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“Certain positions require certain qualifications. One cannot expect to be advanced, without having

acquired the necessary knowledge to adequately perform your job.”

“Although upskilling does take place, it takes much longer for a woman of minimum education to be

adequately trained for a leadership role, as opposed to a woman educated at a higher level.”

“As the requirements for leadership positions cannot be met due to low education or minimum education
and everyone should have matric if you want to study further and advance, so yes it does affect them, but

they are encouraged to complete their matric.”

’

“For any managerial or leadership positions you need to meet the educational requirements.’

However, the participants who disagreed felt that it was a matter of preference, and that advancement,

training and information is available.

Therefore, the role education plays depend on the individual and not necessarily their gender. The
department presents equal opportunities for both males and females by offering possible bursaries and
further education and training opportunities once a year. It is individual agency rather than gender that
determines whether staff members decide to take up these opportunities. One challenge faced particularly
by women is the fact that many of them are mothers and care givers, which impedes their ability to attend
classes after hours. Therefore, their opportunities for upward mobility in the department requires not only
support from the department but also from family members in their household. This is therefore a personal
choice which many female employees need to make based on their circumstances at home and whether

adjustments can be made to accommodate their roles as wives, mothers, and caregivers.

Respondents expressed concern about female employees who had not had the opportunity to complete their
schooling. However, it was noted that the provincial health department in the Western Cape offers Adult
Basic Education and Training (ABET) classes to all employees, giving them the opportunity to obtain a
secondary certificate (Grade 12). They could then undertake further education and training, with support

from the bursary programmes or the skills development fund.

Education and skills development are important strategies that both the national and provincial governments
have developed to improve the lives of the previously disadvantaged, including the women currently

working in various spheres of government.

“The approach to gender mainstreaming significantly relies on having skilled personnel in the GFPs
(Gender Focal Points) who could execute the technical work that is required for the institution to fulfil its
mandate and promote the mainstreaming of gender. Skills required are related to key programmes in the

areas of legislation, policy, budget analysis and planning in relation to the line function of the Department
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and to gender mainstreaming, advocacy, coordination, liaison, networking, and capacity building”
(Department of Women, Strategic Plan 2015-2020). “The National Gender Policy, which was approved in
2000, requires that all Directors-General and Ministers implement gender mainstreaming in their various
institutions, and they must report on progress and developments made and how they made use of the
recommendations outlined in the policy to improve the socio-economic empowerment of women”
(Department of Women, Strategic Plan 2015-2020).

5.3 Cultural and Political Influence

Nine out of the 10 respondents agreed that political factors play a role in the advancement of women in the
public sector. Their statements were as follows:

“The higher positions in the department are still male driven, there is no equal number of men and women

on the electoral list.”

’

“Women are Carers, and the public sector prefers males leading positions compared to females.’

“BEE is key, and employment equity has often impacted the advancement of women, specifically in the

public sector, resulting in excellent candidates being sidelined.”

“Women are underrepresented as voters, as well as in leading positions, because they say that women are

more compassionate, whereas men are decisive.”

These responses were based on the respondents’ perceptions of the political environment around them, on

historical experiences of the past and, to a certain degree, the present political environment.

Of the 10 participants only one felt that politics do not play a role. The youngest participant in the group
said: “The advancement of women is based on requirements and experience that one must advance in line

with Recruitment and Selection Policy.”

Ninety percent of the respondents agreed that political factors affect the advancement of women in the
public sector. Many based this mainly on their past experiences although they said this was their own

personal perspectives and they could not identify concrete incidents to back them up.

“Gender equality is about providing a voice to the poor and marginalized, who often are women. We need

leaders who are responsive and accountable to the needs of women” (Morna, 2009).

“The economic participation of women in terms of women representation in places of employment across
sectors is important, not only for reducing the disproportionate levels of poverty, unemployment and

inequality among women, but also as an important step towards increasing household income and
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encouraging economic development in the country as a whole” (Department of Women, Strategic Plan
2015-2020).

The above quotes illustrate the important position women play in improving the lives of the previously

disadvantaged and in economic development in this country.

Respondents were asked if cultural factors play a role in the advancement of women in the Klipfontein
Mitchells Plain Sub Structure. Eighty percent of the women felt that cultural factors do not play a role and
20% felt they do play a role in advancing females in the public sector. Their responses were as follows:

“The culture of an institution greatly impacts advancement of women. This might not necessarily be the
case in this Sub Structure, but it has been witnessed before. Women bring certain things to the table which

might not be perceived to fit in with an organization.”

“Inadvertently and indirectly, yes, as is likely [to be] the case in any Sub Structure or work community.
Persons who understand and/or share similar cultural factors (e.g., language, values) tend to be able to
perform better and achieve better results with greater ease. Those with better performance and who are

already familiar with the Sub Structure’s work culture might advance easier and faster than others.”

Eighty percent of the females all agreed that this Sub Structure and the department is multi-cultural, and

everyone was permitted to advance themselves.

“Information is readily available to all, and there is consideration of equitable workforce in leadership
and lastly that as far as what can be seen any advancement is based on proper procedures and rules

followed.”

These comments largely refer to the work culture within the institutional environment and not actual
cultural practices and beliefs as broadly understood. They relate to the different working conditions

experienced by employees at different levels in the workplace.

Respondents were asked if women in South Africa are disadvantaged in any way by social, cultural, or

political factors in advancing to leadership positions.

As detailed in a public health journal by Shung-King et al. (2018) “leadership essentially exists in people,
social identities are among the numerous effects that impact on leadership behaviors and experiences in the
health system”. The gendered nature of health systems, with diverse health professions strongly dominated
by either males or females, is one such impact on the shape and form of leadership. However, gender is

mainly ignored in the general and health-specific management literature, regardless of global calls for
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gender-parity in organizational leaders. There are minimal studies or research done to understand the effect

of gender on health system leadership.

“African women have the following roles: woman, mother, and wife. Females are subordinated because of

social, religious, and cultural practices and beliefs in the society” (Biri and Mutambwa, 2013).

In the past, in African society, female and male children were taught certain societal beliefs and practices
that highlighted maleness above femaleness. These inhibited females’ participation at all levels and in all
spheres of the development process. “Therefore, performing leadership roles in a working environment is
a challenging task due to the sociocultural practices and beliefs that have influenced the female gender
negatively in the past” (Chigwata, 2014).

“Women are believed to be physically weaker than male members, so much so that women are encouraged
to consult” (Tatira, 2000).

Careful consideration needs to be given to the conflict between culture, tradition, and universal human
rights as stipulated in the South African Constitution. “In many cases customary law protects the positions
of men in traditional communities to the disadvantage of women™ (Gouws, 2008). In addition, women
experience multilayered forms of oppression, and their realities are often not reflected in mainstream human
rights discourses (Ndashe, 2005). “Many violations of women’s human rights occur in the domestic sphere,
but it is also argued that customary law cannot be rejected without careful consideration of the importance
of custom and culture to many women: While women in parliament have supported reforming customary
law and aligning it with a human rights discourse, some male political leaders’ understanding of the role of
traditional culture and the construction of their masculinity within that culture may be different from that
of women parliamentarians and may undermine women leaders’ attempts to reconcile culture and human

rights.” (Gouws, 2008).

