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• South Africa's SADC Gender and Development Index (SGDI) score for economic justice is 77%;
16 percentage points higher than the Citizen Score Card (CSC) at 61%.

• With just 23% women in economic decision-making positions, South Africa ranks tenth in
the SADC region.

• South Africa has progressive legislation on economic empowerment of women.
• South Africa has implemented the Preferential Procurement Policy Framework Policy Act, No

5 of 2000, that calls for preferential treatment of women of all races, black people and
persons with disabilities in procurement transactions.

• Women are best represented as government senior managers (41%) and least represented
as CEOs of private companies (4%).

• South Africa is one of the few SADC countries that routinely conducts time use studies;
researchers conducted the last study in 2010.

• Women spend less time in paid jobs than men, and put in more than twice as much time as
men in unpaid work.

• Gill Marcus, one of the highest ranking women in economic decision making, resigned from
her job as the Governor of the Reserve Bank.

• South Africa has the lowest proportion of women in labour force participation at 47%.
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SA informal traders demanding their rights. Photo: Jennifer Lewis
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South Africa's SADC Gender and Development Index
(SGDI) score for economic justice is 77%, one percentage
point down from its 2013 score (78%). The regional
average is 74%. Citizens scored the government 61%
for 2014, which is a decline of 14 percentage points
from the 2013 score of 75%. The CSC score is also less
than the regional average of 63%. Empirical data and
citizens' perceptions of the progress made by the South
African government to achieve the economic targets
of the SADC Gender Protocol both come in below the
regional average scores, suggesting a decline since 2013
in this sector.

The SGDI score is an empirical measure of progress against
the five indicators, measuring attainment of economic
justice ahead of the 2015 timeframe. The indicators
measure women's share of economic decision making
positions; the ratio of women's labour force participation
as percentage of men's labour force participation;
female/male unemployment rate; female share of non-
agricultural labour; and length of maternity leave.

The SGDI score does not register qualitative nuances
such as poverty levels, access to productive resources,
and women's economic literacy, which citizens may
consider when rating government progress, as in the
case of the CSC. The CSC, which this study bases on per-
ceptions, captures qualitative aspects not incorporated
in the empirical data.

Most government policies recognise that tackling poverty
requires a focus on increasing women's access to formal
employment as well as other productive activities and
opportunities.

CSC
77%

6

Table 4.1: SGDI and CSC scores on productive
resources and employment, economic empowerment

Scores
Ranks

SGDI
61%

9

Table 4.2 illustrates that, according to the 2014 African
Economic Outlook (AEO) report, South Africa experi-
enced 2.7% economic growth in 2014. Meanwhile,
South Africa has 23% women in economic decision-
making positions, while 28% of the female population
is unemployed. The labour participation rate in South
Africa is 47%.

Women's economic empowerment and gender equality
form part of human development indicators. Only one
SADC country, Seychelles, ranks as “very high” or “high”
in the United Nations Development Programme (UNDP)
Human Development Ranking for 2013. The study ranks
South Africa, Botswana, Namibia and Swaziland as
“medium”, while it considers the other SADC countries
to have low levels of human development.

Where are women in South Africa's economic boom?

Table 4.2:  Economic growth and gender indicators
GDP

per capita
$11 500

Source: African Development Bank (ADB) available at http://www.afdb.org.en/countries/southern-africa : gender Links (2014).

Female
Unemployment

28%

Female labour
force participation

47%

Women in economic
decision-making

23%

Female
population

3%

GDP
2013

$353.9billion

2014 GDP
growth
2.7%

Estimated GDP
growth 2015

3.0%
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Living through agriculture

The Nhlabosini Cooperative is
a South African organisation
on a mission to end poverty
through its agricultural project.
Doris Mthethwa started the
organisation in 2000. It aims to
feed the community by using its
land. The project began after
the retrenchment of men who
had worked in mills in the area
of Richards's bay in KwaZulu-
Natal. Women soon realised the
need to feed and sustain their
families.

The women in the community of
Kwambonambi had also been
suffering from unemployment
mainly associated with their low
levels of literacy. When the
project began, hunger affected
families throughout the commu-
nity. The project thus involves
women, children and men.

Nhlabosini supplies its produce
to big supermarkets in the area,
namely Boxer superstore, Spar,
and Fruit and Veg City.

Doris Mthethwa won the Drivers of Change award in the economic
development category. Photo: Nqobile Zungu
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The project's key activities include:
• Planting and ploughing;
• Packaging the vegetables;
• Selling of the products;
• Water harvesting;
• Teaching techniques in organic farming; and
• Marketing the products in local businesses.

Challenges faced by the cooperative include:
• Financing for equipment;
• Need for skills training for women;
• Planting is seasonal;
• Dependence on the Department of Agriculture for

both technical support and tools: there is a need to
involve private sector; and

• Lack of transportation for the vegetables to markets
and the schools.

Lessons learned and innovation:
• Financial muscle is not easily accessible;
• Information gathering is difficult;
• There is a need to keep members motivated and

working together for a successful outcome of the
project;

• It is better to get materials ahead of time as they can
be difficult to access in rural areas; and

• Planning is important if the project is to succeed.

Key Priorities for 2014/2015:
• Formalise the markets, and think and act like

businesswomen;
• Market and promote the project vigorously to the

private sector;
• Attend more training and work with new women;
• Involve dieticians and food specialists; and
• Work with the new fresh produce market in the area.

Figure 4.1 shows that with 23% women in economic
decision-making roles, South Africa ranks tenth in the
SADC region: one position lower than in 2013. This
figure incorporates women's participation as ministers
and deputy ministers, permanent secretaries in finance,
economic planning, trade, and reserve bank governors.
One of the highest-ranking women in economic decision-

Women and men in economic decision-making

The Protocol provides that state parties shall, by 2015, ensure equal participation by
women and men in policy formulation and implementation of economic policies.
formulation and implementation of economic policies.

Source: 2014 Gender Protocol Barometer, Gender Links.

Figure 4.1: Women in economic decision-making in 2014
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making, Gill Marcus, resigned from her job as the
Governor of the Reserve Bank at the end of 2014.
Currently the highest-ranking women in economic
decision-making are Minister of Energy Tina Joemat-
Pettersson and Lindiwe Zulu Minister of Small Business
Development.
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Gender budgeting

The Protocol provides that State Parties shall ensure gender responsive budgeting at
the micro and macro levels including tracking, monitoring and evaluation.

