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Abstract

The recent student-led struggles for the De-colonisation of higher education have been premised on the
lack of Transformation within the sector. This study, focuses specifically on how some of these
underlying issues have been of concern to permanent academic labour within public higher education
institutions. It explores the extent to which there has been racial, gender, and educational de-
segmentation in access to academic labour between 1986 and 2012. In conjunction, the experiences of
academic staff, within two cases study institutions, on different post-apartheid trajectories is also
documented. The role of Transformation within these change processes was specifically explored. Here,
Transformation is used to encompass a variety of state, institutional, and activist-initiated interventions,
namely restructuring, employment equity, and symbolic and socio-cultural transformation. Through the
use of the mixed method approach, the study finds a range of incongruities between the goals and
outcomes of change processes. The study finds that de-segmentation inevitably raises fundamental
questions of the re/production of academic labour. Despite numeric de-segmentation, Transformational

processes themselves often re/produce patterns of exclusion, inequity, and re/racialisation.

The study’s core argument is mapped and unfolds throughout eight comprehensive chapters. Chapter 1
introduces the purpose and aim. Chapter 2 thematically reviews a broad scope of existing literature in
which the study’s main argument is positioned. Chapter 3 engages the potential, challenges, and
reflections of the mixed method at the heart of the research. Descriptive statistics generated from the
HEMIS data base, analysis of 113 in-depth qualitative interviews across two case study institutions, and
policy analysis were the core methods. Chapters 4 through 7 provide the research findings. The former
two chapters, meticulously detail numeric de-segmentation across the sector and within the case studies.
The latter two chapters, engage the rich texture, nuance, and contradictions of the academic condition
in the face of Transformation. Lastly, Chapter 8 provides a summative discussion of the findings within
the context of key literature. This thereby highlights the main contributions, and concludes the study
through consideration of its significance, implications, directions for future research, and

recommendations to improve academic labour conditions.

Key words: Transformation, restructuring, employment equity, de-segmentation,
academic re/production, decolonisation, academic labour, racism, sexism, and

institutional culture.
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Chapter 1: Introducing the research and thesis

1.1. Background

Transformation’ is one of the quintessential keywords of the new South Africa and yet the
higher education sector has been remarkably slow to change. Nowhere is this more evident
than within the professional academic labour market and the professoriate in particular. In
2012, of all full professors of all nationalities in permanent employment in universities in South
Africa, 23.5% were Black. Of these, 14% were African and only 2% were African women (Van
Wyk, 2015)2. Furthermore, Professor Habib, Vice Chancellor of the University of the
Witwatersrand, disclosed that only 33% of all Wits’ professors were South African. Of these,
only 18% were Black and of the same, 8% were African® (Smalhorne, 2014).

Higher education, like all professional sectors, labour markets, and workplaces in South Africa,
emerged and developed under Apartheid and is struggling with transformation from the social,
political, economic, cultural, and ideological effects thereof. The importance of
Transformation in and of the higher education sector is perhaps one of the most salient, given
the role that universities play in the production, and arguably the reproduction, of vast sections

of the professional and skilled classes* and their effect on social transformation in general.

The higher education sector developed to provide skilled labour to manage the expansion of
the colonial, apartheid, and more recently, democratic bureaucracy. Although legislated,

employment colour bars were never formally applied to institutions of higher education.

! Reddy (2008: 209) has extensively discussed the historical contestations and uses of the concept of
transformation in South Africa. This thesis adopts a specific use of the term that encompasses both the material
and symbolic. More on how Transformation is used here can be found in Chapter 2.

2 In this thesis, unless otherwise stated, African, Coloured and Indian are collectively referred to as Black. These
categorizations along with White are used as descriptors of ‘race’ as per the Employment Equity Act (1998). The
EEA typically only refers to South Africans by such categorizations. However, here these categorizations are used
to refer to both South African and international staff respectively. Nationality is stated where relevant.

3 This refers to both Full and Associate Professors.

4 In Chapter 2, re/production is also defined, suffice to say here, that this study is concerned with the range of
ways in which academia contributes to the continuing longevity of itself as a labour market as well as other key
professions in the political-economy and society of the day.
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However, an examination of sectoral and institutional statistics throughout the period distinctly
demonstrates the racial and gendered bifurcation of higher education employment (See Chapter

4)5.

Furthermore, the effects of the application and extension of the policy of ‘Bantu education’ to
higher education, with the Extension of University Education Act in 1959, effectively
established higher education institutions as segregated places of study. This further entrenched
the segmented academic labour market. Even at the democratic transition in 1994, many
institutions could be described as typical apartheid workplaces where the academic staff
component was often 95% White, and a few had yet to employ any Black academics at all

(Lewins, 2006; Makobela, 2000).

Post-apartheid, the higher education sector has been subject to numerous centralized (state) and
decentralized (institutional) policies that have attempted to conceptualize and give effect to
Transformation. Numerous wide-ranging and broad-based documents® and policies have
attempted to give voice to the kinds of change that will bring about a transformed sector,
institutions, and opportunities for all who come to work and study in higher learning. Within
the higher education sector, and taken cumulatively, transformation has become known as an
umbrella concept that can include any or all of the following: a single coordinated system,;
equity of access, opportunity and participation’; cooperative governance; goal-oriented
funding; efficiency and effectiveness; standardization, alignment and differentiation of
regulated qualifications; reform and redress; and democratization, social justice and
institutional culture (See for example ‘NCHE Report: A Framework for Transformation’, 1996,
‘Education White Paper 3: A Programme for the Transformation of Higher Education’, 1997,
‘Higher Education Act No. 55 of 1997, and ‘Transformation and Restructuring: A New
Institutional Landscape for Higher Education Landscape’, 2002).

5 Apartheid legislation made the general provision of colour bars a reality in all sectors through the Industrial
Conciliation Amendment Act of 1956 and whilst sector specific legislation such as the Extension of University
Act of 1959 and its amendments did not specifically apply job reservation to higher education, institutions
formally and/or informally operated closed shops. The case of Archie Mafeje at the University of Cape Town
appears to be the only case where direct state pressure was brought to bear on the level of appointment of a Black
member of the academic staff.

