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the corporate world, it is imperative to understand the 

position of women in society as a whole. Our history spells 

out clearly that through all societies the patriarchal ideology 

based on the superior position of men pervades all spheres 

of life. It is a common belief that women are generally associated 

with certain so-called natural abilities and that they perform 

eflicicntly in those roles related to domesticity. 

Consequently, di\·ision of labour in the South African corporate 

world is often based on these stercotypic gender roles. Tasks that 

arc regarded as being challenging such as management positions 

arc not easily m·ailable to women. l\lany jobs performed by 

women , it can be argued, arc extensions of work undertaken in 

the household uniL l\luch of the employment in the 

manuf~lcturing sector for example has been in clothing and 

textiles, and employment in the service sector dovetails with 

women's domestic roles that have become seen as women's jobs. 

This is reflective from the m·ailabk statistics. \ Vomen 

constitute approximately 34°o of the population and 2/5 of the 

paid workforce, that is 39,4°o. Although they account for 39.+~o 

of the workforce, they account for 68.4°o of all service sector 

employees and more than half of all clerical and sales positions. 
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Women also occ upy a significant majority of the so

called 'pink-collar jobs' . They comprise: 

96% of registered nu rses; 

90°o of occupational and radiotherapists; 

86°'o of soc ial workers; 

78 .6% of ha irdressers; 

67% of teachers; and 

96% of domestic workers. 

On the other end of the spectrum women arc 

obviously under-represented in the following 

categories: 

5. I% of artisans and apprentices; 

5.9% of commLmication and related occupations; 

3 . I % of registered engineers; 

9 .6% ofjudges/ magistrates; and 
0.8%of metal and engineering industry workers. 

With regard to senior positions in the corporate 

sector, women comprise 1.3°1o (49) of 3773 directors 

ofth e JSE's 657 companies: 

14 women are either: 

executive directors; 

chairwomen; or 

managing directors. 
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Women represent less than I% of board members in 

the corporate world. 

The dispa rities between males and females is a lso 

rcncctivc in the results of three surveys done in the 

corporate world, that reveals the fo!Jowing: 

In tl1e areas of responsibility and remuneration 

(even though the average, experience, qualifications 

and hours spent at work were equal), it was found that: 

male manage rs had twice as many subordinates 

as female managers; 

for every male earning less than R 60 000 a year 

there were eight women; and 

twice as many men as women earned more than 

R I 00 000 a year. 

It is clea r from the ava ilable statistics that the South 

African Labour market is very skewed. O ccupational 

segregation between men and women clea rly exists. 

Another feature of South Afi·ican women in 

employment is th at women enter the labour market 

under different conditions: 

by virtue or the rac ial group to which they 
belong; and 

with different levels of education and j ob tra ining. 

The sta tus or women in the labour market indicates 

th at th e percentages or women according to gender 
and race a rc: 

Black 

vVomcn 

White 

\IVomcn 

White 

Males 

not economically active 52% 9% 5% 
unemployed 53% 2% 1% 
tota l employees 24·% 10% 14% 
self-employed 55% 6% 18% 

Although women arc genera!Jy concentrated in 

service, sales, semi-profess ional and the professional 

sec tor, not a ll wome n arc eq ua lly represe nted in the 

occupational categories. 

A vast difference ex ists between bl ack and white 

women. Ge nder inequality in the corporate world 

takes a specific apartheid-related charac ter; there is 

inequality within inequa li ty, or put in another way, 

some a rc more unequal than oth ers. 

This is evident from ava ilable statistics: If we 

compare the status of white women with blac k 

women in the corporate world, the following is 
evident: 

Not all women are 

equally represented in 

the occupational 

categories. 
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Recruitment cost 

One qunrenteetl 
wnv to achieve 

results like these, 

is to use our personnel 
recruitment network to 

cut down vour companies' 
recruitment expenditure 

IJV up to 
80% 

nETWORK 
({)(011) 838-748213 

E.M ail: thehrnet@glohal. co. za 
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Status of white women 

77.6% 

57.8% 
57.8% 

of managerial, cxccuLivc and 
administrative posts; 
of sales and clerical posts; 
or professional, semi-professional and 
technical; and 

5% of serv ice occupations 

Black women on the other hand arc over-represented 
in low-level posts. In this respect they comprise 
83.4% in service, production and related occupations 
and approximately 38% are involved in menial work 
such as tea-making: 

It is thus clear from the evidence available that 
women do not constitute a homogeneous group. 
'v\1omen's subordination remains interwoven by 
sign iii cant race and class differences. 
\1\'h itc women generally have better access to higher 
status and better-paid j obs whilst black women arc 
over-represented in lower sector jobs with few or no 
prospects for growth or up11·ard mobility, such as the 
service sector, production and related work. It must 
however be recognised that even whi te women, who 
have had more and better opportunities than other 
women, confl-ont a glass ceiling in occupations, with 
their employment prospects more lim ited than white 
males in sim ilar kinds or jobs. 

