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ABSTRACT  

In South Africa, the representation and visibility of women in local government leadership still 

lags behind despite the introduction of many regulatory and legislative frameworks. Existing 

research shows that women advancement to senior management positions at local government 

level is slowly improving but there is limited research which shows progress of women advancing 

to top management positions at local government.  This study sought to understand the extent of 

the implementation of the South African gender equality legislation and policies to advance 

women’s progression to top management positions in local municipalities of the ZF Mgcawu 

District in the Northern Cape. The study is underpinned by four theories, namely the Glass Ceiling 

Theory, Upper Echelon Theory, Role Congruity Theory and Critical Race Theory to theoretical 

analyse gender equality and women leadership at local government level. This is a qualitative 

interpretive documentary study. The study employed purposive sampling and documentary 

analysis to select and collect data from secondary sources that are publicly available. The thematic 

analysis method was used to analysis the collected data. The findings reveal that there is an 

underrepresentation of females in top management positions in the ZF Mgcawu District 

municipality and its five local municipalities. The research findings also reveal that since the 

passing of the Women Empowerment and Gender Equality Act of 2014 only one female was 

temporarily appointed at top management level at the Kheis Local Municipality in 2014. From 

2014 until 2024, no female has been appointment at top management level across the district. The 

study further reveals that municipalities in the ZF Mgcawu District failed to implement national 

legislation and policies relating to women empowerment through recruiting and appointing 

qualified and competent women into top management. The study provides recommendations on 

how municipalities can enhance the acceleration of women empowerment in leadership.  

 

Keywords:  

Gender Equality, Employment Inequality, Local Government, Top Management, Women 

Empowerment, ZF Mgcawu District, Northern Cape Province, South Africa. 
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DEFINITION OF KEY CONCEPTS  

 

Gender 

Gender refers to the “social and cultural construct, which distinguishes differences in the attributes 

of men and women, girls and boys, and accordingly refers to the roles and responsibilities of men 

and women” (UNICEF, 2017:2). 

Gender Impact Assessment 

It is a gender-relevant criterion for comparing and analysing the existing status and trend with the 

predicted development resulting from the implementation of the proposed policy (European 

Institute of Gender Equality, n.d). 

Gender Equality 

Gender Equality is defined by UNICEF (2017:3) as “a concept that women and men, girls and 

boys have equal conditions, treatment and opportunities for realizing their full potential, human 

rights and dignity, and for contributing to (and benefitting from) economic, social, cultural and 

political development”. 

Gender Inequality 

 It is defined as the “legal, social and cultural situation in which sex and/or gender determine 

different rights and dignity for women and men, which are reflected in their unequal access to or 

enjoyment of rights, as well as the assumption of stereotyped social and cultural roles” (European 

Institute of Gender Equality, n.d). 

Gender Mainstreaming 

It is the process of determining how any proposed action, including laws, regulations, or programs 

will affect men and women in all contexts and at all levels (United Nations, 1997 cited in the 

Commission for Gender Equality, 2024). 

Gender Equity 

Being fair to men and women (United Nations Population Fund, 2005). 

Gender Balance 

Gender balance relates to a proportional participation of women and men in all areas of work, 

programmes, and projects. That participation should be proportional to their share of the 

population (European Institute of Gender Equality, 2019). 
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ix 
 

Gender Transformation 

It is defined as an approach that seek to challenge gender inequality by transforming harmful 

gender norms, roles and relations, while working towards redistributing power, resources, and 

services more equally (United Nations, 2023). 

Glass Ceiling 

It refers to the synthetic barriers in an organisation that prevent women from progressing upward 

into senior or top management positions (Wrigley, 2002). 

Masculinity  

It is defined as believes that dictate how men are expected to behave in society (Gender. Study, 

2024).  

Top management 

Top management refers to those officials that occupies the highest position within an organisation 

and is responsible for the overall leadership and strategic decision-making (Rae, 2024).  

Women Empowerment 

It is the process by which women take control of their own life and learn how to make strategic 

choices (European Institute of Gender Equality, n.d). 
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CHAPTER 1: BACKGROUND AND INTRODUCTION OF THE STUDY 

 

1.1 Introduction  

In the fight to alleviate poverty in South Africa, women are the most affected with lesser 

opportunities to escape poverty (Cheteni, Khamfula and Mah, 2019). Therefore, it is important to 

understand that when a woman is empowered, most people in the society benefits. Diop (2015) 

notes that African women has face inequality and discrimination in the workplace. He further state 

that it is impossible to alleviate poverty without working to achieve gender equality (Diop, 2015). 

Gender inequality is still a battle in many countries as women who aspire to advance into positions 

of authority are confronted with challenges owing to longstanding cultural norms and 

misconceptions that limits women’s leadership potential (Ketchiwou, Naong, van der Walt and 

Dzansi, 2022). In South Africa, the dawn of democracy in 1994 ushered in a new era of leadership 

and certain basic values and principles at all spheres of government, but still lags behind in 

affording equal opportunities to females as compared to their male counterparts in leadership 

position in government institutions (Mokoena, 2018).  

 

Research conducted by Accountancy SA (2021) on gender equality in the workplace indicate that 

in South Africa, men are still more likely to succeed in terms of income and status even if women 

are more driven to enter the labour market. With regards to the number of women holding top 

management positions, South Africa still lags behind (StatsSA, 2024). Women have expressed that 

their gender and parental responsibilities are holding them back from progressing in their careers 

(Accountancy SA, 2021). This suggests that to achieve gender equality, women empowerment is 

necessary. Many scholars have given different conceptualisations of women empowerment, this 

study adopts Cornwall’s (2016: 343) conceptualisation which state that ‘women empowerment is 

concerned with transforming power relations in favour of women and to foster greater equality 

between men and women’. In the South African context, women empowerment is described as the 

way of dealing with the legacy of apartheid and the transformation of power relations between 

men and women (William, 2019). Therefore, the purpose of the study was to analyse the extent to 

which local municipalities in the ZF Mgcawu District in the Northern Cape implementing their 

gender equality legislative and policy frameworks aimed at advancing women to top management 

positions. 
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1.2 Background of the Study  

Despite the years of on-going attempts to advance gender equality in the workplace, women 

continue to be underrepresented in leadership roles and this lack of diversity not only hinders an 

organization's ability to succeed but also encourages gender stereotypes (Lara and Baird, 2024).  

According to Offerman and Foley (2020:1) gender inequality and discrimination continues to be a 

serious challenge for female employees who aspire to be in leadership positions. Leadership 

positions in the workplace are still dominantly held by men rather than women.  Researchers who 

focus on women’s leadership have described leadership as a gendered construct (Lyness and 

Grotto, 2018). Additionally, gender discrimination in the workplace is clearly reflected in the 

occurrence of horizontal segregation (under or over representation of a particular group or gender) 

and in the difficulties women face in securing career advancement as a result of vertical 

segregation (the glass ceiling), which prohibits women, particularly qualified women, from 

moving up the echelon (Meulders, Robert, Audrey and O’ Dorchai, 2010). 

 

Globally, women occupy 28.2 percent of management positions in the workplace (UN Women, 

2023). This is a clear indication that despite women upskilling themselves, improving their 

education and their active participation in the labour market, women empowerment still lags 

behind. One of the critical barriers to the advancement of women, irrespective of their qualification 

and capabilities, is socio-cultural beliefs where women are stigmatized as weak because of their 

upbringing in patriarchal societies (Mwale and Dodo, 2017).  

 

In South Africa steps has been taken to ensure that gender equality become a societal reality 

(Rarieya, 2017). Section 9 of the RSA Constitution protects everyone irrespective of their gender. 

Nelson Mandela in his 1994 inaugural speech said; 

 

“it is vitally important that all structures of government including the President should 

understand that freedom cannot be achieved unless women are liberated from all forms of 

oppression and that the objectives of the Reconstruction and Development Programme will 

not have been realised unless the government see invisible and practical term that the 

conditions of all women in the country is radically changed and that they are empowered 

to take part in decision-making as an equal member of a society” (Nelson Mandela, 1994). 
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It is very important to note that democracy in South Africa ushered in a number of legislative and 

policy provisions to address the issues faced by women societally and in the workplace.  

 

1.3 Research Problem 

According to Statistics South Africa (2018), although many efforts being made to achieve gender 

equality in the workplace, gender representation is still below the 50 percent mark for management 

and executive positions. In 2021, the non-financial census of municipalities’ report recorded that 

within the local government sphere there were 13 492 senior-level positions, which included 

Directors and Managers and women occupied 5 312 (39 percent) of these senior-level positions 

(StatsSA, 2021). The empowerment of women is important for the development and progression 

of society.  The abovementioned statistics shows that the labour market has changed over the years 

in relation to the advancement of women to senior management positions.  The above statistics 

also suggests that the South African local government is still far from reaching its set target of 

50/50 representation which is stipulated in the Women Empowerment and Gender Equality Act of 

2014.  

 

Global statistics show that some improvement has been made in ensuring gender equality (The 

Global Gender Gap Report, 2023). Local statistics indicate that women make up almost half of the 

workforce, and their employment rate has increased significantly (Statistics South Africa, 2021). 

However, there is inadequate evidence of women being promoted to senior or top management 

roles. Gender inequalities in the workplace, especially in management, have resulted in the lack of 

efficient use of the potential capacities of women (Stamarski and Son Hing, 2015). In a study done 

by Omran, Alizadeh, and Esmaeeli (2015), this research indicate that women are as ambitious as 

men but the wrong beliefs that associate management with men form an invisible barrier known 

as the glass ceiling, that prevents women from getting promoted to top management positions 

within institutions.  

 

The study focused on the ZF Mgcawu District in the Northern Cape Province. The District 

Municipality is a category C Municipality, situated in Upington, which is the capital town of the 

District and consists of five local municipalities namely; Dawid Kruiper Local Municipality, Kheis 

Local Municipality, Tsantsabane Local Municipality, Kai Garib Local Municipality and 
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Kgatelopele Local Municipality. The career progression of women within this District is very slow 

and top management positions are mostly occupied by males (ZFMDM, 2023/2024). Therefore, 

this study seeks to ascertain whether the South African gender equality legislation and policy 

provisions are implemented to advance women progression to top management positions in local 

municipalities of the ZF Mgcawu District in the Northern Cape.  

 

1.4. The significance of the Study  

Women who are empowered have the ability to take charge of many aspects of their lives and 

improve their status and general well-being. A woman who is empowered may see her own worth, 

take charge of her life, and influence social changes that affect her and other people. According to 

Burke (2006), over the years, the number of women in professional and executive jobs has 

increased and further state that more women have attended universities, obtained the necessary 

experience to advance in their careers and often-time outperform males. However, they still lag 

behind men in executive leadership positions. 

 

Local government plays a crucial role in promoting gender equality and facilitating women's 

participation in decision-making processes. According to Article 4 of the Constitution of the South 

African Local Government Association (SALGA), local government is committed to 50/50 

representation which ensures that women occupy 50 percent of leadership posts in local 

government and administration (SALGA, 2016). Therefore, this study is important as its findings 

and recommendations contribute to the improved implementation of gender equality and women 

empowerment at local government level. It also provides scientific evidence of progress or lack of 

in committing to the 50/50 campaign of SALGA in the Northern Cape context. Additionally, this 

study contributes to existing knowledge on the advance of women in top management positions at 

local government in South Africa. 

 

1.5. The purpose of the study  

To analyse whether the South African gender equality legislation and policies are implemented to 

advance women progression to top management positions in the ZF Mgcawu District Municipality 

and its local municipalities in the Northern Cape Province. 
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1.6. Research objectives: 

 To understand the South African gender equality legislation concerning women in 

leadership positions at local government level.  

 To analyse the extent of the implementation of the South African Employment Equity Act 

in relation to gender equality in ZF Mgcawu Municipalities.  

 To ascertain whether gender inequality in top management positions is being addressed in 

the ZF Mgcawu District Municipality and its local municipalities in the Northern Cape. 

 To explain how gender equality in top management positions can be addressed in the ZF 

Mgcawu District Municipality and its local municipalities in the Northern Cape.  

 

1.7. Main Research Question: 

How has the South African local government sphere advanced with gender equality in top 

management positions in the ZF Mgcawu District Municipality and its local municipalities in the 

Northern Cape?   

 

1.7.1 Sub Questions: 

 How is the South African gender equality legislation implemented at local government 

level?  

 How is the South African gender equality legislation implemented in the ZF Mgcawu 

District Municipality and its local municipalities in the Northern Cape?  

 How is the South African Employment Equity Act implemented in the ZF Mgcawu District 

Municipality and its local municipalities in the Northern Cape? 

 How can gender equality in top management positions be addressed in the ZF Mgcawu 

District in the Northern Cape?  
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1.8. CHAPTER OUTLINE  

Chapter 1:  

Chapter 1 of the study presented the background of the study, the research problem, significance 

of the study, purpose of the study, research objectives, research questions, definition of key 

concepts.  

 

Chapter 2: 

Chapter 2 is divided into three parts; namely the literature review, legislative and theoretical 

framework. The first part of the literature review provided the conceptual perspective of gender at 

local government level and how it is viewed when analyzing public administration and policy 

theory practice. The second part of the chapter outlined the legislative framework and policy 

provision on women and gender equality and equity in the South African government. The third 

part provided the theories which guided the study and they include the following; Glass Ceiling 

Theory, Upper Echelon Theory, Role Congruity Theory and the Critical Race Theory. 

 

Chapter 3: 

Chapter 3 presents the research methodology that was applied in this study. The chapter presents 

the research approach and philosophy guiding the study. It also presents the sampling, data 

collection and analysis techniques employed in the study.  It also listed the ethical consideration 

and limitations of the study.  

 

Chapter 4: 

Chapter 4 presents the data analysis and the interpretation which response to the research 

objectives.  

 

Chapter 5: 

Chapter 5 presents the conclusion, recommendations, limitations and contribution of the study. 
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CHAPTER 2: LITERATURE REVIEW, LEGISLATIVE AND THEORETICAL 

FRAMEWORK: GENDER EQUALITY IN LOCAL GOVERNMENT 

 

2.1. Introduction 

A literature review is a critical examination and synthesis of previous research, theories, and 

academic literature on a particular topic or research issue. It entails careful analysis and 

summarizing pertinent research, detecting gaps, inconsistencies, and trends in the literature, as 

well as presenting a thorough summary of the field and current understanding (Fink, 2019). Smith 

(2018) further states that it brings together existing research and scholarly literature on a specific 

topic. This chapter provides the conceptual and theoretical overview and ongoing debates on what 

underpins gender equality in local government. The literature review is aligned to the research 

objectives of the study.  