®In excess of 35 pieces of higher education policy have been processed and promulgated by and through the
department, since 1994 (Hay & Monnapula-Mapasela, 2009: 6).

7 This includes demographic representivity at multiple junctures.
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Many have written on the content, contribution, consequences and shortcomings of such policy,
which has in turn created entire fields of policy scholarship around education, higher education,
labour and science and technology, and such. See for example: Badat (2009), Odhav (2009),
Sehoole (2005), Ntshoe (2004), Kraak (2004), Ensor (2004), Boughy (2003), Jansen (2002),
Peet (2002), Cloete and Maasen (2002), Kraak (2000), Cloete and Bunting (2000), and Tapscott
(2000). Unfortunately, rather than a proliferation, this has meant that there is somewhat of a
lacuna in the application of labour studies to higher education, and to the de-segmentation of
the academic profession in particular. This tendency for key areas to fall off the radar or
between the interstices has previously been identified by those studying joined up and

cooperative government (see for example: Davies (2009)).

Despite this, the Employment Equity Act (EEA) (1998) specifically addresses the de-
segmentation of workplaces and occupational categories. In the 18 years since it was ratified,
research has attempted to examine its implementation and efficacy in various industries and
workplaces, including higher education. See among these: de Wet and Erasmus (2013),
Featherman, Hall and Krislov (2010), Badat (2010), Bezuidenhout, Bischoff, Buhlungu and
Lewins (2008), MacEwen, Louw and Dupper (2005), Cassim (2005), Cross (2004), Fiske &
Ladd (2004), Dupper and Garbers (2002) & Subotzky (2001).

Furthermore, a great number of scholars have been interested in understanding how factors
such as race, gender, sexuality, disability and HIV status, among others, play out in the higher
education sector. As an environment that has a constantly fluctuating student cohort but a
relatively stable staff cohort, as well as all that an academic institution offers and claims to be
(in intellectual terms), it provides an interesting site for the study of the diversification of ideas
and practices. Some of the regular and sustained contributors to the conversation on ‘race’ in
the higher education sector include: Erasmus (2012), Naidoo (2010), Badat (2010), Pillay
(2009) and Jansen (2009), whose work will be further discussed in Chapter 2.

Many of these have shown that there is indeed more continuity and less change than some
policy makers and certainly activists would like to see. Studies that have revealed a degree of
change are often those conducted at institutions that underwent expansive structural
transformation (or mergers) and had less institutional control over the pace and direction of
change. Despite the importance of these case studies for both conceptual and practical learning,
there have been surprisingly few in-depth studies. See Reddy (2007), Sehoole (2005) and

Jansen (2002) for notable examples of published research on merger experiences.
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A few centralized and decentralized studies have been commissioned on the basis of
institutional and sectoral incidents, flare-ups, and crises that have called attention to the
tensions permeating the surface. In 2008, the Reitz Incident® led to a Ministerial Commission
and the release of an extensive report on ‘Transformation and Social Cohesion and the
Elimination of Discrimination in Public Higher Education Institutions’ in that year. The recent
and nationwide #Feesmustfall movement of 2015/16 calls into question the legitimacy of many
existing practices within higher education, the state’s (lack of) investment in and prioritization
of higher education, and internal institutional practices including the very discourse of

Transformation which the movement has replaced with Decolonization.

1.2 Research aims and objectives

This study has two broad yet fundamental aims. The primary aim is to provide a comprehensive
overview of the de-segmentation of academic labour as an occupational category under
transition. The transitions that form part of the study variables are collectively and cumulatively
referred to as Transformation. However as is delineated in Chapter 2, these are also variously
understood as restructuring, employment equity, and transformation®. In a context in which
Transformation is commonplace, in rhetoric if not in practice, I attempt to deconstruct how
race, gender, and the academic workplace are understood, conceived of, given meaning,
reconceptualised and/or resisted within higher education institutions across both time and
space. Arising out of the resultant overview of the sector, the secondary aim is to develop a

relevant empirically driven explanatory model of academic staff transformation.

8 Young White male students at the University of Free State subjected elderly African women working in
outsourced positions at the University to degrading and demeaning acts of depravity and subordination with highly
racialized, gendered, and classist over and undertones. After a film clip went viral, the events received mixed
responses with considerable condemnation. The University’s Black Rector (VC) took a particularly liberal and
lenient position in the name of reconciliation which led to further debate within and beyond the institution.

% This thesis refers to both Transformation and transformation. The former is all encompassing whilst the latter
refers more narrowly to social justice, democratic participation, and institutional culture oriented initiatives.
Chapter 2 further deconstructs and clarifies the use of these concepts further.
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Given the interdependency of these aims, their realization was dependent on common
objectives. The conceptualization and praxis of the research was an interconnected process that
was mutually reinforcing by necessity, in order to successfully accomplish the study’s goals.
This research utilized mixed methods by drawing on both quantitative and qualitative
methodologies and techniques in order to extract large patterns and trends from numerical data,
and in-depth meaning from narratives of academics’ perceptions and experiences, in order to

answer the research problem at all levels: macro, meso and micro.

The first objective was the development of key concepts which were instrumental in providing
insight into the explicit and implicit state and institutional intention (ideology) driving
Transformation. The core components of the Transformation processes were then ‘measured’
in and by the statistical data. In addition, an evaluation of academics’ perceptions and
experiences was then conducted. These determined the implementation and effectiveness of

de-segmentation and the extent of re/production.

The second objective was to critically appraise the scope, scale, and pace of Transformation
using existing quantitative data. Whilst existing institutional historiographies provide
perceptively rich, albeit partial, accounts of staffing, their quantitative contributions have been
piecemeal. Few studies have attempted a serious national or institutional demographic
overview of academic staff in South Africa. Notable exceptions may be found, for example, in
the work of Govinder and Makgoba (2013), Badat (2009), Lewins (2010), Cooper and
Subotzky (2001), and Mabokela (2000). This present study revisited secondary quantitative
data (in the form of HEMIS data)'? in order to ask, and find answers to, the hard macro and

meso questions of Transformation (within and across the sector) as well as of institutions.