In response to the above question, 80% of the females felt that culture does play a pivotal role when trying

to advance into leadership positions. Their responses were as follows:

“Mentality has not changed, holding to the fact that a women's place is at home in the kitchen and raising

children.”

“In South Afiica lots of women are disadvantaged, due to many factors. Men need to change their mentality
that woman are just housewives, Carers, or incompetent. Socially, you still find that a woman can 't initiate
changes in relationships. Culturally it’s the upbringing, that men should have the leadership role to protect

’

the women. Politically, [a] woman is just disadvantaged due to [her] gender.’
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“Since men have always been dominating in leadership roles, this makes it difficult for society to see women
in leadership roles. This may be very subtle in the public sector, but interviews/recruitment have been
manipulated to favor certain candidates due to social/cultural/political reasons. This is however a regular

’

occurrence in the private sector.’

“Women are disadvantaged due to operational roles in the home/working environment. Always having to

work at home and at work.”

“Support for gender equality is a recent thing. It has only recently been broadly supported in the last few
decades. And the continuous fight for gender equality is evidence that not all are on board. Historical
thinkers who believe women cannot lead and stakeholders with cultural beliefs which share the same

sentiment might hold women back from leadership roles.”

>

“Social factors, especially gender-based abuse, has repercussions for women in the workplace.’

“Thankfully, the public sector is more accommodating in navigating these factors to ensure women advance

s

into leadership roles.’
The remaining 20% of their responses was no, based on the following:

“The department and the public service are governed by policies and prescripts that prevent such

’

discrimination.’

While many respondents said that policies have been put in place to enforce fair appointment processes,
there remain challenges in changing prevailing mindsets regarding a female’s place in the working

environment.

Respondents were asked if in this Sub Structure ethos or culture negatively affected women’s advancement

in the organization or department.

Ninety percent said there are no negative cultural aspects in the Sub Structure or department that affects the

advancement of women.

>

“In this Sub Structure everybody is the same and is treated the same.’

“Many females are in higher posts; you just must take the opportunities if you want to. There is evidence

»
of openness and transparency.

>

“All are given opportunities, whether its equal we can’t comment, and everybody is treated the same.’

The remaining 10%, however, who said there were negative cultural aspects that impacted on the

advancement of women gave no further comment to support that answer.
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The tolerance evident in the Klipfontein Mitchells Plain Sub Structure suggests that there are no actual
cultural barriers preventing female staff members from achieving senior positions in the Sub Structure and

in the department.

Respondents were asked if politics within this organization/department affected the advancement of women

into leadership positions.

“The 1994 conversion from apartheid to a liberal rights-based democracy created a political opportunity
structure that allowed women to frame certain political issues in gendered terms. As such, the Women’s
National Coalition (WNC) mobilized women to draw up a women’s charter that was handed to parliament
in 1994. The opportunity structure created the space for women to articulate their needs through the creation
of national gender machinery. Women could also articulate the need to change some aspects of customary
law that lead to women’s subordination, even in the face of the opposition from the Congress of Traditional
Leaders of South Africa, hence, the enactment of, for example, the Recognition of Customary Marriages
Act (Act 120 of 1998). This act changed the status of women under customary marriage from minors to
majors. Until the enactment of this law women married under customary law could not enter legal contracts
or make any important decisions without the permission of their husbands or other male relatives. These
changes caused the traditional leaders to fear losing their power as sources of authority under customary

law and to worry about the disintegration of traditional culture”. (Gouws, 2008)

The evolution to democracy in South Africa has opened more opportunities for women in institutional
politics. Since 1994 the South African government has taken up the massive task of creating one of the
most integrated national gender machineries in the world to promote women’s equality. This huge task
involves the Office on the Status of Women, a Women’s Empowerment Unit, a Women’s Caucus in
parliament, the Joint Monitoring Committee on the Quality of Life and the Status of Women, gender desks
in every state department at the national level with identical desks at the provincial level, and an independent

Commission on Gender Equality (Gouws, 2008).

Forty percent of the respondents answered yes, claiming that, “women are scared, they don’t know what to
expect, it’s only males”. “Decision makers fight harder for opportunities for those they believe in, and often
those with more clout and louder voices are victorious.” “Yes and no, recruitment can be transparent

depending on where the vacant post/position is.”

The remaining 60% claimed no, saying “Politics could play an underlying role, but for the most part it
appears not to, and although there have been rumors of nepotism, they have no actual knowledge of it”.

While these respondents said politics were not seen as a challenge, other respondents felt there was

54



underlying opposition to women trying to advance to higher positions. This is not the case in the current

Sub Structure but that cannot be said for the entire Department of Health.

5.4 Equality:

Respondents were asked whether women were offered equal leadership roles in the Sub Structure as men?

The responses received for this question were mostly positive in the sense that the majority of the females
felt that women are given equal opportunities to that of their male counterparts. The responses were as
follows:

“In this Sub Structure, there appears to be equality in the leadership roles, looking at the status, and since
joining this Sub Structure, | have witnessed many women move into leadership roles, both at the

substructure office as well as at the various facilities.”

They also agreed that everyone is afforded the same opportunity for advancement based on skill and merit
as well as recruitment and selection criteria and it seems equal in terms of the number of females in
leadership positions as the current leadership bears testimony. Lastly the main roles are filled by females.
Hospitals are by nature female driven.

There was however the 30% that was a bit unsure and stated, “In this Sub Structure there seems to be several
men in leadership positions and many females in leadership roles”, but they were not quite sure of the
woman to man ratio currently in the Sub Structure or department. Finally, “Men and woman are given equal
opportunities, but at the end of the day, some positions are just destined to be filled by a man. A reason for
this is that when it comes to positions of leadership or power in an institution there is a perception that it
would be better handled by a male, due to the historical background attached to leadership posts in the

department.”

The Department of Health, and more specifically the Klipfontein Mitchells Plain Sub Structure, tries very
hard to meet the equity targets of the department. When appointments do not comply with equity targets,
motivations with sufficient reasons for that appointment must be submitted and the Director’s approval is

required.

Respondents were asked who were more qualified or skilled in the Klipfontein Mitchells Plain Sub

Structure office.

Fifty percent of the respondents felt that women are more qualified in the Sub Structure and said most
leadership roles are currently filled by women in this Sub Structure. “Nursing has the most employees in

the Sub Structure and nursing is a profession driven by females”. “\Women, my observation would be
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women, not because I'm biased but because of what I have witnessed and experienced in the department

over the years.”

Another 20% felt men are more qualified, stating that “men are more technically qualified. However, the
women are more skilled in unquantifiable ways, and top structures are occupied by men. Once again this
refers to the historical background of men always being in positions of power and authority in various

organizations as well as in their personal environments”.

The remaining 30% were unsure, claiming that “unfortunately I am unable to comment on this as | do not
know what the factual evidence is. | am not sure whether I believe that qualification or skill can be measured
because one would have to quantify the value of one skill or qualification over the other. Also being
qualified in something, to me, is different to being skilled, even though the two words actually have the

same meaning.”’

Previously most specialists and medical officers were male. They were placed in managerial positions in
health institutions because of their qualifications, and not necessarily their management experience.
However, there has been huge improvement in the management and leadership of institutions, and it is now
more important to have the necessary skills, qualifications, and experience for management positions;

appointments are no longer dependent on the level of qualification or the gender of the individual.
Respondents were asked if this plays a role in the advancement of women in the organization.

