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FOREWORD
It gives us great pride, on behalf of the Board of the Higher Education Transformation Network
(HETN), to present the below-mentioned joint study into gender transformation in the higher
education sector.
This study was a joint initiative between the HETN and the Commission for Gender Equity (CGE)
as part of the CGE’s Second Public Investigative Hearings into Gender Transformation in Higher
Education that took place on the 23rd and 24th November 2015.
The aim of the study is to evaluate and assess the extent of gender transformation and
empowerment of women in the higher education sector. The objectives of the study was:•

To determine the factors constraining the empowerment of women in the higher education
sector.

•

To determine measures to ensure the development of women in the sector.

The study seeked to answer the following research questions:•

To what extent is the respective higher education workplaces empowering females and
advancing gender transformation?

•

Which factors constrain the empowerment of women?

•

What measures are recommended to ensure the development of women in the workplace?

Although three universities namely the University of Pretoria (UP), North West University (NWU)
and Tshwane University of Technology (TUT) were formally invited by the research team to
participate in the study, the University of Pretoria declined to participate in the study and late
responses were received from the North West University (NWU). Respondent feedback was thus
only received from students and staff of the Tshwane University of Technology (TUT).
In this regard we wish to thank the management of the Commission for Gender Equity for
partnering with us on this study as well as the management of the Tshwane University of
Technology for participating in the study.
Yours faithfully

Dr Ingrid Tufvesson
Chairperson of the Board
17th March 2016

Reginald Legoabe (Mr)
Executive Director
17th March 2016
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1. CHAPTER 1: LITERATURE REVIEW
1.1

Introduction.

The Constitution of the Republic of South Africa requires that all citizens have access to education
and equal access to educational institutions. Education and training is vital to the development of
society because it is through education and training that men and women can be better prepared
for life. (National Youth Commission; 2000).
The strategic link between higher education access, poverty eradication, social mobility, economic
competitiveness and social justice an increase in the labour productivity of a nation’s economy
has always been the emphasis of empirical studies.

As far back as 1966, Nelson and Phelps (1966: 69 - 75) identified the strategic link between
national educational levels, literacy, economic competitiveness as well as individual income.
According to the same study, “macro-economic growth and investment levels of nations are
complementary with the educational levels of the nation’s workforce corps”.
Empirical studies such as Rodrik (2006:14) indicate that higher education access is correlated
with better employment outcomes and greater labour market participation. The same study
asserts that “it takes a completed university degree to mostly escape unemployment in South
Africa”, Rodrik (2006:14).
Empirical studies within the domain of labour productivity and human resource development
(Coulombe et al, 2004) also indicate that educated and/or trained skilled workers derive value to
employers due to innovativeness, the ability to easily harness new technologies and production
methods, greater problem-solving and communication abilities, ability to learn faster and adapt
better to changing economic and work circumstances and are generally more productive.
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1.2

National Development Plan (NDP) Targets

The higher education sector has also been identified by the National Development Plan (NDP)
Vision 2030 as fulfilling a very critical role in eliminating poverty and creating 11 million jobs by
2030.

The National Development Plan (NDP) acknowledges the range of societal benefits derived from
higher education and states that higher education is more than just an instrument of economic
development but is the “major driver of the information-knowledge management system, linking it
with economic development. Education is important for good citizenship and enriching and
diversifying life." (2011: 274).
The abovementioned is indeed critical as 2015 is the 21st anniversary of South Africa’s
achievement of the national liberation of black South Africans and women from the evils if racism
and sexism. In order to attain the above-mentioned, the National Development Plan (2011:268)
set a national target for the country to increase the outputs of black and female teachers, students
and researchers and ensure progress in reversing gender and racial imbalances in the higher
education sector to ensure that African and women make up 50% of the teaching and research
staff of universities.
The National Development Plan (NDP) Vision 2030 aims to eliminate poverty and create 11
million jobs by 2030. An important focus of the NDP is to unite South Africans around a common
programme that will enhance the Constitution's vision of a united, prosperous, non-racial and nonsexist society. Although progress has been made to improve the lives of women; discrimination,
patriarchal attitudes and poor access to quality education persists. The plan deals with these
factors holistically, recognising that key priorities such as education or rural development will have
the biggest impact on poor women.
The NDP is clear that higher education has a key role to play in "writing a new story for South
Africa" (2011: 4). It strongly acknowledges the range of societal benefits derived from higher
education and states that "higher education is the major driver of the information-knowledge
management system, linking it with economic development. However higher education is much
more than a simple instrument of economic development. Education is important for good
citizenship and enriching and diversifying life." (2011: 274)
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The NDP recognizes that higher education can potentially play in contributing in a profound and
catalytic sense to South Africa's development trajectory. The National Development Plan
(2011:268) further states that “universities should be welcoming for black and female teachers,
students and researchers” to ensure “significant progress in reversing gender and racial
imbalances in the higher education sector to ensure that African and women make up 50% of the
teaching and research staff of universities”.
1.3

Sector Developments Since 1994

With the creation of a constitutional democracy in 1994, all South African higher education
institutions needed to be liberated from the apartheid past to enable them to serve new societal
goals.
In 1994, the higher education sector comprised 21 public universities in the form of 15 Technikons,
120 Colleges of Education (later referred to as Further Education & Training (FET) and later TVET
Colleges) as well as 24 nursing and 11 agricultural colleges.
Post-1994, two critical factors guided the establishment of a new differentiated institutional
landscape namely extensive institutional restructuring and specializations of universities through
mechanism requiring state approvals, mergers and de-mergers; and specialization in terms of
focus on undergraduate and postgraduate qualifications and programmes.
By 2001, the colleges of education were closed / incorporated into the universities and Technikons
with 36 universities and technikons either merged, unbundled or incorporated, to give rise to the
present landscape. 21 years after the demise of the apartheid system, higher education has
shifted from a fragmented and structurally racialised system of 36 public and more than 300
private institutions in 1994 to a relatively more integrated system of 26 public universities
(traditional, comprehensive and universities of technology) and 95 private higher education
institutions in 2015 (see Blom, 2015).
According to Universities SA (2015, 1) 990 000 students are enrolled in the public higher
education sector, and 120 000 in private institutions in the same sector, according to the 2013
statistics (DHET, 2013).
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The entire post-school education and training (PSET) sector is made up of more than 4 000
institutions: public and private Higher Education Institutions (HEIs); public and private Technical
and Vocational Education and Training (TVET) Colleges; public and private Adult Education and
Training (AET) Centres; and workplace-based education and training facilitated by Sector
Education and Training Authorities (SETAs). More than two million students and learners were
enrolled in PSET institutions by 2013. The FET/TVET sector comprised almost 680 public
FET/TVET and private FET Colleges in 2013, 50 of which were public and 627 private. The AET
sector comprised over 3 200 public and private AET Centres in 2013 (DHET, 2013).
Any discussions on the gender barriers facing women staff and students in the higher education
sector needs to consider the multiple internal and external causatory factors relating to the overall
transformation of the sector.
1.4

Defining Higher Education Transformation

The Department of Higher Education and Training (DHET) White Paper 3 of 1997 states that the
transformation of higher education requires that all existing practices, institutions and values are
viewed anew and rethought in terms of their fitness for the new era.
In terms of the Education White Paper, “fitness” at the center of the transformation agenda is the
establishment of a single national coordinated higher education system that is democratic, nonracial and non-sexist that:-

−

Promotes equity of access and fair chances of success to all who are seeking to realize their
potential through higher education, while eradicating all forms of unfair discrimination and
advancing redress for past inequalities

−

Meets, through well-planned and coordinated teaching, learning and research programmed
national development needs, including the high-skilled employment needs presented by a
growing economy operating in a global environment

−

Supports a democratic ethos and a culture of human rights by educational programmed and
practices conducive to critical discourse and creative thinking, cultural tolerance, and a
common commitment to a humane, non-racist and non-sexist social order
9
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−

Contributes to the advancement of all forms of knowledge and scholarship, and in particular
address the diverse problems and demands of the local, national, southern African and African
contexts, and uphold rigorous standards of academic quality.

It is clear therefore that national discourse on the need for higher education transformation gender
empowerment and the implementation of regulatory measures by both the state and higher
education institution not new. In fact, most institution of higher learning already have a
Transformation Charter in one form or the other.
The North West University (NWU) Diversity Statement emphasis the overriding values of “human
dignity, equality, freedom, integrity, tolerance, respect, commitment to excellence, and scholarly
engagement”.

The Wits University Transformation Charter states that “"Transformation is a process of
negotiated organisational change that breaks decisively with past discriminatory practices in order
to create an environment where the full potential of everyone is realised and where diversity both social and intellectual - is respected and valued and where it is central to the achievement
of the institution’s goals."
Stellenbosch University on the other hand states that “The focus here is mainly on the
demographic profile of our students and staff, and, more specifically, on the colour distinctions
(white, black, coloured, Indian) that we inherited from the apartheid era. The so-called “designated
groups” whose presence we wish to increase are African blacks, Coloured people, Indian people,
women, and people with disabilities. The University could hardly be a positive role player in the
building of a new society in South Africa if our demographic profile remains a reflection of our
apartheid past”.
The Transformation Charter of the University of KZN (UKZN) “aspires to be a university, which
heals the divisions of our nation’s past, bridges racial and cultural divides, and lays the
foundations for a university that is united in its diversity”
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Govinder, Zondo and Makgoba (2013: 2) highlight that whenever equity has been raised in the
transformation of higher education and policy debates, the tension with quality (development) has
also been raised especially within the ranks of the National Commission on Higher Education
through arguments that transforming the higher education sector through emphasis on equity
would compromise quality and standards.

Proponents of the above-mentioned school of thought such as Badat, Barends and Wolpe (1994)
argue that due to the challenges between equity and development/ quality, it is therefore not worth
pursuing the equity route in transformation but to maintain the status quo. Therefore, merely
because an institution of higher learning has a transformation charter does not imply that higher
education managers are indeed committed to the implementation of the same transformation
processes at the particular institution.
At the NWU for instance, Genade (2012) argues that the dominance trend of homogeneous
managerial business units or business units with a majority white staff contingent took place due
to bias during the promotion of academic staff in 2012 where blacks and female colleagues were
told that they will only be eligible for promotion after 2 years (in 2014) when their profiles are better
developed whilst in the meantime, white colleagues with lesser or equally developed profiles were
promoted by a university management which exclusively consisted of white Afrikaans speaking
males.
It is thus correct that Du Toit (2000, 103) highlights patriarchy, intellectualised racial and colonial
discourse within higher education “as the enemy from within the gates” that pose a key challenge
at the heart of higher education transformation in South Africa.
National discourse on higher education transformation is not new. Mazibuko (2006:111)
acknowledges the existence of government policies and the commitment of universities in South
Africa to adopt and enhance gender and equity promotion programmes since 1994.
Higher Education South Africa (HESA, 2014: 7) in its paper argues that higher education
transformation entails “de-colonizing de-racialising, de-masculanising and de-gendering South
African universities, and engaging with ontological and epistemological issues in all their
complexity, including their implications for research, methodology, scholarship, learning and
teaching, curriculum and pedagogy”.
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According to HESA (2014), higher education transformation presents the challenge of creating
institutional cultures that genuinely respect and appreciate difference and diversity – whether
class, gender, national, linguistic, religious, sexual orientation, epistemological or methodological
in nature – and creating spaces for the flowering of epistemologies, ontologies, theories,
methodologies, objects and questions other than those that have long been hegemonic in
intellectual and scholarly thought and writing.
Other roleplayers within the higher education sector such as the National Education Health &
Allied Workers Union (NEHAWU, 2010: 5 – 6) states that “the real measure of equity is not the
sheer change in the demographic profile of the student population in a particular institution, but
the participation rate of the historically oppressed groups, and in particular the participation rate
of women and students from working class and rural communities in our society”.