The third objective was to gain in-depth and contextual insight into the micro perceptions and
experiences of academics’ everyday working lives and workplaces. This was achieved by
selecting two case study institutions where extensive fieldwork was conducted. This part of the
study was also designed, through the constant comparative method, to ensure that theory
generation was sufficiently grounded in and tested by the complex empirical realities of the

academic workplace. This allowed for insight into academics’ Transformation meaning

10 Higher Education Management Information Systems (HEMIS) is the database kept and utilized by the now
Department of Higher Education of statistics on the sector, including in this case demographic data on staffing.
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making and highlighting specificities of the generalized transitional context, specific
institutional realities, individual and group racialized, gendered, and discipline-specific
experiences. Deliberative and purposive sampling and the use of the constant-comparative
method in data analysis (as further explained in Chapter 3) ensured that the emergent
conceptualization from the case studies achieved theoretical generalizability and had

substantive qualitative merit.

Primarily as an academic project, the importance and significance of this research topic and its
potential conclusions have to do with ‘race’, ‘gender’ ‘racism’, ‘sexism’ and ‘de-segmentation’
or, in other words, the removal of socially-constructed labour distinction, separation,

segmentation, and discrimination in the academic workplace.

This study brings together multiple strands of Transformation as well as multiple modes of
measurement (of such) in order to comprehensively understand and chart the role of
Transformation in the race and gender) de-segmentation of the academic labour market and
the re/production of academic staff over the last 25 years. Its insights extend beyond the
selected institutions in the case studies and have relevance for the sector as a whole. It raises
pivotal questions, new directions for exploration, and some preliminary conclusions about the
state and extent of academic staff transformation and thus makes a significant contribution to

knowledge in this field.

1.3 Statement of the problem

The core ‘problem’ that was investigated was whether there was substantive change in the
academic staffing component, post-apartheid — nationally, institutionally, and within
academics’ disciplines — such that race and/or gender segregation, segmentation, and

discrimination were lessened and/or removed from the workplace.

This research utilized mixed methods by drawing on quantitative and qualitative
methodologies and techniques. Numerical data allowed for the generation of national and
institutional trends between 1986 and 2012 whilst, interviews conducted at the case study
institutions, yielded detailed narratives that provided insight into institutional, disciplinary, and

personal experiences of Transformation.
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1.4. Rationale

1.4.1. The (overall) argument made in the thesis

This thesis argues that the de-segmentation of the academic labour market has not been a
national, institutional or professional priority, post-apartheid. However, the de-segmentation
of the academic labour market should be of more concern to all as questions of the
re/production of academic labour are inherently embedded in questions of Transformation. It
is likely that the inability of academics to conceive of themselves, and to be conceived of as a
‘profession’, is one of the pre-dominant factors limiting both the re/production of the academic
labour market and academics own engagement with Transformation. This lack of professional,
collective, or common stakeholder identity is not unusual but potentially deeply problematic

for the future of the profession and for higher education at large.

By focusing on case studies, the study demonstrates how and why national policies are effected
and experienced differentially (at both the meso and micro level). This thereby offers
explanations that go beyond the simple question of implementation. Therefore, further nuance
is presented to the national and academic debate on institutional Transformation. By
highlighting professional and/or disciplinary-specific patterns, the study also illustrates the
diversity of academics’ experiences. The challenges and/or shortcomings experienced in trying
to implement a universalized response to the need for Transformation are depicted.
Furthermore, examples of nuance or best practice where seen in the research field are also

highlighted.

1.4.2. Key contributions made

Throughout the thesis, I argue for a distinctly sociological approach to higher education studies
and more specifically to the study of the Transformation of Higher Education. The case is
made for what Sociology as a discipline can add as a distinct field of inquiry to this specific

research topic, by way of its combined focus on the micro and macro social worlds as well as
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its focus on interactional processes of meaning-making, fluid power relations, and the
construction of negotiated shared social realities. That is, the (re)-negotiation of the academic

workplace and academic labour power in transitional context(s).

Sociology proves adept with the conceptual complexity of Transformation, which requires
extensive (un)mapping and deconstruction of the theoretical and conceptual terrain. This is
unpacked and explained extensively in Chapter 2. Suffice to say here that Transformation is
conceptualized expansively so as to include key components of transformation, restructuring
and employment equity. The empirical convolution of these components of Transformation is
testament to how such realities emerge, unfold, and are engaged in practice, as well as how
they are perceived and experienced by the actors themselves. This in itself required

methodological insight and practical rigour as is discussed in Chapter 3.

In conceiving of Transformation as I do, the contingency and co-determinacy of the processes
of transformation, restructuring, and employment equity can be demonstrated. These processes
are seen as sub-components of Transformation that are often implemented in sequence, with
relational philosophies and pragmatics. These are collectively conceived and implemented as
a form of ‘structural pragmatism’. However, as chapters 4 through 8 particularly demonstrate,
the relation between these components is not always simply one of mutual reinforcement and
enablement but is sometimes one of (un)intentional divergence, unintended consequences,
unfulfilled potential, and/or unrealized goals. It is in this context that the contemporary
mobilization around Decolonization rallies actors to forge ahead with pursuing the reality of a

dream that can be deferred no more.

By taking a multi-faceted approach and exploring the intent and/or action of multiple
stakeholders, the study demonstrates the concurrent and intersectional effects of the state, and
institutional and individual actors'' and their relationships of, with, and to Transformation. It
therefore shows how at multiple levels there is some coherence and convergence despite
multiple agendas and practices that do at times exist and work in divergent and even opposing
ways; all of which reflect the complexity of social relations: from affirmation and support, to

competition and contestation. This enables the reader to more easily identify where points of

! Keeping in mind that all bear a diverse range of racialized and gendered identities, histories, and politics.
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convergence and divergence exist and where continuity, complementarity, and change can be

found within the sector.