Sixty percent of the respondents said yes and added “this motivates other women in the department to strive

to do the same as they now feel that they are equal to their male colleagues.”

“There are more women in leadership than men and the majority in the profession remain females in the
health sector. Finally, for many leadership roles one needs technical qualifications, e.g., degrees, diplomas,

2

etc.”.

The remaining 40% said no, based on the following factors: “women still apply and receive promotional
posts if they pass the interviews and if roles are assumed to be based on skill or qualification, advancement

of anyone, male or female, should not be affected.”

It is now easier for women to advance to high-level posts in the Department of Health, but the decision to
pursue these positions is up to the individual. Mentoring and coaching in the working environment is
imperative so that females have the necessary support to take on extra responsibilities, roles and duties,

which will itself facilitate their upskilling and development.
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Respondents were asked if there was discrimination after a woman has been appointed in a leadership
position in the organization. Forty percent of the respondents felt that it does, giving the following

explanations:

“Women are perceived to have certain characteristics, likely inferior to males. We also tend to react

differently to situations and execute tasks differently.”

“Even though males and females have different methods of reaching the goal, both can be equally effective,

this is however where discrimination arises.”

“We should, however, not be deterred by this. Women before us have fought hard for us to assert our
position in the workplace today. This should be a motivation to exert our opinions and skills etc. on those

who practice discrimination.”

’

“Gender discrimination is present, one always must decide which battles to fight and how.’

“Their role as mother, wife and caregiver is often not acknowledged and there are always subtle undertones

of sexism in the workplace.”
Another 50% of the respondents said no, but gave minimal reasons, saying:
“Not that I have witnessed or experienced and mainly not that they are aware of.”

The remaining 10% said they were unsure. This is an opinion and reflects the personal experiences of the
respondents. It did not automatically mean that it has happened in the institution, but it is a clear indication
that it has happened to the respondents in their careers over the years. It also played a huge role in how that
respondent moved forward. Some used it as motivation to work towards leadership roles in the department
and others might have used it as a reason to stay in their current positions and not seek further promotion

due to bad experiences in their institutions.

Therefore, awareness training in institutions is important so that both males and females can provide the
necessary support to their peers, colleagues, and subordinates and ensure the working environment provides

encouragement and support for all who want to prosper and advance to higher positions.

Respondents were asked if discrimination of female leaders takes place in the Department of Health in the

Western Cape.

Once again there was a difference of opinion with 60% of the females agreeing that it does take place in
the department, claiming that remarks are made regarding appearance, disrespect in meetings, and about

not being seen or heard or not being taken seriously. The responses were as follows:
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“This is just rumors, but it tends to happen sometimes between doctors and woman leaders, especially

nurses.”

>

“A woman is mostly expected to stay at home and look after a sick child, it is not expected of a man.’

“This may not be allowed according to policies, but however still takes place everywhere. It is up to us how

’

discrimination will affect us as females.’
“There would have been a balance, there is currently no balance in the department.”

The remaining respondents disagreed as they had not seen or experienced anything like that firsthand,

suggesting they have had negative experiences in various institutions.

The respondents did not confirm or deny that it has taken place in their current environment, however they
have been exposed to such discrimination during their years of employment.

The respondent’s acknowledged discrimination was not always about their inability to do their jobs but was
instead about unrelated issues such as their appearance or how they conducted themselves in meetings or

at corporate events; ultimately, they felt there was a stigma attached to simply being female.

Respondents were asked if the Klipfontein Mitchells Plain Sub Structure encourages and promotes the
advancement of women. Ninety percent of the respondents said yes, and their reasons are as follows: “all
staff members are encouraged to study and to advance themselves. Most of my colleagues are female and

all females are given equal opportunities.”

“Also, regardless of the Sub Structure, if policies and procedures are followed meticulously, this should be
the case. Looking at how many women are in leadership roles in this substructure, | would have to say that

the Klipfontein Mitchells Plain Sub Structure does promote advancement of women.”

This clearly indicates that the opinions, contributions, and hard work by women are valued and
acknowledged, and women who show potential are strongly encouraged to guide and support others.

Finally, it is worth noting that the director of the Sub Structure is a woman.
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Table 2:Klipfontein Mitchells Plain Sub Structure Establishment, 2021

Table two illustrates the number of females working in management/leadership positions in this Sub

Structure and it clearly confirms that females are in the majority in this Sub Structure

Klipfontein Mitchells Plain Sub Structure Senior Postions Gender
Office / Division / CD / District / Region | Status |Salary Level Job Title on Rank Female Male

Metro Sub-Structure 3: Klipfontein/M Plain |  Filled 13 Director: District Health Service 1
Metro Sub-Structure 3: Klipfontein/M Plain Filled 13 CEO: Chief Executive Officer 1
Metro Sub-Structure 3: Klipfontein/M Plain | Filled 12 Deputy Manager Nursing 1
Metro Sub-Structure 3: Klipfontein/M Plain |  Filled 12 Pharmacist Grade 3 4
Metro Sub-Structure 3: Klipfontein/M Plain |  Filled 12 Medical Specialist Grade 3 2 3
Metro Sub-Structure 3: Klipfontein/M Plain Filled 12 Medical Officer Grade 3 12 8
Metro Sub-Structure 3: Klipfontein/M Plain |  Filled 12 Manager Pharmacy Services 1
Metro Sub-Structure 3: Klipfontein/M Plain |  Filled 12 Manager Medical Services Grade2 1
Metro Sub-Structure 3: Klipfontein/M Plain | Filled 12 Deputy Director: Proffesional Supprt Services 1
Metro Sub-Structure 3: Klipfontein/M Plain |  Filled 12 Deputy Director: Comprehensive Health 1
Metro Sub-Structure 3: Klipfontein/M Plain |  Filled 11 Deputy Director: Financial Manager 1
Metro Sub-Structure 3: Klipfontein/M Plain | Filled 11 Deputy Director: Human Resource & Facility Manager 1
Metro Sub-Structure 3: Klipfontein/M Plain |  Filled 11 Deputy Director: Human Resource Management 1
Metro Sub-Structure 3: Klipfontein/M Plain |  Filled 11 Facility Manager: Primary Health Care 2 1
Metro Sub-Structure 3: Klipfontein/M Plain | Filled 11 Manager: HAST
Metro Sub-Structure 3: Klipfontein/M Plain |  Filled 11 Pharmacist Grade 3 4 2

Final Total 27 23

Source: Klipfontein Mitchell’s Plain Sub Structure Establishment of 2021

The above table is the current management structure for the Klipfontein Mitchell’s Plain Sub Structure, it
depicts that from the 50 senior managers appointed 27 are female employees currently working in the sub

structure, this serves as a good example for any sub structure as this ratio of female to male is 4% higher.

5.5 Policies and Regulations
Respondents were asked if the provincial department’s policies and regulations promote the advancement

of women into leadership positions in the department.

All the females answered yes to this question, maintaining that departmental policies are intended to be
structured in a manner that should eradicate bias - although employment equity sometimes suggests
otherwise - and that men and women are given equal opportunity to apply for posts regardless of their

gender.