Other roleplayers in higher education have generally understood transformation to imply the
comprehensive, fundamental reconstitution and development of our universities to reflect and
promote the vision of a democratic society entailing the eradication of all forms of unfair
discrimination to creating a higher education sector that gives full expression to the talents of all
South Africans in particular the marginalised and poor through the active removal of any
institutional, social, material and intellectual barriers in the way of creating a more equal, inclusive
and socially just higher education system.
The most critical pillars of higher education transformation are therefore changes to institutional
and sectoral governance, management and leadership, student environment (access, success),
staff environment (equity), institutional cultures, teaching and learning, research and knowledge
systems, institutional equity, and overall funding of the higher education sector.
Mazibuko (2006) notes that governance and management within higher education has had to
contend with multiple competing sources of power and control within institutions of higher learning
(in the form of schools, faculties, colleges, executive management, Senates and Councils);
decentralized structures and constrained resources.
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Genade (2012: 2) highlights how little had been attained at the North West University (NWU) in
the form of the implementation of measures to address racial and gender imbalances at the
institution notwithstanding the fact that the NWU already has a transformation charter in place.
According to Genade (2012), climate surveys conducted at the institution reveals that the racial
experiences of non-white and white staff differ significantly as the former significantly experience
disempowerment whilst white staff as decision makers, “have bigger issues with earnings,
wanting to leave, less positivity about the future, compromising of standards to accommodate
other groups” etc.
Passivity about transformation is however not the only signal of pervasive institutional bias and
denialism in some institutions of higher learning. The lack of specificity within institutional
transformation charters where diversity and transformation are couched in policy language that
glibs over, and consequently denies, the historically embedded racial discrimination that these
policies intend to redress is another indicator.
Genade (2012: 3) further asserts that the quality and standards arguments propagated by most
higher education managers against the implementation of workplace diversity and equity
communicates the notion that staff diversification, in particular through the appointment of nonwhite academics, managers or other staff must be a gradual and facilitated process that is linked
to the “grow your own timber” or the internal “capacity building” approach.
Proponents of this above-mentioned approach claim this method will eliminate or preempt a
decline in managerial or academic quality and standards and will maintain current corporate
momentum. According to Genade (2012), such suppositions are insulting to blacks (including
females) since it implies that consequential to the appointment of females and blacks in the higher
education workplace that a drop in the quality of organizational or intellectual service delivery will
follow. “Implicit in this argument is the more sinister but fundamental belief in the qualitative
superiority of whites over blacks” (and females)
Du Toit correctly asserts that colonial and racial discourse is the “enemy within the gates” and
constitutes a “significant threat” to the flowering of ideas and scholarship. (2000: 103).
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According to Genade (2012), despite the NWU Council resolutions of 14th March 2008, to “engage
constructively to foster very actively the notion of diversity, intercultural harmony and cooperation, and engage constructively with these issues of concern within the context of the
University and the broader South African society”, signals of bias continue to accumulate at the
institution due to amongst others:-

1. Poor or Lack of Implementation
2. Different Treatment of Racial Groups
3. Decisions not based on merit
Several indicators belying the lack of transformation and more specifically gender transformation
in the higher education sector is visible through:-

1.5

•

Non-Compliance with Employment Equity targets

•

Discriminatory Workplace Practices

•

Workplace Victimizations

•

Poor Career Growth Avenue for Female Staff

•

Adverse Organizational Culture belying racism and sexism

•

Disproportionate / Secretive Remuneration scales

•

High Turnover of Black / Female Staff
Non-Compliance with Employment Equity targets

In 2012, of the full-time permanent academic staff of 17 451, 53% were white and 55% male. The
distribution of academics across universities has continued to broadly follow the historical
contours of race and ethnicity (DHET, 2010); and in many cases, these patterns have been
perpetuated in the recruitment strategies of universities
According to the findings by the Ministerial Committee on Transformation, Social Cohesion and
the Elimination of Discrimination in Public Higher Education Institutions (2008: 19), a common
problem encountered in higher education is the lack of understanding on the part of academic
and professional staff members of the importance of employment equity.
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Empirical findings by the Anti-Racism Network in Higher Education (ARNHE, 2008: 3), states that
employment equity planning at most institutions of higher learning has become a compliance
exercise to government with no focused discussions, leadership and direction. According to
ARNHE (2008: 3), “there is a perspective that Employment Equity planning at most institutions of
higher learning has become a compliance exercise with no focused discussions, leadership and
direction on confronting the manner in which employment equity (particularly with regard to black
South Africans) is compromised by the current hierarchy of higher education institutions”.
It is clear that there are problems in higher education relating to racism, sexism and compliance
with Constitutional imperatives by higher education institutions.

Although there have been

significant efforts and programmes aimed at reversing gender discrimination patterns in higher
education, the workforce profile of individual institutions of higher learning as well as the
employment equity plans clearly depicts a worrying trend in terms of compliance with the
Employment Equity Act of 1999 by institutions of higher learning.

According to the Department of Higher Education and Training (2014), the workforce profile of
university staff indicates a majority of females mostly concentrated in the administrative support
staff functions whilst males (mostly white males) are concentrated in the upper echelons of the
instructional and research staffing. Below table depicts the workforce profiles of universities in the
higher education sector.

Source: (DHET, 2014)
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The workforce profile of the TVET College sector on the other hands depicts a slightly different
scenario with an overwhelmingly female dominated sector with females dominating the support
staff as well as the junior management ranks.

Below table depicts the workforce profiles of TVET Colleges in the higher education sector.

Source: (DHET, 2014)

The picture at national strategic level changes when the demographical profile of the sector is
disaggregated to include privately owned colleges, universities and private providers of education
and training. The workforce profile of the sector largely consists of 384 019 staff of which an
overwhelming majority consists of African women who are largely concentrated in the unskilled
and semiskilled occupational Levels majority of whom are employed on contract basis.
Although white and black males are in minority within the higher education sector, black and white
males overwhelmingly dominate the top management occupational levels in senior and top
management roles as well as the professional ranks. White females still dominate the senior
management roles within the sector.
Leathwood and Read (2009) highlight that the continuing absence of women from what are
considered ‘traditionally masculine professions such as geology, political science, quantitative
courses, hard sciences (chemistry and physics), and so forth in higher education institutions
further raises questions about the supposed gender parity within the sector.
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Source: (Employment Equity Commission, 2014)

Contributory factors to the poor attainment of Employment Equity targets by the higher education
sector are multifold and many. One of the cited contributory factors cited by empirical studies
relate to the perennial restating of Employment Equity Reports as well as the poor organizational
culture at mostly the previously advantaged institutions.

The absence of a conducive organizational culture in higher educational institutions perpetuated
by a culture of sexism and racism is also cited by findings of the Ministerial Committee on
Transformation, Social Cohesion and the Elimination of Discrimination in Public Higher Education
Institutions (2008: 55). The above study (2008: 15) also states that “it is clear from this overall
assessment of the state of transformation in higher education, that discrimination, in particular
with regard to racism and sexism, is pervasive in our institutions.
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It is clear that there are problems in higher education relating to racism, sexism and compliance
with Constitutional imperatives by higher education institutions. The reality of the status quo in the
higher education sector is that there exists an adverse organizational culture within most
universities leading to a hostile working environment for both black lecturers and female staff.
This is evidence by the high attrition rate of black and female university staff.

Amendments to the Employment Equity Act of 2013 (EEC, 2013: 6 - 7) in terms of equal pay for
work of equal value is the latest within the amendments to the Employment Equity Act of 1999
aimed at the attainment of gender parity. In terms of the amendments, pay equity provisions have
been included in the regulations outlining the criteria and methodology for eliminating unfair
discrimination in pay in terms of race, gender, disability or any other prohibited or arbitrary
grounds.
In his presentation of the key highlights of the report, the Commission for Employment Equity
Chairperson (2013) alluded to worrying phenomena demonstrated by statistics submitted by
employers, especially in the four upper occupational levels. He referred to the following
phenomena:•

Deep-Hole Syndrome referring to the population group profile of employees in an
organizational structure with the demographic profile of employee representation that gets
darker as one goes lower in the organizational structure)

•

Random Walk Phenomenon: Where there is no consistency in the up or downward trend in
statistics as the gains made in the representation of designated groups (females and blacks)
in one period is reversed by an increase in the representation of white males in the next period.
It was noted that the performance of the country on 10 years resembles a “drunkards walk”
from the bar)

•

Missing Women Phenomenon where female representation is always lower than male
representation at middle to senior levels, contrary to the gender demographics of the country
or companies Employment Equity Plans.
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•

Over-Designated Groups: With reference to the over-representation of Indians amongst
“designated groups” at middle to senior management levels as well as the pattern whereby
white females are usually over-represented in relation to other designated groups at the most
senior occupational levels.

•

Pecking Order in the representation of people with disabilities where the same pattern that
is found within population groups is also prevalent in terms of disability, where the
representation of Black people with disabilities is much less than those of whites particularly
at the middle-to-upper levels.

The Employment Equity Commission (2013: 5) laments that this indicates “that racial
discriminatory patters even in the employment of people with disabilities still persists”. Indeed, the
Higher Education Transformation Network (HETN)’s analysis of university Employment Equity
reports indicates that since 1994, there is a disproportionately skewed distribution of social
demographics across the various occupational levels within the higher education sector.
There exists a very fine thread of interconnectivity between institutional non-compliance with
employment equity targets, organizational culture, adverse workplace practices such as the
maintenance of secret (hidden) salary bands and victimization of blacks and females within the
higher education workplaces.
The Soudien Commission (2008: 14) correctly asserts that “it seems that there are mainly two
reasons for the disjunction between policy and practice. The first appears to be the result of poor
dissemination of information pertaining to policy, limited awareness of policies, a lack of
awareness of the roles and responsibilities pertaining to implementation that flow from the
policies, and a lack of institutional will. In many institutions, there exists a disjunction between
institutional culture and transformation policies. In fact, the lack of consensus and/or of a common
understanding of what these policies actually involve, was also raised by various stakeholders
and constituencies at a number of institutions during the Committee’s visits”.
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1.6