 

2.2. Conceptual perspective on Gender at Local Government level  

Matsani (2022:51) on sex and gender states that sex is acquired at birth while gender is constructed 

in society. Gender is described as “a social and cultural construct, which distinguishes differences 

in the attributes of men and women, girls and boys, and accordingly refers to the roles and 

responsibilities of men and women” (UNICEF, 2017:2). Additionally, gender is socially and 

culturally constructed diverse tasks, roles, responsibilities, rights, entitlements, and power 

relations related to women and men (Vyas-Doorgapersad, 2015; Nhlapo, 2020; Jansen and Vyas-

Doorgapersad, 2023). The Women's Empowerment and Gender Equality Act (2014:3) refer to 

gender as “the roles, duties and responsibilities which are culturally or socially ascribed to women, 

men, girls and boys.” Moreover, Elias and Dagostino (2021) argue that because gender is a social 

construct, time and place drastically shape the meaning and implications of gender identity, 

markers and expression. 

 

Although gender is an important concept it is still viewed through an inadequate lens when 

analysing public administration and policy theory practice (Elias and Dagostino, 2021: 206). Many 

scholars in the field of public administration have offered various definitions on gender. According 
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to Connell (2009) gender is a topic that is filled with discrimination, misconceptions, and lies and 

is a belief that men and women are psychologically opposed to one another and that males are 

more intelligent than females. This study adopts an understanding of gender conceptualised by 

Vyas-Doorgapersad (2015), Nhlapo (2020) and Jansen and Vyas-Doorgapersad (2023) which 

articulates gender as socially and culturally constructed diverse rights, entitlements, roles, 

responsibilities, tasks, and power relations related to women and men. 

 

2.2.1 Gender Equality and Equity   

The concept of gender equality is global standard which involves distinct criteria for gender 

equality, gender mainstreaming and women empowerment etc. According to Matsani (2022) 

gender equality happens when both men and women are given equal opportunities and rights in 

both the public and private sector. In South Africa, gender equality implies equitable treatment 

and opportunities afforded to all individuals, regardless of gender (Moorosi, 2020). Lastly, this 

study argues for the acceleration of gender equity at local government to achieve gender equality.  

 

Gender equity is “the process of treating men and women according to their individual needs and 

ensuring fairness, strategies and measures in place to make up for the historical and social 

disadvantages that serves as a barrier for men and women to compete at the same level or have 

equal opportunities” (Khosla, 2008:19). Gender equity also means that male and female have equal 

opportunities and power for education, personal development and financial independence (Corps, 

2020). Gender equity is necessary to advance women in leadership at local government.  

 

Local government being the closest sphere to the people is the perfect setting to promote models 

of governance that will enhance gender equality. But it is also important to note that gender 

inequality in the workplace will forever remain a complicated and developing problem (Lau, Scott, 

Warren and Bligh, 2023). In order for municipalities to effectively deal with gender inequality, it 

is important that municipalities integrate gender into their planning processes. Mokoele (2017:186) 

argues that there is gender inequality within the South African municipal planning system. The 

author further argues that current planning processes within municipalities struggle to effectively 

integrate gender into planning to address the local developmental challenges in South Africa. 

Additionally, society has created categories that has placed women at the bottom of societies 
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hierarchy which prevents women to fully participate in local government planning. Therefore, it 

is necessary to incorporate gender in municipal planning as a step towards addressing gender 

equality.  

 

Globally, there are continuous efforts to achieve gender equality (Matsani, 2022). Existing 

evidence shows that women are still underrepresented in positions that comes with great influence 

(Lau, Scott, Warren & Bligh, 2023). Khosla (2008) concurs that the continued absence or 

underrepresentation of women in top management position remains a challenge. Hearn and Husu 

(2016) believe that gender equality is a long-standing historical fight for equality and democracy. 

Inglehart, Norris and Wenzel (2003) argue that although democratic institutions existed long 

before gender equality, the increased focus on gender equality is a critical part of the democratic 

process. It is than further noted that there is on-going debate over gender equality, feminist 

transformation, gender justice, gender diversity, and other concepts, especially in the context of 

liberal reform feminism, which emphasises the importance of freedom (Baehr, 2004). It also 

involves recognizing women and men’s equal potential (Hearn and Husu, 2016). 

 

Existing global literature on gender equality reveals the current debates as follows. The World 

Economic Forum's (WEF) Global Gender Gap Report 2006 to 2022 shows that the number of 

women in top management and leadership positions is declining. This report has ranked Nigeria 

as follows: in 2018 the country ranked 122 out of 146 countries, in 2022, 123 out of 146 and in 

2023, Nigeria ranked 130 out of 146 countries, which shows that. Despite the fact that the Nigerian 

Constitution provides for gender equality and non-discrimination. Similarly, Nigeria was viewed 

as lagging behind on gender parity indicators of educational status, politic and economic 

empowerment (Para-Mallam, 2017). Ewang (2022) notes that gender stereotypes, poor educational 

achievement, religious and cultural traditions, discriminatory legislation, and the impact of poverty 

on women are the main causes of Nigerian women's continuous marginalisation and injustice. 

Despite the challenges faced by Nigerian women, there is evidence of women holding leadership 

positions (Ewang, 2022). 

 

In China, gender inequality in the workplace is a big problem. For instance, advertisements for 

employment specify preference for male candidates while other specify that female candidates 
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should already have children etc (Ndaworny, 2021). According to Pin (2024), a Chinese feminist, 

the rise of China’s economy came at the expense and progression of many Chinese women.  

Chinese researcher at the Human Rights Watch Yaqiu Wang cited in Ndaworny (2021) argues that 

China is a patriarchal society which perpetuate gender discrimination through social perception 

that men are better managers and more intelligent than their female counterparts. Women are also 

unlikely to get promoted because organisations expect that they will take maternity leave or 

become preoccupied with children and household chores, and these are elements of gender 

discrimination in the workplace (Pin, 2024). As a much as, there is existence of gender inequality 

Yang (2020:24) argue that the new communist regime advocates for gender equality. Similarly, 

Article 48 of the Constitution of the People’s Republic of China which state that: 

 

“Women in the People’s Republic of China enjoy equal rights with men in all spheres of 

life, in political, economic, cultural, social and family life. The state protects the rights and 

interests of women, applies the principle of equal pay for equal work to men and women 

alike and trains and selects cadres from among women” (The Central People’s 

Government of the PRC, 2005 cited in Yang 2020:24). 

 

In a South African context, there are gender disparities in leadership positions and the labour 

market. The Department of Statistics South Africa, in their report entitled “Gender Series Volume 

XI: Women Empowerment, 2014–2024” reveals disparities in the labour market and that women 

are more likely to face unemployment compared to men (StatsSA, 2024). It further shows that at 

the local government level, decision-making positions such as mayors and municipal councillors 

continue to be male-dominated (StatsSA, 2024). According to Kgobe and Ramoroka (2024) in 

South Africa, women's visibility, participation and representation in local government planning 

have been limited. They argue that women are involved in local government decision-making for 

compliance to key legislation and policies, and the prioritising of men’s interest over that of women 

in local government planning (Kgobe and Ramoroka, 2024). 

  

The Local Government Sector Education and Training Authority (LGSETA) (2024) conducted 

research that assessed the competencies and exclusion of appointed and elected women leaders at 

local government. The research revealed that women’s active participation in local government 
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increases good governance and that South Africa has made progress towards gender equality and 

equal representation of women in local government as required by Article 7 Convention on the 

Elimination of All Forms of Discrimination Against Women (United Nations, 1979). 

 

The literature reviewed section 2.2.1 provided different perspectives of gender equality at a global 

and South African context to show that women around the world, whether private or public  

face same gender inequality and leadership challenges. 

 

2.2.2. Gender Equality and Participation in Local Government 

Women in leadership is one the key debates in governance. Many scholars indicate that women 

globally have achieved significant employment gains by breaking gender barriers in career 

selection (Alobaid, Gosling, Khasawneh, McKenna & Williams 2020). Women, especially young 

women are now choosing careers in traditionally male dominated fields such as Engineering, 

Technology and even political office. But despite these career advancements, gender inequality in 

the workplace continues to be a critical issue as males continues to outnumber females in top 

management positions.  

 

Globally, women form a bigger part of the world’s education and management system, but they 

remain underrepresented in top management roles in both the public and private sector (Chugh & 

Sahgal, 2007: 351). A study by Kela, Pillay, Fana and Zikali (2024) highlighted that in Africa, due 

to the underrepresentation of women in leadership positions, men have a major effect on policy 

making and the structural aspect of human resources. They further noted that in South Africa 

despite the progress made in advancing women to leadership positions, gender inequalities 

continue to be a challenge (Kela, Pillay, Fana and Zikali, 2024). Other challenges that women face 

within municipalities is the negative political interference, pulling down syndrome, lack of support 

towards women in their pursuit of leadership positions and the traditional stereotypes of women’s 

place in society (Ramosunya, 2020).  

 

In a study by van der Waldt, Fourie, van Dijk and Mabugu (2019) on women empowerment in 

South Africa, they argue that more needs to be done to facilitate women empowerment within the 

local government sphere. Additionally, they contend that gender representation in both political 
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and managerial positions remain an issue despite the existence of extensive statutory and 

regulatory frameworks and targets set for gender equality. Moreover, in a study conducted by 

Mvundla (2009) on the South African Employment Equity and other legislation on gender equality 

and women empowerment with specific reference to senior managers at local government, the 

findings show that the statutory and regulative frameworks mainly focus on the equality of 

outcome rather than opportunities. The equality of outcomes is defined as the realisation that the 

equal treatment and equal opportunity of men and women alone cannot address the past oppression 

and marginalisation of women (European Institute for Gender, n.d). The study by Mvundla (2009) 

further argued that the South African government has addressed the equality of opportunities by 

ensuring that women have access to education. However, there are inadequate programmes that 

enhance the capabilities of women to advance to executive leadership positions in the workplace. 

 

In 2021, Statistics South Africa conducted a non-financial municipal census which indicated that 

the South African workforce consisted of 282 286 individuals of which 13 492 were senior 

management positions and women occupied 39 percent of these senior positions (StatsSA, 2022). 

Similarly, statistical data from StatsSA (2023) confirm that these disparities, showing that 

women’s representation in local government remains below 50 percent. It is therefore, still evident 

that municipalities in South Africa fall below the 50 percent women representation that is outline 

in the Women Empowerment and Gender Equality Act of 2014. In addition, Vundla (2016) 

provides evidence that concurs with the above from her study on gender equality in Nongoma and 

Ulundi Municipalities. In Ulundi Municipality, women only hold 24 percent of senior positions 

while 76 percent are occupied by men. In Nongoma, women only occupied 15 percent of the senior 

positions, while their male counterparts occupied the rest of the 85 percent. The research findings 

highlighted that there are limited programmes designed to improve women participation in 

decision making (Vundla, 2016).  Overall, this section demonstrates that the underrepresentation 

of women in executive leadership positions undermines gender equality and women participation 

in local government decision-making.  

 

2.2.3. Women’s strategies for promoting Gender Equity at Local Government 

According to Nyiransabimana (2018: 10) the point of departure in promoting and stimulating 

women in leadership is through political will. The researcher believes that the promotion of gender 
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equality in local government can be achieved through prioritising gender needs in the local 

government planning (i.e., Integrated Development Plan) to achieve the gender goal as articulated 

in the Sustainable Development Goals. Scholars gave reasons why the SDGs and IDP play a 

pivotal role in ensuring that gender equality is achieved at Local Government. 

 

2.2.3.1. The Integrated Development Plan 

According to Todes, Sithole and Williamson (2007) there is an ongoing debate globally on whether 

the decentralisation to local government assist in empowering women. In South Africa the 

Integrated Development Plans (IDPs) are meant to give direction on how the implementation of 

gender equality should look like at the local level. For instance, Todes, et al. (2007) argues that 

gender should be incorporated in the IDP, and there is a need for an assessment within 

municipalities to ascertain the extent to which exist municipal programmes benefit all gender and 

identify changes where necessary.  

 

2.2.3.2. The Sustainable Development Goal (SDG) 

Sustainable Development Goal 5 of the 2030: Achieve gender equality and empower all women 

and girls, is about ending violence and discrimination against women and girls and making sure 

they have equal opportunities in all areas of life. Significantly, the SDG 5 calls for both the policies 

of women and the participation by women in political, economic and public life (United Nations, 

2015). These goals have received mixed reviews from feminist activists and academics. According 

to Macgregor and Maki (2023), the SDG 5 focuses mainly on the empirical category of women 

and girls ignoring the complicated power dynamics between women/girls and men/boys that 

produce social inequality. Razavi (2016) argues that this goal portrays marked inconsistency in 

gender mainstreaming and pursuing women’s empowerment while setting contradictory targets in 

other areas. In support of the goal, Briant Carant (2017) notes that the SDG 5 is a vast improvement 

of the Millennium Development Goals which could be viewed as weak on women’s rights and 

gender inequality.  

 

In fostering gender equality at local government, research by Khosla and Barth (2008) show that 

women are mobilising in favour of active engagement in municipal decision-making. For instance, 

women groups and civil society organizations share strategies and initiatives which include the 

https://uwcscholar.uwc.ac.za/home



14 
 

strengthening of already existing women’s group and civil society groups to focus on political 

power, local governance and citizen participation, and the adoption of declarations, charters and 

plans of action with regard to women in local governance to guide policy and programming at all 

levels (Khosla and Barth, 2008: 43-44). 

 

2.2.4. Barriers to women’s advancement to top management at Local Government 

According to Todes, Sithole and Williamson (2007), gender is generally seen as irrelevant to 

municipalities issues.  The researchers further state that there are systematic barriers that limit 

opportunities for women to advance to top management. In order to address these barriers, 

municipalities need to create an environment where women will feel empowered and become 

involved in policy development and decision making. Moreover, Maddock (1993) in his study on 

barriers to women are barriers to local government, stated that in the past authoritarian cultures 

have silenced women, which made the culture of patriarchal relations appear as static. Patriarchy 

resulted in women becoming powerless. He further highlighted that at local government where 

many women work, equal opportunity have had little impact on internal practice and organisational 

culture, leaving women frustrated (Maddock, 1993). Even though Maddock wrote about these 

barriers in the early 90s, some of these barriers still exist today. For instance, Vyas-Doorgapersad 

(2023) identifies entrenched patriarchal norms and political resistance as major barriers to 

women’s advancement.  Equal opportunities have made it possible for women to access jobs, but 

once inside organisation women are expected to change and adapt themselves to the status quo. 

 

There are other barriers hindering the progression of women into top management positions. 

According to Khan (2024), a strong and effective local government is necessary to gender equality 

and ensure good governance. According to Khosla (2008: 57), women’s equal participation in 

local government and decision-making processes is critical for creating gender sensitive policies 

and for promoting sustainable development. The barriers that have been identified at local 

government are patriarchal institutions and reveal that structures and procedures within these 

institutions are designed for and by men, and disregard women (Khosla and Barth, 2008; Maddock, 

1993; Vyas-Doorgapersad (2023). 
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The Chairperson of the South African Local Government Association Women’s Commission 

Councillor Maboa-Boltman reflected on the hindrance to women’s representation and participation 

at local government. She stated that there are policies and programmes designed to speed up 

women’s representation and participation at local government, but there was a considerable gap in 

achieving gender parity (SALGA News, 2021). In addressing the challenges faced by females, 

SALGA News (2021) noted that patriarchal attitudes, often practiced in the home, have found their 

way into organisational settings and these practices remain significant barriers to increasing 

women’s participation at local government. 