Position
CEOs / MDs
Chairpersons
Directorships
Executive Managers
Government Senior Manager

Source:  BWASA Women in Leadership 2012 Census.

Women %
3.6
5.5

17.1
21.4
40.7

Table 4.3: Men and women executive
management positions in 2012

Men %
96.4
94.5
82.9
78.6
59.3

1 2014 SADC Gender Protocol Barometer.
2 BWA South African Women in Leadership 2012 Census.

The Business Women's Association of South Africa
(BWASA) annual census highlights that, in spite of the
marginal increase in the proportion of women in
executive management positions, the numbers remain
too low at directorship level. There is need for a far-
reaching societal shift to achieve more balance between
men and women in leadership roles in the public and

private sectors. The Women Empowerment and Gender
Equality Bill, which seeks to ensure 50/50 representation
of women in decision-making structures in both the
private and public sectors, has yet to be approved by
cabinet. It is worrying that 21% of companies in South
Africa have no women in senior management.1
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Wendy Appelbaum is a business-
woman, philanthropist and one
of the richest women in Africa.
Appelbaum worked as a director
of Liberty Investors, the holding
company of Liberty Group
(Liberty International changed
its name to Capital Shopping
Centres Group in 2010, and
Appelbaum still holds shares).

She is now a director of Sphere
Holdings, a black empowerment
company focused on the financial services and mining
sectors. Appelbaum holds various directorships and
trusteeships, and is a member of numerous organisations
registered in South Africa and abroad. These include
the Wits Donald Gordon Medical Centre, a postgraduate
teaching hospital of the University of the Witwatersrand;
The Donald Gordon Foundation, the largest private

charitable foundation in Africa; and
the World Wide Fund for Nature South
Africa.

She is a member of Harvard University's
Women's Leadership Board, the
International Women's Forum and a
board member of Synergos Africa. She
was previously the deputy chair of
Women's Investment Portfolio Limited
(Wiphold Limited), the first women-
controlled company to list on the
Johannesburg Stock Exchange (JSE)

with then-assets in excess of R1 billion.

In 2006, Leading Women Entrepreneurs of the World,
an organisation that honours and promotes female
entrepreneurial excellence, recognised her work.

Extract from Wits Business School Journal,
http://www.wbsjournal.co.za/articles/south-

africas-30-wonder-women-948.html

Wendy Appelbaum is one of the richest women in South
Africa. Photo: Google images

Table 4.3 shows that women in the private sector still
have a long way to go in reaching the 50/50 target as
set out in the SGP.  According to the Business Women
Association of South Africa (BWASA) Women in
Leadership 2012 Census, “The direct comparison of men
and women in the upper echelon of the workforce
portrays a stark reality: women are clearly in a minority
amongst their male counterparts."2 Women in decision-
making mostly work as government senior managers
(41%) while very few serve as CEOs of private companies
(4%).
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Budgets are a government's most important policy
instrument; they shape social and economic development
and reflect priorities for action. They outline how much
will be spent on health care, military or education, what
taxes may be introduced, increased or decreased,
strategies for increasing employment or access to
housing, and every other activity of the government.
Although budgets may appear to be gender-neutral
policy instruments, expenditures and revenue collection
can have different impacts on women and men.

The central plank of gender budgeting is that, because
of the different locations of men and women in society
and in the economy, virtually no budget line is neutral.
By obtaining gender disaggregated data on such issues
as land tenure, credit, and agricultural extension, a
picture emerges as to whether or not a budget line
item on agriculture is actually addressing gender
disparities in this sector.

Inspired by the Australian example, the South African
Women's Budget Initiative (WBI) has its roots in civil
society and in parliament. It began with detailed research
into all sectors and government departments by a team
of researchers in civil society, working closely with the
parliamentary Committee on the Quality of Life and
Status of Women. Researchers published these findings
in four volumes of the Women's Budget as well as a set
of subsequent papers, and in the simplified version:
Money Matters.

In South Africa, the most visible outcome of the budget
initiative within government has been a discussion of
gender issues woven into budget documents tabled by
the minister of finance. In addition, this included the
requirement that departments disaggregate output
indicators when preparing their submissions for the
budget process.

Time use

The Protocol provides that State Parties shall ensure gender responsive budgeting at
the micro and macro levels including tracking, monitoring and evaluation.

Time use surveys, sometimes called time budget surveys,
aim to provide information on the activities people
perform over a given time period - generally a day or
a week - as well as how much time they spend on each
of the different specified activities. While the scope and
purpose of such surveys differ enormously, the most
common aim of these surveys in developing countries
is to provide better information on work performed by
different categories of people (men and women, in
particular).

More specifically, the intention of many of the surveys
is to highlight the time spent on unpaid activities, which
is generally either under-recorded in surveys or not
recorded at all. Furthermore, key economic indicators

such as gross domestic product (GDP) often do not
reflect unpaid activities. Thus time use surveys can
contribute to addressing what Elson (2000:21) has
described as the problem of women's activities: which
often do not get “counted” in statistics, not “accounted
for” in representations of the economy and not “taken
into account” in policy making.

The “care” economy is the hidden and unaccounted
for work that happens, usually by women, in the home
and in the community. Though rarely accounted for in
any economic statistics, the economy would crumble
without this supportive work.  A study has estimated
that this amounts to US$ 11 trillion worth of work that
GDP does not account for.

Care workers undertake care work simultaneously with
other activities, which is one of the reasons why this
form of work remains less clearly identified than other
forms. For example, a woman may cook at the same
time that she cares for children - or she may sell fruit
and vegetables on the roadside with her children nearby,
needing constant supervision. Ironmonger (2003)
referred to several studies that show that women report
as little as 25% of time spent on childcare as a primary
activity. South Africa is one of the few SADC countries
that routinely conducts time use studies; researchers
concluded the last study in 2010.

Female traders have multiple roles, including looking after children
and babies at the same time as they sell their stock. Photo: ENCA
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Economic empowerment

The Protocol provides that state parties shall by 2015:
• Adopt policies and enact laws which ensure equal access, benefits and opportunities

for women and men in trade and entrepreneurship, taking into account the contribution
of women in the formal and informal sectors;

• Review national trade and entrepreneurship policies, to make them gender responsive;
• Introduce affirmative action measures to ensure that women benefit equally from

economic opportunities, including those created through public procurement processes.