Poor Institutional Culture

Institutional culture is generally understood to refer to the cultural norms, values, codes, rituals,
symbols and practices via which social and intellectual behaviour is regulated within universities
and within academic settings. These practices are inscribed through more or less cohesive formal,
semi-formal and informal codes and prerequisites into different parts of the regulatory and
decision-making systems of universities, including its symbolic orders, over time becoming the
accepted “default way of doing things”.
Institutional culture not only seeks conformity but also often acts to screen out and marginalize
dissident voices as a dominant sub-culture, asserting its values and mindset as an informal
institutional code of conduct thereby consolidating institutional hegemony in the workplace.
The recent violent protests for no fees, precipitated by the protests regarding apartheid statues
and symbols within institutions of higher learning and the resultant sense of deep alienation and
marginalization felt by black / female students and staff at mostly formerly white universities,
coupled with the frustrations of black staff wishing to find their place within an established order
of institutionalized social relations and power and not seeing their own existential experiences
being sufficiently reflected in largely Eurocentric curriculum systems has created a sense of
powerlessness and deep anger and resentment.
Racism has been cited as the dominant form of alienation at many historically white universities,
coupled with strong underlying sexism, ethnicity, tribalism, patriarchy, homophobia and in some
instances xenophobia at a number of historically black universities. It is clear that in order to create
a university system based on the principles of inclusivity, diversity and equity means we must,
force change through the promotion of non-racist, non-sexist, non-homophobic and antidiscriminatory institutional cultures for all students and staff – a precondition for democratic
citizenship at universities.
However, whilst inclusive institutional arrangements holds promise, there is currently little
articulations documenting the feminization of disability in higher education, internationally and
nationally.
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Sociological inquiry in sub-Saharan Africa, on women with disabilities in higher education, found
that equity, access and participation in higher education is accompanied by complexities and
tensions (Kasiram and Subrayen, 2013; Moswela and Mukhopadhyay, 2011; Opini, 2011).
Qualitative studies undertaken by Moswela and Mukhopadhyay (2011) at a university in Botswana
found that females with disabilities were constrained or lacked agency in course module selection.
Discourses suggest that women with disabilities were confined to the choice of courses in
Humanities (Moswela and Mukhopadhyay 2011). This finding supports the argument put forth by
Morley, Leach and Lugg (2009) in that women appear to be provided with ready inaccessibility to
enrol for modules that remain inclusionary for dominant cultures, hence disassociating
marginalised groups, for example women, from economic growth and social development.
Morley et al., (2009: 59) provides the argument that there is a generalised perception that if a
subject is “hard, that is, hard sciences”, then it remains exclusionary to women in higher
education. This provides us to think about individual agency, would there be a normative culture
in perceptions of agency? Or is agency an instrument for inclusion for all, irrespective of race,
class, gender, ethnicity and disability?
In addition, findings by Moswela and Mukhopadhyay (2011) and Opini (2011) study at two Kenyan
universities are evocative that women with disabilities were perceived not only as barren and
asexual, but were also viewed, due to disability and educational attainment, as deviating from
their traditional roles as women.

Morley et al (2009) argue that women’s participation in higher education continues to be low in
sub-Saharan Africa as their unique challenges, powerfully reinforce and reproduce exclusionary
practices that keep women within a complex matrix of social rules and conventions arising from
their cultural dispositions. These scholars report that women in African countries are at risk if they
conform to traditional cultural practices, hence excluding them from access to higher educational
opportunities. Further on, if they do not conform to traditional cultural practices they are at risk of
social stigmatisation and social exclusion by their families and communities.
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Arising from the above-mentioned, Morley et al (2009: 60) invokes the argument that women in
higher education are caught up between “two greedy institutions”, that is, university and cultural
practices. The survival of women with disabilities in higher education brings to the surface the
complex division and discrimination of two highly gendered contexts, relating to feminisation and
disability in what is supposed to be a fair and equal higher education.

Halder (2009) enunciates that women’s higher education needs go unnoticed as women with
disabilities suffer on multiple accounts because of gender, disability, stigma and social ostracism
of which Ghai (2009: 6) articulates as “the cancellation of femininity”. What becomes visible is an
institutional culture of misguided prejudices that limits interactions and the full participation of
women with disabilities in higher education. Perhaps, this brings us to the point of critically
engaging with Sen’s (1980) “Equality of What” discourse.
A further phenomenon impacting on curriculum access and participation, as noted in South
African higher education policy frameworks is that all higher education institutions (HEI)’s have in
their institutional plans, arrangements to ensure that the university environment, especially on the
grounds of disability and gender, remains safe and secure and serves to discourage harassment
or any other hostile behaviour (RSA, DoE, 1997b).
This policy framework further enunciates a zero tolerance of any incidence relating to rape and
sexual harassment in the higher education domain. The above-mentioned is also suggested in
the South African White Paper on the National Integrated Disability Strategy (DoE,1997a) that
women with disabilities suffer double and triple discriminations and may be at increased risk of
physical and sexual violence.

However, these jeopardies and its intersection with higher

education remain silent in this policy framework.
In adding to the abovementioned, a South African study undertaken by Kasiram and Subrayen
(2013) at a university in the KwaZulu-Natal province involving students with visual impairments,
document sexual exploitation and lack of voice in decision making about safe sex as personal
challenges experienced by women with disabilities in higher education. This is a fundamental
issue that higher education needs to, as part of its institutional culture, address and further invoke
discourses relating to the intersections of the gendered experiences of disability and sexual
violations as a constraint to access and participation.
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Further on, Halder (2009) and Subrayen (2011) found that the risk of sexual abuse rendered
women with disabilities as powerless and voiceless in their quest for a transformed, democratic,
broadened and widened higher education (DoE, 1997b).
This constraint to access and participation of women with disabilities in higher education was also
articulated in Opini (2011)’s qualitative interactions at two Kenyan universities. Opini (2011) found
that personal challenges, sexual exploitation and rape led to fear and isolation from the teaching
and learning environment, hence inhibiting access and participation of women with disabilities in
higher education. This study notes that abusive experiences on females with disabilities in higher
education led to anger, anxiety and emotional and psychological distress, all of which contributed
to negative academic outcomes. Hence, Opini (2011) calls for higher education to, as part of its
institutional plans, consider socio-cultural factors that contribute to the abuse of women with
disabilities in higher education.
.
In addition to the above constraints, Opini (2011) study found that mature aged females with
disabilities were marginalised by younger-able bodied students. These discriminatory practices
related to the subordinate practices arising from the intersections of gender, disability and mature
age. The argument remains that gender, mature age and disability mainstreaming remains
integral to “dismantle ablest gazes” (Opini, 2011:70) for planned social action relating to policies,
legislation and opportunities for women with disabilities in higher education.
In view of the above complexities, ontological and epistemological narratives on the feminization
of disability must remain as important intellectual spaces to consider.

Morley (2007: 608)

contends this as being “new maps of learning” and “a new social grammar that includes the
consideration of gender” (Morley et al., 2009: 56) as potential discourses for higher education to
consider.
Adverse practices in the higher education with respect to gender transformation are not only
limited to the domain of the disabled. With regards to the strategic level appointment of black
females for instance, the Higher Education Transformation Network (HETN, 2012: 5)’s analysis
of the University of Pretoria’s Employment Equity reports indicates that since 1994, out of the nine
(9) strategic level posts on the university organogram, only two (3) black African female executive
appointments were made since 2009. To date there is only one black female Executive on the
university’s executive management team.
23

Joint Research Study on Gender Transformation in the Higher Education Sector

According to the above-mentioned report an adverse organizational culture prevailing at the
institution was noted as evidenced by a disproportionately high annual labour turnover rate of
blacks and females (25%) prevailing at the institution. The same report cites that 80% of blacks
(including females) leaving the institution do so out of frustration whilst 20% leave for greener
pastures.

It is clear that for institutional cultures to change, more direct strategic monitoring and enforcement
by Vice-Chancellors followed by the enforcement of demographic diversity in university staffing
structures is needed since a multicultural and diverse staffing complement brings with it new
experiences, identities and cultures on the basis of which new institutional cultures can be built.
The inclusion of women especially black women in particular, in the academic workplaces is a
necessary condition for the transformation of the university which must be accompanied by the
simultaneous transformation of the cultural codes through which institutions derive identities.

Keet (2015) correctly summaries that “Institutional cultures are shaped by the social structure
(rules, institutions, and practices), and is embodied in the actions, thoughts, beliefs, and durable
dispositions of individual human beings, and provides the networks via which roles and powers
are assigned to groups and individual actors, with their distributive consequences‟.
If adverse institutional cultures are to be successfully addressed, a number of interventions have
been proposed, amongst others:-

•

Institutional social audits with multi-stakeholder participation, of all university cultural
frameworks – symbols, rituals, language and communication practices and systems,
associated networks against the requirements of the Constitutional promise of an open,
democratic, inclusive, diverse and affirming environment; and tabling measures with university
communities for its recodification and re-development.

•

The adoption of university-based Institutional Culture Charters stating explicitly each
university’s core principles, values, and commitments to students and staff; and ensuring that
this is built into all staff induction and student orientation programmes;
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•

Implementation of institution-wide Institutional Culture diversity management programmes to
involve all levels of university staff and students, and creating institutional capability and
resources to make this effective

•

Implementing and ensuring the responsiveness of robust anti-racist, anti-sexist and other antidiscriminatory policies and programmes to hold individuals or groups accountable for
behaviour antithetical to a transformed university environment.

The need for stronger focus on gender discrimination within the discourse on higher education
transformation is very critical. Rarieya, Sanger and Moolman (2014: 1) states that gender
inequalities impact differently on males and females. “The gender socialisation of girls and boys
means that they have different life experiences which play out in the education system, both within
the school classroom and later in higher education institutions.
Gender equality means that girls and women have equal learning opportunities with their male
counterparts. However, an equity approach to gender in education suggests that girls may require
more in order to reach equality”.
1.8

Quantifying the pace of Transformation in the Higher Education Sector

Since the body of knowledge regarding higher education transformation has always been
qualitative with statistical targets finding expressions mostly within institutional employment equity
workforce planning records of individual institutions of higher learning, Govinder, Zondo and
Makgoba (2013) undertook a groundbreaking national quantitative study involving the
demographical profiles 23 universities in the South Africa higher education sector utilizing
variables such as student enrolment and graduation, research output, composition of Senate and
staff complement to determine an equity index that ranks the 23 universities in terms of the
timeframes that it will take to achieve transformation at the respective institution.
Based on the above-mentioned variables, Govinder, Zondo and Makgoba (2013) thereafter
determined an equity index across the various variables that ranks universities as per the
following tables:-
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Ranking of Universities based on Student Enrolment & Graduation levels
Source: Govinder, Zondo & Makgoba (2013)

Based on the above-mentioned variable, it becomes clear that the University of Stellenbosch,
UCT, UWC, Rhodes, University of Pretoria, CPUT, WITS and NWU form part of the top nine least
transformed institutions in terms of ranking based on student enrolments and graduations.
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Based on the variables of staff composition, Govinder, Zondo and Makgoba (2013) thereafter
determined an equity index across the various variables that ranks universities as per the
following table:-

Ranking of Universities based on Staff composition
Source: Govinder, Zondo & Makgoba (2013)
Based on the above-mentioned variable, it becomes clear that the University of Stellenbosch,
NWU, Free State, University of Pretoria, Rhodes, UCT, DUT form part of the top nine least
transformed institutions in terms of ranking based on staff composition.
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Based on the variables of Council and Senate composition, Govinder, Zondo and Makgoba (2013)
thereafter determined an equity index across the various variables that ranks universities as per
the following table:-

Ranking of Universities based on Council and Senate composition
Source: Govinder, Zondo & Makgoba (2013)
Based on the above-mentioned variable, it becomes clear that the University of Stellenbosch,
NWU, Free State, University of Pretoria, UWC, UCT, WITS form part of the top nine least
transformed institutions in terms of ranking based on Council and Senate composition.
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The denialist response by mainstream academia as well as Vice-Chancellors to the
recommendations of Govinder et al (2013) and the Transformation Oversight Committee through
their representative body, Universities South Africa (formerly Higher Education South Africa)
which outrightly rejected the recommendations of the leaves a lot to be desired.