 

In the context of leadership, Ngulube (2024) argues that there are implicit biases that hinder 

women's advancement. They include “implicit biases which favours male candidates over equally 

qualified female candidates and this is despite having the qualifications and capabilities during 

staff recruitment and promotion; biases affecting how women are perceived and treated by their 

colleagues and superiors; and stereotypes portraying women as less assertive or competent 

hindering their ability to assert themselves as leaders” (Ngulube, 2024: 279-282). Other barriers 

hindering their career progression include gender stereotyping, lack of mentorship, role models, 

and social networking (Tabassum and Nayak, 2021; Barkenhuizen, Masakhane and van der Sluis, 

2022). 

 

2.2.4.1 Gender stereotyping 

Gender stereotyping is regarded as a major obstacle to women's career advancement in 

management, and it continues to have a negative impact on the opportunities available for women's 

career advancement (Tabassum and Nayak, 2021). The authors further note that these stereotypes 

influence managerial behaviour and occupational outlooks in the workplace with patriarchal 

expectations (Tabassum and Nayak, 2021). Macarie, Calin Emilian and Mora (2011) further stated 

that women are underrepresented in top management because of societies traditional beliefs about 

the roles of men and women, where women are meant for domestic roles while men are seen as 

leaders and breadwinners. Shwanke (2013) further concurs that these societal beliefs contribute to 

assumptions and stereotypes that challenge women in leadership roles, particularly in male-

dominated work environments. 
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2.2.4.2 Lack of Mentorship, role models and social networking 

Mcilongo and Strydom (2021) state that there is a continuous struggle in government to absorb 

and develop public servants. They further noted that lack of mentorship contributed to the slow 

career development of women (Mcilongo and Strydom, 2021). According to Barkenhuizen, 

Masakhane and van der Sluis, (2022) mentorship assist women in balancing their work and home 

and assist with career advancement for previously disadvantaged women in the South African 

Pubic Service. It is important to note that without women getting the necessary skills, knowledge 

and education through mentorship, it would be difficult for them to advance to top management.  

 

2.2.5 Organisational culture and its impact on Women’s advancement to Top Management 

Organisational culture refers to “a system of assumptions, values, norms, and attitudes manifested 

through symbols that members of an organisation have developed and adopted through mutual 

experience and that help them determine the meaning of the world around them and how they 

behave in it” (Warrick, 2015: 4). From the above definition the low number of women in top 

management can be linked to organisational culture. The setting of organisational culture plays an 

important role in improving women’s careers progression (Bonzet and Frick, 2019). Tripathi 

(2022: 2) state that organisational culture contributes to some of the gender biases within an 

organisation.  Tripathi further argues that changes in the organisational structures, processes, and 

management styles contribute in addressing gender inequality resulting in women getting 

opportunities in decision-making positions (Tripathi, 2022). 

 

2.2.6. Gender Mainstreaming at Local Government  

Gender mainstreaming is referred to as “the use of the mainstreaming strategy to bring attention 

and resources to critical issues of gender equality, women’s rights, and empowerment, which 

otherwise can be ignored or neglected” (UN, 2022:15). The UN’s main aim is to ensure that both 

women and men benefit equally. Gender equality is a long-term developmental goal (Council of 

Europe, 2024), Singh (2025) notes that gender mainstreaming seeks to promote gender equality 

through transforming unfair organisational practices that seeks to exclude women. Since the dawn 

of democracy, South Africa has committed itself to the promotion of gender equality through the 

establishment of legislation and policy provision that speak to gender equality. According to 

Penceliah (2011), South Africa is making great strides in achieving gender equality in the public 
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sector. However, the rate at which women occupy senior management positions in local 

government is still very slow (Penceliah, 2011). According to Dlanjwa (2018: 28), gender equality 

in the workplace can be achieved through gender mainstreaming. Gender mainstreaming should 

be driven by top management and reflected in the strategic values of the organisation with both 

male and female managers and leaders being the main drivers. Dlanjwa (2018) conducted a study 

on gender equality in the City of Cape Town and found that the organisational culture and practices 

of the City of Cape Town contradicted gender equality strategies and the internal Employment 

Equity framework. Dlanjwa’s findings demonstrate that the organisational culture can be an 

enablement or a constraint to achieving gender equality at local government.  

 

Leadership plays a role in achieving gender equality. Matoane (2015) did a study on women in 

local government decision making and leadership in Nkangala District Municipality, 

Mpumalanga. This study revealed that despite a number of policies and legislative provisions on 

women’s empowerment and gender equality, women continue to be confronted with institutional 

gendered challenges which include being discriminated on the basis of gender, patriarchal mindset, 

gender stereotypes against women (Matoane, 2015). The study further revealed that the 

municipality lack oversight on the implementation of gender policies from provincial and national 

government. Moreover, another study conducted by Mokoena (2018: 692) reveal that the 

municipalities in the Mpumalanga Province have failed to meet the 50-50 target for leadership 

positions due to resistance to implement gender equality strategies (Mokoena, 2018).  

 

Starmarski and Hing (2015) has highlighted that gender inequality has a negative impact on the 

development of women, and women are victims of workplace discrimination which is largely as a 

result of human resource policies and decision making. The South African government should be 

proactive in addressing the inequalities of the past and this can be achieved by establishing gender 

diversity programmes and involve women in leadership position as this will empower them to be 

better leaders in the future. In South Africa, the Commission for Gender Equality (CGE) is 

obligated to champion gender equality, responsible for protecting and ensuring gender equality in 

the formulation of laws, policies and practices. Gender mainstreaming makes it possible to 

challenge the male bias that characterizes society and the structural character of gender inequality 

(Khosla, 2008). In its quest to actualise gender mainstreaming, the CGE has over the years 
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challenged existing legislations, customs and practices which stand in the way of gender equality. 

The CGE has also done research over the past 25 years to generate knowledge and monitor the 

implementation of different legislative frameworks, policies and programmes aimed at protecting 

and promoting gender transformation in the country (Parliament Research Unit, 2019: 8). For 

instance, the CGE reported minimal progress in the implementation of gender-specific 

programmes in Eastern Cape municipalities, revealing weak institutional monitoring and 

accountability (CGE, 2023).  

 

South Africa is committed to human rights and gender equality. It is part of international, regional 

and regional inter-governmental organisations that advocate for women empowerment. The 

international organizations include the Convention for the Elimination of All Forms of 

Discrimination against Women (CEDAW), it is an international treaty that was adopted in 1979 

and came into effect in 1981 by the United Nation and aims to eliminate discrimination against 

women (United Nations, 1979). 

 

The regional organisations include the Southern African Development Community Declaration on 

Gender and Development, the Africa Platform for Action. This a declaration that was signed in 

1997 with the aim to eliminate gender discrimination and promote gender equality. This 

declaration also calls for the establishment of policy and institutional frameworks to advance 

gender equality. Moreover, there is also the Women’s Rights Protocol:  Article 2, section 1(a) of 

this protocol state that “State Parties should support local, regional, national and continental 

initiatives directed at eradicating all forms of discriminations against women” (African Union, 

2023:4-5). Additionally, South Africa has a National Women’s Charter for Effective Equality 

which was adopted in 1994 to promote equality for women in South Africa. The aim of this charter 

was to amongst others ensure that women are free from discrimination and prejudice and that 

women are respected and their rights enforced (Women’s National Coalition. National 

Convention, 1994). Overall, this section focused gender mainstreaming to achieve gender 

transformation in the workplace but it is noteworthy that effectively implementing gender 

mainstreaming remains a challenge within government institutions. 
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2.2.7. Advancing Women in Leadership at Local Government Level  

According to Schwanke (2013), women are still underrepresented in executive leadership, 

directorship, and governance, which goes against the momentum behind women’s advancement. 

Schwanke (2013) demonstrated why gender inequality is difficult to recognize, the systems that 

perpetuate it, how society views it and the way women respond to it. Similarly, in a study done by 

Dlanjwa (2018) in the City of Cape Town, the findings reveal that there was inadequate 

commitment by the City of Cape Town to achieve gender equality objectives at senior management 

level. It is also important to note that the public sector is important to examine the implementation 

of gender equity initiatives, because the public sector is expected to model equal employment 

opportunities for women (Donnelly, Parker, Douglas, Ravenswood and Weatherfall, 2018). In a 

study by Donnelly, et al. (2018) on the role middle managers play in progressing gender equality, 

their study shows that middle managers are aware of gender equity initiatives within their 

organisations and strongly believe that the appointment of women to top management roles can 

reshape organisational agendas toward gender equality issues. 

 

Although women still want to hold leadership roles in organisations but there are questions about 

what is preventing women from advancing to the highest level of management. Tlhoalele (2006:3) 

highlights that there is a need to challenge patriarchal ideologies and practices in the society, 

institutions, the economy, the media, government and the family. According to Pollard (2007), 

even if women succeed in advancing to top management position, women managers are still facing 

challenges such as lack of mentoring, lack of transparency in appointments, gender stereotyping 

etc. In evaluating leadership in local government, the study by Huchinson, Walker and Mckenzie 

(2014:183) reveal that women are seen as being more consultative and encouraging of others, 

while their male counterparts are more likely to be direct, assertive and individualistic. They 

further argue that these female attributes demonstrate that women can manage or lead effectively 

as they offer unique attributes important for effective leadership.  

 

Helm (2005) did a study that looked at the issue of equal opportunity and affirmative action for 

women in South Africa. The study focused on four countries, namely the United States of America, 

United Kingdom, China and South Africa. In the United States of America, women’s progression 

to senior positions was low even though through the adoption of the Civil Rights Act of 1964 
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which was intended to increase the proportion of women in non-traditional (male-dominated) 

occupations. In the United Kingdom, women formed 75 percent of employees but they held only 

24 percentage of all management positions and 9.9 percentage of directorship. In China, the study 

revealed that even though women find the right track to career advancement they failed to be 

promoted as quickly as men. In South Africa, the study found that women still struggled to advance 

to high positions as the country’s corporate culture at the time was still far from accepting men 

and women as professional equals. The study also found that government legislation and policies 

hindered women empowerment (Helm, 2005: 56). It is evident that this phenomenon exists in other 

countries and there is slow progress in the implementation of the relevant policies to advance 

women in management positions. Additionally, limited participation of women in governance also 

affects their ability to advance in leadership positions (Jansen & Vyas-Doorgapersad, 2023). 

Therefore, it is important to maintain and ensure an increased effort in the advancement of women 

to positions of power and influence. The South African Local Government Association has 

implemented a ‘Local Government Women in leadership’ programme which was designed for 

aspiring and current female leaders in administrative roles in local government (SALGA, 2021). 

The main purpose of this programme was to “provide training aimed at empowering and equipping 

women with the requisite skills and competencies to articulate local government developmental 

and transformative imperatives” SALGA, 2021:9). This is another example of existing efforts to 

ensure that the South African local government addresses gender inequality.  

 

In summary, the above reviewed literature shows that globally women are still underrepresented 

in leadership positions. In South Africa, there are gender equality and women empowerment 

legislation and policies to ensure that women representation in leadership positions improve, and 

there is also limited women participation in governance which delays their advancement to top 

management positions. There is existing research which shows that women advancement to top 

management positions at local government level is slowly improving but there is limited evidence 

through research which shows progress of women advancing to top management positions at local 

government. 
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2.3. Legislative Framework and Policy Provisions  

The section focuses on legislative framework and policy provisions on women and gender equality 

and equity in the South African government. 

 

2.3.1. The Constitution of the Republic of South Africa, Act 108 of 1996 

The 1996 Constitution has elevated the Local Government to a sphere of government and firmly  

establishing local government autonomy, giving municipalities the right to govern, its own 

initiatives and the local government affairs of its communities. In relation to employment relations, 

section 23 of the Constitution state that everyone has the right to fair labour practices.  Moreover, 

section 9 of the Constitution state that everyone is equal before the law and enjoys the same 

benefits and protection irrespective of which gender (RSA, 1996: s9). 

 

The commitment of the Constitution to gender equality forms the bases for labour laws and 

programmes that seek to overcome historical gender imbalances and empower women in the 

workforce. Mello and Phago (2007) in their article ‘Affirming women in managerial positions in 

the South African Public Service’ argue that due to the supremacy of the Constitution, it is 

impossible to overlook the provisions pertaining to the advancement of women to position of 

power. They further argue that the provisions indicate that women cannot be disadvantaged and 

excluded from influential and managerial positions in the Public Service.  Section 9(2) of the 

Constitution serves as the departure point for the South African Public Sector to ensure that the 

constitutional mandate is upheld in the appointment or recruitment of women to top management 

positions (Mello and Phago, 2007:146). 

 

2.3.2. Commission for Gender Equality Act 39 of 1996 

Section 187 of the Constitution of the Republic of South Africa, Act 106 of 1996 clearly outlines 

the establishment of an independent Commission of Gender Equality, clearly outlining its 

mandate, which is to ‘promote respect for gender equality and the protection, development and 

attainment of gender equality in South Africa’ (South Africa,1996), and to strengthen the 

constitutional democracy of South Africa. The Constitutional mandate of the Commission is to 

ensure that all three spheres of government achieve gender equality. This study analysed the extent 
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to which the CGE is promoting gender equality in the ZF Mgcawu District municipality and its 

local municipalities.   

  

According to the 2014/2015 Annual Report, the strategic objectives of the Commission of Gender 

Equality include the following: 

 “To ensure the creation and implementation of an enabling legislative framework that 

promotes the attainment of gender equality. 

 To protect and promote gender equality by engaging with relevant stakeholders to educate 

and raise awareness on issues of gender equality, challenge patriarchal perceptions and 

stereotypes, and take action against infringements of gender rights through the 

implementation of appropriate redress. 

 To build an effective, efficient and sustainable institution that will fulfil its constitutional 

mandate on gender equality” (CGE 2014/2015:28). 

 

In conclusion, from the strategic objectives, the mandate of the Commission is to ensure that both 

the public and private sector comply with to gender policies and that they are gender responsive 

and promote equality. This study’s main focus is on gender equality with specific reference to the 

advancement of women to top management (Municipal Manager level) within local government. 

This Act assisted the researcher in the following way; firstly, since the Commission had already 

conducted research on gender equality on all three spheres of government and private institutions, 

the researcher was only interest or only reviewed CGE reports from the municipalities in the ZF 

Mgcawu Region which consist of the Dawid Kruiper Local Municipality, Kai Garib! Local 

Municipality, Kheis Local Municipality, Tsantsabane Local Municipality, Kgatelopele Local 

Municipality and lastly the ZF Mgcawu District Municipality, in the Northern Cape Province; 

Secondly, the researcher analysed whether the Commission has monitored gender equality 

implementation and reported on gender inequality within these municipalities in relation to women 

occupying the position of Municipal Manager from 2014-2024. 