The provincial department’s policies and regulations promote advancement of both genders. This is evident
in the Western Cape Department of Health, where the previous and current head of department were female,

as is the current Minister.
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“No position in the Department of Health is specifically labelled only for men but are rather for those who
meet the requirements and criteria. Also, the Employment Equity Act strongly addresses the promotion and

appointing of women in the department.”

“Men and women are given equal opportunity to apply for posts regardless of their gender and there are

many females in leadership roles in the Sub Structure.”

“The Constitution promotes fair discrimination which promotes equal opportunity for the development of
women and any other previously disadvantaged groups™ (Constitution of SA, 1996).

The Department derives its mandate from the Constitution of the Republic of South Africa. The
Constitution champions the achievement of equality, including gender equality, in its provisions,
particularly in Section 9 of the Constitution, which obliges the public sector, the private sector and civil

society to eliminate and remedy gender, race and social inequalities.

Section 9(2) of the Constitution guarantees the full and equal enjoyment of all rights and freedoms by
people of both genders. It furthermore provides for legislative and other measures that are designed to
protect or advance persons or categories of persons disadvantaged by unfair discrimination and promote
the achievement of equality. Section 9(3) states that “the state may not unfairly discriminate directly or
indirectly against anyone on one or more grounds, including race, gender, sex, pregnancy, marital status,
ethnic or social origin, color, sexual orientation, age, disability, religion, conscience, belief, culture,
language and birth,” and Section 10 states that “‘everyone has inherent dignity and the right to have their
dignity respected and protected” (Department of Women, Strategic Plan 2015-2020).

The Employment Equity Act, 1998 was established to address the inequalities of the past and to ensure that

women are appointed in managerial positions in the public service.

Over the years policy has been implemented to promote the previously disadvantaged, including women in
government departments, and a uniform approach has been adopted when making appointments. Different
departments now follow the same policies and practices to ensure the process is unbiased, and all

candidates, male or female, are given the same opportunity.

Respondents were asked if the policies that are currently in place in this Sub Structure promote or hinder

the advancement of women to leadership positions.

Ninety percent of the respondents felt that the current legislation and policies in place in the department do

promote the advancement of women in the department. Their responses were as follows:
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“It is evident in the number of women moving into leadership roles in the Sub Structure in the last decade
and when posts are being advertised, all can apply, and for studies and upskilling oneself all can apply.

That is male and female.”

“The policies are intended to promote all levels of staff. As stated before, however, recruitment can

sometimes be manipulated to suit the specific needs of the institution.”

“The current women leadership in this Sub Structure bears testimony to the advancement of women in

leadership.”

And lastly, “It is the same policies for everybody, and it does depend on the individual and if you are a go-
getter, and it does promote women as there is no policy that hinders the advancement of women, all or most

policies are general in the public service.”

Respondents were asked if there were specific policies in place that would promote the advancement of
women into leadership positions in the Klipfontein Mitchells Plain Sub Structure.

“The act aims to ensure equitable representation in all occupational categories and levels in the workforce.
It applies to all employees and employers, except the South African National Defense Force, the National

Intelligence Agency, and the South African Secret Services” (wWww.gov.za).

Thirty percent of the participants said there is no specific policy in place, “all policies are general”. Another
50% said, “there are certain policies that promote women in the department, stating that in filling posts
the human resources department must follow the criteria in the Employment Equity Act for the human

resources appointments process to be completed, and that the Act is being implemented”.

When women are out of equity (meaning when an appointment is made without meeting the equity targets
within the institution) but prove to be the best person for the role during the interview process, candidates
undergo psychometric testing. The final participant said that the Employment Equity Act and gender
equality policies are being fully implemented. The remaining 20% said they were unsure about this process.
5.6 Equity

The respondents were asked currently in the Sub Structure who are in the majority in the following
positions.

Based on the responses from the participants, table three shows what they have perceived in the department.
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Table 3: Comparison of Male and Female Supervisors and Managers

Top Management Middle Management
Males: 80% Males: 40%
Females: 20% Females: 60%

The table above shows that 80% of the respondents agreed that males are in top management positions in
the department and 20% felt that there are females in top positions. Regarding middle management
positions, 60% of the respondents agreed that females are in middle management positions and 40% agreed
on males being in this position in the department.

It is important to note that this is the perceptions of the respondents, it does not reflect the actual statistical
evidence of the department and it does not represent the department’s equity status. This is what the
respondents experience in the department and the fact remains that certain respondents felt that even though
there is female representation in leadership positions, males are still predominantly the leadership in
institutions. The department does have a historical background of institutions being managed and
supervised predominantly by male leadershipand this-is-one of the strongest reasons why the respondents

perceive the department in this manner.

The set of grids below provide an overview of actual statistics from the department and more specifically
the Klipfontein Mitchells Plain Sub Structure.

These grids give a clear indication of the status of each race and gender in the department and serve as a
guideline to the various institutions as to what the needs are in the department when it comes to filling of

posts.

As mentioned above, respondents were asked if the Employment Equity Act is being implemented in the
department and more specifically in the Klipfontein Mitchells Plain Sub Structure.

The current employment equity statistics for the Klipfontein Mitchells Plain Sub-Structure are as follows:
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Figure 3:Metro: Klipfontein Clinic

Table 1: Permanent Personnel: Race f Gender / Disability
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The above graphs show that in most cases employment of women exceeds targets, particularly among

African and coloured staff.
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Figure 4:Metro: Klipfontein and Mitchells Plain Offices
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The above graphs depict staff in the offices of the Klipfontein Mitchells Plain Sub Structure. This refers to
the managerial as well as the administrative staff and shows both genders as well as the racial profile per
department. The graphs show employment equity is the current practice in these offices and females are in
the majority compared to males.
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Figure 5:Metro: Mitchells Plain Clinics
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The above graphs clearly depict that the Sub Structure meets its employment equity targets, and often

exceeds them, when it comes to the appointment of females in the department.

This however illustrates the employment equity statistics for all females working in this Sub Structure and
not only the number of females in management positions.
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Once again, all the females who took part in this study agreed that the employment equity act is 100%
effective in this Sub Structure. Their responses were as follows: “currently most of the leadership roles are
filled by women who are competent and are highly skilled and well suited for the leadership position they

are in.”

The Employment Equity Act has been taken into consideration and applied in all recruitment and selection
processes. This can on occasion be overturned for various reasons, at the discretion of the interview panel
for that specific interview that | have been involved in in the Klipfontein Mitchells Plain Sub Structure. It
has been witnessed when interviews are held, and when there’s hiring of new staff the Employee Equity

Act is always considered.

Data are being monitored monthly to ensure that the Sub Structure meets targets and addresses

shortcomings.

The Employment Equity Act as well as the Public Service Act, 1994 (103 of 1994) speaks to preferential
treatment of women and other disadvantaged groups and it is therefore vital that they are considered when

employing qualified women in managerial positions in the public service.

The White Paper on Affirmative Action in the Public Service of 1998 was designed to specifically focus
on employment in the public service and it is structured in a way to ensure affirmative action for the benefit
of women and other disadvantaged groups.

The White Paper on the Transformation of the Public Service, (Act 44 1995), “states that within four years
of implementing the affirmative action programme at least 30% of senior management in the public service

should be women”.