Figure 4.2 shows that employed women from all
population groups are more likely to spend more time
doing unpaid housework, caring for others and collecting
fuel and water than their employed male counterparts.3

It also shows that, among women, employed black
African women spend the most time (266 minutes)
doing unpaid housework, while employed white women
spend the least amount of time (198 minutes).4

Although employed men in all population groups spend
substantially less time doing unpaid household work
than employed women, employed black African men
spend more time on this work than employed coloured,
Indian/Asian and white men. In 2010, employed black
African men spent on average 20 more minutes doing
unpaid housework than coloured and white men and
44 minutes more than Indian/Asian men.5

Table 4.4: Minutes per day spent on different types of work by sex, 2000 and 2010

Employment-related work
Unpaid care work
Total work

Female Ratio

Source: Time Use Survey 2010.

2000 2010

130
229
358

0.61
2.36
1.15

Male
214
97
311

Female Ratio
116
216
332

0.61
2.60
1.21

Male
191
83

274

Figure 4.2: Unpaid housework, care of others and
collecting fuel and water among employed women

and men in each population group, 2010
Black African

Coloured

Indian/Asian

White

Female

Male

Source: Time Use Survey 2010.
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Table 4.4 shows a comparison of how men and women
spent their time in 2000 and 2010. In 2000 and 2010
women spent approximately 61 minutes on employment-
related work for every 100 minutes spent by men on
this work. In contrast, women spent more than twice
as many minutes on unpaid care work than men did.
When researchers combine both types of work, women
spent an average of 115 minutes working for every 100
minutes worked by the average man in 2010. In 2010,

women spent, on average, more than double the time
spent by men on collecting fuel and water for household
use (Time Use Surveys, 2000 and 2010). In essence,
women spend less time in paid jobs than men spend,
and put in more than twice as much time as men in
unpaid work. These findings go a long way in explaining
the income differentials between women and men in
South Africa.

3 Gender Statistics South Africa, 2011.
4 Ibid.
5 Ibid.
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Source: DTI: Integrated Strategy on the Promotion of Entrepreneurship and Small Enterprises.

South Africa has excellent and progressive legislation
in terms of economic empowerment. However, women
have less access to education, credit, land, market
information and technology in comparison to men.
Thus, in the entrepreneurship and trade arenas, women
remain marginalised. The removal of protectionist trade
policies can have a negative effect on the participation
of women in trade, as this challenges local female
producers to compete with foreign products sold at
lower rates. Restricting women's access to markets and
implementing legislation that forces them to remain
largely represented in the informal sector impedes their
economic participation.

South Africa has put in place several policies that increase
women's access to credit to ensure women's economic
empowerment. These include The Promotion of Equality
and Prevention of Unfair Discrimination Act (2000); the
Employment Equity Act (1998); the Electoral Act (1998);
The Municipal Systems Act (2000); and the Communal
Land Rights Act (2004). In addressing the needs of the
poor for housing and shelter, the Rural Housing Loan
Fund provides loans through intermediaries to low
income households.

A number of projects offered through the Department
of Social Development facilitate economic empower-
ment and sustainable development around the country.
Stakeholders at the level of local government, the driver

of local economic development, have increasingly been
finding ways to help entrepreneurs diversify and grow
their businesses in a way that simultaneously helps the
local municipality address its economic needs.

There is an ongoing review at local government level
about how best to assist and develop small businesses.
Nationally, the South African government has reviewed
development funding criteria and infrastructure to
make special provisions for enhanced access to credit
and other forms of finance for rural women and people.

A female trader in the Western Cape selling a multitude of products
from fizzy drinks and juices to fruit. Photo: West Cape News

Table 4.5: Strategic Framework on gender and women's economic empowerment

This strategy proposes a large number of initiatives aimed at providing various kinds of support to women-
owned businesses as follows:

Provision of Business information

Entrepreneurial education and training

Financing

International trade

Research and statistics
Science and technology

Rural women

Information Business Forum for Women Programme
Annual business symposium for women
The  “Your government telling you like it is” project
Self-employed Development support programme
Yong Women in Entrepreneurship programme
Women Enterprise Programme
South African Women in Business programme
Expert Advisers for Businesswomen programme
Women in Manufacturing programme
Gender budget analysis
Finance quota system
Improving access to finance for women in business
Business development fund for women
Female quota in foreign trade delegations
International linkages for women programme
International trade for women programme
Women in export programme
South African national research project on enterprising women
Technology fund for women in business
Women and technology Business awareness programme
Innovations By and For Women in Business programme
Economic Literacy Development Programme for Women
Economic Capacity development for Women programme
Business Organisational Leadership programme
Co-operative capacity-building Training programme

Focus Area Proposed initiatives
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Tackling gender violence by Taking Charge6

In 2013, Gender Links embarked on a unique programme
linking survivors of gender-based violence with economic
opportunities created by what GL calls “100 Centres of
Excellence for Gender in Local Government” in ten
countries. The entrepreneurship programme seeks to
reduce the emotional and financial reasons preventing
women exposed to GBV from making positive life choices
by providing life skills and enterprise development
training.

The programme addresses the following Protocol targets:

• Adopt integrated approaches, including institutional
cross sector structures, with the aim of reducing
current levels of gender-based violence by half by
2015.

• Introduce measures to ensure that women benefit
equally from economic opportunities, including those
created through public procurement processes.

Targets: The target group for the Gender Links entre-
preneurship programme is survivors of gender-based
violence from poor communities. The project aims to
link these women to social services at local or national
level. The aim is to train 1500 women in 100 councils
in ten countries: Botswana, Lesotho, Madagascar,
Mauritius, Mozambique, Namibia, South Africa,
Swaziland, Zambia and Zimbabwe. The programme
started in 2013 and to date, trainers have worked with
1027 women, and this includes 110 trained in South
Africa.

Objectives: Through this programme, GL seeks to test
the hypothesis that economic independence can reduce

a GBV survivor's vulnerability to further abuse. The
programme integrates positive private growth skills
and sustainable economic opportunities, which can
offer extended financial confidence and therefore
affirmative personal choices. Specific objectives include:

• To increase women's agency and independence,
empowering them to participate fully in all aspects
of their personal and public lives;

• To explore and document the link between economic
empowerment and GBV;

• To link women in the communities with local economic
opportunities in the areas of the Centres of Excellence
(COE) councils in ten Southern African countries;

• To enhance personal and productive agency and
improve the economic status of GBV survivors and
increase their access to economic opportunities;

• To break down the stereotypes of women's business
opportunities being linked to their so-called traditional
roles and skills;

• To assist women to improve their financial sustain-
ability and become micro entrepreneurs;

• To provide knowledge and oppor-tunities for business
growth and diversity; and

• To identify potential funding resources for women-
led businesses.