The major contribution of the study is the evaluation of Transformation among academics
through assessing its impact on the academic workplace and the labour market per se. The
study assesses the extent of de-segmentation over a 25-year period, both in quantifiable and
qualitative terms. In terms of demographic reproduction/transformation, an evaluation as to
race-based and gender-based change is provided, which reflects on national, regional, and
institutional dynamics. While the potential of such an enquiry can still be further developed,
none-the-less, a solid foundation has been laid. In addition, this is complemented by rich
insights by academics themselves into the complexities and contradictions of working in

transitional contexts.

Over and above the rich and insightful individual perceptions and experiences; the findings
also point to strength areas as well as areas of concern for both institutions as well as for
particular professions. This is particularly significant given the re/production of current and
future cohorts of academics both vertically and horizontally within and across institutions
across the country. Conceptually this refers to more than statistical/demographic
reproduction/transformation but also has implications for curriculum and pedagogy in terms of
teaching, research and writing. More broadly, it provides insight as to how the academic
profession is located within the university as a whole, how the Transformation project comes
to bear on the university, and the location of academics and the academic project within such.
This also has implications for academia as a profession, occupation, labour market and even as

a socio-political project.

Lastly, this study examines whether and how race-based and gender-based Transformation
were effected simultaneously at the national and institutional levels. Perhaps unsurprisingly,
little intersectional knowledge and application in practice was found. Despite an overwhelming
focus on race-based change, more nuance and complexity was also revealed within the trends
nationally and within institutions. Several (singular) siloed identity-based interventions that
reflect best practice were found. These could be considered a gateway for more complex
interventions although at present they tend to be universal (accessible to Black and/or women
academics) or specific (accessible to only Black academics or women academics) without
adequate consideration for intersectionality. Furthermore, at present different equity

beneficiaries tend to be approached as competing rather than complementary.
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1.4.3. The importance of the study and the audience for whom this thesis has been written

The study is important for five key reasons, with respect to the contributions outlined above,
in that at conception, it sought to address conceptual and theoretical knowledge,
methodological, pragmatic, policy and activist gaps and/or lags as far as ‘academic
transformation’ or the ‘de-segmentation of academic labour’ were concerned. As is common
with PhD work, both my own understanding has greatly developed as part of the course and
the socio-political terrain has also changed in the recent present, within the very spaces and
sites of research. Nonetheless many of the original aims, objectives and rationale for the study

remain pertinent today, upon its completion.

Primarily, this thesis and its crafting, is important for academic knowledge. It critically engages
and enriches our understanding of Transformation and the relationships between the sub-
components of transformation, restructuring and employment equity. In particular, its
combination of both macro and micro dimensions’ advances understanding as to the effects of
Transformation and the (un)intended consequences that these processes have at the structural
and systemic level as well as at the individual and interactional level. It therefore contributes

by advancing and refining our thinking of such.

The study provides an answer to the extent to which the national, regional, and specific
institutions’ labour markets have become de-segmented; insight as to the pace of change; and
how race-based change versus gender-based change has fared (especially in the post-apartheid
context). It also provides some insight into institutional best practice as well as areas of
concern. The study thus speaks to researchers and activists in policy, monitoring and evaluation
and shows how the question of the re/production of academic labour is inherently embedded
and entangled in questions of Transformation. Furthermore, the study considers how the
in/ability of academics as theorists, activists, collective professionals or occupational
‘sympaticos’, working in conjunction with or at odds with institutional managerial and state
elites, students, and workers, may determine the future of the profession through their actions

or inaction. Therefore, academics at large should have an interest in the study.

Given the recent renewed interest in questions of Transformation of higher education, this
thesis is timely. The Decolonization movement has sought to name and redress the ongoing

legacy of, particularly, racism in South African higher education by over-coming structural,
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systemic, and socio-cultural discrimination and prejudice. It has also sought to prioritize the
redress of economic exploitation and inequality: all of which have been firmly put back on the
agenda. As this study speaks to a number of these concerns from the vantage point of
academics’ own experiences within their scholarly and professional lives, in the South African
academy, this thesis will be of interest to both education and social movement activists seeking

to reform or revolutionize the sector.

The study will also be of interest to trade unions and professional associations seeking more
insight into the perceptions and experiences of constituencies in order to organize and improve
the working conditions and daily realities of academic labour. University management will also
gain holistic insights into the complexities of organizations and hear academics’ evaluations of
the workplace. Much of this research draws on evidence that speaks to ‘everyday experiences’
of academic work and professional life — which are replete with examples of exclusion, the
most insidious of those being characterized by racism and sexism. This thesis is therefore
important for anyone and everyone with an interest in the present and future of the South

African academy and its transcendence to a place of social equality and social justice.

The thesis shows both the myriad of complexity as well as the simplicity of the everyday in the
ways in which such exclusion pervades the experiences of academics. It is also central to

understanding how and why interventions thus far have had limited effectiveness.
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1.5. Research Questions

1.5.1. What is the overall research question and its subsidiary questions?

The primary research question that this study addresses is: “To what extent have restructuring,
and employment equity, and transformation created a de-segmented academic labour market,

post-apartheid? A case study of Reconciliation Bay and Nxele Valley Universities”!2.

In order to make the research question feasible and implementable, a series of subsidiary
questions at both the generalized and case study level were formulated to provide focus and
direction for the data collection and analysis. In line with accountability and transparency, these

have been presented in their entirety as formulated at the time of the research proposal.

1.5.2. At the generalized (sectoral) level:

e What is the nature of the national professional academic labour market in South Africa?

e How has the national professional academic labour market changed over time, particularly
post-apartheid? (Can this change be described as de-segmentation: how and why?)

e Whatroles have transformation, restructuring and employment equity played in this change
process?

e To what extent has the conceptualization and implementation of multiple forms of de-
segmentation been carried out to the benefit of all groups concerned, and to what extent has
this multiple focus been mutually reinforcing? and

e What have been the output and the outcomes (both intended and unintended) of workplace

transformation?