Universities SA (2015: 2 -3) in its denial of the complicit role of higher education managers in the
slow pace of higher education transformation, dismisses the “reductionist, essentialist and onedimensional” recommendations of the Govinder et al (2013) study as “highly flawed and a much
discredited assessment”.
Vice-Chancellors by implication thus rejected the implementation of the recommendations of the
Makgoba Transformation Oversight Committee as “narrow conceptions of the remit and nature of
higher education transformation”.

Further evidence of the denialism by mainstream higher education actors in undermining the need
for transformation and gender equity is encapsulated by Cloete (2014) who states that Govinder
et al (2013) “equated equity with transformation, and delinked equity from development and
performance” and that the paper “fell into the trap of a prevailing South African condition of using
transformation as a code word for race”. Cloete goes further and states “the formula used in the
paper produced a result in which several of the most equitable institutions were those being run
by a government-appointed administrator”.
Cloete (2014) in denial, proceeds to question the credible reasons advanced by Govinder et al
(2013) behind the slow progress in transformation of higher education namely passive resistance,
denial, the abuse of institutional autonomy and lack of accountability by Vice-Chancellors. Cloete
(2014) further proceeds to deride these as “common South African form of accusatory politics”.
Cloete (2014) proceeds to lament that the “unintended consequence of the Equity Index of the
Transformation Oversight Committee” as an “over-focus on equity for a privileged elite at precisely
the moment that the central challenge for higher education is to support development, with
increased equity, as outlined in the new vision of the National Development Plan”.
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It must be emphasized that whilst the bulk of recommendations from the Makgoba Transformation
Oversight Committee are more detailed and specific, higher education managers were given a
detailed an initial set of recommendations before in 2008 by the Soudien Commission on
Transformation, Social Cohesion and the Elimination of Discrimination in the Higher Education
Sector led by Prof Crain Soudien.

That the Makgoba Transformation Oversight Committee is an advisory body which does not have
full statutory powers of oversight such as the National Council on Higher Education (CHE) further
adds to the dragging of heels, denialism and non-compliance by higher education managers on
matters to do with transformation.
1.8

Gender Discrimination Patterns in the Higher Education Workplace

Naicker (2013:2) highlights that, owing to their small numbers in the workplace, female academics
are often invisible and voiceless. Moreover, Naicker (2013) notes, the experiences of black
women are often overshadowed by the experiences of black men or subsumed under the realities
of white women.
The universalizing of black female academics’ experiences as black or female does little to affirm
their uniqueness and their particular struggles. Black men’s experiences are taken for granted as
being the black experience and white women’s experiences are the taken for granted as being
female experience.

As a result, Naicker (2013) asserts, black women academics must navigate their way through an
environment that does not fully hear or see them. There have been several interpretations over
the years of the underlying root causes belying the challenges constraining the empowerment of
women and blacks within the higher education sector. These typically range from amongst
others:•

Unequal Access to Opportunities

•

Balancing work and domestic responsibilities

•

Stereotyping of Female Roles

•

Contract Employment Status

•

Inequities in research support

•

Challenges in publishing scholarly work in publications
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Empirical studies by Mabokela (2002:191 - 197), which entailed interviews with 26 women
academics from historically black universities, historically white universities and a technikon
(currently referred to universities of technology), respondents cited heavier teaching loads than
their males colleagues whilst some junior faculty colleagues reported having a double teaching
schedule every day. This automatically makes studying towards higher degrees and the chance
for promotion challenging for women and results in women unable to compete equitably for
promotion with their male counterparts.
In addition, some female respondents indicated that they were not allowed to apply for study leave
in order to pursue advanced degrees due to their employment as contract workers which does
not allow them to accumulate the number of employment days required to qualify for study leave.
Since furthering their studies and acquiring academic credentials are a non-negotiable necessity
for permanent employment, respondents felt unfairly marginalized by such workplace
impediments.
Mabokela (2002:194) proceeds to highlight that most respondents in her study expressed the
view that they had to constantly prove themselves because they were under constant scrutiny to
perform by male superiors in the workplace with respondents citing institutional environments that
lacked respect for women with persistent inequalities in the way in which workplace standards
are applied with working conditions impeding their ability to compete equitably with male
colleagues for promotions.

Respondents complained that an imbalanced group representation resulted in stereotyping and
subtle forms of discrimination against especially black women academics.
In this regard Mabokela (2002:200) cites that there are serious misconceptions among racial and
ethnic groups about each other which are deeply rooted in false apartheid perceptions and
attitudes of inferiority and superiority.
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1.9

Absence of Female South African Professoriate

Mangcu (2015) highlights the absence of black South African females in the higher education
sector and states “it is worrisome, then, that South Africa’s best universities do not have a black
presence to speak of at the highest level of the academic rank – the professoriate.

Through their exclusive membership of the senate, professors are the vanguard of formulating
the research and academic agenda, which reflects their own subjective dispositions and interests.
They also decide who gets promoted, and thus the complexion of the professoriate.
In short, universities are the site of cultural and intellectual capital and should receive just the
same attention as political and economic capital. Only 194 black or African South Africans are
professors out of the country’s total of 4 000. This number translates to 4% of the total. The
situation is more dire when it comes to women. Only 34 or 0.85% of the total number of South
African professors are women”.
It is clear that at the current pace that the higher education sector is producing professors from
the ranks of the disadvantaged, especially black female professors, that South Africa will not be
able to attain its National Development Plan targets.

Source: Tom Moultrie (2013), UCT & DHET
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In her study Mabokela (2002) cites that most female respondents had limited exposure to and
involvement in research activities due to amongst othersthe reluctance by senior (male) scholars
to offer research support.
Another key underling cause identified in the study related to the dissemination of scholarly
material in mainstream journals due to impediments posed by “old boy’s networks” of male editors
of research journals that are not receptive to research interests from functional areas and
research topics that interest women academics (typically community-based research written from
a non-western perspective or research studies written from a gender perspective).
Such impediments to the publishing capacity of female academics force female researchers to
submit their research to gender-focused research journals which are in some cases, looked down
upon as “softer options” by senior male colleagues within university schools, faculties and
departments.
1.9

Conclusion.

The objective behind this chapter was to discuss the transformation of higher education and the
challenges facing women in the higher education workplace.
Form above-mentioned discussions, it becomes clear that discussions on higher education
transformation are not new and that higher education managers were initially given a set of
recommendations before in 2008 by the Soudien Commission on Transformation, Social
Cohesion and the Elimination of Discrimination in the Higher Education Sector led by Prof Crain
Soudien which were largely not implemented by higher education managers.
It is clear that since the recommendation by the 2008 Soudien Commission on Transformation,
Social Cohesion and the Elimination of Discrimination in the Higher Education Sector led by Prof
Crain Soudien, although many institutions of higher learning have Transformation Charters and
Declarations in place, not much in terms of implementation has taken place at institutional level
from the side of higher education institutions due to several factors.
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Much of the resolutions proposed by the 2008 Soudien Commission on Transformation, Social
Cohesion and the Elimination of Discrimination that have indeed been implemented are mostly
on the side of government relating to:•

The establishment of a permanent oversight committee by the Minister of Higher Education
and Training to monitor the transformation of higher education.

•

A review of the size and composition of Councils including the establishment, role and
functions of the Institutional Forums (IFs) including the training of Council members.

It is clear from discussions that symptoms of lack of gender transformation in the higher education
sector are visible through:•

Non-Compliance with Employment Equity targets

•

Discriminatory Workplace Practices

•

Workplace Victimizations

•

Poor Career Growth Avenue for Female Staff

•

Adverse Organizational Culture belying racism and sexism

•

Disproportionate / Secretive Remuneration scales

•

High Turnover of Black / Female Staff

From the above-mentioned discussions, it becomes clear that women face a multiplicity of
workplace challenges in the higher education sector typically ranging from amongst others:•
•
•
•
•
•

Unequal Access to Opportunities
Balancing work and domestic responsibilities
Stereotyping of Female Roles
Perpetual Contract Employment Status
Inequities in research support
Challenges in publishing scholarly work in publications

From the above-mentioned discussions, it becomes clear that institutions of higher education
must systematically address deep-seated racial and gender attitudes especially towards black
female academics in order to create a conducive environment to facilitate the growth and
development of female academia in order for the country to attain its National Development Plan
(NDP) target of ensure a 50% representation of black and female staff in the sector and producing
500 000 PhD’s.
Chapter 2 discusses the research methodology, data collection and analysis processes followed.
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Chapter 2: Research Methodology
The aim of the study is to evaluate and assess the extent of gender transformation and
empowerment of women in the higher education sector.
The study largely followed a qualitative and descriptive, evaluative and interpretative approach
with the study being undertaken in a multiple case study format per institution of higher learning
with particular interest in the extent of gender transformation and empowerment of women in the
various workplaces of institutions of higher learning as well as the determination of barriers
constraining the development of women and specifically black females.
This study seeked to primarily determine the compliance by the higher education sector with
Constitutional provisions regarding the empowerment of women as well as the National
Development Plan (2011:268) objective that “universities should be welcoming for black and
female teachers, students and researchers to ensure significant progress in reversing gender and
racial imbalances in the higher education sector to ensure that African and women make up 50%
of the teaching and research staff of universities”.
The study thus also focused on unique challenges and interventional measures that could be
undertaken by policy makers and university managers to ensure gender transformation and
empowerment of women in the higher education sector.
This study thus seeked to achieve the following objectives:-

•

To determine the factors constraining the empowerment of women in the higher
education sector.

•

To determine measures to ensure the development of women in the sector.
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2.1

Research Questions

In undertaking this qualitative, evaluative and descriptive study, the researchers’ seeked to
answer the following research problem:To what extent is the respective higher education workplaces empowering females and
advancing gender transformation?

The study therefore seeked to answer the following research questions:-

•

Which factors constrain the empowerment of women in the higher education sector?

•

What measures are recommended to ensure the development of women in the sector?

Whilst the study was planned to be undertaken as cross-sectional annual multiple case study for
the respective annual gender transformation hearings conducted by the Commission for Gender
Equity (CGE), longitudinal studies involving the respective institutions of higher learning that
participate in the preceding annual studies are hereafter planned to track the growth/ regression
of the various higher education institutional workplaces in terms of gender transformation and the
barriers faced by women in the respective workplaces. .
According to Bryan and Burgess (1999: 140), qualitative data collection methods such as
observation, interview and historical documents from learners can be utilized. The abovementioned enables the researcher to assess learners’ opinions and experiences through openended questioning in the self-administered questionnaire and during focus group interviews.
Merriam (1989:104) states that documents are “ready-made sources of data” that are easily
accessible to the researcher.
Historical documents analysed and utilized in the study include the Department of Labour (DOL)’s
Employment Equity Report for 2014/2015, institutional employment equity plans, national
development plan (NDP) targets and other relevant historical workplace records as baseline
information.
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Whilst additional sources of historical data such as institutional workplace skills plans (WSP)’s
and annual training reports (ATR)’s were planned for additional analysis, due to time and logistical
considerations, this could not be undertaken.
Internal data such as employment equity plans and a document review of the annual report of
institutions of higher learning were used as secondary data source whilst external data from the
self-administered questionnaire-based survey largely served as the primary data collection
source in the study.
Although three universities namely the University of Pretoria (UP), North West University (NWU)
and Tshwane University of Technology (TUT) were formally invited by the research team to
participate in the study, the University of Pretoria declined to participate in the study and no
responses were received from the North West University (NWU). Respondent feedback was thus
only received from students and staff of the Tshwane University of Technology (TUT).