Actions: The aim of the programme, aptly called “Taking
Charge,” is to build women's confidence, self-esteem,
as well as communicate a belief in a future with the
prospect of economic independence. The programme
has three phases: an initial training workshop, market
survey and business plan, and backstopping.

The gender-based violence survivors express their
personal experiences and understanding of gender and
GBV during the Entrepreneurship training in three ways.
They complete “I” Stories to share their experiences, a
personal development Plan and the Gender Empower-
ment Index (GEI). The programme will test the hypo-
thesis that economic empowerment will increase
women's agency and self-realisation, thereby increasing
their ability to negotiate safe relationships or to leave
abusive relationships. The GEI provides baseline
information before the training and measures change
after the training. It includes questions about women's
perceptions of relationships dynamics, their rights in
relationships and their experiences of GBV. The follow
up GEI survey provides progressive data on changes in

Fear

GBV
VULNERABILITY

Poor skills
base

Lack of
self worth

No clear
alternatives

Economic
dependence

6 2014 SADC Gender Protocol Barometer.
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women's personal agency and the status of their
economic position since attending the programme.

Another way in which these women gain confidence
in themselves and their business ideas is through
presenting their business plans and ideas in public
forums at national and regional summits. Some of the
entrants had ideas to start a business and others to
grow and improve their existing businesses. In these
ways, GL is addressing key aspects of the vulnerability
of women to GBV.

Outcomes: Key outcomes to date include:

• Some of the women that have participated in the
course have ventured into non-traditional businesses

such as a quarry, fish farming, managing public toilets
for a fee and re-upholstery of vehicles;

• Women have been encouraged to start businesses;
• Women with businesses have learned to run their

businesses smarter and to keep records and do their
pricing more effectively;

• Women tend to express the aim of sharing their
knowledge with other women in their communities;
and

• Women's personal self-esteem has grown and they
have developed confidence in themselves and the
ability to run a business. A participant from Zimbabwe
recounted at the national summit how, "ever since
I started making my own money, I have stopped
begging my abusive and promiscuous husband to
love and care for our children."

Entrepreneurship participants in South Africa learn computer skills as part of the COE training. Photo: Ntombi Mbadlanyana
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Table 4.6: Barriers to access to finance for women

Source: Gender Links, 2014.

Effects

The traditional norms and values in many countries prevent women from leaving formal financial options, acting
as legal persons, and from accumulating assets such as property. Such constraints affect women's ability to offer
assets as collateral, which is often beyond the scope of a woman's available or limited assets. Women continue
to be treated as legal minors in some communities, constraining their ability to make independent decisions or
contractual arrangements, for example, for funding.
Women remain most likely to have employment at the lower levels, least skilled, least influential and lowest paid
jobs in the economy and this has a negative impact on their ability to accumulate assets and equity.
South Africa has largely excluded women from decision-making in both the economic and financial spheres of
influence. Since women mostly do not work in positions of power in these sectors, this has the effect of not
fostering a culture that recognises the gender constraints and respects the needs of women.
Women usually need start-up capital, which, for commercial institutions, is high risk and therefore not supported
by gender-neutral institutions insensitive to the gender constraints faced by women. Stakeholders have made
very few attempts to explore alternative risk management strategies better suited to the asset limitations of women.
Male decision-makers often consider the realities of women's lives as adverse and use the multiple roles women
play as a justification for declining business credit. In a situation of scarce resources, investors will often go with
what they know, i.e. men.
Women sometimes do not know about the financial or non-financial support available to them to enhance their
business aspirations.
Whilst men and women face difficulties when setting up businesses, women face additional difficulties such as
access to finance.  The playing field tends to level out when women's businesses reach maturity and they can
provide sufficient evidence to reduce the perception of risk associated with gender.
A lack of collateral means that the primary source of funding for resource-poor women is high interest bearing
and low value micro finance.
Banks sometimes do not know that women face gender specific constraints when seeking finance and they may
adopt a gender-neutral position, assuming that this puts women on an equal footing.
Women often want to borrow smaller amounts and this may be outside of the minimum loan policies of a bank.

Barrier

Legal constraints

Employment and income limitations
faced by women
Exclusion from policy making,
decisions and influence in financial
and economic decision making

Attitudes towards women

Lack of information and exposure to
business and finance environments
Business maturity

Finance institution policies

Gender, entrepreneurship and access to finance
Factors affecting women's entrepreneurship opportunities and growth can be summarised as follows:7

7 http://knowledge.cwbusinesswomen.org/access-to-finance-for-women-in-business-paper-by-the-commonwealth-business-womens-network/

Table 4.6 shows barriers to accessing finance and their
effects on women. Women face more difficulties in
accessing finance for business than men due to lack of
collateral, business training, and legal barriers.

The government has introduced two major changes to
facilitate access to credit. The first is the introduction
of the microfinance Apex Fund Institution. The second
involves government's commitment of R1 billion to a
new loan fund for agricultural development. Women
constitute one of the targeted beneficiaries and the
equalisation of benefits between women and men is
one of the issues the new institution will address. The
Land Bank also recently introduced a “Step-Up” loan
facility to provide short-term micro-credit to individuals
from vulnerable groups.

It is also worth noting the Loan and Mortgage Disclosure
Act, 2000 (Act 63 of 2000), which sought to encourage
financial institutions to provide credit to help historically
disadvantaged persons to acquire housing. Meanwhile,
the Department of Public Works recently signed an
agreement with ABSA bank to facilitate access to credit
for women in the construction sector.

South Africa has also reviewed its Small, Medium and
Micro Enterprises (SMMEs) policy and legal framework
with a view to creating a more enabling environment.
Legislators created a new institutional structure to
address the needs of South Africa for both urban and
rural SMMEs and those belonging to women. Women
received substantial funding, albeit less than men, from
these institutions. The government also created a new
ministry of Small Business Development with a mandate
of accelerating women's participation in the economic
sector.