 

2.3.3. Employment Equity Act 55 of 1998 

This act promotes equal opportunity and fair treatment in employment through the elimination of  
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unfair discrimination and affirmative action to redress employment experienced by designated 

groups and to ensure that there is fair representation in all occupations and levels within the work  

environment (South Africa, 1998). This Act also explains how employees are to be treated in their 

respective workplaces and protects them from unfair treatment and any form of discrimination  

(South Africa, 1998).  

 

This Act intends to further the aspirations of the Constitution of South Africa in promoting equity. 

Mello and Phago (2007) argues that the act aspires to promote equity, but it is impossible to 

promote equity if the competing grounds for men and women are not level due to the fact that 

previous policies are not gender sensitive. The act also makes preference for the implementation 

of affirmative action to eradicate the barriers to the unfair discrimination of women. According to 

Mello and Phago (2007), the preferential treatment of women is coupled with merit principle of 

the Public Sector Act (section 11b) and that both are critical aspects in facilitating the appointment 

of qualified women into top management positions. King and Jacobs (2023) highlights that gender 

equality in South Africa is a critical issue and despite the Employment Equity Act being 

operational for more than two decades and the primary objective of gender equality in the 

workplace is still not achieved.  

 

The mandate of the Employment Equity Act is to ensure that there is fairness, and that 

constitutional values are upheld within the workplace. This legislation guided the researcher to 

identify whether unfair discrimination existed within the municipalities, and if traces of non-

compliances with the legislation existed, whether these municipalities in the ZF Mgcawu 

District/Region had taken steps to actively promote gender equality in top management. 

 

2.3.4. Promotion of Equality and Prevention of Unfair Discrimination Act 4 of 2000 

The main purpose of the Promotion of Equality and Prevention of Unfair Discrimination Act 4 of 

2000 (PEPUDA)is “to prevent and prohibit unfair discrimination and harassment; to promote 

equality and eliminate unfair discrimination; to prevent and prohibit hate speech; and to provide 

for matters connected therewith” (South Africa, 2000:1). This Act was adopted to give effect to 

section 9, which places emphasis that everyone is equal before the law. 
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The objectives of this Act is to ensure that both male and female enjoy equal treatment in the 

workplace. This Act mandates both the public and private sectors to promote equality into their 

policies (Example, the drafting or existence of employment equity plans, action plans, equality 

plans). This Act assisted the researcher to analyse whether women truly enjoyed equal treatment 

within these municipalities and to determine if corrective measures such as employment equity, 

action and equality plans exist within these municipalities. In other words, since the PEPUDA 

prohibit unfair discrimination, this act has provided both public and private sector with corrective 

measures to fight unfair treatment of employees based on their gender. 

 

2.3.5 Women Empowerment and Gender Equality Act of 2014 

The Women Empowerment and Gender Equality Act of 2014 just like the Promotion of Equality 

and Prevention of Unfair Discrimination Act 4 of 2000 main purpose is to give effect to section 9 

of the Constitution of the Republic of South Africa, 1996, this act serves to align all aspects of 

laws and implementation of laws relating to women empowerment, and the appointment and 

representation of women in decision-making positions and structures; and to provide for matters 

connected therewith (South Africa, 2014). It also serves as a measure to address discrimination 

against women. 

 

Chapter 3 of this Act ‘Equal Representation and Empowerment’, clearly outlines the 

responsibilities of both public and private sector. Section 7 of this Act advocate for a 50 percent 

representation and meaningful participation of women in decision-making positions and 

structures. In section 8 it makes provision for gender mainstreaming which outlines how these 

public and private sector should develop and implement gender mainstreaming. 

 

The Women Empowerment and Gender Equality Act is the main legislation used in this study. It 

was used to determine whether, since its inception if women are truly empowered and if gender 

equality is a reality or just a far-fetched dream. The Act served as a legislative lens to see whether 

women in the ZF Mgcawu District has been empowered by being appointed as Municipal 

Managers from 2014-2024. 
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2.3.6. The Gender Equality Strategic Framework (GESF)  

The strategy aims to promote and protect the human dignity and rights of women. It also outlines 

the vision for reducing gender inequality in the workplace and sets measurable goals to hold the 

organization accountable for its progress. This strategy consists of eight principles that must be 

implemented in the public sector which is aimed at achieving the goals of the GESF and they are;  

 Non-sexism and non-racism 

 Equality for all persons is protected and that women’s rights be seen as human rights 

 Meeting equity targets 

 Creating an enabling environment 

 Gender mainstreaming 

 Empowerment 

 Providing adequate resources 

 Accountability, monitoring and evaluation (DPSD, 2007).  

 

2.3.7. National Development Plan 2030 

The National Development Plan 2030 is the countries blueprint and aims to eliminate poverty and 

reduce inequality by 2030. To do this, South Africa needs to draw on the energies of its people, 

grow an inclusive economy, build capabilities, enhance the capacity of the state, and promote 

leadership and partnerships throughout society (NDP, 2030). According to the NDP2030 (2015:3) 

the NDP recognizes the need to transform the economy to encourage the full participation of 

women and highlight the public employment as an avenue for extending employment to women. 

It supports the active role of women as leaders in society, and addresses the need for social, cultural 

and religious barriers to be breeched for the advancement of women (South Africa, NDP2030, 

2015).  

 

The mandate of the NDP 2030 in-line with other National legislation on women empowerment 

and gender equality is clear on eradicating barriers that hinders the advancement of women into 

leadership positions. The NDP 2030, also promotes the inclusivity of women into top management 

position in both the private and public sector, aiming to address any gender biases in the 

recruitment and promotion processes within these institutions. The NDP 2030 also provides 
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strategic oversight for women empowerment, and assisted the researcher to align gender goals with 

the legislation mentioned 2.3.2 till 2.3.5. 

 

2.3.8. Labour Relations Act no 66 of 1996 

The main purpose of the Act is to advance economic development, social justice, labour peace and  

the democratisation of the workplace by fulfilling the primary objectives of this Act. The primary  

objective of the act is to realise, regulate the fundamental rights of workers and employers that is 

enshrined in the Constitution. It also addresses unfair labour practice within the workplace. 

 

The abovementioned is a few of the legislative frameworks that have been put in place to ensure  

that both men and women enjoy equal rights and opportunities. These mechanisms were 

established to close the gender gap but South Africa still experience gender inequality in the 

workplace. The study findings in chapter four reveal the extent of the implementation of the above 

legislative and policy provisions.  

 

In conclusion, the above legislations were adopted to address historic gender inequalities in South 

Africa. These legislative frameworks provided the legal basis for equality, which ensures that 

women are equally protected against unfair discrimination in their workplaces. They provide 

institutional transformation within both the public and private sector ensuring that the recruitment 

and promotions processes to top management is fair towards women. 

 

2.4. Theoretical Framework 

A theory is a collection of propositions that are logically related and expresses the relationship 

between different constructs and propositions (Varpio, Paradis, Uijtdehaage and Young, 2000). 

Thus, a theoretical framework is a structure that directs the researcher's work, assist in data 

organization, drawing up conclusions, and assist in the interpretation of the findings (Sreekumar,  

2023). Grant and Osanloo (2014) describe it as the blueprint of the entire research inquiry and 

consist of the selected theory or theories that is relevant to the research topic. The theoretical 

framework for the study consists of four theories, namely Glass Ceiling Theory, The Upper 

Echelon Theory, the Role Congruity Theory and the Critical Race Theory.  
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2.4.1 The Glass ceiling theory 

The term glass ceiling refers to the situation in which a qualified person is prevented from moving 

up the organisational hierarchy through discrimination on the basis of race or sex. It is based on 

assumptions and in essence the discrimination against women in management (Babic and Hansez, 

2021). Many researchers have shared their different viewpoints on the term glass ceiling. Morrison 

(1987) describe it as a barrier that keeps women from moving up the corporate ladder based only 

on their gender rather than their qualifications or experience. The Glass Ceiling theory explains 

the inability of many women to advance past a certain point in their professions, regardless of their 

qualifications or achievements (Purcell, McArthur and Samblanet, 2010: 705). Baxter and Wright 

(2000: 275) argues that not only is it more difficult for women to advance to top management 

positions within the workplace than their male counterparts but also that the challenges women 

face relative to men become greater as they move up the echelon. According to Larson (2012) the 

strength of this theory is its ability to identify and describe invisible barriers that hinder women 

from progressing to management positions. This theory further highlights how these barriers exist 

due to ingrained societal biases and stereotypes related to gender and race (Watanabe and 

Kwarteng, 2024). Babic and Hansez (2021) in identifying the strength of the glass ceiling theory 

states that it provides a framework to better understand why there are less women in top 

management positions in organisations. This theory is important as it deals with the gender aspect 

of the study as it was used to analyse the existence of glass ceiling within the local municipalities 

in the ZFM District in the Northern Cape.  

 

2.4.2 The Upper Echelon Theory 

The Upper Echelon Theory is portrayed as the conceptual model explaining the interrelationships  

among four key concepts: strategic situations, top managers’ (or upper echelon) characteristics, 

strategic choices, and organisational performance (Bekos and Chari, 2023). Hambrick and Mason  

(1984) state that fundamental to Upper Echelon theory, is the idea that the cognitive foundation 

and values of senior-level executives, which are manifested in visible traits like age and education,  

impact how they understand and react to strategic events through their decisions, ultimately 

impacting the performance of the organisation. This theory was used to analyse the extent of the 

implementation of the Employment Equity legislative and policies in relation to gender equality 

in the studied municipalities. The strength that this theory carries is in its predication (Hambick 
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2007). Highlights provided by Bonelli (2023) on the subsequent refinement of the Upper Echelon 

Theory, the researcher has noted that the refinement introduced two important moderators which 

will be beneficial for this study, these moderators include the managerial discretion and executive 

job demand. With regards to managerial discretion the Upper Echelon Theory provide good 

predictions on organisational outcomes in direct proportion to how much managerial discretion 

exists. The executive job demand Bonneli (2023) further noted that the greater the executive job 

demands, the stronger the relationship between executive characteristics and strategic choices. 

 

2.4.3 The Role Congruity Theory 

The Role Congruity theory explains the scarce number of women in top-level management, 

considering a perceived incongruity between the attributes of a strong leader and attributes 

assigned to women’s gender roles (Seo and Haung, 2017). This theory provided the basis why 

women are less likely to occupy leadership positions. It is further defined by Ealy and Karua (2002: 

573) as a theory that proposes perceived incongruity between the female gender role and leadership 

roles and leads to two forms of prejudice. These perceptions include women viewed as less 

favourably than men as potential occupants of leadership roles. Additionally, the behaviour that 

fulfils the prescriptions of a leader role was less favourably when it is enacted by a woman (Ealy 

and Karua (2002). The theory assisted the researcher to critically analysing the issues surrounding 

the advancement of women to senior management position. 

 

The concept of role congruity (or incongruity) theory refers to the level of consistency or 

inconsistency between the norm-based expectations of two social roles one occupies (del Carmen 

Triana, Song, Um and Huang, 2024). Eagley and Karua (2002) identified two forms of prejudice 

towards female leaders; the first form of prejudice, to be predictive in a wide range of situations, 

role incongruity theory must consider the variability that exists in how gender roles and leadership 

roles are defined. The variables that affect the first form of prejudice include the following; 

regarding women less qualified than men for leadership; sex perceivers, this variable is in view of 

evidence that men often have a more masculine construal of leadership than do women and lastly 

cultural milieu (Eagley and Karua, 2002:573-574).  
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The second form of prejudice takes the form of evaluating the behaviour of women who occupy 

leadership roles less favourably than the equivalent behaviour of men a reaction that follows from 

the injunctive aspects of the female gender role (Eagley and Karau (2002: 578). In conclusion 

Eagley and Karau (2002) notes that the perception of incongruity between leadership roles and the 

female gender role often results in prejudice toward female leaders and the degree of perceived 

incongruity between a leader role and the female gender role would depend on many factors, 

including the definition of the leader role, the weight given to the female gender role, and personal 

approval of traditional definitions of gender roles. 

 

2.4.4 The Critical Race Theory 

According to Pajak (2024:580), the Critical Race Theory was developed by American legal 

scholars “to reflect ways in which racism emerges in American law and explains through the 

application of its principles of endemic racism, differential racialisation and interest convergence.” 

To have a clearer definition of what the Critical Race Theory is about, Gotanda (2000) state that 

the principle of being colour blind and advocating for race neutrality is not impossible but it assists 

the interest of the racial majority. Pajak (2024) further suggest that the development of the Critical 

Race Theory was to critique the idea that the law is neutral and objective. The author believes that 

the law and legal institutions contribute in producing racial hierarchies. 

 

In the South African context, Modiri (2012) critiqued the Critical Race Theory, arguing that 

scholars did not give enough attention to race as an important aspect in systems of law, knowledge 

and power. The author further highlighted that with South Africa having a “history of racial 

segregation and institutionalised race-based discrimination and oppression” (Moriri, 2012: 406), 

the Critical Race Theory has not been officially acknowledged in the South African legal studies. 

The application of this theory in this study is found in the support of two of the six principles of 

the Critical Race Theory and they are firstly ‘Racism as ordinary’ and secondly the 

‘Intersectionality’ (Pajak, 2024:582). This theory was useful to analyse the intersectionality 

between race and discrimination. In this study discrimination is the primary issue on gender 

equality issue but discrimination cannot be studied in isolation hence the examination of the 

interplay between race and discrimination in the context of gender equality at local government.  
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2.5 Conclusion 

The goal of this chapter was to review the literature on gender equality in local government. The 

literature review was structured by covering the conceptualisation of gender at local government 

level, where the researcher defined what gender is and what it entails. It also looked at gender 

equality and participation in local government and this is to show a trend that globally women 

have started occupying positions of power and breaking gender barriers which prevents them from 

moving up the hierarchy. The chapter also looked at the strategies and legislative frameworks that 

are in place to ensure that gender equality in local government is achieved. It covered the aspect 

of organisational culture and how it impacts women’s advancement to top management in local 

government. The is existing research showed that women advancement to senior management 

positions at local government level is slowly improving but there is limited research which shows 

progress of women advancing to top management positions at local government.   

  

This chapter has highlighted the Glass Ceiling Theory which provides an understanding why there 

are less women in top management. The Upper Echelon Theory (UET) which focuses on top 

management, examines the impact it has on organizational outcome and serves as a supplementary 

theory that will focus on the leadership aspect of the study.  Women are often times seen as less 

suitable candidates to occupy leadership position as these positions are associated with men, 

therefore the Role Congruity Theory examines the gender aspect of the study. Lastly, the Critical 

Race Theory assist in exploring how race and discrimination affect gender equality in 

Municipalities in the ZF Mgcawu District, especially to women occupying the position of 

Municipal Manager. The next chapter presents the research design and methodology employed in 

this study.  
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CHAPTER 3: RESEARCH DESIGN AND METHODOLOGY 

 

3.1. Introduction 

This chapter presents the research design and methodology of the study. The research design and 

methodology of a study is described by Sileyew (2019) as a process that researchers must follow 

when conducting a study. This chapter articulates the methodology used to answer the research 

questions. This chapter gives an overview of the research methodology and design, it describes the 

qualitative research approach, the interpretative research paradigm, type of sampling employed, 

how the data was collected and analysed and lastly the ethical considerations and limitations 

followed by a conclusion. 