66



5.7 Performance

Respondents were asked if an employee's conduct or work performance affects their advancement in the
organization. The respondents were mostly in agreement with 80% saying yes. Their reasons were as

follows:

“The conduct or work performance of an employee can affect their advancement in the organization if the
issue is not addressed and the necessary disciplinary steps are not taken and if an employee displays
constant poor performance despite support, including behavior that [demonstrates] that the employee is

Not gainfully employed.”

“If the conduct is not in line with the code of conduct or work performance it’s not something that should

be overlooked.”

“Employees with good work ethics and exemplary work performance are entrusted with more
responsibilities and leadership tasks in their dedicated roles. Advancement into more senior job titles is

still only by means of recruitment and selection processes.”

“Continuous poor conduct and performance will have a negative impact on your advancement in any

organization and quality work is seen and rewarded.”

Lastly, “if it is observed your conduct and performance is exceptional, staff are encouraged to advance,

and those who are under-performing are also encouraged to advance themselves.”

The remaining 20% felt that conduct or work performance should be one of the main deciding factors when
considering advancement and that often these things are overlooked during the recruitment process due to
the way the process is structured as well as the rules of recruitment and selection. They ended off by saying,

“if you have a goal, you will perform and drive towards that goal.”

The quality of performance provides a crucial measure of an individual’s ability, work ethic and ethos.
However, this can only be used to decide internal promotions. Interviews of prospective employees from
outside the institution cannot provide as much insight as the experience of working with that individual. In
the Department of Health, many employees remain in the department for many years and seek promotion
within the department, where their specific skills and qualifications are needed and where they are familiar
with the policies and practices. The researcher wanted to determine the impact of the promotion of females
within the department and if there were any obvious changes in behavior or attitudes towards women who

moved to more senior positions.

67



Respondents were asked if women are treated any differently in the organization/Sub Structure once they

attained a leadership position in the department.

The respondents differed in opinion and experience in the department, however 40% felt that women are

treated differently. Their reasons were as follows:

“They get treated differently due to their new role, and they get treated according to their new role as

leader. Prior to that new role there was not much acknowledgement of their previous position.”
“They must work harder.”

The remaining 60% felt that they are not treated any differently in the department once they attain a

promotion or a leadership position. Their responses were as follows:

“Within our organization it seems that women in leadership roles are treated with the same respect as their

’

male counterparts.’
“They are held responsible and accountable for their portfolios.”

Lastly, “women are shown the same respect as their male counterparts, as seen in our substructure where

’

the director is a female.’

Perceptions from respondents were once again based on the previous experiences and challenges they have
encountered over the years in their various working environments and do not necessarily refer to their
current working environment. Respondents felt that there is enough support for both women and men who
are promoted to leadership positions in the department, but that ultimately it depends on whether the
individual makes use of the support structures in place, such as the various orientation and induction
programmes, which are offered at all levels and positions within the department, not only at certain

management and leadership levels.

Respondents were asked if bias in this Sub Structure or department impacts in any way on advancing
women into leadership positions. Many of the participants agreed that there is no bias in this Sub Structure
or department, stating that judging from the number of women in leadership roles, bias is not found, and

everybody is given an equal opportunity irrespective of gender.

“Black Economic Empowerment (BEE) is queen, females are at the positions they wish to acquire, and

lastly there are many females in leadership roles in the substructure.”

However, another 30%, felt that bias does have an impact, saying more women would have been in

leadership positions, but currently there are only two women in leadership positions in this hospital.
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Respondents differed in opinion over this question, depending on whether it applied to the Sub Structure or
the department. Some respondents felt that the department might display bias when high-level appointments
are made but added that this was an opinion based on their observations.

Respondents were asked if they think there are any factors that have negatively affected the advancement
of women in this Sub Structure or in this department. On this last question the respondents made the

following comments:

“Financial constraints maybe, but generally it seems that women can advance if they choose to, without

’

having internal politics.’

>

“Level of education and qualification. Mostly women are not equipped to fill leadership positions.’

“[The] Department of Health is a female-dominated sector, which makes advancing into middle

management positions difficult.”
“Availability of suitable candidates for leadership positions.”

Lastly, one respondent mentioned “if women see that when a woman apply for a senior level leadership
post, [and] a man gets it, this does negatively affect a woman. Three institutions (public hospitals) had
interviews for CEOs and all three institutions appointed men. Is it prejudice? The department speaks about

advancement of Women, but the statistics do not show this, not in this department or in this country.”

There were various opinions on this question and even though many of the respondents said no, the above
comments point to certain personal experiences they have had in the department over the years. Their
experiences were not linked to a specific sub structure but indicated what the respondents have
experienced during their careers.

5.8 Conclusion
The country’s legislation and the role the new democratic government has played over the years has
influenced the positive feedback received by these women and has encouraged women to strive for better

education and training and equal work opportunities for all.

The Department of Women (DoW), currently situated in the Department of the Presidency, was created as
an instrument to uplift women’s socio-economic status and promote gender equality at the highest office in
the country. This calculated and tactical location of the DoW in the Presidency is designed to fast-track the
socio-economic transformation and empowerment of women and the advancement of gender equality. “The
Department has a dynamic role to play in enhancing the implementation of Vision 2013 as set out in the
National Development Plan (NDP), by ensuring that its implementation is gender mainstreamed and

responsive to the needs of South African women” (Department of Women, Strategic Plan, 2015-2020).
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“The economic participation of women in terms of women representation in places of employment across
sectors is important, not only for reducing the disproportionate levels of poverty, unemployment and
inequality among women, but also as an important step towards increasing household income and
encouraging economic development in the country as a whole” (Department of Women, Strategic Plan
2015-2020).

These were the positive responses received and it showed that women in general are moving away from the
historical belief that a woman’s place is in the home and have become more confident and willing to
challenge any person, male or female, in a working environment to ensure fair opportunities are presented
to all. At the same time, one of the respondents answered that there has been a definite increase in women
in management positions over the past 10 years in this Sub Structure

The responses received from the participants were positive, and it has been noteworthy to see the positive
changes that have taken place in the department over the years. These changes include policies and practices

as well as change management in the various departments.

The majority of the respondents agreed that there have been huge improvements in the department with
women moving into senior leadership positions in the public service in general. As per the research
questions asked, the answers are clear that there has been an increase in women in management positions
over the past 10 years in the Western Cape Department of Health, specifically in the Klipfontein Mitchells
Plains Sub Structure.

There is no relationship between gender role perception and women’s progress in the Sub Structure and
lastly, women are faced with challenges, however these are generic challenges that take place in any

working environment and are not necessarily specific to the females in this Sub Structure.

In many cases women felt that it is an internal battle in themselves that needs to be addressed before looking
at the external barriers and challenges that might present obstacles. These internal battles are the result of
years of bad experiences and disadvantages they were unfortunately exposed to in the past. Cultural changes
have created more opportunities and prospects for women in this country. However, in certain working
environments in which males continue to believe a woman’s place is in the household and not at work

female workers continue to face real challenges.

This was made clear in the interviews with older female managers who have been working in the department
for many years. They felt that more internal training interventions were needed in the public and private
sectors aimed at changing the mindsets of males who continue to have negative attitudes towards women

advancing into leadership positions.
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Similarly, it was clear in the interviews that a change in mindset and culture is required on the part of female
colleagues in the department who move into higher positions. Persistent backward-looking thinking does
not only present an obstacle for the females, but it also obstructs progress in the department in general.