Due to the protracted national student and worker protests that took place due to the national
#Fees Must Fall protests plaguing the sector in October – November 2015, the number of
university student and staff respondents participating in the study was adversely affected. This
also included the participation of student and university staff respondents in focus group
discussion interviews which were planned to support the self-administered questionnaire survey
as initially planned.
The study thus relies primarily on the feedback received from TUT university staff and students
using the self-administered questionnaires.
2.2

Population and Sampling

The researchers had originally intended to cover a fifteen percent (15%) sample of the total
population of TUT university staff and students (main campus) selected through simple random
sampling with a five percent (5%) response rate from respondents considered satisfactory. As at
1 January 2015, the total staff population of Tshwane University of Technology (TUT) staff from
all campuses entails 8 373 staff consisting of 2 795 permanent staff (33.4%) and 5 578 contract
staff (66.6%).
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The total staff complement of the Pretoria campus accounts for 70.3% of the total staff population
of all TUT campuses. As at 1 January 2015, the total population for staff at the Pretoria main
campus remained at 5 892 comprising of:-

Gender

Males

Percentage

Females

Percentage

Coloured

11

0.1%

29

0.5%

Africans

2 433

41.2%

2 028

34.4%

Indian

34

0.6%

30

0.5%

White

666

11.3%

661

11.2%

Total

3 144

53.2%

2 748

46.6%

Table 1: Gender Breakdown TUT Staff (Pretoria Main campus)

A total response rate of 1.3% (n – 79) was received from TUT staff from the Pretoria campus.
Responden
ts by Strata

Total
Populati
on

Population Size
(Pretoria Campus
Only)

Percentage of
Total
Expected
Response
Rate

Expected
Response
Sample

%
Responses
Received

No
of
Responses

%
NonResponses

Staff
Students

8 373
58 140

5 892
24 124

5%
5%

294
1206

1.3%
0.4%

79
105

98.7%
99.6%

Table 2: Response Rate: TUT Staff and Students (Pretoria Main campus)

The total student population for Tshwane University of Technology is 58 140 students of which
24 124 students attend at the Pretoria main campus of the institution. The student population of
TUT students attending at the Pretoria campus constitutes 41% of the overall total TUT student
population. Whilst a 5% response rate (n – 1206) was initially expected, a total response rate of
0.4% (n – 105) was received from student respondents from the Pretoria main campus.
2.3

Data Collection Instruments

Maykut and Morehouse (1994:44) state that the outcome of a study is not the generalization of
the results, but to gain a deeper understanding of the experiences from the perspective of the
participants. According to Merriam (1998:7), a qualitative researcher aims at understanding a
situation as it is experienced by the participants.
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The key concern of the researcher is to understand the phenomenon of interest from the
participants’ perspective and not the researchers’ perspective.
Patton (2002:48) states that qualitative research implies going into the real world of programmes
and getting close enough to the people and their circumstances to capture what is actually
happening. Within qualitative empirical studies, the researcher relies on the views of the
respondents by asking broad general questions and collects data consisting largely of words (or
text) from the participants. The researcher describes and analyses these words for themes and
conducts the inquiry in a subjective, biased manner (Creswell, 2002:39).
Whilst focus group interviews were originally planned for utilization alongside the selfadministered questionnaires from respondents, data collection methods in the form of a survey
and a self-administered questionnaire tool were used for data collection. Due to the protracted
national student and worker protests that took place due to the #Fees Must Fall protests at the
various institutions of higher learning, students did not participate in the study and additional focus
group interviews with respondents could not take place as initially planned.
Two strata of respondents namely university staff and student respondents were selected through
simple random sampling for the self-administered questionnaire-based survey. Through the selfadministered questionnaires, a large mass of university staff respondents and students were
reached through electronic delivery with each institution coordinating the submission of responses
back to the research team.

The self-administered survey questionnaire was used to obtain respondent beliefs, their
observations as well as opinions whilst maintaining an element of anonymity and confidentiality.
The study took place within contextualization where university workplace gender empowerment
practices are evaluated in line with National Development Plan (NDP) priorities relating to gender
empowerment. This provides a context for the interpretation of findings from the study.
The research design of the study utilized a self-administered questionnaire that focused on
current workplace practices and employment experiences. Self-administered questionnaires with
university staff largely combined both a reflective approach and a focus on daily workplace
challenges.
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Further on, these self- administered questionnaires were available in accessible formats,
depending on the nature of the participant’s disability, if any. The research questionnaire was
used to elicit the following information from respondents:•

Information about the respondents’ opinions, expectations, likes and dislikes about university
workplaces

•

The current work environment of the respondent

•

The nature of the respondent’s current work duties

•

The perceived barriers constraining gender empowerment and career progression in the
workplace ad higher education sector in general

2.4

Data Analysis

Data from the self-administered questionnaire was analyzed using selective description methods
where similarities in terms of respondent responses were grouped together based on the
similarities of responses received to determine distinct response categories and underlying
themes. Data analysis thus entailed:A. Collation of returned completed questionnaires
Completed questionnaires responses from the respondents were collated and received from the
institutions of higher learning.
B. Clustering of responses into loose associations based on similarity
Questionnaire responses were grouped and subjected to analysis using selective description
where common responses are grouped together into loose association based on similarity of
responses.
C. Categorization of loosely similar responses into response categories and themes.
Using the affinity method, loosely similar response groupings were grouped into response
categories and underlying themes for better analysis.
D. Consolidation of response categories
Response categories and underlying themes were further analyzed for common root causes and
consolidated into more distinct and varied response categories for analysis. Questionnaire
responses provided insight into respondents’ experiences and opinions of the university
workplace with respect to gender transformation.
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2.5

Ethical Considerations

According to Denzin & Lincoln (1994:20) and Hitchcock & Hughes (1995:45), ethical standards
within qualitative research designs include the rights of participants, confidentiality, mutual respect
and anonymity.

In advancing ethical research considerations including potential disability

challenges in the workplace, respect for the confidentiality of the participants disability (if any) was
observed. Although discussions took place beforehand with universities prior to the dissemination
of the questionnaires, no special request for braille, electronic format using JAWS software (Job
Access Word with Speech), large print, audio recording or oral text access using a human reader
were received.
Ethical considerations in the study were followed through respect for the respondents’
confidentiality, prior request and engagements by the research team with institutions of higher
learning, clear explanations of the purpose of the study as well as respect for the rights of
university staff respondents to decline or withdraw participation in the study. Respondent
concerns about privacy and confidentiality initially potentially posed as a barrier to the participation
of respondents but this was addressed through respondent confidentiality.
In compliance with ethical considerations whilst undertaking this study, the norms of voluntary
participation were observed.
Conclusion

The objective behind this chapter was to discuss the research methodology in the form of data
collection and analysis process utilised within the study. Chapter 3 entails a discussion on the
findings and recommendations of the study.
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Chapter 3: Research Findings and Recommendations
3.1

Biographical Data of University Staff Respondents:

The total respondent responses received from staff entailed 1.3% of the total population of staff
at the Tshwane University of Technology whilst a 0.4% response rate was received from TUT
students.
Respondents
by Strata

Total
Population

Population Size
(Pretoria Campus
Only)

% of Expected
Response Rate

Expected
Response
Sample

% Responses
Received

No
of
Responses

%
NonResponses

Staff
Students

8 373
58 140

5 892
24 124

5%
5%

294
1206

1.3%
0.4%

79
105

98.7%
99.6%

Table 3: Response Rate: TUT Staff and Students (Pretoria Main campus)

3.1.1

Breakdown of Staff Respondents according to Gender

Out of the total responses received from staff respondents (n – 79), the majority of staff
respondents were females constituting 56.9% of respondents (n – 45) whilst male respondents
accounted for 43% (n – 34) of respondents.

 




Males
Females

Figure 1: Gender Breakdown of TUT Staff Respondents
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3.1.2

Breakdown of Staff Respondents according to Years of Service

When university staff respondents were asked how long they have been in the service or employ
of the institution, the majority of staff respondents indicated that they have been employed by TUT
for more than 12 - 19 years. A significant majority of respondents indicated that they have worked
for 12 years and 19 years respectively.
The respondents with the highest work experience has worked for the institution for more than 34
years in total. A significant average of respondents fell between the years 1 – 5 years’ work
experience (n – 13) indicating that there is a significant number of contract workers employed in
short term contracts at the institution.
Years
Respondents
Percentage
Years
Respondents

1
3
3.7%
21
1

2
2
2.5%
22
3

3
2
2.5%
23
0

4
2
2.5%
24
4

5
4
5%
25
3

6
2
2.5%
26
2

7
2
2.5%
27
0

8
0
0
28
1

9
1
1.2%
29
1

10
3
30
0

11
4
5%
31
0

12
6
7.5%
32
2

13
2
2.5%
33
1

14
1
1.2%
34
3

Percentage

1.2%

3.7%

0

5%

3.7%

2.5%

0

1.2%

1.2%

0

0

2.5%

1.2%

3.7%

15
4
5%

16
1
1.2%

17
4
5%

Table 4: Breakdown of TUT Staff Respondents according to Years of Service
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Figure 2: Breakdown of TUT Staff Respondents according to Years of Service
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3.1.3

Breakdown of Staff Respondents according to Designation Type

When university staff respondents were asked to indicate their designation / position in the
institution, a majority of university staff respondents indicated that they were employed as
lecturing staff (n- 27) ranging from Lecturers, Junior Lecturers and Senior Lecturers. This stratum
of respondents was closely followed by administrative staff (n – 21) ranging from Administrators,
Administrative Clerks, Senior Administration Officers, a Secretary and Personal Assistant.
Other
Support Staff

Management

Assistant Dean
Professor
Associate Professor
Secretary
Personal Assistant
Administrator
Senior Administration Officer
Curriculum Development Specialist
Operations Manager
Deputy Director
Director
Manager
Technician
Technologist
Shelf Attendant
Senior Practitioner
Lecturer
Senior Lecturer
Junior Lecturer
Administrative Clerk
Mechanic
Quality Controller
Planner/ Cost Estimator
Supervisor
Human Resources Officer
Head of Department
Academic Support Officer
Venue Coordinator
Assistant Registrar
Information Officer
Librarian
Professional Nurse
Radio Station Manager
Health & Safety Manager
Total

Administrati
ve Support

Lecturing
Staff

Respondent Responses by Designation
Type

3
2
2
1
1
13
3
1
1
2
2
1
2
2
1
1
17
4
1
1
1
1
1
1
1
4
1
1
2
1
1
1

27

1
1
17

21

14

Table 5: University Staff Respondents by Designation Type
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Total