 

3.2. Qualitative Research Approach  

The study was designed through the qualitative research approach. Qualitative research explores 

and gives insight into real-world problems. Qualitative research gathers participants' experiences, 

perceptions, and behaviour and answers the how and whys instead of how many or how much 

(Tenny, Brannan and Brannan: 2017). Hennink, Hutter and Bailey (2020: 10) argues that 

qualitative research enables the researcher to thoroughly investigate people's experiences through 

the use of specific set of research techniques including documentary analysis, in-depth interviews 

etc. Other scholar’s state that qualitative research uses a natural technique to analyse things in their 

exact context (Howard 2011: 19), and interpreting culturally specific information about a specific 

population (Hennink, Huttler and Bailey, 2020: 10). This approach was relevant for this study to 

provide an in-depth understanding on whether gender inequality exist in the ZF Mgcawu District 

Municipality and its local municipalities. 

 

3.3. Interpretative Research Paradigm 

This study was philosophically guided by the interpretive research paradigm. Research paradigm 

is the core ideas, assumptions that philosophically guide the researcher to interpret and analyse the 

issue studied (Turin, Raihan and Chowdhury, 2024). The interpretative research paradigm is of the 

key paradigms relevant for qualitative research and it stresses understanding how individuals 

experience and interpret their reality (Ormston, Spencer, Barnard and Snape, 2014; Turin, Raihan 

and Chowdhury). The role of the researcher in this interpretative study was to investigate the 
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gender equality practices at the ZF Mgcawu District Municipality and its five local municipalities. 

Using the lens of interpretivism, the researcher analysed documents on gender equality practices 

to understand and interpret how they affect women in leadership positions at local government 

level. 

 

3.4. Documentary Research 

This research has adopted a qualitative documentary research approach. It involves documentary 

research on gender equality trends at the ZF Mgcawu District Municipality in the Northern Cape 

Province. Documentary research consists of two types of documents which is primary and 

secondary documents. The primary documents include eye witnessed accounts that is produced by 

individuals who experienced the particular event or behaviour and secondary documents are 

documents produced by people who were not present at the scene but who received eye-witnesses 

accounts to compile the documents (Mogalakwe, 2006). The sources of documents the researcher 

used for this study were secondary data, that is publicly available, easily accessible and which 

speaks to the issue of women empowerment and gender equality. These published public 

documents include the District and local municipalities website/database, library, newspaper 

articles, meeting minutes, municipal policies such as Employment equity plans, Integrated 

Development Plans, The Human Resource Development Strategies, Annual Reports from 2014-

2024. Other policies include, the Constitution of South Africa, The employment Equity Act, 

Women Empowerment and Gender Equality Act, Labour Relations Act. Reports such as the 

Statistic SA Reports (Gender Series Volume XI: Women Empowerment, 2014–2024) and many 

more published public documents. 

 

3.4.1. Advantages of Documentary Research  

According to Morgan (2021) documentary research is one of the most neglected qualitative 

research methods.  The advantages of documentary research include analysing pre-existing text; 

inexpensive strategy of inquiry; and it is less time consuming compared to empirical research 

(Morgan, 2021:64-66). Documentary research was the most relevant strategy, because the 

researcher is self-funded and temporary employed and did not have the financial resources for 

conducting empirical research.  
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3.5. Research Sampling 

The sampling technique used in this study was the purposive sampling method. It is a technique 

used in qualitative research to select a specific group of individuals or unit for analysis, meaning 

the researcher decides what needs to be known (Tongco, 2007). The unit of analysis for this was 

secondary data where the researcher analysed documents that were public available. The 

researcher analysed documents from the following municipalities: The ZF Mgcawu District 

Municipality and the five Local Municipalities within its jurisdiction namely, Dawid Kruiper Local 

Municipality, Kheis Local Municipality, Kai Garib Local Municipality, Tsantsabane Local 

Municipality and Kgatelopele Local Municipality. The reason why the researcher has selected the 

above municipalities is firstly because the researcher resides within the District and identified the 

research gap while doing an internship in one of the municipalities. Secondly, the researcher 

wanted to understand why municipalities within the ZF Mgcawu never appointed females as 

Municipal Managers. Thirdly, since the passing of the Women Empowerment and Gender Equality 

Act in 2014, the researcher wanted to understand progress made to achieve women empowerment 

especially women’s advancement to top management within this District from the passing of the 

Women Empowerment and Gender Equality Act in 2014 until 2024 (i.e. the commencement of 

this research).  

 

The type of documents that were analysed are as follows:  

At national level the researcher analysed eight (8) documents. The criteria used to analyse these 

documents focused on their impact and outcome, whether these legislations mentioned below had 

a positive or negative outcomes on gender equality in District Municipalities such as the ZF 

Mgcawu District and its local municipalities. These documents include; 

 The Constitution of the Republic of South Africa Act No 108 of 1996 

 The Women Empowerment and Gender Equality Act of 2014 

 The Employment Equity Act of 1996 

 Commission for Gender Equality Reports 

 Promotion of Equality and Prevention of unfair Dismissal Act 4 of 2000 

 The Gender Equality and Strategic Framework (GESF) 

 National Development Plan 2030 

 Labour Relations Act No 66 of 1996 
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At municipal level the following documents were analysed in all of the municipalities in the ZF 

Mgcawu District from 2014 until 2024:  

• The Integrated Development Plans,  

• Annual Reports,  

• Human Resource policies or policies that speaks about gender equality within the 

chosen municipalities. 

 

The criteria used to analyse the above documents are, firstly, to determine whether gender policies 

exist within these municipalities. Secondly, to find out whether they reflect gender equality. 

Thirdly to determine whether they are in-line with the national legislations mentioned in this study 

which underpins gender equality and women empowerment. Fourthly, to establish whether 

measurable targets exist to monitor progress. Lastly, to determine whether these municipalities 

have gender awareness trainings for municipal officials who are responsible for the 

implementation of gender policies in these municipalities. 

 

Criteria Inclusion  Exclusion 

Timeframe Municipal documents published from 

2014 

Post 2024 

Location Focused on municipal documents from 

the ZF Mgcawu District in the Northern 

Cape Province, South Africa. 

Municipal documents from 

other municipalities outside 

ZF Mgcawu District in the 

Northern Cape Province 

Language Documents available in English or 

Afrikaans 

Documents not available in 

English or Afrikaans 

Gender Equality  Reports or documents that explicitly 

focuses on gender equality and women 

empowerment. 

Reports or documents post 

2024 

Integrated 

Development 

Plans 

Reference made to gender equality, 

women empowerment and top 

management. 

No reference made to gender 

equality, women and top 

management. 
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Annual Reports Reference made to gender equality, 

women empowerment and top 

management,. 

No reference made to gender 

equality, women and top 

management. 

Human Resource 

Documents 

Employment Equity Plans and other 

humans resource documents and policies 

on gender equality and women 

empowerment. 

Human resource documents 

not related to women 

empowerment and gender 

equality. 

Legislation National legislation, Government 

Reports, Governments strategic plans 

that advocates for women empowerment, 

women empowerment and unfair 

discrimination. 

Opinions 

Accessibility Documents publicly available between 

2014 to 2024. 

Restricted access 

Table 1: Inclusion and Exclusion Criteria  

 

3.6. Data collection method: Document Analysis  

The data collection method used in this study was document analysis. Document analysis is used 

to review printed and electronic documents (Bowen, 2009:27). The author further states that when 

doing a document analysis, it requires the researcher to examine and interpret the data in order 

gain understanding and develop empirical knowledge (Bowen, 2009). In this study the following 

documents were reviewed to gain understanding of gender equality within the ZF Mgcawu District 

and to produce empirical knowledge on the existence of women empowerment in top management 

in the studied municipalities. The documents analysed were the Integrated Development Plans, 

Annual Reports, Human resource documents and national legislation on gender equality.  

 

As mentioned in 3.4, the national legislations were analysed to assess the impact and outcome of 

these gender policies at the ZF Mgcawu District and its local municipalities. Whether the adoption 

of these gender legislation has led to the improvement of equal opportunities for both men and 

women, whether any institutional mechanism exist which will assist the process of gender 

mainstreaming within the ZFM District Municipality and local municipalities. A total of forty (40) 
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Integrated Development Plans across the ZFM District were analysed to see whether gender 

equality and women empowerment to top management is incorporated into their development 

strategy. All the forty (40) IDP documents had the relevant information which the researcher 

needed. A total of thirty-seven (37) Annual Reports across the ZF Mgcawu District were analysed 

to see whether there were any gender performance outcomes in all the municipalities. Human 

Resource Documents related to gender equality such as Employment Equity Policies were 

analysed to ascertain the municipalities’ plans to eliminate unfair discrimination and promote 

gender equality in the workplace, especially on the advancement of women to top management 

positions.  

 

3.7. Data Analysis  

This study employed the thematic analysis as the data analysis method. Thematic analysis is 

defined as a “method for systematically identifying, organising, and offering insight into, patterns 

of meaning (themes) across a dataset” (Clark and Braun, 2012:2). Bowen (2009) describe thematic 

analysis as a process of identifying a pattern in the data collected, then forming themes that become 

categories for analysis. In this study, the researcher used the following process drawing from Clark 

and Braun, (2012):  

 Firstly, since the researcher only relied on publicly available municipal documents. 

The researcher had to rigorously analyse these documents to get an in-depth 

understanding of gender equality and women empowerment within these 

municipalities. While familiarising with the collected data, the researcher made notes 

which were relevant to the research questions.  

 

 Secondly, after carefully analysing the collected data and the notes made during the 

familiarisation stage, the researcher developed codes. The codes the researcher 

developed informed inductive approach. The inductive codes were from all the 

municipal documents that the researcher analysed and informed feasibility and 

theoretical framework. 
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 Thirdly, after the codes were developed, the researcher than identified possible themes 

suitable for the study. These themes that the researcher developed was from the 

recurring patterns that came through in all the documents that was analysed. 

 

 Fourthly, the researcher reviewed the potential themes developed in the third step. To 

ensure the relevancy of the themes, the researcher than evaluated themes against the 

codes that were recorded in step 2. 

 

 The themes that the researcher identified were grouped so that they respond to the 

objectives of the study and their relevance in relation to gender equality and women 

empowerment. 

 

 Lastly, the researcher incorporated the themes and sub-themes in the presentation of 

the findings in chapter four. The researcher presented the themes accompanied by 

evidence from the municipal documents analysed, the research questions, objectives 

and lastly the theoretic and conceptual framework of the study. 

 

3.8. Ethical Consideration  

Ethics is the “norms and values that guide decisions regarding data collection and analysis as well 

as the dissemination of findings” (Mirza, Bellalem and Mirza, 2023). In short, ethics is an inquiry 

into what the researcher is allowed to do and what they not allowed to do. This study is a 

documentary study, so it does not deal with human participants but solely deals with documents. 

The researcher was mandated to apply for ethical clearance from the University of the Western 

Cape and ethics clearance was granted by the UWC Ethics Committee. The ethical clearance 

reference number is: HS24/10/38. 

 

3.9. Methodological Limitations of the study  

Miles (2019) has defined a research limitation as a restriction in a study which a researcher has no 

control over, and restriction as a result of the methodology selected.  This documentary research 

had limiting conditions. The study limitations included the difficultly of accessing documents that 

are legally supposed to be publicly available. This speaks to the studied municipalities lack of 
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adherence to publicising information that should be publicly available according to the Promotion 

of Access to Information Act (PAIA) of 2000 and section 32 of the Republican South African 

Constitution. The second limitation was lack of views from women in management positions in 

the studied municipalities to understand from their perspective the opportunities and challenges in 

the quest to advance to top-management position.  

 

3.10. Conclusion 

In conclusion, this chapter outlined a detailed research methodology that was employed in this 

study. This was a qualitative study with the aim to analyse whether the South African gender 

equality policies are implemented to advance women progression to top management positions in 

local municipalities of the ZF Mgcawu District in the Northern Cape Province. The study was a 

documentary analysis and the data that was collected the researcher has systematically worked 

through and developed and grouped themes to respond to the objectives of the study. Ethical 

clearance was obtained from the UWC Ethics Committee. The limitations of the study were 

outlined. Even though there were methodological limitation, the chosen methodology and methods 

were very useful to obtained data that helps to answer the research questions. The next chapter 

presents the findings and discussions of the study. 
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CHAPTER 4: FINDINGS AND DISCUSSION 

 

4.1 Introduction 

The previous chapter discussed the research design and methodology. The chapter presents and 

interprets the findings of the data collected through document analysis. The findings of this data 

responds to objective one, two and three of the study which are: (1) to understand South African 

gender equality legislation concerning women in leadership positions in ZF Mgcawu District and 

Local Municipalities; (2) to analyse the extent of the implementation of the South African 

Employment Equity Policy to achieve gender equality in ZF Mgcawu District and Local 

Municipalities; and (3) to ascertain whether gender inequality in top management positions is 

being addressed ZF Mgcawu District Municipalities and its local municipalities in the Northern 

Cape. The study identified, analysed and interpreted the following secondary data sources from 

the ZF Mgcawu District Municipality and its five local municipalities (Dawid Kruiper Local 

Municipality, Kai Garib Local Municipality, Kheis Local Municipality, Tsantsabane Local 

Municipality and Kgatelopele Local Municipality).  

 

The research analysed publicly available documents in the form of the Integrated Development 

Plans, Municipal Annual Reports, Municipal Employment Equity Plans and other related Human 

Resource Documents between the period 2014 to 2024. The presentation of the findings is 

organised as follows 4.2 demographics and profiling of the ZF Mgcawu District; 4.3 is the 

presentation of themes and sub-themes. 4.4. presents ZF Mgcawu Districts’ lack of compliance 

with National Legislation on Gender Equality; 4.5. presents the integration of Gender 

Mainstreaming at ZF Mgcawu District and Local Municipalities; 4.6. presents the state of gender 

equality concerning women in top management positions in ZF Mgcawu; and 4.7 presents the 

extent of the implementation of the Employment Equity Policy in relation to gender equality in 

ZFM District Municipality and its five local Municipalities followed by the conclusion. 
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4.2 Description of the Case Study: Demographics and Profiling of the ZF Mgcawu District. 

 

1Figure 1: Map of the ZF Mgcawu District Municipality (ZFMDM, 2024) 

The ZF Mgcawu District is one of the 5 Districts in the Northern Cape Province (CoGTA, 2020). 

The above map shows where in the Northern Cape the ZF Mgcawu District and its 5 local 

municipalities are located. The District Municipalities physical office is situated in Upington 

(ZFMDM, 2024). 

 

                                                             
Figure 1: Map of the ZF Mgcawu District Municipality (ZFMDM, 2024) 
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4.3. Themes that emerged from data analysis  

 

 

Figure 2: Themes and sub-themes that emerged from data analysis 

Figure 2 above illustrates the themes and sub-themes which presents the key research findings. 

