12 Sexual Harassment Policy •	 Yes  ▶ Sexual Harassment Policy attached.

13 Promotions Policy •	 Yes

14 Salary and Benefits Policy •	 No  ▶ None or not attached.

15 Employment Equity Forum 

(minutes)

Yes  ▶ As minutes of the Departmental HR Forum.

16 Gender Focal Point at DD 

Level

Yes

APPENDIX C

PRESENTATION: ROADS AND TRANSPORT LIMPOPO

POLICY SUBMITTED? REFERENCE TO DOCUMENT OR ANNEXURE

1 Employment Equity Policy •	 Yes  ▶ As Human Resource Development Plan and Policy. 

2 Recruitment and Selection 

Policy

•	 No  ▶ Attached was an Employment Practices Policy.

3 Disciplinary and Grievance 

Procedure

•	 Yes  ▶ PSCBC Resolution No 1 of 2003 is attached as the 

Disciplinary and Grievance Procedure.

4 Code of Good Practice •	 Yes  ▶ Submitted was the Code of Conduct for the Public 

Service rather than a departmental one.

5 Uniform and Protective 

Clothing

•	 Yes

6 Training and Development 

Policy

•	 No  ▶ Not submitted.
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APPENDIX D, LIMPOPO MUNICIPALITY

PRESENTATION FIVE

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy •	 Oct 2010 document –      

did not see a signature

2 Recruitment and Selection Policy •	 YES-detailed; not signed

3 Disciplinary and Grievance Procedure

4 Code of Good Practice

5 Uniform and Protective Clothing Policy

6 Training and Development Policy

7 Employee Wellness Policy

8 HIV/Aids Policy •	 Yes

9 Succession Policy/Career Planning Policy

10 Staff Retention Policy

11 Retirement Policy

12 Sexual Harassment Policy •	 Yes. Not signed

13 Promotions Policy

14 Salary and Benefits Policy

15 Employment Equity Forum (minutes)

16 Gender Focal Point at DD Level
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APPENDIX E

PRESENTATION: WATERBERG MUNICIPALITY

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity 
Policy

•	 There is a final employment equity plan 01 July 2011-30 
June 2016; AND a policy – neither signed

 ▶ #462392 (October 2010)

2 Recruitment and 
Selection Policy

•	 Submitted but not a signed copy; see Staff 
provisioning Policy

 ▶ No signature, no date

3 Disciplinary and 

Grievance Procedure

4 Code of Good Practice

5 Uniform and Protective 
Clothing Policy

6 Training and 
Development Policy

•	 Signed on 30 June 2010

7 Employee Wellness 
Policy

•	 See Employee Assistance Programme Policy  ▶ Not signed, not dated

8 HIV/Aids Policy •	 Submitted but not signed  ▶ Not signed

9 Succession Policy/
Career Planning

10 Staff Retention Policy •	 Long Service Policy; long service awards;  see also 

Promotions and Transfer Policy (not signed)

 ▶ Long Service Policy signed 

30 June 2010

11 Retirement Policy

12 Sexual Harassment 
Policy

•	 Submitted but not signed

13 Promotions Policy •	 Promotion and Transfers Policy submitted but not 
signed

14 Salary and Benefits 
Policy

15 Employment Equity 
Forum (minutes)

16 Gender Focal Point at 
DD Level
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APPENDIX F, UNIVERSITY OF LIMPOPO/ 07 MARCH 2013

PRESENTATION

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy

2 Recruitment and Selection 

Policy

•	 Yes: submitted a 16 page document; no signature or 

date.

3 Disciplinary and Grievance 

Procedure

•	 Employee Relations Policy and Procedure; not signed.

4 Code of Good Practice Policy •	 Code of Ethics and Conduct; not signed.

5 Uniform and Protective 

Clothing Policy

6 Training and Development 

Policy

•	 Education, Training and Development Policy and 

Procedure; not signed.

7 Employee Wellness Policy •	 Yes; submitted as draft 3-page document.

8 HIV/Aids Policy

9 Succession Policy/Career 

Planning

•	 Appointment, Preparation and Leadership and 

Management Development of Senior Managers: not 

signed

10 Staff Retention Policy •	 Yes: submitted; not signed.

11 Retirement Policy

12 Sexual Harassment Policy •	 2012 document submitted; not signed.

13 Promotions Policy

14 Salary and Benefits Policy •	 Remuneration Policy; not signed.

15 Employment Equity Forum 

(minutes)

•	 None

16 Gender Focal Point at DD 

Level

•	 None
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APPENDIX G

PRESENTATION ONE: DEPARTMENT OF EDUCATION

POLICY SUBMITTED?
REFERENCE TO 
DOCUMENT OR 

ANNEXURE

1 Employment Equity Policy •	 Yes: 14 pages signed 

21/01/2011.

 ▶ ANNEXURE 3

2 Recruitment and Selection Policy

3 Disciplinary and Grievance Procedure

4 Code of Good Practice •	 Labour Relations Act.

5 Uniform and Protective Clothing Policy

6 Training and Development Policy

7 Employee Wellness Policy

8 HIV/Aids Policy

9 Succession Policy/Career Planning •	 Yes: signed 08 Feb 2012.

10 Staff Retention Policy •	 Yes: Retention and 

Succession Plan signed 

21/01/2011.