12 At the request of one of the universities, both have been provided with pseudonyms.

23



1.5.3. At the case-study (institutional) level:

e What is the nature of these internal professional academic labour markets?

e To what extent have internal professional academic labour markets been transformed so as
to remove race and gender segmentation and discrimination?

e What roles have transformation, restructuring and employment equity played in these
processes?

e What role have higher education institutions, management, organized labour and academic
labour itself played in these processes? (To only be explored on a need-to-know basis).

e To what extent has there been continuity and/or change in terms of the racialized and
gendered nature of academics’ experience?

e How do the selected case study institutions compare? What accounts for similarities and

differences?

1.6. Consideration of literature

In line with the approach taken in this research, literature was sourced and reviewed on an
ongoing basis throughout the study. An initial literature review was done at the time of the
proposal and forms the foundation of Chapter 2. This was further built upon during the course
of the research and final chapter write up, particularly the addition of the policy section (which
was initially going to be a standalone chapter). In addition, more focused conceptual and
theoretical arguments, as well as empirical research, were included in Chapter 2 to further
enrich the study. Once in the field, literature specifically relevant to the case study institutions
was sourced and utilized. This literature is discussed in the chapters where it is relevant to the
discussion at hand (mostly chapters 5 and 6) but has not been incorporated into Chapter 2. Due
to the institutional anonymity request, the disclosure of some references has been modified

accordingly.

24



1.7 Outline of remaining chapters

Chapter 2 positions the thesis relative to most pertinent sections of the field by providing an
overview of existing relevant academic literature and scholarship. In particular, the study is
located within debates on labour market theory and specifically the academic labour market.
The extensive field of Transformation is mapped by drawing on key theorists and positioning
the study relative to significant post-apartheid policy. The range of South African empirical
research on the topic is acknowledged with greater focus given to studies that directly inform
it. Lastly, the conceptual framework presents the definitions of key concepts as they are utilized

in the thesis.

Chapter 3 explains the methodological decisions that underpinned the approach that the study
took. It reflects on the conscientious attempts to capture macro trends and to obtain definitive
‘tested” answers through analysis of secondary quantitative data, whilst at the same time
gaining privileged access and understanding to the insights of the micro everyday work world
of academics. Through utilizing these mixed methods, conceptual rigour, clarification, and
complementary findings arose and were tested. The strengths and weaknesses of each approach

and their combined use, the skills of the researcher, and the ethical concerns are also appraised.

Chapter 4 presents the macro quantitative data and utilizes primarily the HEMIS database to
provide an answer to: ‘Has there been de-segmentation of academic labour?” An overview of
national and institutional trends with regard to race and gender is presented. The impact of
time, mergers, and the EEA are also depicted. This chapter is fundamentally important in
setting the national (macro) scene, thereby identifying broad trends and patterns from which

policy can be evaluated and case studies compared.

Chapter 5 connects chapters 4, 6, and 7 by examining the regional academic labour market that
Reconciliation Bay and Nxele Valley are located within. It also provides an overview of both
the demographic and academic indicators of change for the two case studies relative to the
regional academic labour market. Thus, the subsequent chapters focus exclusively on the

qualitative findings.

Chapter 6 presents the case of Reconciliation Bay, a university that underwent all components
of Transformation including large-scale restructuring (merger). This case provided a rigorous

test of the emerging conceptual framework due to its complexities and contradictions. It
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demonstrates how ‘structural pragmatism’ is itself limiting and can be counter-intuitive to
Transformation in its entirety. It also simultaneously revealed examples of best and worst

practices with regard to the re/production of academic labour.

Chapter 7 presents the case of Nxele Valley, a university that for much of its history has been
able to chart its own course outside of and separate from the national agenda. Nonetheless, it
has had its own home-grown form of Transformation. Latterly, it has also begun to seriously
address questions of employment equity and the de-segmentation of academic labour. In
addition, it exposes much complexity and contradiction, although often of a different kind to

that experienced at Reconciliation Bay.

Chapter 8 serves the dual purpose of discussing the findings and bringing the thesis to its
conclusion by definitively answering the research question. The effect of Transformation on
the de-segmentation of academic labour and the de-racialization and de-gendering of the
academic workplace are discussed along with the implications for the re/production of
academic labour. The significance and implications of the study are then considered as an

academic subject, an area of professional concern, and a subject of social and political justice.
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Chapter 2: Literature review

As explained in Chapter 1, the research seeks to explore the extent to which restructuring,
employment equity, and transformation have led to the de-segmentation of the academic labour
market post-apartheid. The purpose of the literature review is to position the research relative
to the most significant conceptual and theoretical scholarship, and contemporary empirical

studies.

In so doing, five key conceptual clusters are addressed: 1) labour market segmentation theory
is used as a means to assess workplace experience; 2) academia is conceptualised both as a
unique profession and labour market; 3) South African state conceptualizations of
Transformation are discussed; 4) South African empirical research on Transformation is

profiled and 5) the conceptual framework guiding this thesis is outlined.

2.1. Conceptualizing labour market segmentation theory as a means to assessing

workplace experience

The purpose of this first section is to lay the conceptual foundation for thinking through
questions of academic labour. Key contributions to labour market segmentation theory are
reviewed. These are subsequently used to explain and locate this study. A brief introduction
identifies four key theoretical characteristics, and the discussion then proceeds to specifically

focus on that which is most pertinent to this study.
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2.1.1 A brief introduction

The fundamental assertion of labour market segmentation theory!3 is an insistence that labour
and the processes that determine the positionality of labourers are inherently shaped by the
‘social’. Collectively, political economists, industrial sociologists, and human geographers
have demonstrated how disadvantage, discrimination, and segmentation are endemic within
and also reproduced by labour markets, contra to orthodox free market economists who claim

that under advanced capitalism, labour functions (or could function) as any other commodity.

Peck (1996), analysing a twenty-year period, identifies four distinctive characteristics in
segmentation theory, each rooted in the works of Doeringer and Piore (1971). This signals the
complexity and variable basis along which labour market differentiation itself occurs and the

increasing responsiveness, sophistication, and explanatory power of segmentation theory.