The discussion of these themes and sub-themes in done below from 4.4.  which are discussed 

below in relation to the literature review, legislative framework and theoretic framework.  

 

4.4. Lack of Compliance with National Legislation on Gender Equality. 

The evidence collected from the ZF Mgcawu District and the five Local Municipalities under its 

jurisdiction revealed trends in the presentation of women in top management. The trends 

discovered in these municipalities are not in line with the National Legislation on gender equality 

and the empowerment of women to top leadership positions within local government. The intended 

outcome and impact of the National Legislation on gender equality in municipalities is to provide 

guidelines for equal opportunity for both men and women. But the data reveal that only one female 

has been appointed in 2014 as Municipal Manager, which puts these municipalities in 

contravention of these legislations. This contravention is due to the lack of clear institutional 

commitments or mechanisms that would assist in the implementation of gender mainstreaming.  

 

Examples of these national legislation which serves as the foundation for addressing gender 

imbalances are the Women Empowerment and Gender Equality Bill Act of 2014, the Promotion 
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of Equality and Prevention of Unfair Discrimination Act 4 of 2000, and the Commission on Gender 

Equality Act 39 of 1996. National and Policy Frameworks such as the National Policy Framework 

for Women’s Empowerment and Gender Equality, the Gender Equality Act of 2000, and the 

Gender Policy Framework for Local Government (2006) are all policy frameworks that were 

established to advance gender and women empowerment. 

 

The Employment Equity Act (EEA) 55 of 1996, outlines that the employer must ensure that every 

employee is treated with fairness and given equal opportunities in the workplace. It also outlines 

affirmative action to redress employment experienced by a designated group, and fair 

representation in all levels in the workplace.  

 

4.4.1. Underrepresentation of all women in top management 

With regards to the compliance with the Employment Equity Act, the study found that the 2019 

Human Resource Plan for the Dawid Kruiper Local Municipality’s revealed that the “gender split 

is men 66.29% and women 33.71%” and the “the most important imbalance is in the group of 

Managers below Top Management which is 25 men and 7 Women” (DKLM, 2019:5). The 

2018/2019 and the 2020/2021 IDP of the Dawid Kruiper only refers to employment equity policy 

under the ‘Comment on the performance of Human Resource Services Overall’ stating that 

“Human Resources complied with all important legislation and policies amongst others, 

Municipal Systems Act, Skills Development Act, Employment Equity Act” (DKLM, 2020:190). 

From the above evidence from the Dawid Kruiper Local Municipality the study found that from 

2014-2024 the top management was occupied by male only and that the municipality has never 

appointed a female as a Municipal Manager. Dawid Kruiper Local Municipality in the 2018/2019 

and 2020/2021 IDP mention that human resources have complied with key legislation which 

includes the Employment Equity Act, but the findings reveal that there was no female appointed 

as Municipal Manager as stated above, and this gives a clear indication of lack of compliance to 

the EEA. From the above findings on gender split it can be noted that ‘manager’s discretion’ as a 

moderator is applied when appointing managers in the municipality, and this is a reflection of the 

strategic choices of Upper Echelon Theory which implies that executives have greater control over 

who gets appointed or what direction the institution will take (Bonelli, 2023).  
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In the Kai Garib Local Municipality’s, the research found that in the municipality’s 2018 

Employment Equity Policy it stated the following objectives: 

“Addressing under-representation of designated groups in all occupational categories and 

levels in the workforce. Specifically, under-representation of black people, as defined in 

the Act, and people with disabilities were identified during the numerical analysis as 

presenting special challenges which the Municipality has to address” (KaiGaribLM, 

2018:5).  

This study does not look at the underrepresentation of black females in top management, but looks 

at the underrepresentation of women of all races in top management positions within Local 

municipalities in the ZF Mgcawu District, Northern Cape. The above policy objective reveals that 

at the Kai Garib local Municipality, the underrepresentation of black females in all occupational 

groups which includes the position of the Municipal Manager is severe compared to other race 

groups. The objective also reveal that the municipality is not only in contravention of their 

Employment Equity Policy but also section (7) and (8) of the Promotion of Equality and Prevention 

of Unfair Discrimination Act 4 of 2000, which prohibits discrimination on the basis of race and 

gender. This contravention can be justified through the lens of the Critical Race Theory which 

advocates for race neutrality. One of the Critical Race Theory principles highlighted by Pajak, 

(2024:582) ‘Racism as Ordinary’ is present, racism is inherent in this municipality as other races 

accept Blacks occupy leadership positions. 

 

Moreover, another objective of Kai Garib Local Municipality to “identifying and developing 

strategies for the elimination of employment barriers in the Employment Policies and Practices of 

the Municipality.” (KaiGaribLM, 2018:5). Under the policy content in the Kai Garib Employment 

Equity Policy (2018), the Kai Garib Local Municipality has made commitments toward affirmative 

action measures within the municipality “to address the employment barriers and the 

underrepresentation of identified during the numerical analysis and the review of the Employment 

Policies and Practices of the Municipality.” They include; “increasing the pool of available 

candidates and appointment of employees from designated groups” (KaiGaribLM, 2018:6).  

 

From the above findings, the Kai Garib Local Municipality complied with the EEA’s subsection 

2(b) by including their commitment to affirmative action in their 2018 Employment Equity Policy. 
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But even with the above commitments towards affirmative action, the municipality still failed to 

implement their Employment Equity Plan as there has never been a female appointed as Municipal 

Manager at Kai Garib since the adoption of the policy in 2018. The analysis of the executive 

management structure of the Kai Garib Local Municipality, shows that the management structure 

is male dominated. Therefore, when studied through the lens of the Upper Echelon Theory it 

becomes easier to predict the strategic outcome of the municipality as it reflects the executive 

characteristics. 

 

In the ZFM District Municipality, the 2019/2020 Employment Equity Plan highlighted the 

commitments of the municipality toward fair treatment and states as follows: 

“Enforcing the right of fundamental equality and opportunity between men and women in 

employment as well as the right of every person to be protected against employment or 

procurement discrimination on the grounds of race, gender, ethnic or social origin, colour, 

age, culture, language, marital status, disability or economic status” (ZFMDM, 2019:10). 

 

The ZFM District Municipality workplace profile revealed that in top management “coloured 

males are over represented in this category and the rest of the groups are underrepresented with 

African females showing the most underrepresented” (ZFMDM, 2019:14). From the lens of 

Critical Race Theory, the above finding reveal that there is systematic racism within the District 

Municipality. With regards to women in leadership positions the EE Plan revealed that the women 

component in the top three occupational categories is 38.5% compared to the 61.5 male 

component (ZFMDM, 2019:15). From the above findings, the ZFM District Municipality has 

complied with EEA subsection 2(a) by outlining the commitments to fair treatment in workplace, 

but the status on women being appointed as Municipal Managers from 2014-2024 is zero, which 

is a clear indication of failure to implement the municipal employment equity plans leading to non-

compliance to the Employment Equity Act. This also implies that the ZF Mgcawu District 

Municipality is not making an effort to advance women to top management positions. In 

interpreting the above findings with the lens of Employment Equity Act 55 of 1998, it is evident 

that Municipalities in the ZF Mgcawu District, Northern Cape are non-compliant to national 

legislation on gender equality, they have failed to implement the Employment Equity Policy which 

advocates for the equal representation at all levels in the workplace and they have failed to 
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implement their respective employment equity plans which advocates for equality and opportunity 

for both male and females.  

 

Moreover, the study also found that there is no information publicly available on the employment 

equity plans of the Kheis, Tsantsanbane and Kgatelopele Local Municipalities. There is limited 

information available on employment equity at the Dawid Kruiper, Kai Garib! Local 

Municipalities and the ZF Mgcawu District Municipality. This implies that these municipalities 

do not comply with the Promotion of Access to Information Act of 2000, because they are not 

publishing information that should be accessible to the public.  

 

The Women Empowerment and Gender Equality Act of 2014 aims to ‘establish a legislative 

framework for the empowerment of women; to align all aspects of laws and implementation of 

laws relating to women empowerment, and the appointment and representation of women in 

decision-making positions and structures; and to provide for matters connected therewith’. This 

study tried to establish compliance with this legislation. The overall findings of this research 

revealed that the ZF Mgcawu District Municipality and its five local municipalities have appointed 

one female as Municipal Manager between 2014 and 2024. This appointment was in the 2014 at 

the Kheis Local Municipality. Therefore, the overall findings reveal a very limited implementation 

of the Women Empowerment and Gender Equality Act. 

 

4.4.2 Gap between policy formulation and actual implementation 

The data collected also revealed that there is a gap in implementation within the studied 

municipalities which is discussed below. There is reference to gender equality in the IDPs of the 

studied municipalities. In the ZFM District Municipality the following is stated: “To ensure gender 

equality, and prevention of discrimination against special groups. Promotion of programmes such 

as woman in construction/building’ (ZFMDM, 2015:210). Additionally, the Dawid Kruiper Local 

Municipality with regards to the implementation of their Employment Equity Plan have referred 

to gender equality stating ‘The focus for the year was on the promotion of Employment Equity as 

well as investing in training to correct the gender imbalance on all levels of the workforce’ 

(DKLM, 2020:17). This is simply for municipalities to comply with national legislation on gender 

equality but in reality, they have not implemented gender policies with specific reference to women 
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empowerment or advancement to top management as the annual reports of DKLM have no 

evidence of the results of implementation.  Additionally, in the ZF Mgcawu District there are no 

clear measurable gender targets in place that will ensure that municipalities in the ZF Mgcawu 

District achieve gender equality. It is also evident that there is a huge gap between policy intention 

and implementation. For example, the national legislation on Women Empowerment and Gender 

Equality clearly outlines what should happen in local government with regards to gender equality 

and women empowerment to leadership positions. But these stipulations do not find expression in 

the ZF Mgcawu District Municipality and its five (5) local municipalities based on the evidence 

provided above.  

 

4.5. Integration of Gender Mainstreaming at ZF Mgcawu District and Local Municipalities.  

According to the Commission for Gender Equality (2024: 2), gender mainstreaming involves the 

inclusion of both male and female issues and experiences into the design, implementation, 

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

spheres so that women and men benefit equally. The purpose of this theme is to analyse documents 

from 2014-2024 to see to ascertain whether this integration exists within the ZFM District 

Municipalities and its five local municipalities under its jurisdiction. 

 

4.5.1. Lack of gender activities 

Gender Mainstreaming in the local government sphere is important, as this is the sphere of 

government closest to the people. Most IDPs reviewed are silent on gender mainstreaming. For 

example, the study found that the ZFM District Municipality and Kgatelopele Local Municipality 

do not mention gender mainstreaming and have no programmes design to mainstream gender in 

their IDPs and annual reports or any other human resource documents that is publicly available. 

The 2017-2022 IDP of Kheis Municipality referred to gender mainstreaming in the situational 

analysis, but does not mention the plans and strategies especially those targeted on how women 

will be advanced to top management. Dlanjwa (2018) argued that gender mainstreaming should 

be driven by top management and reflected in the strategic values of the organisation, with both 

male and female leaders being the drivers. Building up on Dlanjwa’s (2018) point on top managers 

driving gender mainstreaming, Donnelly et al. (2018) highlighted that middle managers are aware 
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of gender equity initiatives within their organisations and strongly belief that the appointment of 

women to top management can reshape organisational agendas toward gender equality issues.  

 

At the Tsantsabane Local Municipality, the study found that reference has been made to gender 

mainstreaming as follows:  

“Gender mainstreaming is the systematic incorporation of considerations into the policy, 

programs and practices, so that before decisions are taken an analysis is made of 

circumstances and how they will impact on women and men. It is not just focused on the 

participation of women but the quality and conditions of their participation.  

Mainstreaming is a process towards the achievement of transformation and development 

goals” (TsantsabaneLM, 2021: 44). 

The above finding in the Tsantsabane Local Municipality IDP is descriptive, it does not present 

evidence of implementation of gender mainstreaming. There is no data available to support the 

above finding for example, the municipal IDP does not mention whether an active gender equity 

agenda or gender activities in leadership structures exist within the municipality. 

 

In the 2024 IDP of the Dawid Kruiper Local Municipality, the study found that reference is made 

to women empowerment by indicating that “an insignificant improvement regarding employment 

equity target groups and the targets of women in top-level positions” (DKLM, 2024:90). The use 

of the word ‘insignificant’ implies that there is no sense of urgency in the development of women 

to top management and it is also reflected in the data analysed. The municipality also has no clear 

mechanism and indicators on how it intends to promote gender balance in top management. This 

finding supports Penceliah’s (2011) argument that a gender equality legislative framework does 

exist in the public sector, but women's advancement to leadership positions is still slow.  

 

Gender mainstreaming is mentioned in the policy documents of Kheis, Dawid Kruiper and 

Tsantsabane Local Municipalities. The word gender is mentioned in the analysed policy 

documents of the municipalities, but it mostly used to refer to a broader designated group rather 

than the outcomes to gender specific leadership in the municipal administrative setting. The 

municipalities that do mention gender mainstreaming do not have clear mechanisms, targets, 
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strategies, leadership programmes for women and targeted recruitment in place that will assist in 

advancing women to top management (Tsantsabane LM, 2021: 44; and DKLM, 2024: 90).  

 

Reflecting on the analysed policy documents of each of the six (6) municipalities and their 

compliance to gender policies and the implementation gap.  The researcher argues that the IDP 

and annual reports referred or mentioned gender, gender equality, Employment Equity Plans, but 

these documents do not mention what measures are in place or targets on how the ZFM District in 

the Northern Cape intends to address gender inequality in the six (6) municipalities. The findings 

from the ZFM District municipalities contradict Nyiransabimana’s (2018: 10) argument that the 

promotion of women in local government can be achieved through the municipalities IDP and 

Sustainable Development Goal. Similarly,  Todes et al, (2007) mentioned that in order to address 

women empowerment, the IDPs should include the following; ‘firstly, the incorporation of gender 

into each phase of the IDP process; Secondly, all aspects of municipal work could be assessed to 

see how they can address these issues, and provincial and national departments could come 

together to address them in a more gender sensitive manner through the IDP; thirdly, a thorough 

examination of the overall situation of women and men across municipalities; and lastly, assessing 

the operations of the different departments in the municipalities could reveal to what extent their 

programmes benefit women as well as men, and whether changes are needed’ (Todes, Sithole and 

Williamson, 2007). What is suggested by Todes et al., (2007) does not exist in the document 

analysed from the ZFM District Municipality and its five (5) local municipalities. The 

incorporation of what Todes et al, (2007) has outlined can benefit the ZFM District as it would 

give a stronger basis of thinking about strategic directions.  

 

Section 4.4 and 4.5 of the study provided the evidence of the lack of compliance and gender 

integration at the ZF Mgcawu District to national legislation on gender equality. The next section 

looks at the current status of gender equality concerning women in the position of Municipal 

Manager (i.e. Top Management). 
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4.6. State of gender equality concerning women in top management positions, ZF Mgcawu 

District (2014-2024). 