3
2
2
1
1
13
3
1
1
2
2
1
2
2
1
1
17
4
1
1
1
1
1
1
1
4
1
1
2
1
1
1
1
1
79
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3.1.4

Understanding of Sexual Harassment

When staff respondents were asked on their understanding of what sexual harassment means, a
majority of staff respondents (n - 76) confirmed that they understand the meaning of sexual
harassment whilst n - 1 respondents responded in the opposite. This indicates that an
overwhelming majority of staff respondents understand what sexual harassment means.
3.1.5

Training on Sexual Harassment

When staff respondents were asked whether thy have received any training on sexual harassment
a majority of respondents (n – 45) indicated that they have not received any training on sexual
harassment.
However a signification number of respondents (n – 32) did indicate that they have indeed
attended training. Some of the respondents who indicated no training indicated that they did not
attend the training. This implies that there is general awareness regarding sexual harassment in
the workplace and some training has taken place although not all staff did attend the sessions.
3.1.6

Sexual Harassment Policy

When staff respondents were asked whether the institution has a sexual harassment policy in
place, the majority of respondents (n – 60) indicated that they are aware that the institution has a
sexual harassment policy in place whilst a minority of respondents (n – 4) responded in the
opposite. Of the 15 respondents who did not answer the question, some respondents indicated
that they are not sure about the existence of the aforesaid policy. This indicates that there is
overall agreement and awareness about the sexual harassment policy at TUT.
3.1.7

Conducive Environment

When staff respondents were asked whether the institution provides a conducive environment for
victims to report cases of sexual harassment without fear of being victimized, the majority of
respondents (n - 57) indicated that they believe that there is indeed a conducive environment for
victims to report cases of sexual harassment without fear of victimization.
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A minority of respondents (n – 9) indicated that they do not believe that there exists a conducive
environment for sexual harassment at the institution. The high number of respondents who did
not answer at all (n – 13) is a potential indicator that not all staff know whether there exists a
conducive environment at the institution or not.

This might be attributed to the fact that such respondents have never been victims of sexual
harassment or might not have has a personal experience or might not have witnessed how
management handles victims of sexual harassment.
3.1.8

Potential Workplace Challenges Impeding Women

When staff respondents were asked whether they agreed or disagreed that there may be
challenges at the workplace that impedes on the acceleration of women into senior academic
positions, a majority of respondents (n – 30) strongly agreed and moderately agreed that there
may well be workplace challenges that impeded the acceleration of women in the workplace.
A significant minority (n – 22) respondents indicated that they are unsure regarding the existence
of workplace challenges impeding women in the workplace. n - 19 respondents disagreed and n
– 6 respondents strongly disagreed. This indicates that the majority of respondents agreed that
there may well be workplace challenges for women at TUT.
3.1.9

Access to Childcare Facilities

When staff respondents were asked whether they have access to child care facilities at the
institution, the majority of respondents (n - 70) indicated that they do not have access to childcare
facilities at the institution whilst n - 2 respondents responded in the affirmative.
From the overwhelming responses received, it is clear that the institution does not have childcare
facilities available for staff. This could be a potential factor constraining women at academic level
as they need to make time to attend to their domestic responsibilities.
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3.1.10 Perceptions regarding Gender Transformation as a Priority

When staff respondents were asked whether they think that gender transformation is prioritized
in the institution, the majority of respondents (n – 41) respondents indicated that they believed
that gender transformation is indeed a priority at the institution.

Although the majority of respondents believe that gender transformation is prioritized at the
institution, a significant minority (n - 30) held an opposite view on the matter. There is possibility
that gender-based perceptions and seniority of respondents could have played a role in the
conflation of perceptions by respondents. n - 8 respondents did not respond to the question.
3.1.11 Equal Academic Opportunities

When staff respondents were asked whether female and male academics are afforded the same
opportunity at the institution to present academic papers at conferences, the majority of
respondents (n – 58) indicated that they believe that male and female academics are offered
similar opportunities to present papers at conferences and colloquia whilst n – 7 respondents
dissented.
The high number of respondents (n – 14) who did not respond to the question indicates that some
of the respondents were perhaps Administrators who did not have the exposure or experiences
to research Colloquia and conferences and thus could not comment.
3.1.12 Role of Domestic Duties on Female Academic Development

When staff respondents were asked whether they agreed with media statements that domestic
roles for women are always at odds with their professional roles and contributes to the slow pace
of female representation in academia and upgrading of qualification, the majority of respondents
(n – 17) agreed whilst n - 14 respondents strongly agreed that domestic roles for women are
always at odds with their professional roles and therefore contributes to women’s slow pace of
representation in academia including the upgrading of their qualifications.

Whilst n – 14 respondents were unsure regarding the question, n – 27 of respondents disagreed
and n – 5 respondents did not provide answers to the question
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3.1.13 Equal Pay for Equal Work

When respondents were asked whether they agreed or disagreed with the statement that male
and females who perform the same work must be paid equal wages, the majority of respondents
(n – 75) agreed that equal pay for equal work needs to be applied in the workplace. Only n - 4
respondents did not provider answers to the question.
3.1.14 Implementation of Equal Pay for Equal Work

When staff respondents were asked whether men and women are performing the same work and
paid equal wages at the institution, the majority of respondents (n – 47) believed that equal pay
for equal work is being implemented in the workplace. n - 14 respondents however did not believe
that equal pay for equal work is being implemented in the workplace at the institution.

n – 18 respondents did not provide an answer to the question. The significantly high nonresponsiveness by respondents on the question can perhaps be attributable to genuine lack of
information to form an opinion or potential fear of victimization by some respondents.
3.1.15 Developmental Mentoring & Coaching

When staff respondents were asked whether there are any mentoring and coaching programmes
for the development of women and males in the workplace, the majority of respondents (n – 44)
indicated that there are indeed developmental mentoring programmes available in the workplace
whilst n – 24 disagreed. n – 11 respondents did not provide an answer. Although the majority of
respondents agree that there are mentoring and coaching programmes being implemented for
the development of males and females in the workplace, the proportion of those who do not
believe so is significant
3.1.16 Accessibility of University Buildings to the Disabled

When staff respondents were asked if the university buildings are accessible to persons with
different disabilities, the majority of respondents (n - 47) agreed that the university buildings are
accessible to people with disabilities.
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Respondents holding an opposite view constituted n - 25 whilst n - 7 respondents did not provider
an answer to the question. Some the respondents who held a dissenting view indicated that not
all the buildings of the university are equipped with ramps and other amenities for all categories
of the disabled.
3.1.17 Policy Protection for Women during Pregnancy

When university staff respondents were asked whether the policy framework of the institution
provides special protection to women, especially during pregnancy, the majority of respondents
(n – 39) indicated that they believe that the institutional policy framework of the institution provides
special protection to women especially during pregnancy.
A significant minority of respondents (n - 20) did not agree with the above statement. An equal
number of respondents (n – 20) did not respond to the question. Whereas it might be the case
that the policy framework gives special protection to pregnant women or not, there is a significant
proportion of respondents who do not agree.
3.1.18 University Staff Respondent Responses to Open Ended Responses
University Staff Respondents

Statement
1. What are the challenges
at the workplace that
impedes on the
acceleration of women
into senior academic
positions?

•

•

•
•

•
•
•
•
•
•

“Managers are not trained to provide programmes to address the
issue of women empowerment such as mentoring and promotions
of women who are capable and therefore such programmes are
not implemented.
Socio- cultural perceptions and societal values continue to oppress
women’s attitudes and discourage them from taking risks in
business and leadership positions.
Women are seen as unproductive and not deserving higher
positions.
Lack of commitment from management on issues of gender
equality. All Executives are males. New Executive positions are
mostly refilled by males.
The environment being predominantly males in management and
they want to keep it that way.
No serious plan crafted regarding transformation and equity.
Women go home early to take care of their children. Women are in
a comfort zone and do not research and publish.
If you are not a member of NEHAWU, you will not be able to get a
better position. There is both gender and racial discrimination
It’s a huge challenge to work fulltime, run a household and upgrade
your qualifications
Some women use too much emotions which impact into
acceleration of senior positions.
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•
•
•
•
•

•
•
•

1. What are the challenges
at the workplace that
impedes on the
acceleration of women
into senior academic
positions?

•

•
•
•
•
•

•
•
•
•
•

•
•

•
•
•
•
•
•

The policies on transformation are available but not implemented.
There is no strategic plan to ensure women occupy senior positions.
We have heard of a process to develop succession plan but not
sure how far it is.
There is no performance management system in place.
There is no monitoring and evaluation as well as reporting
mechanisms on how many women occupy senior positions of
professorship
Very few women who occupy senior positions do not last due to
male oppression and their dominance
There are hidden agendas not to promote women into professorship
positions
Majority of senior management are black males and they let cultural
and traditional values to interfere with their decisions on
appointments of black female leaders.
Insecurity amongst senior management with regards to their
positions as a result they are unable to think straight and their
judgement is somehow irrational.
At TUT, a woman is not good enough to lead but good enough to
take order from men.
If a woman is put into a strategic post, male colleagues ensure that
they sabotage to the extent that she will fail
Employment equity is not taken into consideration when
appointments are made
Lack of proper qualifications and skills.
The organizational culture is male dominated (old buys club). There
is an attempt to promote women into senior posts however there is
no comprehensive coherent plan to achieve this.
Balancing family life and work.
There is no promotions and recognition for good work and
performance.
Managers lack management experience and skill.
If they perform, they will accelerate.
In this institution, management and all those charged with
governance and appointment of senior personnel see women only
deemed fit for positions as assistants and deputies.
Men in most cases take advantage of women.
No clear and definitive action with regards to KPA, monitoring and
evaluation and comparison between all staff to be able to identify
most deserving staff in need of recognition and promotion as
compared to their peers in advanced / senior positions.
Most males in this institution are more willing to be managed by their
male counterparts as opposed to females.
Patriarchy and ageism is rife.
Males are the first choice for promotion.
Qualifications are counting more. Experience and expertise are not
taken into account.
Professionalism and years of success in scarce skills fields are not
taken into account.
Promotions have been suspended due to lack of funding”.
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•

•
•
•
•
2. In your own opinion, is
gender transformation
prioritized in the
institution? please
provide us with reasons

•
•
•
•
•
•
•
•
•
•
•

•
3. Any other Comments

•
•
•
•
•

•

•

“There is limited promotion of women into senior posts. If there is
consideration, the balance is still towards white females instead of
balancing the ratio
There are a handful of departments headed by women.
During the time when we had a female Vice-Chancellor, many
women were appointed into senior positions
No. Im not aware if there is a gender office in the institution.
No. Recently there was a position at a particular faculty where
females with potential applied. None of them got the job and
ridiculous reasons were given for that. It is clear that competency
and potential do not form part of appointment in TUT especially to
female candidates.
Not really, it is only discussed in various for a but with no
deliverables or KPI’s thereof
No strategic priorities in place to ensure women occupy senior
academic posts
Check the stats in all faculties for professorship and Associate
Professorship
Transformation policies are silent and buried. No adherence.
Many senior positions were filled by women.
Pushing women into senior positions just for the sake of
transformation will impact on the integrity of the job.
My wish is that the Commission will also focus on issues affecting
men (sexual harassment matters)
TUT is a very hostile workplace for women managers. Women do
not get support from their senior managers and subordinates.
Women are expected to perform difficult tasks which most men
have failed to perform.
We need to establish a gender office in the institution and engage
all staff members on gender issues.
Unfortunately the VC who is supposed to be in charge in terms of
making sure that female staff members are developed and given
equal opportunities is not doing that
There needs to be reporting on women into senior positions with
timelines
Succession plan needs to ensure 50% of women occupy senior
academic positions in 2016.
There has to be support mechanisms (mentoring) to ensure the
appointment of women
University is to allow women to report on their frustration and take
measures to address them.
Advertisement of posts internally earmarked for women only.
Some of women in senior positions do not have the skill to
manage such positions. They are just promoted for the sake of
gender equality.
Administrators / secretary’s roles are not clearly defined per
individual employed (sometimes as many as 3-5 in a department)
and academic staff are unsure what they can or cannot do to
support the academics. We are not aware of what their respective
roles and functions are within the various departments.
In certain campuses employees and visitors with disabilities are
simply not catered for. For example, no parking spaces, buildings
without lifts and stairs without rails.”