SADC Gender Protocol 2015 Barometer • South Africa   77

Informal trade

Social networks have emerged throughout the region
as an important basis for facilitating trade. In South
Africa, these networks revolve around the friendship
relations among women traders who spend much time
travelling and working together. Women do not confine
these networks to non-national groups, such as
Zimbabweans, but also include other foreign traders
and South Africans.  Research has shown the usefulness
of these social networks in improving the livelihoods
of these women.  Through networks, women gain
support in marketing products; access to preferred and
reliable transport services; and (most importantly) secure
market niches.

German technical Cooperation (GTZ) has conducted
extensive research on South Africa's informal sector and
the impact that vocational skills training has on the
lives of those working in the second economy. According
to the organisation's findings, 3.5 million South Africans
work in informal employment, whereas about 9.6 million
people work in the first economy. Various skills training
initiatives exist in South Africa, including the Joint
Initiative on Priority Skills Acquisition (JIPSA). Informal
entrepreneurs who receive some form of training are
more likely to see an increase in their
profit, turnover and the size of their
customer base, and make moves to
formalise their businesses, such as
opening a separate bank account
or registering their companies.

Procurement

South Africa has the Preferential
Procurement Policy Framework
Policy Act, No 5 of 2000. The Act

seeks to provide a framework for preferential treatment
of women of all races, black people and persons with
disabilities in procurement transactions as a means of
addressing historical imbalances, to accelerate de facto
equality.

The Act includes a mandatory preference point system.
The two possibilities are 80/20 and 90/10, and the choice
of which of these to use is dictated to by the rand value
of the transaction. The 20 and 10 in the modules would
refer to issues related to black economic empowerment.
In addition, the specific goals of the tender may include
contracting with persons, or categories of persons,
historically disadvantaged by unfair discrimination based
on race, gender or disability.

The procurement at local government comes with
weights for various categories such as women, but the
policy does not see these points as sufficient to make
a contractor lose a contract, as the main determinant
is mainly the cost of the contract as opposed to the
ownership by women. Some municipalities have targets
that link to procurement, but it is unclear if this is a
widespread practice. These targets often cover insti-
tutional targets and can therefore be applicable across
sectors.

Women comprise a majority of workers in the informal trade sectors. Photo: Rushay Booysen

The SADC Protocol provides that by 2015 state parties shall review all policies and laws
that determine access to, control of, and benefit from, productive resources by women.

Property and resources
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South Africa's constitutional and legislative framework
is progressive and highlights the importance of gender
equality. The Broad-Based Black Economic Empower-
ment Act promotes “increasing the extent to which
black women own and manage existing and new
enterprises, and increasing their access to economic
activities, infrastructure and skills training.” The Act
further notes that, “to comply with the equality provision
of the constitution, a code of good practice and targets
therein specified, may distinguish between black men
and black women.”

South Africa does not match an abundance of resources
in both the private and public sectors with an
understanding of women's enterprises, and attempts
to accommodate this growing and potentially rewarding
market remain insufficient. Women in business face a
number of barriers and prejudice remains an issue, as
illustrated by the fact that women have better credit
repayment records, yet still find it harder to raise finance
than men do.

Stakeholders often cite microfinance as a resource for
women's economic empowerment. However, despite
the growing number of self-employed women in South
Africa, only two sustainable microenterprise lenders
exist, Marang Financial Services and the Small Enterprise
Foundation, which together serve about 56 000 micro
entrepreneurs. Rural areas remain underserviced, further
disadvantaging those already neglected by the first-tier
banks.  Urgent investment and expansion in this sector
is required, and stakeholders should ensure impact
assessments, particularly about the type of skills
development that could encourage sustainable growth
beyond micro-enterprise financing accompanies,
accompany financing.

Gender and land ownership

In South Africa, more than 70% of all poor people live
in rural areas and nearly half remain chronically poor,

as land is an extremely valuable resource. Through
agricultural production, opportunity for residence, or
security as an asset, land provides rural South Africans
with a means for expanding livelihoods and reducing
poverty. This is especially true of rural women who live
under not only the heavy hand of unemployment, AIDS,
and illiteracy, but also the ingrained structures of
patriarchy.

Although legislators have identified women in South
Africa as a priority for land ownership through land
reform since 1996, when government released the Land
Reform Gender Policy Framework, such policy statements
have not always equated with implementation (Walker,
2003: 144). The market-led approach of land reform in
South Africa has traditionally ignored and/or denied
the needs of women, favouring “black farmers” and
“heads of household” (both predominately male
groupings) as recipients of land redistributed through
the South African Department of Land Affairs (DLA)
land redistribution programme.

The following measures and frameworks at the DLA
help to drive the government's agenda on equitable
redistribution of land: the Land Restitution Programme,
Settlement Implementation Business Process; Settlement
Implementation Strategy; Land and Agrarian Reform
Programme; and Women in Agriculture and Rural
Development (WARD). The commitment to gender
equality in the allocation of land is reflected in all
policies, and acts of parliament make specific references
to meeting the needs of women as beneficiaries, for
example through the Communal Land Rights Act (Act
11 of 2004).

The White Paper on South African Land Policy provides
measures that seek to grant women access to financial
and support services. For instance the Home Loan and
Mortgage Disclosure Act, 2000, extends credit to women
and other historically disadvantaged groups. It
encourages financial institutions to provide them with
credit to acquire housing.

The government reflects its commitment to gender
equity in the allocation of land in all policies, and acts
make specific references to meeting the needs of women
as beneficiaries. For instance, the Land Reform Gender
Policy aims to create an enabling environment for
women to access, own, control, use, and manage land
as well as to gain access to credit for the productive use
of land. However, land reform in South Africa has
focused mainly on racially skewed land ownership rather
than on gender imbalances. Despite this, women view
the establishment of the Commission on Gender Equality,
the land reform gender policy and the implementation
sub-directorate as important elements of the national
gender machinery geared towards addressing the gender
inequalities linked to land ownership. They have been
instrumental in ensuring that government mainstreams

Women in South Africa celebrate the crops yeilded by their land.
Photo: Borgen Magazine/Google images
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gender issues in all policy and strategic plans. South
Africa has set targets to increase the proportion of
women who own land to 30% by 2015.

Some stakeholders criticised the 2004 Communal Land
Rights Act because it placed too much responsibility for
land administration with traditional councils. Since
customary law already discriminates against, and
marginalises, women, strengthening traditional leaders
and customary law risks negative consequences for
women, especially widows, divorcees and unmarried
women. Legislators amended the act to state that it
entitles women to the same land rights and security of
tenure as men.