This section presents the current status of gender equality in top management positions of ZF 

Mgcawu District and its 5 local municipalities.  

 

4.6.1. Status of women in top management 

 

4.6.1.1.  ZFM District Municipality: 2014-2024 

The analysis of the Integrated Development Plans, Municipal Annual Reports for the ZFM District 

Municipality from 2014-2024 has revealed that the municipality has never appointed a female 

municipal manager (i.e., top management). The documents revealed that from 2015 to 2017, the 

position for municipal manager was occupied by a male (ZFMDM, 2015/2016; ZFMDM, 2017). 

The 2017 Integrated Development Plan revealed that a male was appointed as acting Municipal 

Manager and was replaced by another male in 2018. In the later stage of the review 2020-2021, 

the position was vacant, and from 2022 to 2024, a male was appointed as acting Municipal 

Manager of the ZFM District Municipality (ZFMDM, 2022/2023). A male Municipal Manager 

was permanently appointed after the period under review. 

 

 
2Figure 3: Overview of Female Municipal Managers’ appointments in the ZF Mgcawu District (2014-2024).  
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Figure 3 shows a graphical presentation of the total number of women who have occupied top 

management between 2014 and 2024. Top management is defined by Rae (2024) as those officials 

that occupies the highest position within an organisation and is responsible for the overall 

leadership and strategic decision-making. In this study, top management refers to the position of 

Municipal Manager. The study found that in 2014 only one female was appointed as Municipal 

Manager at ZF Mgcawu within the 10 years (two terms) under review (KheisLM, 2014). 

 

4.6.1.2. Dawid Kruiper Local Municipality:2014-2024 

The documents analysed for the Dawid Kruiper Local Municipality was the Integrated 

Development Plan, Annual Reports, and Human Resource documents related to the study from 

2014-2024. With regards to the appointment of females as Municipal Managers, the data revealed 

as illustrated in Figure 2, that over the 10 years, there was no female Municipal Manager. From 

2014-2017 the Municipality had a male Municipal Manager who in 2017 was replaced by another 

male who transitioned from the ZF Mgcawu District Municipality.  

 

4.6.1.3. Kai Garib Local Municipality: 2014-2024 

The data analysed from the Kai Garib Local Municipality on the representation of women in top 

management from 2014 to 2024 revealed that in the year 2014, the Municipality appointed a male 

as acting Municipal Manager (KaiGarib LM, 2014). The 2015 Integrated Development Plan shows 

that a male Municipal Manager was appointed (KaiGarib LM, 2015) and was replaced by another 

male in 2018. In the later stage of the review, the 2021/2022 Integrated Development Plan and 

Annual Report also revealed that the municipality appointed a male acting Municipal Manager. In 

2023, a male was permanently appointed as Municipal Manager of the Kai Garib Local 

Municipality (KaiGarib LM, 2023/2024). 

 

4.6.1.4. Kheis Local Municipality: 2014-2024 

The 2014 IDP of the Kheis Local Municipality revealed that the municipality had permanently 

appointed a female Municipal Manager, and her term ended after the 2016 Local Government 

Elections. From 2016 to 2024, males were appointed to act as Municipal Manager (KheisLM, 

2016). Kheis is the only municipalities within the District where a female was appointed 

permanently in top management as a municipal manager.  

 

https://uwcscholar.uwc.ac.za/home



51 
 

4.6.1.5. Tsantsabane Local Municipality: 2014-2024 

The revised 2021 Integrated Development Plan of the Tsantsabane Local Municipality revealed 

that a male occupied the position of Municipal Manager. From 2021 to 2024, a male Municipal 

Manager was permanently appointed (Tsantsabane LM, 2021). 

 

4.6.1.6. Kgatelopele Local Municipality: 2014-2024 

The 2018 Integrated Development Plan of the Kgatelopele Local Municipality reveal that on 1 

March 2018 a male Municipal Manager was appointed on a 4-year fixed term contract 

(KgatelopeleLM, 2018/2019: 45). The 2022 Annual Report revealed that in February 2022 the 

fixed term contract of the Municipal manager ended and another male was appointed to act in the 

position (KgatelopeleLM, 2022: 27). In the later state of the review 2023/2024 the Municipality 

appointed a male Municipal Manager. The Integrated Development Plans and Annual Reports for 

both the ZFM District Municipality and Kgatelopele Local Municipality reveal that in 2022/2023, 

the appointed acting male Municipal Manager headed both municipalities at the same time 

(ZFMDM, 2022/2023; TsantsabaneLM, 2022/2023). 

 

The above presentation of the findings in the ZF Mgcawu District Municipality and its Local 

Municipalities gives a clear indication that achieving gender equality in the District is very slow 

and inconsistent. Van der Waldt et al. (2019) argued that more needs to be done to facilitate the 

empowerment of women in local government and this is despite the existence of a wide range of 

statutory and regulatory frameworks and targets set for gender equality. Moreover, Vyas-

Doorgapersad and Bangani (2020) reveals that gender equality implementation in South African 

municipalities demonstrates unequal access to resources. Similarly, this study reveals that the ZF 

Mgcawu and its Local Municipalities have unequal access to human resources in the form of 

women in top management positions. There is value in integrating women in top management 

position. For instance, Tambulasi and Chasukwa (2020) argued that where women are integrated 

into the Public Service on an equal footing, there is anecdotal evidence of effectiveness, efficiency 

and responsiveness.   

 

In answering the main research question which looks at how the ZF Mgcawu District 

Municipalities advance gender equality in top management positions? The finding gave a clear 

indication that the policy frameworks on gender equality is not effectively implemented at the ZF 
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Mgcawu District Municipalities. For instance, Chapter 3, section 7(1) of the Women 

Empowerment and Gender Equality Act which was adopted in 2014 clearly outlines that 

“designated public bodies and designated private bodies must, within their ambit of 

responsibilities and available resources, develop and implement plans and measures as 

prescribed, in order to achieve the progressive realisation of a minimum of 50 per cent 

representation and meaningful participation of women in decision-making positions and 

structures including Boards”. But municipalities in the ZF Mgcawu District do not comply with 

this Act, as there has only been one female appointed as a Municipal Manager in a 10 year-period.  

Mvundla (2009) argued that the South African statutory and regulatory frameworks are more 

focused on the equality of outcome rather than opportunity. In other words, the outcome of the 

Women Empowerment and Gender Equality Act 2014 is 50/50 representations and meaningful 

participation of women in decision-making positions. But the analysed IDPs, Annual reports, 

Employment Equity Plans and other human resource related documents, show that there are no 

opportunities or programmes to assist in enhancing women’s capabilities and assisting them to 

compete for the position of Municipal Manager. 

 

4.6.2. Institutional barriers to women in top management 

The four theories that guided this study for examining gender inequality in top management within 

the ZF Mgcawu District are the Glass Ceiling which outlines the invisible barriers that hinders the 

progression of women to top management, this theory focuses on the gender aspect of the study. 

The Upper Echelon Theory analyses the characteristics such as educational background and work 

experience influence women’s advancement to top management. The Role Congruity Theory helps 

to understand why there is no women at top management and why men are more favourable 

candidates in the appointment of Municipal Managers in the ZF Mgcawu District and its local 

municipalities. Lastly, the Critical Race Theory analyses how racism and gender discrimination is 

inherent in these municipalities and their policies. From the above finding the existence of Glass 

Ceiling in the ZF Mgcawu and its local municipalities is evident in the above trends. From the 

perspective of the Glass Ceiling Theory, it can be argued that despite National Government 

introducing policies to promote gender equality women are still unable to advance past a certain 

point in their professions, regardless of their qualification or achievements which according to the 

Upper Echelon Theory are the characteristics which influence managerial behaviours and the 
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interpretation thereof (Purcell, McArthur and Samblanet, 2010: 705). In line with the Glass Ceiling 

Theory, invisible barriers exist in ZF Mgcawu District that prevent women from moving up beyond 

a certain level (Yang, et al. 2022). The main finding of this study, which was that from 2014-2024 

only one female was appointed as Municipal Manager in one of the local municipalities (i.e. Kheis 

Local Municipality).  This is evidence that Glass Ceiling exist within the six (6) municipalities as 

there is a significant underrepresentation of women in the Municipal Manager positions. With 

regards to the Glass Ceiling Theory, the findings also reveal that access to opportunities in the ZF 

Mgcawu District are not equal more specifically when it comes to women empowerment to the 

position of Municipal Manager as this opportunity is dominated by males. 

 

4.6.3.  Male dominance in top management positions 

Through the lens of the Role Congruity Theory, which exist to explain why there is a mismatch 

between social roles and leadership roles. The findings in this study align with this theory as the 

data shows that over the 10 -year period, only one female has been appointed as municipal manager 

and concurs with Ealy and Karua (2002: 573) on the two perceived incongruity between female 

gender roles and leadership roles and state that this theory reveals that women are viewed as less 

suitable to men to occupy leadership roles and also a cultural perception that men must lead. The 

findings concur with what Ealy and Karua (2022) state as it is evident that men in the ZF Mgcawu 

District are seen as suitable to occupy leadership positions. 

 

The Upper Echelon Theory provided the lens to analyse the demographics and organisational 

structure of the municipalities under study. The presence of one female occupying the position of 

Municipal Manager in the entire District does not create a welcoming environment for women to 

occupy leadership positions. Lastly, from a Critical Race Theory, the overall findings reveal the 

evidence of race and gender discrimination is inherent in these municipalities and their policy 

implementation. This is justified by the appointment of one female as a municipal manager in a 

10-year period in a total of 6 municipalities. Additionally, there was evidence from the ZFM 

District Municipality workplace profile which revealed that in top management positions, coloured 

males are over represented and the rest of the racial groups are underrepresented with African 

females showing the most underrepresented (ZFMDM, 2019) and the ZFMDM EE Plan the 

women component in the top three occupational categories is 38.5% compared to the 61.5 male 
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component (ZFMDM, 2019). From a Critical Race Theory lens the underrepresentation of women, 

especially African females in leadership confirms that there is race and gender discrimination the 

studied municipalities.  

 

In conclusion, gender representation in the ZF Mgcawu District has not advanced. The findings 

from the state of gender representation in top management has revealed that only one female has 

managed to advance to the position of municipal manager over the 10-year period (2014-2024). 

Moreover, the next section of the study will discuss the extent of the implementation of the 

Employment Equity Policy in the ZFM District. 

 

4.7 Extent of the implementation of the South African Employment Equity Act in ZF 

Mgcawu District. 

 

Sections 5 and 6 of the Employment Equity Act 55 of 1998, state that “Every employer must take 

steps to promote equal opportunity in the workplace by eliminating unfair discrimination in any 

employment policy or practice”. This Act ensures that in every workplace, affirmative measures 

are put in place to promote fair treatment regardless of gender.  

 

4.7.1. Inconsistent implementation of gender equity. 

The study found that in the ZF Mgcawu District Municipality, the policy documents analysed did 

not reveal any measures for women empowerment or strategies to promote equal opportunity 

within the municipality. The findings in the ZFM District Municipality are a true reflection of what 

Khosla and Barth (2008) stated that the continued absence of women in top management remains 

a challenge and through the lens of the Glass Ceiling Theory it reveals that there are barriers in 

ZFM District and its municipalities that keeps women from advancing to leadership position 

regardless of having the qualifications and experience (Morrison, 1987).  The absence of gender 

target, measures and strategies is evidence of the barrier to the advancement of women to 

Municipal Manager position in the ZF Mgcawu District Municipality. 

 

The findings for the local municipalities on the gender equity as a priority are as follow: The 

Development Priority 10 ‘Administrative and institutional capacity’ in the 2016 Service Delivery 
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and Budget Implementation Plan (SDBIP-Top Layer) of the Dawid Kruiper Local Municipality 

listed the following indicator ‘The number of people from employment equity target groups 

employed in the three highest levels of management in compliance with a municipality's approved 

employment equity plan’ (DKMLM, 2016). But there were no targets to support this indicator in 

the financial year. 

 

The 2012-2017 Integrated Development Plan of the Dawid Kruiper Local Municipality has set a 

target for the next 5 years they planned:  

“To correct the gender imbalances of the workforce on all levels… [It also revealed that 

there is an] ‘insignificant improvement regarding employment equity target groups and the 

targets of women in top-level positions” (DKLM, 2012-2017).  

 

The 2016 Integrated Development Plan revealed “that all targets in the Employment Equity Plan 

expired on the 1st October 2010 were not met” (DKLM, 2016/2017: 68).  Additionally, section 

2.3.1 of the DKM’s 2019 Human Resource Plan revealed the following: ‘The most important 

imbalance is in the group of Manager below Top Management which is 25 Men and 7 Women, 

which is 78% Men and 22% Women’ (DKLM, 2019: 5). 

 

The above findings from the Dawid Kruiper Local Municipality reflects that the municipality is 

not proactive when it comes to addressing gender equity. There are no accountability mechanisms 

in place. For example, there are no performance targets to increase women's representation in top 

management, meaning that there is a huge gap between what is said in their policy documents and 

implementation. It is argued that gender inequality is a big problem in the workplace (Ndaworny, 

2021). The above findings highlighted that the targets the municipality has set were not reached, 

which supports the previous argument by Ndaworny (2021). The inability of the Dawid Kruiper 

Local Municipality to implement employment equity targets is not only a South African problem 

but a global problem. Globally, Pin (2020) highlighted that China in its attempt to eliminate gender 

inequality, has implemented policies such as Labour Law and Employment Promotion Act, but 

despite its efforts women still find it difficult to advance. 
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The policy documents analysed for the Kheis Local Municipality does not speak to gender equity 

specifically to the empowerment of females into top management positions. Even though the 2014 

Integrated Development Plan revealed that the municipality appointed a female as Municipal 

Manager. The documents analysed does not mention gender equality. The study also found that 

there is no information publicly available to analyse the extent of the employment equity policy.  

 

Gender equity is referenced several times in the Integrated Development Plans and Annual Reports 

of the Kgatelopele Local Municipality but it does not address the empowerment of women into 

top management. For example, they used the phrase gender equity and gender in the IDPs when 

they quoted from municipal legislation such as the NDP vision 2030, The Municipal Structures 

(1998) and the Municipal Systems Act (2000), when addressing community issues (Kgatelopele, 

2020). From 2014 till 2024 only males were appointed as Municipal Manager. 