Firstly, it is important to clarify what these theorists generally understand by a labour market.
According to Doeringer and Piore (1970: 9), labour markets are defined or distinguished by
the shared mechanisms through which the “pricing, allocating and training” of labour occurs'4.
Initial conceptualisations held that economic and technological determinants placed people in
the labour market (Jary & Jary, 1995: 353). However, the core contribution of this scholarship
was its focus on how these mechanisms operate in ways that extend beyond the economic
realm. It is therefore through the very rules and practices that govern labour allocation and
distribution that a connection is made between individual and collective life chances, thereby
determining and reproducing (and potentially challenging) the status quo, particularly with

regard to class-based inequalities.

As a consequence, this set of mechanisms, which unequally places people on and within labour
markets, ultimately produces systematic and structural effects in the ‘labour market’ as a whole

and is therefore inherently social and political. The dual labour market is its central effect.

13 From here on simply referred to as segmentation theory.
14 However, they attribute the first use of the definition to Dunlop (1966).
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Doeringer and Piore (1971) are also accredited with this conceptualization, which influenced

much early thinking on labour segmentation.

Jobs in the primary labor market tend to be highly skilled and highly paid, have clear lines of
advancement, and offer greater than average degrees of training and job security to workers. In
contrast, jobs in the secondary labor market tend to be low in pay, prestige, and security, and
offer little opportunity for advancement. They also typically have a high turnover. (Crossman,

2016)

Harrison (1972 in Peck, 1996: 6) reflects on the primary (or core) labour market and the
secondary (or periphery) labour market as differentiated by skill level, job and income security,
and the degree of permanence needed for and offered by the job. The distinctiveness of labour
markets, especially traditionally blue and white collar work, meant that they effectively remain
separate and their respective structural conditions systematically reinforced, with few options
for workers to transfer between them. In fact, at the macro level the structural differentiation
in conditions between the primary and secondary labour markets were understood as core to

the overall functioning of the labour market system as a whole (Jary & Jary, 1995: 353).

Further differentiation within the primary labour market led to theoretical revisions and the use
of terminology of the segmented labour market theory (Piore, 1971; Reich, Gordon & Edwards,
1973). More recent scholarship on the duality of labour markets has extended such parallels to
formal and informal work. Debates on ‘precariazation’ consider whether cognitive, or
‘immaterial’, labour is the most recent form of labour market segmentation to succumb to
duality or whether it may yield the possibility for the actualization and realization of a political
project of ‘the commons’ (see for example Fuchs (2010), Federici (2008), Hardt and Negri
(2004) and Castells (2000) for varying positions on this debate).

Thirdly, Doeringer and Piore (1971) were credited with conceptualizing the notion of the
internal labour market (ILM). Doeringer and Piore (1971: 1-2) defined the ILM as “an
administrative unit, such as a manufacturing plant, within which the pricing and allocation of
labour is governed by a set of administrative rules and procedures”, (emphasis added). This
seemingly simple distinction between the (external) larger pool of labour and that within an
(internal) autonomous worksite or workplace allowed for the generation of analyses into the
operation of particular workplace/organizational cultures, labour practices, and power

structures. This thereby provides further explanations for the dissonance between the
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meritocratic claims of macro-economic theory and the actual micro-level experience at

industrial plants and in organisations.

Therefore, ILM’s real theoretical value was its ability to account for workers’ differentiation
in employment experience within a workplace. This has multiple implications. It explains why
and how occupations are characterised as vulnerable or sheltered employment and identifies
the roles internal actors played in facilitating employment experiences. Research into ILMs has
the potential to show how internal organisational dynamics play and have played a role in
reproducing and/or challenging both internal and external segmentation patterns in the labour

market.

Initially labour market segmentation theory concentrated on illustrating the connections and
inequality within labour markets, work and occupations, by socio-economic class and status.
However, this unfolding conceptualization of labour differentiation also lent itself to an
analysis of racialized, gendered, and nationality-based inequalities. It should be noted that
feminist and critical race theorists have often criticized the extent to which mainstream labour
market segmentation theory works from a universalised basis of human experience. For
example, Federici (2008), Halvino (2008), and Acker (2000) argue that the study of labour
markets in general does not acknowledge the pervasive nature of race and/or gender-based
inequalities. Subsequently, the discussion shall examine these dimensions. Suffice to say here
that by focusing on differentiated labour experiences, labour market segmentation theory has

conclusively shown that the centrality of the social could no longer be subverted to economics.

According to Peck (1996: 11), the social regulation of labour markets is immensely complex
due to labour markets’ individual specificity and variability. They can be shaped by labour
legislation, socially sanctioned norms, employer’s positive and/or negative discrimination, and
union in/action. Therefore, a labour market perspective lent itself well to studies that placed

context and case specificity at the centre of analysis.
Furthermore, building on Giddens, Peck (1996: 4-5) notes that

[t]he conflicting motivations, goals and strategic practices of different groups in the labour market —
which divide not only capital and labour but also social fractions within these aggregates — call for a
conception of the labour market as a socially constructed and politically mediated structure of conflict
and accommodation among contending forces.

Hence, Peck draws our attention to the fact that whilst labour markets may exhibit generalised

segmented patterns, there is no guarantee of homogenous interest-based action and that the
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resultant actions provide no guarantee of furthering group or collective interest or even of being

directed towards organizational functionality (Peck, 1996: 14-15).

None-the-less, keeping all of this in mind, the concept of ILM enables one to study labour at a
level of analysis that appreciates the differentiation, conflict, power, and contradictions as well
as the commonalities, patterns, and trends that establish continuity and reproduction over time
and within spaces or sites that become distinctive as ILMs (Peck, 1996). This enabled Peck to
make the case for both a history and a geography of labour markets, in particular for case

specific ILMs.

As will be demonstrated below, and throughout the thesis, these four characteristics make
segmentation theory, and case specific ILMs in particular, an apt conceptual and analytical
framework for this study. Not only have the theoretical insights of labour markets, the labour
market perspective, and the historical, geographic and case specificity of ILMs enriched and
informed this study’s analytical framework; but the concept of ILMs has also been influential

in shaping the chosen methodology.