Black women in comparison to white women 
have thus suffered fl·om many disabilities, some of 
which are common to white women and some 
specific to them. Although they were oppressed as 
blacks, they face the double oppression or being black 
women workers. 
They share inter alia: 

the experience or national oppression; 
with all other women the burdens or inequality 

and sexist behaviour; 
economic subordination; 
at the same time, as black women they were 
subjected to special disabilities and disadvamagcs. 

There are both similarities and differences in the 

positions within the group of black women as well, 
which is further complicated by a range of other factors 

such as the further division of black women into 
cliiferent racial catcgOiies, and the levels or disadvantage. 

lt must thus be acknowledged that the historic, 
social and economic inequalities will mean that 
women by vinuc of their race groups will start in 

diffe rent places and require differential treatment to 
attain equality of opportunity and result. 

Issues on gender in South Afr ica must thus 
accordingly take into account these dimensions on 
the universal issues affecting women and the specific 

forms that apartheid has given to gender domination 
in our country. 

International experience 11·arns us that the separation 

of race and gender marginaliscs black women in 
favour of black men and ,,·hitc women. 

Nevertheless, in taking aU these factors into 

account, we need specific gender-related action plans to 

destroy the structures and behaviour patterns created 



Various women appointed in 

visible influential positions in 

parliament are likely to assist 

the cause of gender equality. 

by ccmurics of discrimination against women. 

Organisations must be fu lly committed to harness their 
human resources as effectively as they can. This does 

not mean keeping women in pink- or blue-collar jobs. 
VVomen must be employed in significant decision

making positions in the corporate world. Our economy 

depends on the effective utilisation of women. 
Accordingly many efforts arc being undertaken 

by the government to enable women to break 
through the layers of disabili ties identified from the 

past. At a political level, the government has 
promoted a greater participation of women. 

We have: 
I I 7 women parl iamentary i\IIP's and Senators; 

speaker of parliament; 
I 0 l in the Nationa l Assembly (out of 4·00); 

3 l\ Iinisters (out of I 7); and 

3 Deputy Ministers. 

The various women appointed in these visible 
inOuential posi tions in parliament are likely to assist 

the cause of gender equali ty. 
The constitution and the RDP serve as a guide 

and legitimating agency. 
The principle of equality on the basis of gender and 

race is accordingly at the centre of the new 
constitutional dispensation. The dual recognition of 

race and gender in the Constitution accepts that 
inequality and d iscrim ination in South Africa has been 

based on both race and genclel~ and not race or gendec 

The Reconstruction and Development 

Programme prioritises the plight of women, focusing 
on addressing the disempowerment of women in 

terms of employment. In tandem with the national 

women's empowerment policy of the RDP, the 

cabinet adopted a resolution on 15 February 1995 to 

establish an office in the President's office to improve 

the status of women. T he primary goal is to ensure 
that gender concerns are integrated into all these 

aspects of departmental work. The office of the 

status of women plays a co-ordinating role in respect, 

overseeing the establishment and functioning of 

gender desks to mainstream gender into each 

government department. T he main a ims are: 
to ensure the empowerment of women and the 

gender issues are main streamed in government; 

to link with gender units to be established in each 

department; and 
to initiate and formulate policy and legislation. 

Overcome the 
constraints of 
Job Evaluation 

with the new 

Role & Career Level 
Classification System 

supporting 

Broadbanding & 
Skills-based pay 

enhancing 

Flexibility 
Productivity 

Re-engineering 
Skills development 

Fairness 

linking pay structures to 

Broad roles 

and focusing on 

Paying the person 
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Stratef}ic Pa'J S'Jjtemj 
A Division of Broman Management Consultants 

CK 80/31337/23 

We specialise in holistic, 
custom-made, OD-based 
solutions to pay problems & 
offer customised alternatives to 
job evaluation. 

(011) 880-6911 
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Bruniquel & Associates 
INDUSTRIAL RELATIONS AND 

TRAINING CONSULTANTS 
ESTABLISHED 1981 

E -Mail A ddr ess 
GBA@Iafrica . com 

Johann es bur g 
Tel(011) 447 6496 Fax (011) 447 5548 

P.O. 313 Saxonwold 2132 
Durban 

Tel(031) 309 4627 Fax (031) 309 5881 
P.O. Box 40656 , R edhill 4071 

Port E li za b e th 
Tei(041) 51 5558 F ax (041) 51 5558 

P.O. Box 5848 , Walmer , 606 5 
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The government's commitment to empowering 

women is further evidenced by the governmen t 

signing a number of UN conventions on women. 

Among these arc: 

the convention on poli tical rights for women; 

the convention on tl1c nationality of women; and 

the convention on the elimination or a ll fo rms or 

discrimination. 

\ \'hilc these conferences have championed the cause 

or women, none or them has captured the 

imagination of our government as d id the fou rth 

United Nations conference on women in Beijing. 