 

The 2021 Integrated Development Plan of Tsantsabane Local Municipality under the 

municipality’s special programmes and gender being a priority states the following: “Women are 

encouraged to participate in all municipal process such as at management level. Gender 

transformation presents an opportunity for the establishment and development of a body of 

knowledge for sharing across municipalities and other spheres of government” (TsantsabaneLM, 

2021/2022:44-45). From the above quote women employed at the Tsantsabane Local Municipality 

are encouraged to partake in municipal administrative processes and the municipality speaks on 

gender transformation, but despite women participating in these processes, they are still 

overlooked when it comes to their appointment as Municipal Manager, which places the 

municipality in contravention of the Employment Equity Act.  Alobaid et al. (2020) on topic of 

encouraging gender equality and women participation in local government has argued that globally 

women have started to achieve significant employment gains by breaking gender barriers in career 

selection, but despite these career advancement women are still outnumbered by male is top 

management positions. In agreement with Alobaid et al. (2020) the above finding from the 

Tsantsabane Local Municipality, the municipality encourages women to participate in 

administrative processes, but tracking from 2014-2024 the municipality never appointed female as 

a Municipal Manager. 
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The findings on gender equity simply highlighted the gap between policy and implementation. The 

municipalities failed to implement the employment equity targets set out in their respective 

employment equity plans. In conclusion, some municipalities in the ZF Mgcawu District made 

reference to gender equity in their policy documents, but there are no clear targets on how they 

intend to achieve gender equality with specific reference to women in top management. The 

documents analysed, especially the IDPs, also revealed repetition of phrases. For example, the 

same phrases have been used throughout the 10-year period which is under review in this study. 

The lack of policy implementation plays a major role in these municipalities. Therefore, gender 

equality or women empowerment is a far-fetched dream. The theory that best described this finding 

is the Glass Ceiling Theory, where Reskin and Padavic (1994) suggested that this is a limit on the 

advancement of women throughout. From a Critical Race Theory, there is existence of gender 

discrimination which intersects with race especially with limited employment of Blacks and Black 

women in a Coloured dominated employment space. From the above finding on the extent of the 

Employment Equity Act at the ZFM District Municipality and its five (5) local municipalities, it 

is clear that the municipalities are in contravention of this Act. In order for these municipalities to 

achieve gender transformation they need to strengthen their internal processes through gender 

mainstreaming or by adopting policies that will address gender equality. 

 

4.8. Conclusion  

This chapter of the study focused on the data analysis and findings. The Women Empowerment 

and Gender Equality Act 2014 formed the basis of this study, as the study wanted to determine 

whether gender equality specifically in the advancement of women to top management has existed 

in ZF Mgcawu District Municipality and its local Municipalities since the adoption of this Act. 

The findings from the data analysed responds to the objectives of the study.  

 

In relation to objective one of the study, the municipalities lack compliance to the national 

legislations on gender equality. These policies included the Women Empowerment and Gender 

Equality Act of 2014 and forms the basis of the study, the Promotion of Equality and Prevention 

of Unfair Discrimination Act 4 of 2000, Commission of Gender Equality Act 39 of 1996, National 

Policy Framework for Women’s Empowerment and Gender Equality, the Gender Equality Act of 

2000, and the Gender Policy Framework for Local Government (2006).  
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In relation to objective two, only 1 female has been appointed between 2014 and 2024 in the entire 

District. This implies that there is gender discrimination and limited efforts to advance women in 

top management positions in the ZF Mgcawu District and its Local Municipalities.  

 

In relation to objective three, the study found that the municipalities have challenges implementing 

the Employment Equity Act 55 of 1998, putting these municipalities in direct contravention of this 

Act. These possible challenges could be that leadership and management within these 

municipalities lack understanding on how to effectively implement the Employment Equity Act 

and failure to effectively implement this act will hinder the progress of women empowerment and 

gender equality in top management. The next chapter of the study presents the conclusion and 

recommendation of the study. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://uwcscholar.uwc.ac.za/home



59 
 

CHAPTER 5: CONCLUSION AND RECOMMENDATIONS 

 

5.1. Introduction 

This chapter presents the conclusion and recommendations of the study. The main purpose of the 

study was to analyse whether the South African gender equality legislation and policies are 

implemented to advance women progression to top management positions in local municipalities 

of the ZF Mgcawu District in the Northern Cape Province. The objectives of the study were (1) to 

understand the South African gender equality legislation concerning women in leadership 

positions at local government level; (2) To analyse the extent of the implementation of the South 

African Employment Equity legislation in relation to gender equality in the ZF Mgcawu 

municipalities; (3) To ascertain whether gender inequality in top management positions is being 

addressed in municipalities within the ZF Mgcawu District in the Northern Cape and (4) To explain 

how gender equality in top management positions can be addressed in the local government sphere. 

The question this research sought to answer was: How has the South African local government 

sphere advanced with gender equality in top management positions in municipalities within the 

ZF Mgcawu District in the Northern Cape?    

 

5.2. Summary of the Literature Review  

The literature review and theoretical framework guiding the study were discussed in chapter two.  

The literature focused revealed the conceptual perspective of gender at Local Government level 

and showed that although gender is an important concept is still viewed through an inadequate lens 

when analysing public administration and policy theory practice. The literature defined what 

gender equity and equality is and reviewed gender equality from a local and global perspective 

and the literature revealed that globally women still lag behind in top management positions and 

locally in South Africa there are more disparities in leadership positions and the labour market. 

The literature revealed the importance of gender equality and women participation in local 

government. It further outlined the women’s strategies for the promotion of gender equity in Local 

Government. The literature showed barriers to women’s advancement to top management in local 

Government, the impact of organizational culture on women’s advancement to top management, 

and gender mainstreaming at local government. The literature also outlined the legislative 

framework and policy provision on women, gender equality and equity in the South African 
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government. Much of the literature revealed challenges of implementing gender equality policies 

at local government in general. It also showed that the progress of women advancement to senior 

management positions at local government level is slowly improving but there is limited research 

which shows progress of women advancing to top management positions at local government by 

province including in the Northern Cape Province.   

 

The theoretical framework of the study constituted of the four main theories that guided this 

research was the Glass Ceiling Theory (dealt with the gender aspect of the study), Upper Echelon 

Theory (focuses on the leadership aspect of the study), the Role Congruity Theory (assisted analyse 

the issues surrounding the advancement of women to top management positions) and the Critical 

Race Theory (assisted in exploring how race and discrimination affect gender equality in 

Municipalities in the ZF Mgcawu District, especially with regards to women occupying the 

position of Municipal Manager).  

 

5.3. Summary of the Research Design and Methodology  

The study adopted a qualitative interpretive research approach. This was a qualitative documentary 

research which employed purposive sampling to select the relevant documents within the studied 

municipalities. The study data was collected through document analysis and thematic analysis 

method was use to analyse the collected data. Even though there were methodological limitations 

discussed below, the chosen methodology and methods were very useful to obtained data that helps 

to answer the research questions. 

 

5.3.1. Methodological Limitation  

The study had two methodological limitations. The researcher encountered some difficulties in 

accessing documents that legally are supposed to be public available in some of the local 

municipalities within the ZF Mgcawu District. This speaks to the studied municipalities lacked of 

adherence to publicising information that should be publicly available according to the Promotion 

of Access to Information Act (PAIA) of 2000 and section 32 of the Republican South African 

Constitution. The second limitation of the study was lack of views from women in management 

positions in the studied municipalities to understand from their perspective the opportunities and 

challenges in the quest to advance to top-management position. The second limitation can be 
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achieved through further research that can be empirical in nature. It was not possible to overcome 

the second limitation because the researcher did not financial resources to do empirical research.  

 

5.4 Summary of the findings 

The aim of this study was to analyse the extent the South African Local Government sphere has 

advanced with gender equality in top management positions of local municipalities within the ZF 

Mgcawu District in the Northern Cape. The objectives of the study were (1) to understand the 

South African gender equality legislation concerning women in leadership positions at local 

government level; (2) To analyse the extent of the implementation of the South African 

Employment Equity legislation in relation to gender equality in the ZF Mgcawu municipalities; 

(3) To ascertain whether gender inequality in top management positions is being addressed in 

municipalities within the ZF Mgcawu District in the Northern Cape and (4) To explain how gender 

equality in top management positions can be addressed in the local government sphere. 

 

The question this research sought to answer was: How has the South African local government 

sphere advanced with gender equality in top management positions of local municipalities within 

the ZF Mgcawu District in the Northern Cape?   The study found that in the ZF Mgcawu District 

there is an underrepresentation of females in top management in all the municipalities within the 

district. The study found that only one female has been appointed as municipal manager over the 

period 2014-2024. This appointment took place at the Kheis Local Municipality (2014). This 

implies that there is very slow progress to advance gender equality in top management positions 

in the ZF Mgcawu District and its municipalities. Further findings are presented below in relation 

to the research objectives.  

 

5.4.1 How has the South African local government sphere advanced with gender equality in 

top management positions of local municipalities within the ZF Mgcawu District in the 

Northern Cape? 

From 2014-2024 only one female has been appointed as Municipal Manager in the ZF Mgcawu 

District. The study also found that the municipalities are not clear on how they intent to achieve 

gender equality. There are no implementation plans and there are no measurable targets available. 
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Therefore, the ZF Mgcawu District Municipality and its five (5) Local Municipalities has not 

advanced with gender equality in top management, they still lagging behind. 

 

5.4.2 How are the South African gender equality legislation implemented in local 

municipalities within the ZF Mgcawu District in the Northern Cape? 

The representation of females in top management revealed trends. The trends discovered from the 

respective municipalities are not in compliance with the national legislation on gender equality 

and women empowerment. With regards to the Women Empowerment and Gender Equality Act 

of 2014, the study found that these municipalities are not in compliant with this Act as they have 

failed to implement policies relating to women empowerment through recruiting and appointing 

qualified and competent women into top management. The findings on the extent of the 

implementation of the Employment Equity Act, showed that only one female has been appointed 

as Municipal Manager in a 10-year period from 2014 since the passing of the Women 

Empowerment and Gender Equality Act of 2014. These municipalities are not compliant with this 

Act and they have failed to implement their respective Employment Equity Plans which advocates 

for equality and equal opportunity for both male and female. 

 

5.4.3 How is the South African Employment Equity Policy implemented in local 

municipalities within the ZF Mgcawu District in the Northern Cape? 

The study found that in the ZF Mgcawu District, the municipalities do not have measures for 

women empowerment or strategies for the advancement of women to top management within the 

municipality. Targets are set, but there are no indicators and the targets in the employment Equity 

plans were not met. This suggests that the current implementation of the Employment Equity is 

biased towards men and there are not programmes in place to ensure that women are also 

empowered. Overall, gender equity is not addressed in the ZF Mgcawu District.  

 

5.5. Study Contribution 

There is literature available on women empowerment and barriers women face when advancing to 

top management positions. But there is limited literature on how women’s unique leadership traits 

can contribute to the overall performance of District and local municipalities in the Northern Cape 

Province. The finding of only one female being appointed over the 10-year period under review 
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indicate that municipalities in the ZF Mgcawu are struggling to implement women empowerment 

and gender equality legislations and policies. Therefore, the findings of the study contribute with 

insights to the existing knowledge on progress or lack of on advancement of women in top 

management positions in municipalities within the Northern Cape Province, South Africa. The 

findings also reveal existence of race and gender discrimination in management of the ZF Mgcawu 

District and its Municipality. The study shows that women leaders in the studied municipalities 

are still viewed as less suitable to men to occupy leadership roles and there is also a cultural 

perception that coloured men must lead in the ZF Mgcawu District and its municipality. This study 

adds to the growing debates on gender in public governance in South African local government by 

offering a nuanced understanding of how gender policies are operationalised within the local 

government contexts. In the discipline of public administration, the study contribution is situated 

is public policy implementation and public governance within the local government sphere.  

 

5.6.  Operational Recommendations 

The following operational recommendations are offered to enhance to the advancement of gender 

equality in the ZF Mgcawu District.  

 IDP’s and Annual Reports of all 6 municipalities should include targets on gender 

transformation. Example: the municipal annual report should provide real evidence on 

gender outcomes rather than only reporting on gender activities that is happening within 

these municipalities. The IDP’s should include municipalities gender action plan and have 

specific and measurable gender targets. 

 

 These municipalities need to have gender mainstreaming champions. Example: the work 

of the champions shall be to review the recruitment and promotions policies of the 

municipality. Secondly, they must identify the challenges which makes it unlikely for 

women to be appointed into top management. Thirdly, they must advocate for targeted 

recruitment ensuring that 50/50 percentage representation is a reality within these 

municipalities as outlined in the Women Empowerment and Gender Equality Act. 

 

 The municipalities’ gender equity objectives should include measurable targets for women 

in top management and should be in alignment with National Gender Policy Frameworks. 
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Example: The top management position should be target for qualified women and the 

targets should be mandatory. 

 

 The Human Resource Recruitment and promotion processes should include gender equity 

criteria. Example: Municipalities must ensure that 50 percent of the candidates shortlisted 

must be females who qualify for the post. 

 

 The recruitment of qualified and competent women for the top management position 

should be mandated by all municipalities within the ZF Mgcawu District. Example: During 

the recruitment process for top management, Municipalities must make it compulsory that 

there is gender balance during the shortlisting process. If no gender balance exist, 

interviews should be halted until qualified women are on the shortlist. 

 

 All municipalities within the ZF Mgcawu District must establish mentorship training and 

networking that includes women to enable them to advancing to top management. 

Example: these mentorship trainings will foster inclusivity in the municipality and it will 

boost women’s confidence, and provide them with guidance for career growth. 

 

5.7. Recommendation for further research  

This study was a documentary analysis which solely relied on publicly available documents of the 

municipalities under study, therefore the researcher recommends: 

 A narrative study of women’s experiences at top management in Local Government to 

understand opportunities and barriers in advancing women in local government leadership. 

 

5.8. Concluding remarks 

This chapter dealt with the conclusion of the study and the recommendation. The main purpose of 

this research project was to analyse whether the South African gender equality legislation and 

policies are implemented to advance women progression to top management positions in local 

municipalities of the ZF Mgcawu District in the Northern Cape Province. The researcher concludes 

that the implementation of gender equality policies in the ZF Mgcawu District is still slow and 

inconsistent. The theoretical framework played a critical role to assist the researcher to firstly, 
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connect with wider academic conversations on gender equality and women empowerment, 

identifying a research gap and thirdly to explain how this study contributes in addressing that gap. 

It also assisted the researcher to select the appropriate research methodology for the study. 

 

The ZF Mgcawu District’s lack of compliance with national gender legislation and local 

government gender equality frameworks has negative implication on gender transformation at 

local government. Additionally, the lack of gender mainstreaming in the six municipalities 

suggests the need to priories it to achieve gender equality and equity. It also suggests that the 

Commission for Gender Equality is not effectively monitoring the implementation of gender 

equality legislation at local government. Despite the gender equality legislations implemented by 

National Government, there are still barriers stopping women from advancing to top management 

within these municipalities. Women are still unable to advance past a certain point in their 

professions regardless of their qualifications or achievements. 

 

The lack of implementation of municipal employment equity plans in relation to gender requires 

attention and needs to be prioritised by gender oversight bodies such as SALGA, Commission for 

Gender Equality and the Department of Women, Youth and Persons with Disabilities. The limited 

information on EEP gives an indication that gender equality and women empowerment is not a 

priority in the ZFM District Municipality and its local municipalities. It further indicates that there 

is lack of compliance with the Promotion of Access to Information Act of 2000, which stipulates 

that information that relevant for public consumption in government institutions should be 

accessible. Overall, the study reveals a need for stakeholders who advocate for gender equality 

and equity to enhance their efforts in the Northern Cape Province.  
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