
Fact sheet nine: Women and work in Southern Africa

Most countries have constitutions and labours laws that guarantee the right to fair and safe labour practices,
to form and join trade unions, fair wages and equal remuneration, for work of equal value without discrimination
of any kind, on the basis of gender, disability or race. Tanzania has domesticated the international labour
standards through enactment of the National Employment Services Act (1999) that provides for equal opportunity
to men and women to access employment services.

In Mauritius, the right to the same employment opportunities between men and women is ensured by Section
5 of the Sex Discrimination Act (2002) which stipulates that no employer shall discriminate against that any
other person on the grounds of sex, marital status, pregnancy or family responsibility in the advertisement
of the job; the arrangements made for the purpose of determining who should be offered for employment;
the terms and conditions on which employment is offered; or the creation, classification or abolition of jobs.

However, all Southern African countries women constitute the highest number of unemployed persons in the
formal sector, while those employed are concentrated in low-paying, middle-management positions.1 Women
in Southern Africa, Harare, 2000 Women are generally concentrated in casual, part-time, and non-permanent
jobs while more males are employed as permanent workers.

Disparities exist in men’s and women’s remuneration for work of equal value. In Malawi, women receive less
pay then men for equal, if not more work in many of Malawi’s tea and tobacco estates. In a study of food
security in the tea and tobacco estates in 1998, it was revealed that women and men were picking tea and
grading and packaging tobacco. Men received K300 (US$9) per month and women received K180 (less than
US$5) per month.2

Both the South African and Namibian constitutions have provisions for affirmative action and South Africa
has an employment equity act. In Namibia, there is the Affirmative Action (Employment) Act 28 of 1998 which
makes provision for people in a designated group, i.e. racially disadvantaged people, women and people with
disability to enjoy equal opportunities at all levels of employment and be equitably represented in various
sectors.3  The Act is intended to improve the participation of blacks, women, and people with disability in the
formal workforce, by requiring employers with more than 50 employees to prepare Affirmative Action Plans
with clear timeframes.

There is also The Employment Equity Commission, which was established to monitor Affirmative Action
Programmes and consists of persons from the designated groups.4 It is required that two persons should
represent women’s interests, although only one is mandatory to be a woman.  Employers are required to
submit progress reports on their implementation status to the commission that oversees if the Act’s provisions
are adhered to.

Source: SARDC / WIDSAA

Definitions

Structural inequalities: Inequalities in society based on the way the society is structured and affecting large
groups of people. When economic rules and practices assume that activities which can earn a wage are more
valuable than activities which are unpaid but are equally necessary to a society’s survival, then automatically
the people performing the unpaid labour are structurally unequal to the people performing the paid labour.
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