2.1.2 The functioning of internal labour markets

As is evident above, the conceptualization of labour markets has steadily grown in
sophistication taking into account the complexity of the workplace. As will be further
elaborated on below, ILM theory had its roots in the consensus perspective but grew in
complexity with the recognition that ILMs can be inherently conflictual and/or defy definition
in their complexity. It is useful to elaborate on Doeringer and Piore’s (1971) original
conceptualization (of ILMs) in order to understand how the concept is envisioned to be of use

in this study.

Initially the potential of organizations' to yield an ILM was not conceived as universal but as

particular: often confined to workplaces where workforces were skilled, where on the job

15 Doeringer and Piore first developed their theory from industrial plants, but organizations have been used here
to broaden the applicability to all sectors and workplaces.
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training was needed, and where there was distinctive ‘customary law’'®. Thus, labour and
management had the potential to take on a different relationship, with different characteristics
and dynamics of power. Doeringer and Piore (1971) explain that workplace rules and practices
became characterised by negotiation, accrual of mutual benefits, and ‘compromised
settlements’. They argue that this process is shaped by structural, systemic and cultural
‘allocative structures’. Structurally, the degree of openness to the external labour market and
the size, shape, and scope of the internal labour market are often also significant. Culturally,
the rules, opportunities for, and patterns of worker mobility have a systematic impact on the
distribution of workers among jobs. Therefore, they all impact on the different rates of

‘allocative efficiency’ within ILMs.

For Doeringer and Piore (1971) the distinctiveness of ‘customary law’ and the success of
‘compromised settlements’ are fundamental in distinguishing a ‘protected’ and ‘insular’ ILM
from external labour markets which are more responsive to economic ebbs and flows. Whilst,
Doeringer and Piore’s conceptualization was mostly workplace-based; they also noted the
importance and potential power of the ‘craft’ in determining or asserting professional or

occupation-based interests in ILMs.

Conversely, the inability of occupation-based interests to form in an environment where
interests are fractured or competing or where particular interests dominate may make ILMs
more similar to or divergent from the external labour market. It is important to keep this in
mind, as it has implications for the assumed nature and characteristics of ILMs as harmonious,
mutually beneficial, or homogenously supportive of workplace and/or group interests. This is

elaborated on in the next section.

16 Doeringer and Piore’s conceptualization of ‘customary law’ may today be better understood as institutional
culture.
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2.1.3 Positioning race and gender within labour market theory

Doeringer and Piore (1971) also considered how race and class came to operate and be
reinforced within labour markets. Reflecting on conditions in the USA, they observed that both
Black and working class labourers were typically found in the secondary sector of the dual
labour market with poor working conditions, low status, and low rates of remuneration. They
thus extended the original theory of segmentation to incorporate the additional aspects of race-

and gender-based disadvantage and discrimination.

Reich, Gordon and Edwards (1973, 1975)!7 conceived of four ways in which the labour market
was segmented. Reich et al argued that segmentation by ‘race’ utilized social prejudice which
led to the “race-typing” of jobs (regardless of their sectoral location). The reproduction of race-
based differentiation within job and market practices thus became established. Segmentation
by ‘sex’ was also noted. The explanation for ‘sex-typing’, which predominantly saw women in
servile roles, was explained by adherence to social sex roles learnt from primary and secondary

socialization agents, namely the family and school (Reich et al, 1973: 360)'8.

Reich et al (1973: 360) also drew attention to the fact that segmentation could be both vertical
and/or horizontal. Vertical segmentation refers to the differential location of workers within
the same occupational grade according to sex or race-typed jobs and horizontal segmentation
to the differential location on the occupational hierarchy according to sex or race-typing that
determines the concentration of ‘groups’ of people. These classifications further demonstrated
the outcome of discrimination and separation in labour markets, workplaces and/or

organisations.

17 These works built on earlier work by Piore (1971) that further sub-divided the primary labour market thereby
giving rise to the conception of a segmented (as opposed to dual) labour market. Reich, Gordon and Edwards
(1973: 360) use the terms ‘subordinate’ and ‘independent’ to refer to segments within the primary labour market
with their key difference being the personality characteristics each engenders in workers: the latter being that of
rule-adherence and disciplined dependability whilst the former is more inclined towards self-directed creativity
and innovation.

18 Gender segmentation is discussed later in this section.
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Reich et al made two astute observations. Firstly, they account for the systemic and
organizational exploitation of racism and sexism as a management tool to divide workers.
Secondly, they point out that segmentation itself exists and continues to exist, because it is
functional to the capitalist system (Reich et al, 1973: 364). The contribution here is that explicit
recognition is given to the ways in which race, gender, and class are structurally re/produced

as part of labour market processes.

Despite these insights, Reich et al fail to acknowledge the material reality in which cumulative
disadvantage is disproportionately borne, in particular by Black working class women.
Furthermore, the agency of workers themselves who utilize discriminatory elements to exclude
‘other’ ‘out’ groups and privilege themselves as ‘in” groups is also insufficiently articulated at
this point. These criticisms are taken up later in section 2.4 as put forward particularly by

Bonilla-Silva (2015) and Crenshaw (1989).

The overall perspectives put forwarded by critical race theory, in particular the works of Omi
and Winant (1986) and Bonilla-Silva (2001; 2015), guided this research'®. Numerous empirical
studies have demonstrated the existence of racial discrimination in the labour market, showing
inequality in access to or participation in specific kinds of jobs; reduced or lack of opportunity
for promotion and/or workplace-based training; inequalities in remuneration and workplace
and labour related benefits as well as experiences of racial prejudice. As a result of their
histories, there are significant literatures on cases from the United States of America (USA)

and South Africa.