Since Beijing most government departments have 

committed themselves to supporting the Beijing 

programme or action at cabinet level, and implement 

programmes towards changing the status or women. 

l n this regard the office of the Public Service and 

Administration has committed itself to: 

ensuring that within four years at least 30% or the 

recruits to senior and middle management 

positions in government departments and 

provincia l offices will be women; 

dcvc·loping a culture that respects and promotes 

gender equality. This programme, set to run over 

two years, will include training trainers to become 

gender-sensitive, developing gender-sensitive 

training candidates materials and establish ing 

accelerated development programmes for 
women; 

establish support programmes for women in the 

public service over the next two years, with the 

a im o r opening up opportunities for the training 

and advancement of women; 

repealing all discriminatory rules and practices. 

The office has already embarked on this 

programme, women can now participate in the 

home allowance scheme, a ll women receive 

maternity benefits (in the past benefi ts were 

limited to two births) and discriminatory practices 
with regard to pension funds have been 

eliminated; 

taking positive action over the next ten years to 

improve employment opportunities for women; 

and 

creating a central database in the next year to do 

gender disaggrcgated research and identify 

employment practices in need or improvement. 

Many government departments have put forward 

concrete proposals on how they arc going to implement 

tllcir commitments to promoting and monitoring 

women's equality. Government departments have tllus 

made impressive pl<ms for working toward~ gender 

equality by putting programmes in place to advance 

the position of women. They have indicated tl1at tl1cy 

arc to mainstream tllc empowerment or women \\~tllin 

tl1e policies and programmes of tl1eir departments. 

Some departments have already established gender 

forums which monitor women's empowerment. VVhile 

most departments are striving to increase tllc number 

of women in senior positions, tllc only one that can 

claim to have reached parity is tllc Department of Arts 

and Culture, Science and Technology in which women 

hold 33 or Ule 66 senior posts. 



T he Commission for Gender Equali ty has also been 

established. It is intended: 

to give teeth and muscle to combat discrimination 

and abuse against women; 

LO ensure that women's issues don't drop off the 

agenda; 
to ensure that the rights of women will be 

respected and implemented in SA; 

monitor and review the policies and practice of 

state and statutory bod ies at a ll levels; 

develop educational and information 

programmes on gender eq uality; 
review all laws and recommend legislative 

amendmenLs LO Parliament; and 

investigate all gender-related issues. 

The Human R ights Commission, Public ProtcctOI~ and 

Constitutional Court will assist the Commission for 

Gender Equality by providing the political, 

administTative, legislative and j udicial environment 

which will enable women LO exercise and defend the 

economic, social and political rights on an equal basis 

with men. At the same time the establishment of the 

Comm ission for Gender Equality will ensure that 
Government and the private sector dedicate themselves 

to eradicating discrimin ation against women and 

actively promote equality bet·ween men and women. 

The potential of women in South Afi·ica has only 

begun to be realised. Although the first step in the 

direction of empowering women in South f\ fi·ica has 

been taken with the entrenchmelll of a non-sexist 

society in the constiwtion, and the establishment of 

the Commission for Gender Equality, it is clear fi·om 

the discussion abO\·e that we have a long way to go to 

ach ieve gender equality in society and hence in the 

corporate world, as the status of women in South 

Africa is largely subordinate. 

It must be recog11ised that: 
women's oppression as a socia l injustice must be 

overcome; 
it is necessary for women to organ ise to overcome 

our oppression; and 
that the struggle for gender equality is an integral 

part of, and not in contradict ion to, the struggle 

for overall change in South Africa. 

\ '\'omen need to take the kn ife by the sharp edge and 

face the challenges to struggle aga inst a ll forms of 

oppression. VVe must be more active in the 

formulation of our demands. This is the fi rst step 

towards women empowerment. Empowerment for us 

in the final instance should mean having a real choice 

in what we want LO do, whether this is to: 

have children; 

pursue a career; 
have a seat in parliament; or 

establish a society that affirms and values th at 

choice. 

Goonasagree Naidoo 
Deputv directm; affirmative action and human 

resource advice 
Public Service and Administration 
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SAUNDERS 
AND 

ASSOCIATES 
INDUSTRIAL 

PSYCHOLOGISTS 
Experts in the field of 
culture-fair, objective, 

competency based assessment 

This Durban-based practice can 
assist you in assessing your 
current and prospective 
employees or students to identify: 

• Their ability to benefit from 
further training and 
development interventions 
(ie learning potential) 

• Their current levels of skil ls 
and abilities and the 
associated training needs 

• Individual career 
development paths 

• Student/ employee suitabil ity 
for certain courses of study 

• The 'fast-trackers' in your 
organisation 

• And the right people for the 
right job 

We are confident that our 
assessment methods are culturally 
fair and in line with the 
requirements of the New Labour 
Relations Act. 

For further information on the 
services we can offer, please 
telephone (0 31) 7 64 0841 

S&A 
The Assessment Specialists 
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