Table 6: Staff Respondents Responses to Open Ended Questions
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3.2

UNIVERSITY STUDENT RESPONDENTS

The total student population for Tshwane University of Technology is 58 140 students of which
24 124 students attend at the Pretoria main campus of the institution. The student population of
TUT students attending at the Pretoria campus constitutes 41% of the overall total TUT student
population.
Whilst a 5% response rate (n – 1206) was initially anticipated, a total response rate of 0.4%
(n – 105) was received from student respondents from the Pretoria main campus.
Respondents
by Strata

Total
Population

Population Size
(Pretoria Campus
Only)

% of Expected
Response Rate

Expected
Response
Sample

% Responses
Received

No
of
Responses

%
NonResponses

Students

58 140

24 124

5%

1206

0.4%

105

99.6%

Table 7: Response Rate: TUT Students (Pretoria Main campus)

3.2.1

Breakdown of Student Respondents according to Gender

Out of the total responses received from student respondents (n – 105), the majority of student
respondents were females constituting 51% of respondents (n – 53) whilst male respondents
accounted for 49% (n – 52) of respondents.

Figure 1: Gender Breakdown of TUT Staff Respondents




 


Males
Females

Figure 4: Gender Breakdown of TUT Student Respondents
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3.2.2

Understanding of Sexual Harassment?

When student respondents were asked what sexual harassment means, the majority of
respondents (n – 104) responded to indicate understanding of what sexual harassment is.
3.2.3

Sexual Harassment Experiences

When student respondents were asked whether they have ever experienced a situation where a
lecturer demands sex for marks, the vast majority of student respondents (n – 102) indicated that
they have never experienced the issue of sex for marks.
3.2.4

Office to Report Sexual Harassment

When student respondents were asked whether they knew the office in the institution where cases
of sexual harassment can be reported, the majority of respondents (n – 86) replied yes whilst a
minority of respondents (n – 19) replied no. From the responses, it appears that students know
very well where to report cases of sexual harassment. Just a minimal number of respondents are
not aware of where they can report such cases.
3.2.5

Conducive Environment

When student respondents were asked whether the institution does provide a safe environment
that allows student victims to report complaints against lecturers without fear of being victimized,
the majority of respondents (n – 65) replied yes whilst n – 27 respondents replied no. n – 13
respondents s did not respond to the question. From the responses one can deduce that student
are at liberty to report cases against lecturers.
3.2.6. Sexual Harassment Awareness Training
When student respondents were asked whether they have ever attended workshops or
campaigns organized by the Student Representative Council (SRC) or management against “sex
for marks”, the majority of respondents (n – 100) replied no whilst n – 5 respondents replied yes.
It is clear from the responses that the majority of students have never attended a workshop on
sexual harassment awareness especially on the issue of “sex for marks”.
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3.2.7

How often are the Awareness Training Workshops Conducted

When student respondents were asked if the above-mentioned workshops were conducted
oftenly, the majority of respondents (n – 74) disagreed whilst n – 11 answered yes. n – 20
respondents did not provide an answer to the question. From the above-mentioned it is clear that
the majority of student respondents have not attended any workshop on sexual harassment
awareness and are unsure of the regularity of such workshops. Workshops on sexual harassment
awareness are critical and the university needs to prioritize that.
3.2.8

Sexual Harassment Policy

When student respondents were asked whether the institution does have a sexual harassment
policy, the majority of respondents replied yes (n – 72) whilst n – 19 respondents replied in the
opposite. n – 14 respondents did not provide an answer to the question. From the respondents
feedback and the policies furnished by the institution, it is clear that a sexual harassment policy
does exist and students are aware of the existence of the policy
3.2.9

Fair Representation of Females and Males in SRC Leadership

When student respondents were asked whether there exists a fair representation of females and
males in leadership positions in the SRC, the majority of respondents (n – 59) agreed whilst
n – 34 respondents disagreed. n - 12 respondents did not provide an answer to the question.
From the respondent responses, it appears that the majority of student respondents agree that
there is a fair representation of women in SRC leadership positions.
3.2.10 Safe Residential Accommodation

When student respondents were asked whether the institution does provide safe residential
accommodation for all students, the majority of respondents (n – 48) agreed and strongly agreed
(n – 9) whilst n – 11 respondents disagreed and n – 8 strongly disagreed. n - 29 respondents did
not respond to the question. This indicates that the majority of respondents acknowledge that the
institution does provide safe residential accommodation. The number of respondents who did not
respond to the question are perhaps non-residential students who commute daily to and from the
institution.
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3.2.11 Health & Safety Policy

When student respondents were asked whether the institution does have a health and safety
policy in place, the majority of student respondents (n – 85) agreed whilst n – 11 respondents
disagreed. n – 11 respondents did not answer the question. Respondent feedback indicates
that there is an institutional policy in place and students are aware of the policy.
3.2.12 Lesbian Gay Bisexual and Transgender Intersex (LGBTI) Community

When student respondents were asked whether they know what the Lesbian Gay Bisexual and
Transgender Intersex (LGBTI) community is, the majority of respondents (n – 78) indicated that
they do not know the LGBTI community. n – 21 respondents responded that they do know what
the LGBTI community is. n – 6 respondents did not respond to the question.

It is clear that the majority of student respondents do not have much information on LGBTI matters
and further awareness education on the matter is clearly required.
3.2.13 LGBTI Awareness Training

When student respondents were asked whether the university has contracted any accredited
organization to offer training on the rights of the LGBTI community, the majority of respondents
(n – 79) indicated no whilst n – 13 responded indicated yes. n – 13 respondents did not respond
to the question. Respondent feedback indicates that student respondents do not have much
information on LGBTI matters and further awareness education on the matter is clearly required
as the LGBTI community forms part of the vulnerable marginalized sections of society and have
a right to equality in terms of Section 9 of the Constitution of the Republic.
3.2.14 Understanding of “Corrective Rape”

When student respondents were asked whether they understand the meaning of the term,
‘corrective rape’, the majority of respondents (n – 60) indicated that they do not understanding
whilst n -38 respondents indicated that they do understand the meaning of the term. It is clear
that the vast majority of student respondents do not understand the term corrective rape, which is indicative
of why the institution must concentrate on awareness raising on issues and rights of the LGBTI community.
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3.2.15 Enforcement of Transgressions regarding sexual abuse.

When student respondents were asked whether they are held responsible for transgressions of
the rules and regulations of the institution, the majority of respondents (n – 72) agreed whilst
n – 25 respondents indicated no. n – 8 respondents did not respond to the question.
From the respondent responses, it is clear that students are held liable for their actions and that
rules and regulations regarding sexual abuse are being enforced by the management of the
institution. The high number of respondents who indicated no perhaps is an indicator that some
students have not yet witnessed a case where disciplinary action was enforced.
3.2.16 Consistent Punishment of Transgressions

When student respondents were asked whether the punishment for the transgression of the rules
are applied consistently irrespective of race at the institution, the slight majority of respondents
(n – 48) agreed whilst n – 43 disagreed. n -14 respondents did not respond to the question. From
the response on number 14 it is clear that the rules are applied without fear and favour and consistently
without considering race. The number of respondents that disagreed (n – 43) is significantly high and may
indicate that there is a perception (valid or not) of inconsistent enforcement of punishment amongst some
sections of the student populace based on race.

3.2.17 Social Integration across race

When student respondents were asked whether students of different races integrate socially on
campus, an equal number of respondents indicated yes (n – 49) whilst an equal number of
respondents (n – 49) indicated there is no / poor social integration taking place. n – 7 respondents
did not respond to the question. From the respondent responses, it becomes clear that the views
of students on social integration across race are diverse and poles apart. What should be of
concern though is the significant number of respondents who indicate that social integration is not
taking place at the institution. It is critical that the management of the institution and the SRC
focus on social integration of students across races as it remains a priority. It is also possible that
the coincidence of the study with the national student protests of the #Fees Must Fall movement
could have influenced the views of some respondents.
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3.2.18 Management Consideration of LGBTI matters

When student respondents were asked whether the university does take into account the issues
affecting the LGBTI community the majority of student respondents (n – 54) disagreed whilst a
minority of respondents (n – 32) agreed. n – 19 respondents did not provide answers to the
question.
From respondent responses, it is clear that student respondents have a perception that LGBTI
matters are not receiving management priority at the institution. University management needs to
do more in terms of awareness raising so that the LGBTI community can feel welcomed as well
within the institution and not feel potential victimization on the basis of their sexual orientation.
3.2.19 SRC Role in Gender Transformation

When student respondents were asked whether students agree that the SRC must play a role in
order to ensure gender transformation in the institution, a majority of respondents agreed (n – 49)
whilst a further n – 41 respondents strongly agreed. Only n – 3 respondents disagreed whilst
n – 12 respondents did not respond to the question.
The majority of students agree that it is of critical importance that the SRC must play a key role in
making sure that gender transformation is achieved as this is key to ensuring that women play a
role in student politics so as to prepare them to take leadership positions in both government and
private sector so women may play a more meaningful role in our economy.
3.2.20 Reporting of Sexual Harassment cases to SRC

When student respondents were asked whether there are cases of sexual harassment that are
being reported to the office of the SRC, a majority of respondents indicated no (n – 39) whilst
n – 35 respondents indicated yes. A significant number of respondents (n - 31) did not respond
to the question. It is clear that students hold a view that sexual harassment matters are not being
reported to the SRC or perhaps are not within the domain of the SRC to hear such matters. The
SRC needs to play a critical role in making sure that students know the procedure for reporting
cases of sexual harassment to university management.
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Of critical importance is also to give students assurance that once such a case is reported it will
be dealt with the utmost confidentiality and the complainant will not be secondarily victimized.
Awareness workshops must be held consistently and students assured of confidentiality when
reporting cases to university management.
3.2.21 SRC Campaigns Against Sexual Harassment

When student respondents were asked whether the SRC does hold campaigns against amongst
others “sex for marks”, the majority of respondents (n – 70) disagreed whilst n – 17 respondents
agreed. n – 18 respondents did not respond to the question.
It is important that the SRC play a critical role in making sure that students know the procedure
for reporting cases of sexual harassment to university management. Awareness workshops must
be held consistently and students assured of confidentiality when reporting cases to university
management.
3.2.22 SRC Role in Counselling Victims of Sexual Harassment

When student respondents were asked whether they agreed that the SRC should play a role in
making sure that victims of sexual harassment are offered counseling, a vast majority of
respondents agreed (n – 34) and strongly agreed (n – 53). n - 1 respondents disagreed and
n -10 respondents did not respond to the question.