During the period from 1994 to December 2007, female-
headed households constituted about 13.3% of
beneficiaries of Land Redistribution and Tenure Reform
Programmes. This varied considerably by province, from
8% in KwaZulu-Natal to 41% in the Western Cape.

Table 4.7 shows that the Western Cape (41%) has the
highest proportion of women landowners while
Mpumalanga (1.6%) has the lowest. Gauteng, the most
populous, but also urban, province, is in the bottom
five.

Table 4.8: Beneficiaries of land reform programmes: 1994-2007

Eastern Cape
Free State
Gauteng
Kwa-Zulu Natal
Limpopo
Mpumalanga
Northern Cape
North West
Western Cape
TOTAL

% of females Loan amounts
involving women

Source: South Africa CEDAW Report (2009).

Number of
individuals

Number of
females

23 185
7 187
6 997
30 282
6 392
11 294
2 402
28 832
8 484

125 050

2 632
1 858
675

2 311
547
184
777

4 129
3 500

16 613

11.35
25.87
9.65
7.63
8.56
1.63

32.35
14.32
41.25
13.29

R109 003 449
R3 834 063
R18 938 698
R8 922 115
R22 262 587

R0
R24 801 755
R21 159 646
R1 988 653

R210 910 966

Province

Table 4.8 illustrates the number of beneficiaries of the
land reform programme between 1994 and 2007. The
table illustrates the disparity between provinces, in both
numbers of women and loan amounts granted. The
Grants and Services policy of the Department of Land
Affairs outlines how women can benefit from access to

land and grants provided by the department. The policy
clearly states the priority for women as eligible applicants
- landless people who have limited access to land
especially women - who wish to gain access to land and
settlement opportunities in rural areas.

The Protocol provides that by 2015, state parties shall review, amend and enact laws and
policies that ensure women and men have equal access to wage employment in all sectors
of the economy. It also provides for equal pay for equal work, eradication of occupational
segregation and maternity and paternity benefits.

Employment

Eastern Cape
Free State
Gauteng
KwaZulu-Natal
Limpopo
Mpumalanga
Northern Cape
North West
Western Cape

% of land owned by women

Source: South Africa CEDAW Report (2009).

11,35%
25,87%
9.65%
7,63%
8.56%
1.63%

32.35%
14.32%
41.25%

Province
Table 4.7: Land owned by women by province
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A number of pieces of legislation have been critical in
accelerating gender equality between men and women
in the areas of employment and participation in the
economic sector. These include the Employment Equity
Act; the White Paper on Affirmative Action in the Public
Service, 1998; Broad-Based Black Economic Empower-
ment Act, 2003 (Act 53 of 2003); Promotion of Equality
and Prevention of Unfair Discrimination Act, 2000 (Act
4 of 2000); and the Preferential Procurement Policy
Framework Act, 2000 (Act 5 of 2000).

Chapter 3 of the Employment Equity Act is dedicated
to affirmative action and requires all employers to work
towards achieving employment equity. The Employment
Equity Act, No 55 of 1998 provides for the:
• Elimination of unfair discrimination - every employer

must take steps to promote equal opportunity in the
workplace by eliminating unfair discrimination in any
employment policy or practice;

• Prohibition of unfair discrimination - no person may
unfairly discriminate, directly or indirectly, against an
employee in any employment policy or practice, on
one or more grounds , including race, gender, sex,
pregnancy, marital status, family responsibility, ethnic

or social origin, colour, sexual orientation, age, disa-
bility, religion, HIV status, conscience, belief, political
opinion, culture , language and birth;

• Tenets that it is acceptable to a) take affirmative
action measures consistent with the purpose of this
Act; or b) distinguish, exclude or prefer any person
based on an inherent requirement of a job;

• Belief that harassment of an employee is a form of
unfair discrimination and prohibited on any one, or
a combination of grounds of unfair discrimination;
and

• Employment equity plans, noting that the designated
employer must prepare and implement an employ-
ment equity plan, which will achieve reason-able
progress towards employment equity in that
employer's workforce.

Labour force participation
Female participation in the labour force is crucial for a
number of reasons as it can have an impact on raising
the overall income of a household. Raised income in
turn increases women's chances of getting better access
to, and control over, resources.

Figure 4.3: Labour force participation
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Figure 4.3 shows that, at 47%, South Africa has the
lowest percentage of women in labour force
participation compared to other countries in SADC.
Despite this, South Africa is the economic hub of Africa.
Some researchers attribute these low numbers of women

in labour force participation to discrimination during
the apartheid era and the legacy of those years, as well
as to the traditional and patriarchal nature of the South
African society.
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According to the Labour Force Survey in 2001 and the
2014 Quarterly Labour Force Survey on female partici-
pation as illustrated in Figure 4.4, women in Gauteng
have the highest labour participation rate at 63%.
Meanwhile, Limpopo comes in last at 34.8%. Interes-
tingly, a large majority of provinces have gone backward
since 2001, with the share of women in the labour force
dropping significantly in some provinces, including
Limpopo (-10.8) and KwaZulu-Natal (-10.9).

Table 4.9 shows that the overall employment rate of
women decreased from 40.4% in 2001 to 37.2% in 2014.
Black African women remain the least employed at
34.4%, whilst white women remain the most employed
at 54.4%. A similar statistic applies when comparing
black African men and white men.

Figure 4.5 reveals that the community and social services
sector is the most common sector of employment among
women (28.7%) while the most common sector among
men is trade (21.1%). The private household sector
consists primarily of domestic work; women dominate
this. Government employment accounts for a large part
of the community and social services sector.8

Among women, trade provides a further 24.4% of the
main jobs, followed by private households (14.9%),
finance (12.7%) and manufacturing (10.3%). Among
men, community and social services is the second largest
job provider (15.9%), followed by manufacturing (15.6%)
and financial services (13.1%).9

Employed women tend to cluster into a smaller number
of industries than men do. The top three industries for
women together account for more than two-thirds
(68.0%) of women's employment, while the top three
industries for men account for 52.6% of the male total.10

Figure 4.4: Labour participation rate of
females by province, 2001 and 2014

Source: Gender Series Volume 1 Economic empowerment 2001-2014.

Table 4.9:  Employment rate by sex and population group

Source: Gender Series Volume 1 Economic empowerment 2001-2014.