In conclusion, while much has been achieved in terms of female promotion into senior leadership positions
in the department, and in the public and private sectors more broadly, if department heads, such as
managers, do not provide regular, ongoing, and compulsory training interventions on gender equality some
females may continue to lag behind in the workplace.
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CHAPTER SIX: RECOMMENDATIONS AND CONCLUDING REMARKS
6.1 Introduction

This mini thesis investigated the possible barriers women face in the Department of Health, with a particular
focus on the Klipfontein Mitchells Plain Sub Structure. The study made use of primary data from interviews
with various respondents working in the department as well as secondary data from case studies and
research previously conducted on the topic. The aim of this study has been to identify if there are any
hindrances and challenges women still face in the working environment in the Klipfontein Mitchell’s Plain

Sub Structure.

The apartheid era played a huge role in the lack of the advancement of women in both the public and private
sectors. It negatively affected women in a variety of areas, the most crucial being education and
employment.

There are both internal and external career barriers for women trying to climb the corporate ladder to senior
managerial positions. The external barriers refer to the environment and the internal barriers are
psychological ones. Frequent loss of opportunities in the workplace ultimately affects a woman’s
confidence level as well as her self-esteem with respect to the self-perception of her own personal abilities.
South African women continue to experience marginalization and discrimination in the workplace, and

sometimes in their homes with their families and in their community.

Women often experience conflict between their career ambitions and their personal life and may have to
prioritize their family responsibilities over their career progress. The working sector does tend to
discriminate against working mothers and stereotype them as not being committed enough or responsible
enough to take on senior management positions due to their dual responsibility of raising a family and
having a career, hence assuming that women cannot be successful at their jobs while having other external

priorities as well.

In today’s democratic South Africa there are still many challenges and barriers in place which disadvantage
women in their progress towards managerial positions in the public service. Many policies and laws have
been put in place and implemented directly for the advancement and progress of women in the public
service and this has created more opportunities for women in this country to progress towards higher
positions in their career. However, there are still many women who feel left behind due to experiences they

endured in the past.

Women continue to aim for leadership positions in all spheres of governance and leadership, both in the
public and private sectors. Great strides have been made politically, and women's involvement in both the

freedom struggles and in the democratic processes of many African countries have been noteworthy. Yet
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this involvement has not always translated into equal representation in political leadership positions
(Kiamba, 2008).

“South Africa has made much progress in a short space of time in the efforts toward a gender-neutral
society. However, for others the pace has been much slower. Attaining positions of power and leadership

is one thing, but could it be that women pay a higher price than men” (Kiamba, 2008)?

“The World Bank report of 2018 focused on the high cost of gender inequality on earnings; globally women
account for only 38% of human capital wealth compared to 62% for men. The struggle for gender equality
will not be gained in the workplace only. Mindsets and norms at the foundations of society need to change,
or constitutional commitments, global pledges, and legislation will continue to stagnate” (Public Servants
Association, 2019).

StatsSA estimates that in 2019 the mid-year population was at 58.78 million with approximately 51% (30
million) of the population being female. Despite women making up just over half of the population, they

remain relatively underrepresented in positions of authority and power.

“The National Development Plan (NDP) 2030, a long-term effort to eliminate poverty and reduce inequality
in South Africa by 2030, identifies women as the group most affected by inequality, poverty, and
unemployment and strives to address this” (Get Smarter, 2019).

This study took an in-depth look at the public health sector in the Klipfontein Mitchells Plain Sub Structure

to investigate the perceptions of female employees working in this Sub Structure.

An important factor to note is that currently the director of this Sub Structure is a colored female, and she
is responsible for one district hospital, the Mitchells Plain District Hospital, and eight facilities spread across
the Klipfontein Mitchells Plain drainage area. These facilities are the Mitchells Plain Day Hospital, Hanover
Park Day Hospital, Dr Abduragmaan Day Hospital, Nyanga Day Hospital, Crossroads Day Hospital,
Heideveld Day Hospital, Gugulethu Day Hospital, and Inzame Zabuntu Day Hospital. This is a big
responsibility, although each facility including the hospital does have a facility manager and the hospital

has a chief executive officer responsible for the institution.

The study could not involve more participants due to constraints on time and availability of resources. The
researcher is extremely grateful to the respondents who took the time out of their busy schedules and

participated in this study.

In the interviews that were done in this study, the majority of the female employees agreed that there is no

bias or gender disparity in place. Concerns have been raised and a few isolated incidents mentioned, but
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further than that it was noted that in this Sub Structure employment equity is always acknowledged and

opportunities are presented to all employees.

This does not mean that everything is smooth sailing in the working environment, but it does show that
management as well as top management does take gender parity into account. However, this does not
eradicate the fact that at some point in a female’s working career she has felt judged or undermined because
she is a female. This might not have occurred while working at the Klipfontein Mitchells Plain Sub Structure
but with many females it has occurred in previous working environments. This is something that needs to
be acknowledged and addressed not only in the public sector but in the private sector as well; the fact is
that there are still areas of concern in a working environment that need to be addressed to ensure a gender
bias-free environment for all employees. A working environment should ensure there is gender equality

across the board in all working environments in the public and private sectors.

This study has revealed certain aspects that need more attention to ensure equality for all employees and
therefore certain recommendations can be made not only from the interviews but also from the literature

that has been reviewed.

6.2 Recommendations

Many recommendations and sanctions have been put in place over the years, and some have resulted in
great success while others have needed more enforcement. There have been a great number of studies
surrounding gender issues in the workplace, and it was discovered that many organizations in both the
private and public sectors have to a certain degree failed to employ, promote, or sustain female employees

relative to their male counterparts.

Some of the recommendations below have been mentioned and actioned previously, however they can be

revisited and endorsed with a higher level of commitment and encouragement to ensure greater compliance.

The first step to address some of these challenges would be to work on the stereotyping of women by men
in the workplace. An example of this would be more focused training interventions, creating awareness by
training interventions in the department as well as publishing the successes of women in the workplace

through internal circulars and local media.

Secondly, job design needs to be sensitive and incorporate issues of gender, race and professional hierarchy
in order to support candidates’ readiness and preparedness for positions of leadership in health care

organizations.
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There needs to be an environment where employees can create the time and space for leaders and followers
to discuss a shared vision and understandings of what processes needs to be followed to achieve mutually
beneficial goals. This should be equally suitable for men and women, taking cultural factors into account.

Thirdly, there should be mentorship and counseling sessions for women in senior management positions,
which also encourage other female employees in the department to work towards reaching that level, and

higher, in the public service.

Also, the creation and implementation of target scholarships should be pursued for women to attend formal
leadership training in schools of medicine, nursing, public health, and other health-related fields, with the
emphasis on lower access to education. This should include mentorship programs that connect young

woman leaders to prominent leaders to assist in expanding their network base.

Fourthly, the design and content of health care leadership development programs should be looked at to

explicitly consider and address issues of gender and equality in the institution.

Support systems such as mentoring and coaching for all health care leaders, especially early on in their
career in areas such as gender, race, and professional-based bias.