It is clear that the vast majority of students believe that the SRC should play in critical role in
ensuring that victims of sexual harassment are offered counselling.
3.2.23 Potential Barriers Impeding Female Students into SRC Leadership Roles

When student respondents were asked whether they agreed that there are barriers in the
institution that impedes on the development of female students into leadership positions of the
SRC, a majority of respondents agreed (n – 35) and strongly agreed (n – 10). Only n – 8
respondents disagreed whilst n - 38 were unsure regarding the question.
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A further n – 14 did not respond to the question. From the respondents’ feedback, it is clear that
there are barriers that impedes on the development of female students into SRC leadership
positions.
3.2.24 Special Protection for Pregnant Women

When student respondents were asked whether pregnant women are given any special protection
at the institution, the majority of respondents (n – 60) indicated that women are not given special
protection when pregnant. A minority of respondents (n – 28) agreed however that women are
given special protection during pregnancy whilst a further n – 17 respondents did not respond to
the question.
It is clear that student respondent s agree that there is no special protection afforded to pregnant
women. Specific measures must be put in place by the institution to support women and or female
students during pregnancy.
3.2.25

Student Respondent Responses to Open Ended Responses
Student Respondents

Statement
1. How many cases have been
reported to the SRC regarding
sex for marks? If any, what role
has the SRC played to ensure
that the matters are dealt with
expeditiously
by
the
Management of the institution?

•
•
•

•
2. In your own opinion, is gender
transformation prioritized in the
institution? please provide us
with reasons

•
•
•
•

“One case was reported to SRC and they did not do anything to
help the student.
Most respondents don’t know of any cases reported.
Reported a case of sexual harassment and one of the SRC
member ended demanding me to be in a romantic relationship
with him”.

“No, it is not prioritized most SRC members are males and even
Head of various departments within the institution.
Women are not given the same opportunities as their male
counterparts.
There are no awareness campaigns on gender inequalities.
Men and females are given the same opportunities.
Female students participate in the SRC equally with their male
counterparts”.

Table 7: Student Respondents Responses to Open Ended Questions
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3.3 FINDINGS
3.3.1

UNIVERSITY STAFF RESPONDENTS

An analysis of the demographics of the TUT workplace indicates that the institution is
overwhelmingly dominated by African males both in the strategic management and at operational
levels within the administrative support and management functions.

Whereas males constitute the majority in overall terms in the TUT workplace, the majority of staff
constitutes two cohorts namely those with employed on a fulltime basis with average work
experience between 12 - 19 years and a secondary cohort of lecturing and administrative staff
employed as contract workers with an average 1 - 5 working experience.
The majority of TUT staff understand the meaning of sexual harassment but have not received
any workplace awareness training on sexual harassment matters although there is evidence on
such interventions in previous years.

TUT staff are aware of the existence of the sexual harassment policy and that there exists a
conducive environment for victims to report cases of sexual harassment without fear of
victimization. TUT staff are however skeptical regarding the implementation of the sexual
harassment policies by management at the institution as well as the efficiency of mentoring and
development programmes for females in the workplace.
TUT staff acknowledge that TUT buildings are disability friendly but not all buildings are able to
cater for all categories of the disabled. There is acknowledgement that equal pay for equal work
is applied generally.
TUT staff generally acknowledge that there are workplace challenges that impede the
acceleration of women in the workplace and acknowledge that lack of access to childcare facilities
and domestic roles for women contributes to women’s slow pace of representation in academia
including the upgrading of their qualifications.
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There are different perceptions held by male and female staff regarding underlying reasons
behind the slow advancement of females in the workplace. Female respondents feel that more
should be done for instance in supporting the development of females in the workplaces whilst
male staff increasingly s feel that the institution’s interventions are enough and adequate.

Female respondents increasingly feel that managers are not trained to provide programmes to
address the issue of women empowerment such as mentoring and promotions of women who are
capable and therefore such programmes are not being implemented.
Female respondents increasingly hold a dim view of the TUT workplace and feel that sociocultural perceptions on the roles of women have been imported into the TUT workplace with
women increasingly perceived as unproductive and not deserving higher positions. One
respondent stated that the “majority of senior management are black males and they let cultural
and traditional values to interfere with their decisions on appointments of black female leaders”.

Female respondents increasingly feel that their working experience is being disregarded in favour
of more qualified African males being introduced into the workplace and cite an organizational
culture of patriarchy existing at the institution with lack of commitment from top management on
issues of gender equality and highlight that all executive roles at the institution are occupied by
men and specifically African males with respondents stating:-

−

“Most males in this institution are more willing to be managed by their male counterparts as opposed
to females”.

−

“Patriarchy and ageism is rife”.

−

“Males are the first choice for promotion”.

−

“Qualifications are counting more. Experience and expertise are not taken into account”.

−

“The organizational culture is male dominated (old buys club)”.

−

“There is an attempt to promote women into senior posts however there is no comprehensive coherent
plan to achieve this”.

−

“There is no promotions and recognition for good work and performance”.

−

“Managers lack management experience and skill”.

−

“In this institution, management and all those charged with governance and appointment of senior
personnel see women only deemed fit for positions as assistants and deputies”.

−

“There is no performance management system in place”.
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−

“There is no monitoring and evaluation as well as reporting mechanisms on how many women occupy
senior positions of professorship”

−

“Very few women who occupy senior positions do not last due to male oppression and their dominance”

−

“There are hidden agendas not to promote women into professorship positions”

The alleged circumstance regarding the recent departure of the female Vice-Chancellor has not
done much to dissuade above-mentioned views and perceptions increasingly held by female staff.
Male TUT staff on the other hand increasingly feel that the institution is doing enough to address
issues of gender transformation.
Some of the views expressed by male TUT border on chauvinism and poor appreciation of the
challenges facing women in the workplace with some staff stating:−

“Some of women in senior positions do not have the skill to manage such positions. They are just
promoted for the sake of gender equality”.

−

“Pushing women into senior positions just for the sake of transformation will impact on the integrity of
the job”.

−

“Women go home early to take care of their children. Women are in a comfort zone and do not
research and publish.”

−

“Some women use too much emotions which impact into acceleration of senior positions”.

It is clear that there exists a chasm in terms of perceptions held by male and female staff on
gender transformation and equity at the institution and further awareness and practical
enforcement of performance management measures and a clear succession plan on the
advancement of women at the institution are critical.
3.3.2

STUDENT RESPONDENTS

Although skepticism regarding the commitment of university management to attaining gender
transformation was expressed by students, as opposed to female staff respondents, student
respondents comparatively held a more favourable view of the institutional progress towards
gender transformation, the role of the SRC in gender transformation as well as the representation
of women in student life and the safety of residential accommodation.
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Although the majority of students have never experienced cases of sexual harassment, there is
general agreement on the existence of a conducive environment as well as awareness of the
existence of the institutional policy regarding health and safety and sexual harassment as well as
where to report such.

There is however, a lack of sexual harassment awareness training for students. Students are
increasingly in the dark regarding matters affecting the Lesbian Gay Bisexual and Transgender
Intersex (LGBTI) community as well as adverse abusive practices such as “corrective rape”.
Further continued awareness education on LGBTI matters is clearly required.
Unlike female staff, students feel that everyone is held liable for their actions and that rules and
regulations regarding sexual abuse are being enforced by the management of the institution
without fear of favour.

There is limited student social integration across race taking place at the institution. Students do
acknowledge that most sexual harassment cases are not being reported to the SRC. Students
agree that the SRC must play a meaningful role in advancing gender transformation in the
institution including advocating for more support to women during pregnancy.
Students hold a view that sexual harassment matters are not being reported to the SRC or
perhaps are not within the domain of the SRC to hear such matters. Some students have
expressed lack of trust in student structures on matters to do with sexual harassment and feel it
is best addressed by management.

Not all student respondents were in agreement though as an element of skepticism was
expressed by some female student respondents who stated:−

“One case was reported to SRC and they did not do anything to help the student.

−

“Most respondents don’t know of any cases reported”.

−

“Reported a case of sexual harassment and one of the SRC member ended demanding me to be in a
romantic relationship with him”.

−

“No, it is not prioritized most SRC members are males and even Head of various departments within
the institution”.

−

“Women are not given the same opportunities as their male counterparts”.

−

“There are no awareness campaigns on gender inequalities”.
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It is clear that a lot more still needs to be done by the management of TUT to address the
perceptions and behavioral challenges constraining the attainment of gender empowerment
within student life at the institution.
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Figure 5: Mind-map of Respondent Feedback

3.5

CONCLUSION AND RECOMMENDATIONS

The aim of this study was to evaluate and assess the extent of gender transformation and
empowerment of women in the higher education sector.
The study seeked to achieve the following objectives:-

−

To determine the factors constraining the empowerment of women in the higher education
sector.

−

To determine measures to ensure the development of women in the sector.
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The study seeked to answer the following research problem:-

•

To what extent is the respective higher education workplaces empowering females and
advancing gender transformation?

The study seeked to answer the following research questions:A. Which factors constrain the empowerment of women in the higher education sector?
B. What measures are recommended to ensure the development of women in the sector?
A. Which factors constrain the empowerment of women in the higher education
sector?

It is clear from the study that whilst institutional policies remain in place, gender transformation
will not be attained if the implementation of institutional policies is not monitored and measured
continuously by all stakeholders within a particular institution.
It is clear that women are adversely affected amongst others; the need to balance work and
domestic responsibilities; lack of childcare support facilities; lack of flexi-time work arrangements
for female staff; stereotyping of female roles; dominance of groupthink and patriarchy by default
proliferating in the ranks of university management owing to disproportionate representation of
management structures across gender and racial lines; contract employment status; inequities in
research support and challenges relating to publishing scholarly work in publications.
B. What measures are recommended to ensure the development of women in the
sector?

From the above-mentioned discussions, it becomes clear that institutions of higher education
must systematically address deep-seated racial and gender attitudes especially organizational
cultures which are hostile towards the advancement of black female academics in order for the
country to attain its National Development Plan (NDP) target of ensure a 50% representation of
black and female staff in the sector and producing 500 000 PhD’s.
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In order to attain the above-mentioned, the following measures are proposed:-

•

The implementation of a clear succession plan with clear numerical targets to track the
development of internal female academic staff in order to track progress towards attain
NDP targets with each institutions having set a specific numeric target towards the overall
target of 500 000 PhD’s by 2030.

•

The monitoring of progress relating to the attainment of institutional Employment Equity
Plans and the reasons for the revision of targets submitted to the Department of Labour.

•

The ring-fencing of a specific number of posts for the appointment of South African black
females.

•

Compulsory childcare facilities for female staff at all institutions of higher learning.

•

Regular compulsory institutional analysis and public hearings to be convened by the
Transformation Oversight Committee on Higher Education.

•

Amendments to the regulatory oversight roles to ensure the intervention by the Minister of
Higher Education in cases of adverse non-implementation of gender transformation in
higher education institutions.
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