Figure 4.5: Employed women and men
aged 15-64 years by industry, 2011
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Source: Quarterly Labour Force Survey 2011.
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8 Gender Statistics South Africa, 2011.
9 Ibid.
10 Ibid.
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Figure 4.6 shows that 35.4% of employed women remain
in unskilled occupations, with 20.8% working in
elementary jobs and 14.6% working as domestic workers.
Among employed men, 22.7% work in unskilled
occupations, with a majority working in elementary
jobs.11

The next largest occupational categories for women
are clerical (17%), sales and services (14.8%) and
technician (14.1%). For men the next largest occupation
groupings are craft and related trade (19.1%) and sales
and services (14.5%).

The figure shows a higher proportion among women
(14.1%) technicians compared to men (8.7%). The
technician category includes both technicians and
associate professionals. The occupations covered include
computer-related occupations, nursing aides and
midwives, and less qualified primary, pre-primary and
special education teachers. On the other hand, men

occupy more managerial positions (10.4%) compared
to women (6.1%), underscoring that men remain more
likely to be decision makers in their jobs compared to
women.

Remuneration
Men continue to earn more money than women do,
even when women have the same level of education
as their male counterparts. Females continue to
dominate the lower income brackets.

Table 4.10 shows that more women than men earn less
than R1 500 a month and more men earn more than
R11 501 a month. However, there has been a noticeable
change in the earnings of both males and females in
the categories of R7 500-R11 500+, which shows that
although there remains an imbalance, the gender gap
in earnings is closing.

Maternity leave

Sexual harassment

Same retirement age and
benefits for women and men

Provision

Yes

Yes

No

Yes/No Provisions

The Basic Conditions of Employment Act provides for at least four consecutive months maternity leave, which
spans minimally four weeks prior to delivery and minimally six weeks following delivery. The Act also entitles
a woman undergoing miscarriage in the third trimester period of pregnancy, or bearing a stillborn child to
maternity leave.

The South African law prohibits sexual and other forms of harassment and this is included in the rights relating
to non-discrimination under the Employment Equity Act 1998 and the Equity Act. The government issued a
code of Good Practice on Sexual Harassment, amended in 2005, to provide clarity on sexual harassment.

Men retire at age 65 and women at age 60. One man brought a case, arguing that the differentiation in terms
of retirement age is discriminatory towards men.

Table 4.11: Conditions of employment

Source: South Africa Constitution.

Conditions of employment

Figure 4.6: Women and men aged 15-64
years by occupational category, 2011
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Source: Quarterly Labour Force Survey 2011.
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6.1 10.4
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Table 4.10: Distribution of males and females
by monthly earnings between 2001 and 2014

Source: Gender Series Volume 1 Economic empowerment 2001-2014.

11 Quarterly Labour Force Survey 2011.
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Table 4.11 shows that South Africa has made consid-
erable progress in relation to conditions of employment.
The discussions initiated by trade unions on basic wage/
minimum wage, night shift and housing allowances in
some sectors help ensure that the country and its women
continue to make gains in conditions of employment
continue.

Stakeholders see the Unemployment Insurance Fund
Act 63 of 2001 as part of a move by the Department of
Labour to do away with discrimination.  According to
the Unemployment Insurance Fund (UIF) Act, the targets
include:
• Non-discrimination (coverage of domestic and seasonal

workers);
• Employers should disclose employee earnings;
• There should be up to date representation of payment;

and
• Better efforts to reduce and eradicate employer and

employee fraud.

The legislation aims most of these targets at seasonal
and domestic workers, which represent the majority of
women excluded in the previous years. Institutional
mechanisms include the Commission for Conciliation,
Mediation and Arbitration (CCMA). The Labour Courts
enforce the discrimination provisions of the Employment
Equity Act.

Skills development policies and programmes

Under the terms of South Africa's Skills Development
Act, 1998, and the Skills Development Levies Act, 1999,
every employer in South Africa registered with the
South African Revenue Service (SARS) for Pay As You
Earn (PAYE) who has an annual payroll in excess of R250
000, must register with SARS  to pay the Skills
Development Levy. This is 1% of the total amount of
remuneration paid to employees and this has been in
effect since 1 April 2001. Businesses use the money to
fund skills development programmes for the employees
of the company.

The Skills Development Strategy of 1998 stipulates that
companies should observe a specific target of 54% for
women for educational programmes and related skills
development benefits. The Skills Development Act also
makes provision for the establishment of Sector
Education and Training Authorities (SETAs). These
agencies have responsibility for coordinating the
implementation of the skills legislation. Each sector has
its own SETA - for example, there is the Local
Government SETA.

Entitlement to benefits

Figure 4.7 shows that research from both 2011 and 2014 illustrates that men and women do not receive the same
benefits. With the exception of maternity leave, more men get benefits, including pension fund, paid leave, medical
aid and union membership.
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Figure 4.7: Employed persons entitled to benefits by sex
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Figure 4.8: Unemployment of women and men in SADC
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Unemployment

Researchers calculate the unemployment rate by dividing
the number of unemployed people by the sum of the
number employed and the number unemployed. These
statistics view employed people as those who performed
at least one hour of economic work during the week
before the survey interview, plus those who are absent

from work but have a job to return to. Researchers log
unemployed people as those between 15-64 years of
age who did not perform economic work during the
week before the survey interview, or who actively
looked for work or tried to start a business in the four
weeks preceding the survey interview and did not find
work.

Figure 4.8 shows that South Africa, together with
Lesotho, at 28% is amongst the SADC countries with
an unemployment rate for women of more than 20%.

Source: Gender Series Volume 1 Economic empowerment 2001-2014.

Table 4.12: Levels of unemployment by sex and age group, 2001 and 2014

Meanwhile, women's unemployment is below 10% in
four countries in the region: Madagascar, Mozambique,
Seychelles and Tanzania.

