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POLICY ON GENDER EQUALITY IN THE REPUBLIC OF SOUTH AFRICA
(Part 2)

Mmathapelo Lengosane, Head, Gender Unit, Department of Communications, Republic of South Africa

ACHIEVEMENTS

Some of the responsibilities outlined in the action plan and described in Part 1 have already been achieved. For example a gender resource unit has been established. Though not yet sufficiently resourced, the resource unit services the department and state institutions with a wide variety of gender information. The resource unit has a wide variety of information ranging from books such as “Beyond Gender and Racism”, “Managing Diversity” to some of the gender reports published provincially, nationally and even internationally.

A gender committee has been established within the department. The main objective of establishing a gender committee within the department is 1) To assist the Department’s gender desk in its activities and programmes. The gender committee assists in institutionalising gender concerns in all the department’s activities in order to achieve substantive equality for women in the Department and its state institutions. 2) To develop a cadre of gender specialists within the department who will ensure that the transformation process and activities of the Department and its operating partners are gender equitable at all levels.

The scope of work of the gender committee includes, but is not limited to, priority programmes of the Department, policy reform and transformation. The committee also assists the gender desk with analysing the Department’s projects in its three core responsibility areas thereby ensuring coverage of a gender perspective in all programmes and to assess gender implications.

In order to ensure that the structures and systems that are set in place within the Department also filter down to its operating partners, gender committees have been established in all the state institutions that the Department is responsible for. In order to ensure a common in approach in institutionalising gender equality in all these organizations, a workshop was held on the national gender equality projects and its expectations from these institutions. In addition there are regular monthly meetings between the Department’s gender deck and the members of these committees.

The gender co-ordinator in the Department now serves on the Department’s Tender Committee.

The Department conducted a three and a half-day conference on the topic: Women in Media for the communications sector from the 1st to the 3rd June 1998. The conference was aimed at designing activities to help tackle issues raised at the Beijing 1995 World Conference on women and development, and to implement resolutions related to Women in the Media which were passed at the conference. The conference was also aimed at designing a framework through which women will be provided access to, and encouraged to participate and be involved in the communications fraternity.

The objective of this conference was to ensure that groups previously excluded from participating in or having access to media were given the chance to benefit from both the public and independent media. Rural communities and particularly those including large numbers of women, should be actively involved and given a voice of their own.

The Department is currently donating Telephone Management Systems and a computer, as described below:

· The phone shops will be owned and staffed by women and will serve as a flagship gender empowerment initiative of the Department;

· The systems are distributed as follows – 3 to women’s collectives and 2 to special interest groups like the disabled;

· The selection and allocation of these systems is done in consultation with the Office on the Status of Women and the Office on the Disabled People in the Provinces and NGO’s working in SMME and Poverty Alleviation programmes.

ADDITIONAL STRATEGIES FOR CHANGE

Selection and recruitment

Herewith is a fundamental set of considerations, which the gender desk has submitted to the Human resources unit of the department, and which in turn have been adopted by the human resource unit as principles that should be applied to the recruitment and selection of staff:

1. Recruitment and selection should not be considered in isolation to the overall workforce plan which seeks to focus on developing equal opportunities, affirmative action and sensitivity to gender and the disabled. It will be necessary, therefore, to investigate the potential of the persons appointed and to establish the requirements for training, development as well as possibilities for future promotion. The flexibility and adaptability to new working methods and procedures will be one of the areas of consideration in this regard;

2. The need to consider not only technical competence and ability to perform certain tasks buts also, and equally importantly, the social traits of applicants;

3. It is necessary to comply with all legal requirements relating to employment, to follow recommended codes of practice and to ensure justice and fairness whilst addressing the imbalances of the past such that the demographics of our society are reflected in the overall staff complement of the Department.

Representativity

The gender desk had set some targets for the Department with regard to women representation, especially at high echelons, within the Department. For example, the desk  set a 50% male/female representation target for the Board for within two years. Currently, the male/female board representation is 86% men/14% women since January 1998.

The gender strategy of the department also indicates targets, which were set for the department for male/female management representation. The set target on this aspect is 30% women by the year 2000. In terms of the general staff complement, women’s representation is changing.

Mentorship guidelines/programme

The gender desk of the department designed mentorship guidelines as a general management programme, which will assist in change management and empowerment for employees. The mentorship programme seeks to strengthen and build upon foundations already laid down during the democratisation process and the role played by the RDP, as well as the constitution of South Africa in terms of the empowerment of women and all those who were historically disadvantaged.

The programme is also aimed at generating large-scale opportunities and skills training. Mentorship here is viewed as part of a comprehensive set of restructure strategies, which effectively alter the profile of the Department in terms of gender, race and the physically disabled.

Socialisation Process

Along with the socialisation of the public at large, the gender desk of the Department has recommended the introduction, in the Department, of a new socialisation process based on formal in-service training in values and ethics. In order to promote high ethical standards within the Department, the gender desk has charged the training unit of the department with the responsibility of training and instructing employees in the following additional areas:
1. Systems of justice and equity relating to their own cultures and institutions of governance;

2. Understanding of the rights, obligations and responsibilities of individuals and groups within the department;

3. Standards of objectivity, effectiveness, fairness, integrity, probity and impartiality in conduct and achieving high standards of efficiency and competence;

4. A system of public communications whose objective is to foster individual’s understanding of and participation in the process of government;

5. The prevailing system of laws, regulations, government commitments and practices governing the conduct of all public officials and employees;

6. A governmental system which emphasizes the responsiveness and accountability of public servants;

7. Standards of conduct which embody respect, fairness and justice in their individual and group relationships and in their contact with the public;

8. A government system which fosters and protects the responsiveness and accountability of public servants to direction and control by the public through its representatives.

Amendments to the Departmental Staff code

There have been some amendments made to the departmental staff code pertaining to Special Leave of Absence due to Pregnancy. The amendments, which became effective on 1 December, include the following:

· Qualifying period of service no longer necessary for a special leave request;

· Medical advice no longer a required for special leave for the termination of pregnancy;

· Males who legally adopt a child may also qualify for special leave.

Skills, Training and Development

Houghteq Project

In an effort to train women in areas that were traditionally regarded as men’s terrain, the Houghteq, Training programme, which is a high-skill certificate course in Technical Programming for Telecommunications, has been established by the Department. The structure of this training programme is a hybrid between both developing a cadre of human resources that will be able to face up to the challenges of the technological world and also breaking the vicious cycle of keeping women out of the technical fold.

The programme was effected in January 1998.

_____________

� Apologies are made to Ms. Lengosane, as she was not identified as the true author in the first part of the document in the January issue.
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