Resources are increasingly being dedicated to the cultivation of strong health care leadership globally,
including in low-income countries. Core leadership competencies in health care have been identified and
many models of competency-based education and training exist. Theories of leadership and models of
leadership capacity building have been developed, primarily in the context of high-income settings. Less
research has been done on leadership in low-income settings, including Sub—Saharan Africa. “Despite the
argument that the consideration of historical, political, and sociocultural context is essential to the
conceptualization of African leadership, little empirical research has been conducted on leadership,

specifically in the area of health” (Curry et al., 2012).

Health leaders should serve as role models and mentors for young female workers, by engaging in career-

development projects in the workplace to develop young leadership potential.

There is a need for greater awareness to be created, especially from primary school level, of the value of
gender equality for a prosperous society. Teaching tools should be geared towards empowering children at
an early stage to debunk age-old myths about traditional roles of men and women in society, and to

introduce gender-neutral concepts in the curriculum.

Processes and systems that are built into the latest up-to-date technologically driven systems, including
educational games, should be configured to empower children to be more progressive in their outlook on

gender relations.
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A fifth point is maternity leave can mean the end of career progression for a woman who is temporarily out
of a job to undertake an important activity that is not given economic value. While she is away, she could

be missing out on opportunities for promotion and performance bonuses.

Flexible working arrangements for women, state-subsidized childcare, and paternity leave are some of the
low-hanging fruits that could go some way in recognizing the importance of gender equality, as well as to

broaden the choices of women.

The conflict between work and the responsibilities of family life are considered a greater challenge for
female employees than for their male counterparts. Women are held responsible for household affairs and
spend more hours per week on household chores than men. “At different stages in both their professional
and personal lives, women may be faced with either sacrificing their career or family goals; the early and
mid-career period is typically when the career fast track and the reproductive track are on a collision course”

(International Finance Corporation, 2019).

And lastly, reformulate effective policies to encourage female employee’s career growth at national,

provincial, and local levels of government.

The key to successful leadership is to nurture a culture based on a strongly held and widely shared set of
beliefs that are supported by strategy and structure. Culture is as much a product of business strategies as it
is of those who created it. This means taking bolder steps to create a respectful and inclusive culture, so all
employees feel safe and supported at-work. Addressing everyday discrimination, or microaggression, that
appears in subtle ways is vital. On a broader level, the empowerment narrative and support of women’s
equality in and outside the workplace has taken hold and is squeezing into mainstream culture. Inspirational
female leaders are pioneering the way forward for women with opportunities to connect and grow their
careers, and companies are navigating a more inclusive approach to hiring and internal assessment (Get
Smarter, 2019).

As barriers to corporate success are challenged, the recurring themes of gender gaps and disparity are being
confronted by high-level leadership. South Africa continues to be fortunate enough to bear witness to this,
not to mention the impressive efforts and relentless passion of women leaders, entrepreneurs, and policy

shifters. An exciting future is no doubt ahead for aspiring leaders in South Africa (Get Smarter, 2019).

One of the biggest limitations during this study has been the Covid 19 pandemic that took the world by
storm in early 2020. It limited the ability to connect with more people working in the department for a
variety of reasons, with the biggest constraint being the prohibition on face-to-face contact with people. As

health workers, who were in the forefront of the fight to end the pandemic, it was essential for social
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distancing and other such protocols to be strictly adhered to. Also, enormous demands were made on health
workers during the trying times. The pressure on the sector created by the pandemic also limited the
availability of respondents as many were required to devote much of their time and energy to their work in
the health sector.

6.3 Conclusion

Based on the objectives identified earlier in the study, the following could be established: Firstly, there is
gender equity in this Sub Structure. Employment equity statistics can attest to the fact that as far as possible
employment equity is taken into consideration for all posts during the recruitment and selection processes
in this Sub Structure.

There will always be areas of concern but as mentioned before these are generic concerns that may affect
any newly appointed manager or leader in any position, and the recommendations mentioned above can
serve to assist departments when acknowledging female leadership and how to ensure assistance and

encouragement is a continuous process.

Women bring a collection of critical talents to the workplace. As empathic listeners who value collaboration
and teamwork, they are more likely to build relationships, encourage others to achieve their maximum
potential, and complement the skills men bring to the workplace. “A culture of equality, and a workplace
environment that helps everyone advance to higher positions, is more likely to achieve, grow, and innovate”
(Get Smarter, 2019).

Women are major drivers of the health care industry. They are the principal decision makers in the
household for nearly all health-related concerns. They are the primary interface and care providers.
However, they are not proportionately represented at the upper echelons of health care business
management. Although women sustain the global health care industry and constitute most of the workforce,
the challenges and barriers preventing them from promotion to leadership are like those of other industries.
Increasing women’s leadership in health care will require deliberate effort at the individual, organizational
and societal levels. It requires shifts in behaviors and attitudes about the role of women as colleagues and
leaders, and strategic moves by women to build their careers and address challenges as they arise. The shift
requires that men participate in efforts to promote gender equality, and it requires new laws and policies to
protect women from sexual harassment and accommodate their safety and abilities in their workplaces

(International Finance Corporation, 2019).

Following changes implemented by President Cyril Ramaphosa, for the first time in South Africa’s history
women now make up half of the government’s cabinet. More women, along with several younger

politicians, have been appointed which reflects a good balance of youth, gender, geographical spread, and
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experience. South Africa joins a list of 10 other countries that have achieved gender parity, or a female

majority in their cabinets.

Many senior executives in South Africa are men. For more than 30 years, women have been getting more
bachelor’s degrees than men. They are asserting themselves in the workplace, negotiating salaries, asking
for promotions, and staying in the workforce at the same rate as men. However, men are more likely to be
successful. It is the role of companies to take decisive action. This starts with treating gender diversity like

the business priority it is, from setting targets to holding leaders accountable for results (Get Smarter, 2019).

The democratic government has tried to put many measures in place to address the inequalities and
injustices of the past, especially regarding the advancement of women in the public service.

There has been a huge improvement in the public sector of South Africa since the inception of affirmative
action policies. The public sector is responsible for more vigorous measuring tools that are tied to
performance management at the top layer of government. An area of attainment that should attract a high
score for a performance bonus for an executive leader should be the appointment of female leaders in senior

management positions in the public sector.

Government should take seriously the existing legislative context and be consistent on the public/private
sectors as well as civil society to conform. The public sector will, however, need to lead by example. South
Africa has made some significant steps in having 40% of Members of Parliament as women, but numerous
authorities, from mayors in local government to premiers in-provincial government, ministerial positions

and heads of department or directors-general, are still predominantly male.

When social and cultural norms are added there could be progress in the direction of gender equality.
Advancement of women in the workplace will happen slowly if in the private spaces, such as households
as well as in communities, women are deprived of their individuality and worth. “Decision makers who are
male will continue to advocate for gender equality in rhetorical flourish in public, while in private spaces
they will continue to suffocate women from excelling by invoking tradition and refusing to bear their fair

share of responsibility of childcare and domestic work™ (Public Servants Association, 2019).

The aim of this study was to examine and explore relevant aspects of the development and upliftment of

women to senior leadership positions at health facilities in the Klipfontein Mitchells Plain Sub Structure.

Respondents were positive about the institution’s current management being dedicated to gender equity,

and in almost all occasions, women are being treated the same as their male counterpart.