Table 4.11 shows the level of unemployment increased
from 2001-2014 by 24.1% for both sexes. Men saw the
highest increase in unemployment at 31.3%, compared

to women at 17.4%. There is a decline in the levels of
unemployment for men and women aged 15-24.
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SGP Post 2015

Economic justice and the post-2015 agenda

Table 4.13: Proposed targets and indicators for economic justice

Area of concern Proposed post-2015 indicatorsProposed post-2015 targets
1. By 2030, ensure equal

participation by women and
men in policy formulation
and implementation of
economic policies in both
the public and private
sectors

2. Ensure gender-responsive
budgeting at the micro and
macro levels, including
through the availability of
sex-disaggregated data,
tracking, monitoring and
evaluation

3. With regard to the
affirmative action provisions
of Article 5, introduce
measures to ensure that
women benefit equally from
economic opportunities,
including those created
through public procurement
processes

4. Adopt policies and enact
laws that ensure equal
access, benefits and
opportunities for women
and men in trade and
entrepreneurship, taking
into account the contribution
of women in the formal and
informal sectors

5. Ensure that, by 2030,
women and men can
equally access basic
services, own immovable
property, access

1. Percentage of women CEOs and
women on boards of directors in the
private sector

2. Percentage of women in leadership
positions in economic decision-
making (ministers and deputy
ministers of finance; economic
planning; central banks)

3. Extent to which gender priorities
reflect in national budgets

4. Percentage of women awarded
tenders at local, regional and national
levels

5. Proportion of women-owned
enterprises in the small, medium and
large scale business sectors

6. Measures taken to facilitate cross
border trade

7. Proportion of women on trade
missions

8. Equal percentage of women who hold
a bank account with a financial
institution13

9. Proportion of population with access
to institutional credit, by sex14

1. Extent to which gender priorities
reflect in national budgets

2. Percentage of women in
leadership positions in
economic decision-making
(ministers and deputy ministers
of finance; economic planning;
central banks)

3. Proportion of women on trade
missions

4. Equal percentage of  men and
women accessing and owning
land12

5. Percentage of women in mining
leadership

6. Percentage of women-owned
businesses by sector and size

Priority indicators
Economic decision-
making

Gender responsive
budgeting

Procurement

Access to
entrepreneurship and
trade opportunities

Productive resources

Even though South Africa has prog-
ressive legislation in many areas of this
sector, the country will not achieve the

target of 50% women in economic decision-making by
2015. The Alliance proposed the following targets and
indicators for post-2015.

12 World development indicators, Women's economic Opportunity, SIGI.
13 Women's economic Opportunity, SIGI.
14 World bank Gender statistics Database, Women's economic Opportunity, SIGI.
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Area of concern Proposed post-2015 indicatorsProposed post-2015 targets Priority indicators
appropriate financial
services and
entrepreneurship training
programmes to promote the
growth of women owned
businesses in the region

6.  Ensure women's equal
access to, control and
ownership of assets and
natural and other productive
resources (Draft SDG 5.7)

7. Ensure the equal access of
men and women to
enterprise funding
opportunities at all levels of
business activity by 2030

8. Ensure that, by 2030,
women, including those
from indigenous groups,
benefit equally from
extractive resources

9. By 2030, review, amend
and enact laws and policies
that ensure women and
men have equal access to
wage employment in all
sectors of the economy

10. Ensure women's equal
access to full and
productive employment and
decent work, and equal pay
for work of equal value

11. Conduct time use studies
and adopt policy measures
to ease the burden of the
multiple roles played by
women including care work
and child rearing
responsibilities by 2030

12. Ensure equal access to
ownership of housing and
land including protecting all
women, including widows
from discriminatory
immovable property

10. Equal ownership of property by men
and women and data disaggregated
by sex15

11. Proportion of resources allocated to
agriculture going to small scale
farmers disaggregated by sex16

12. Equal percentage of  men and women
accessing and owning land17

13. Percentage of women graduating in
the accounting, economics and
commerce fields

14. Percentage of women-owned
businesses by sector and size

15. Percentage of women in mining
leadership

16. Existence and enforcement of equal
employment opportunity law18

17. Length of paternity leave
18. Maternity leave benefits (% of wages

paid)
19. Female share of non-agricultural paid

labour19

20. Percentage  of women who say they
can decide how to spend their
income20

21. Level of gender pay gap21

22. Percentage of women graduates
absorbed into the labour market

23. Enforcement of the “decent work”
agenda

24. Proportion of the population in
vulnerable employment, by sex22

25. Average weekly number of hours
spent on unpaid care work, by sex23

26. Percentage of women owning their
own homes

Employment

15 World development indicators, Women's economic Opportunity, SIGI.
16 World development indicators, Women's economic Opportunity, SIGI.
17 World development indicators, Women's economic Opportunity, SIGI.
18 World bank Gender statistics Database, Women's economic Opportunity, SIGI.
19 ILO, ILO, World development indicators.
20 Women's economic Opportunity, SIGI.
21 World bank Gender statistics Database, Women's economic Opportunity, SIGI.
22 ILO, ILO, World development indicators.
23 ILO, ILO, World development indicators.
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Area of concern Proposed post-2015 indicatorsProposed post-2015 targets Priority indicators
practices by 2030 (Draft
SDG 11.1 and 5a)

13.  Review, amend and enact
laws and policies that
ensure women and men
have equal access to wage
employment in the ICT
sectors of the economy by
2030

14. Ensure that women have
equal access to internet and
ICT infrastructure by 2030

27. Percentage people with access to
technology by sex24

28. Percentage  of people with access to
affordable mobile technology and
internet access by sex25

24 World development indicators.
25 World development indicators, Demographic survey.

Table 4.13 summarises the 14 proposed targets, and 28
proposed indicator, of the post-2015 agenda in this
sector. A critical difference between these and the
existing SADC Gender Protocol targets is the inclusion
of targets in the private sector.

With less than a year to go until the end of 2015,
stakeholders need to step up pressure for implemen-
tation. The following list includes some strategies for
ensuring they exploit all opportunities:

• Civil society should undertake public debates on policy
development on unpaid care work.

• Stakeholders must move the discussion on women's
inclusion in the economy beyond the micro-level.

• It is important to seek out members of the political
leadership to be champions for women's inclusion in
economic decision-making at national level.

• Increase mentorship by women in leadership in various
sectors for women aspiring to be in similar sectors.

• Encourage states to adopt gender-responsive
budgeting techniques as part of their costing,
budgeting and resource allocation systems.

• Conduct and document results of analyses of growth
in the informal sector. Most countries demonstrate
growth of this sector accompanied by substantial
earnings. Stakeholders must observe these trends to
garner support for this sector, in which many women
operate.

• Conduct and document women's contribution in the
informal sector against national growth.

• Lobby financial institutions to commit to improving
women's access to financial and productive resources.

Next steps