11 Retirement Policy

12 Sexual Harassment Policy •	 Developed in the year 

2000 but not approved. 

National Department Policy 

is being used.

13 Promotions Policy

14 Salary and Benefits Policy

15 Employment Equity Forum (minutes)

16 Gender Focal Point at DD Level •	 Manager
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APPENDIX H
Note: this is the submissions made on the secondary Employment Equity hearing in Braamfontein on the 
13th of August 2013.

PRESENTATION: UNIVERSITY OF LIMPOPO

POLICY
ACCEPTED?
YES OR NO

REMARKS OR REFERENCE

1 Employment Equity Policy •	 Yes  ▶ The EE Policy was approved by Council on 23 
November 2012

 ▶  EE Profile report was also done and submitted at the 
13 August hearing.

 ▶ The University was using the above to generate a plan 
(August 2013).

2 Recruitment and Selection 
Policy

•	 Yes  ▶ This was submitted in August 2013 and signed by 
the Registrar but it is not dated; previously it was 
submitted with no signature.

3 Disciplinary and Grievance 
Procedure

•	 Yes  ▶ See Employee Wellness Below; the Disciplinary and 
Grievance Procedure is included there.

4 Code of Good Practice •	 Previously submitted.

5 Uniform and Protective 
Clothing Policy

•	 Yes

6 Training and Development 
Policy

•	 Yes

7 Employee Wellness Policy •	 Previously submitted.  ▶ A Health and Safety Policy and Procedure was 
submitted in August 2013; it was signed by the 
Registrar but not dated. Included there is a grievance 
policy and form; previously submitted was a draft 3 
page document.

8 HIV/Aids Policy •	 No data on status.

9 Succession Policy/Career 
Planning

•	 Previously submitted.  ▶ Appointment, Preparation and Leadership and 
Management Development of Senior Managers: not 
signed previously but the University claimed to have 
submitted it to CGE afterwards.

10 Staff Retention Policy •	 Previously submitted.  ▶ Yes, submitted; not signed previously but the 
University claimed to have submitted it to CGE 
afterwards.

11 Retirement Policy •	 Previously submitted.  ▶ Yes, submitted; not signed previously but the 
University claimed to have submitted it to CGE 
afterwards.

12 Sexual Harassment Policy •	 Previously submitted.  ▶ 2012 document submitted previously but it had not 
been signed; it is being discussed at the University 
and with the unions (an on-going process)
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PRESENTATION: UNIVERSITY OF LIMPOPO

POLICY
ACCEPTED?
YES OR NO

REMARKS OR REFERENCE

13 Promotions Policy •	 Previously submitted  ▶ Remuneration Policy submitted previously but had not 
been signed; the University claimed to have signed 
and submitted it to CGE afterwards

14 Salary and Benefits Policy •	 Previously submitted  ▶ Remuneration Policy submitted previously but had not 
been signed; the University claimed to have signed 
and submitted it to CGE afterwards.

15 Employment Equity Forum 
(minutes)

•	 None

16 Gender Focal Point at DD 
Level

•	 None

APPENDIX I, FOSKOR

POLICY
ACCEPTED?
YES OR NO

REFERENCE TO DOCUMENT 
OR ANNEXURE

1 Employment Equity Policy •	 Yes

2 Recruitment and Selection Policy •	 Yes

3 Disciplinary and Grievance Procedure •	 Yes

4 Code of Good Practice •	 Yes

5 Uniform and Protective Clothing Policy •	 Yes

6 Training and Development Policy. •	 Yes

7 Employee Wellness Policy •	 No  ▶ Not in place but child care 

facility available 24 hours a day.

8 HIV/Aids Policy •	 No  ▶ Not in place.

9 Succession Policy/Career Planning •	 Yes

10 Staff Retention Policy •	 No  ▶ Not in place.

11 Retirement Policy •	 No  ▶ Not in place.

12 Sexual Harassment Policy •	 No  ▶ Not in place.

13 Promotions Policy •	 No  ▶ Not in place.

14 Salary and Benefits Policy •	 Yes

15 Employment Equity Forum (minutes) •	 No

16 Gender Focal Point at DD Level •	 Yes
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Square,

Polokwane 0700

Tel:+27 15 291 3070

Fax: +27 15 291 5797

MPUMALANGA (NELSPRUIT)

Nelspruit 1200,

Tel:+27 13 755 2428

Fax: +27 13 755 2991

NORTHERN CAPE (KIMBERLEY)

143 Du Toitspan Road, NPA Building,

Kimberley 8301

Tel: +27 53 832 0477

Fax: +27 53 832 1278

NORTH WEST (MAFIKENG)

Tel: +27 18 381 1505

Fax: +27 18 381 1377

WESTERN CAPE (CAPE TOWN)

132 Adderly Street 5th Floor,

ABSA Building, Cape Town 8001

Tel: +27 21 426 4080

Fax: +27 21 424 0549

CGE OFFICES
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