The data gathered during this study clearly indicated the integrity of the Klipfontein Mitchells Plain Sub

Structure in adhering to gender equality and equal opportunities for all employees in the Sub Structure. As

78



far as possible both the management of the Sub Structure as well as the various facilities in this Sub
Structure advocate for their employees in all aspects of career development. This study clearly showed that
the challenges created by gender inequality do not lie in this Sub Structure, and further research on the
entire department in the Western Cape is needed to fully appreciate its impact on the Department of Health
as a whole.
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APPENDICES

Appendix A: Information Sheet for Interview

University of the Westem Cape

Private Bag X17 Bellville 7535 South Africa
Tel: 27 83365015 Email:4053643@myuwc.ac.za

Information Sheet for Interview

Research Title: Women in Leadership in Public Healthcare: A case study of Women in

Leadership in the Klipfontein Mitchells Plain Sub Structure.
What is this study about?

The research is being conducted by Fagmeeda Carelse-Johnson, a Social Development, Master’s
student at the University of The Western Cape. The interview | am conducting is meant to collect
information on Women in leadership roles in the Department of Health in the Western Cape.

Women having been progressing well in the workforce over the last few decades across many
countries. There has been an increase of women in many sectors of society in the various fields in

private and public sector environments.

South Africa became a democratic country in 1994, giving rise to many new developments and
opportunities that were previously not considered for a woman and more specifically a woman of

colour within the Public Sector.
What about confidentiality?

Your name and organization will be kept confidential. The researcher will only state the general
occupation of the respondent, e.g., Physiotherapist, Nursing Manager or Academic. This is purely
for the reader to see that the insight of the experts may differ based on their occupation. The

responses collected will only be used for academic purposes.
Why should I participate?

The researcher has identified you as someone who is particularly knowledgeable on the research

topic and your unique insight will add to the body of literature on this topic. This is a particularly
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tel:27

under-investigated topic in South Africa and your insights may be the initial building blocks
spurring on further research that will challenge policymakers to develop a monitoring framework
that encourages diversity, gender balances within all sectors and future female leadership in all

spheres of government and non-governmental structures.
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Appendix B: Consent Form for Interview

University of the Westem Cape

Private Bag X17 Bellville 7535 South Africa
Tel: 27 83365015 Email:4053643@myuwc.ac.za

Consent form for Interview

Research Title: Women in Leadership in Public Healthcare: A case study of Women in

Leadership in the Klipfontein Mitchells Plain Sub Structure.

o | have read and understood the information as provided to me in the following information
sheet relating to the above-named research.

o | agree to participate in this research project, and | consent to publication of the findings of the
research on the understanding that the confidentiality of subjects will be preserved completely.

o lalso understand that | can withdraw from the participation in this research project and that if
I do so, any information | have provided will be withdrawn.

o |l voluntarily agree to participate in this scientific research.

NAME: tiierererirircniarrsasasasasesbuaretobedh
SIgNEA: tiriieiieiiiiiiieeieineeeenecntencnanns

D2 | (<
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Appendix C: Interview Questionnaire
Research Instrument — Questionnaire:

Section One: Employee Background Information

Please tick the appropriate box below:

Gender: Male Female
Marital Status: Single Married Life Partner Separated
What is your Admin Senior Assistant Deputy Director Chief
current position? ) ) Director Director Director
Officer Admin

Officer
How long have 0-5Yrs. 5—-10Yrs. 11 —-15Yrs. 16— 21 - 25Yrs. 26 — 30Yrs.
you been in your 20Yrs.

current position?

Highest Secondary Certificate Diploma Higher Bachelor’s Master’s PHD
Qualification: National degree Degree
School ;
Diploma
Age: Less than 26 —30VYrs. 31 —35¥rs. 35— 41— 45Yrs 45 —50Yrs. | 50Yrs and
40Yrs. over
26Yrs.
Work 0—-5Yrs. 5—-10Yrs. 11 -15Yrs. 16— 21 —25Yrs. 26 —30Yrs. | 30Yrs and
Experience: 20Yrs. over

Section Two: Crux of the Study

1.
1.1. Do political factors play a role in the advancement of women in the public sector?
Yes No
1.2. Explain your answer.
2.

2.1. Inyour opinion, do you think women are as skilled as men in leadership roles?
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Yes No

2.2. Explain your answer.

3.1. Do you think cultural factors play a role in the advancement of women within the Klipfontein
Mitchell’s Plain Sub Structure?

Yes No

3.2. Explain your answer.

4,
4.1. Do you think women are offered equal leadership roles within this sub structure as to men?
Yes No
4.2. Explain your answer.
5.

5.1. Inyour opinion, do you think women in South Africa are disadvantaged in any way by social,
cultural or political factors when advancing to leadership positions?

Yes No




5.2. Explain your answer.

Section Three: Organizational Policies and Procedures

6

6.1 . Does the provincial department’s policies and regulations promote the advancement of women
into leadership positions within the department?

Yes

No

6.2 . Explain your answer.

7. Is the employment equity act implemented within the department and more specifically within
the Klipfontein Mitchell’s Plain Sub Structure?

Yes

No

7.1.

Explain your answer.

8. The policies that are currently in place within this sub structure, does it promote or hinder the

advancement of women to leadership positions?

Promote

Hinder

8.1.

Explain your answer.
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9. Are there specific policies in place that promote the advancement of women into leadership
positions within the Klipfontein Mitchell’s Plain Substructure?

Yes No

9.1 Explain your answer.

Section Four: Workplace Culture/Ethos

10. Does the Klipfontein Mitchell’s Plain Sub Structure encourage and promote the advancement of
women?

Yes No

10.1 Explain your answer.

11. Inyour opinion, does an employee’s conduct or work performance affect their advancement
within the organization?

Yes No

11.1 Explain your answer.

12. Do you think this sub structure ethos or culture negatively affects women’s advancement
within the organization or department?

Yes No
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12.1 Explain your answer.

13. Does politics within this organization/department affect the advancement of women into
leadership positions?

Yes No

13.1 Explain your answer.

Section Five: Educational Attainment

14. Is access to higher education and skills development restricted for women within the sub
structure?

Yes No

14.1 Explain your answer.

15. Within the Klipfontein Mitchell’s Plain Sub Structure office, who is more qualified or skilled?

Men Women




15.1 Explain your answer.

16. Does this play a role in the advancement of women within the organization?

Yes No

16.1 Explain your answer.

17. Does low education or a minimum education level affect the advancement of women into
leadership positions within this sub structure or department?

Yes No

17.1 Explain your answer.

Section Six: Employment within the Klipfontein Mitchell’s Plain Sub Structure

18. In your opinion, once a woman is appointed into a leadership position within the organization,
does discrimination take place?

Yes No
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18.1 Explain your answer.

19. Does it take place within the department of Health in the Western Cape?

Yes No

19.1. Explain your answer.

20. Currently within the sub structure who are in the majority in the following positions?

Top Management:

Male Female

Middle Management:

Male Female
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21. Inyour opinion, are women treated any differently within the organization/sub structure once

they attained a leadership position in the department?

Yes

No

21.1 Explain your answer.

22. Is this sub structure or this department bias in any way towards advancing women into

leadership positions?

Yes

No

22.1 Explain your answer.

23. Are there any factors in your opinion that have negatively affected the advancement of women

within this sub structure or within this department?

23.1.  Explain your answer.
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