Nonetheless, the global scope of racial segmentation should be acknowledged. Tri-continental
countries; countries with imperial, colonial, and/or apartheid histories; and countries where
migration is of significance in the current political and economic climate have all experienced
labour segmentation by race/ethnicity/nationality and the like. (see: Pager and Shepherd

(2008), Sole and Parella (2003), Kaufman (2002), Albelda (1985), Cummings (1980) for a few

19 The discussion here focuses explicitly on the interconnections between segmented labour market theory and
critical race theory. In section 2.4, the discussion will unpack more of the central tenets of critical race theory as
it pertains specifically to the experiential dimensions of higher education.
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global examples and reviews)?’. Therefore, the scope of race and gender-based segmentation
is global despite rhetoric that seeks to limit and locate these debates within particular
geographies and/or politics. Nonetheless, the discussion here will focus mainly on the South

African case and its ‘specificities’ due to its relevance for this research.

As previously explained, labour markets are shaped by relations of power including capital,
labour, and the state. In South Africa, there is a strong tradition of appreciation for and
conceptualization of racism as fundamental to capitalism. See for example Wolpe (1972) for
an early and prominent account of how “racial ideology” both “sustains and reproduces
capitalist relations of production”. Historians and Economic and Labour Sociologists have long
argued that labour market segmentation by race, gender, and class gained widespread formal
legitimacy through “colonial conquest, migrant labour, and residential segregation” (see for
example, Beinart and Dubow, 2003). These cheapened and proletarianised Black labour whilst
the practices of “job reservation and closed shop” protected and bolstered the class position of
White labourers (Kraak, 1996). In addition, legislation such as ‘Bantu Education’ and the
Industrial Conciliation Amendment Act endorsed educational and labour discrimination and

served to cement labour market segmentation as state policy (Nzimande, 1991: 100)?!.

Therefore, the racialized politics of the state, as crystalized through apartheid, meant that racial
discrimination became a formalized and legally entrenched aspect of the workings of both the
external and internal labour markets. The concept of the apartheid workplace regime (AWR)
came to signify the generic characteristics of the resultant racially segregated and racially
discriminatory ILM that was strictly enforced (Von Holdt, 2005: 48—52). In particular, this
regime was characterized by: “the racial division of labour, racial structure of power, racial
segregation of facilities, migrant labour, and the location of workplaces in a bifurcated
geography” (Bezuidenhout, 2004: 76-89). This description aptly shows that the AWR typifies
the workings of a segmented ILM with race and class as the central axes around which

segmentation operates. At the end of apartheid, these characteristics were structurally and

20 There are also strong literatures located within the fields of psychology and the health sciences that explore
racial discrimination from a self-report, behavioural perspective, the impact on health and wellness, etc. However,
these have not been directly engaged with here as their focus is less immediately relevant to this research.

2! State conceptualizations are discussed more fully in 2.3 below
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culturally embedded within the South African workplace and labour market to such an extent,

that this necessitated the recall and reformulation of labour legislation virtually in its entirety.

Nonetheless, post-apartheid, segmentation continues to exist. Furthermore, for many who find
their work defined as informal, precarious, casual, non-core, and the like; not only is there
continuity, but a racialized re-segmentation of the labour market has taken place (see for
example, Kenny and Webster, (1998) for an early account that identified this trend). More
recently, Von Holdt and Webster (2005) as well as Bezuidenhout (2005) conceptualized the
post-apartheid workplace regime (PAWR) signifying both the enduring characteristics and
elements of change in the nature and functionality of labour markets within the post-apartheid

political dispensation.

Bezuidenhout’s (2004) research into the ‘white goods industry’, identified that

i) the incapacity of the state to completely enforce equity legislation, provides space for an informal wage
colour bar and an upward floating colour bar to continue, ii) racial despotism as a form of worker control
continues through the use of market forces and neo-liberalism to coerce and enforce discipline amongst
workers, and iii) the predominance of fixed term contracts has the same effect as migration, as it leaves
workers vulnerable to exclusion (Bezuidenhout, 2004: 92-94).

Therefore, whilst changes are noted in the actual mechanisms of racialization post-apartheid

South Africa, its ultimate effects continue.

Given the overwhelming similarity of the (macro) socio-political environment and thus the
enduring continuity within workplaces, recent analyses have begun to apply similar theoretical
frameworks to understanding professional sectors. See for example: Canham (2014), Lewins
(2010) and Mabokela (2000). As a macro perspective, these accounts of the AWR and PAWR
in dialogue with the ILM provide a useful basis for thinking through the ways in which
racialisation continues to pervade the South African labour market through both internal and

external dynamics??.

Furthermore, there is also some research that examines the interconnections between these. For

example, Kraak’s (2008: 197) research into the field of engineering and technology revealed

22 Scholarship from the perspective of critical race studies has provided insight into the workings of the post-
apartheid state and legislation questioning whether this effectively tackles race-based discrimination. Some of
these arguments will be engaged later in this review.
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that whilst access to labour market opportunities opened up for Black people, post-apartheid,
their actual access to employment per se lessened because of structural incoherence between

the education and employment systems.

Whilst there are many studies from which to take direction with regard to race and
segmentation, not all of these sufficiently grapple with the question of gender. At this point, it
is useful to turn the focus to some of the literature that has engaged questions of labour market
segmentation and gender. Initial labour market theorists came under criticism for either being
altogether devoid of a gender analysis or for attributing gender segmentation purely to external
(i.e. social) ‘sex roles’. Kessler-Harris (1975) argued that the intersection between gender role,
family ideology, and political-economy was largely responsible for the rates of female
participation in the workforce throughout nineteenth and twentieth century USA (Kessler-
Harris in Edwards, Reich & Gordon, 1975: 217-235). However, explanations that focus on
gender ideology as the sole determinant for gendered inequality were subsequently thought to
be overstated. Feminists such as Acker (1990) and Walby (1997) argued that labour markets

themselves contained and reproduced gender inequalities.

Acker (1990: 145-6) argues that

... [t]he structure of the labour market, relations in the workplace, the control of the work process, and
the underlying wage relation are always affected by symbols of gender, processes of gender identity, and
material inequalities between men and women.

Through her argument, Acker utilises organisational theory to demonstrate the ways in which
organisations are not only experienced differently by men and women but are also continually
shaped, contested, and reshaped according to everyday processes of gendering. Thus, Acker
shows how ILMs themselves are embedded in and reproduce gender. Of particular value is her
conceptualization of disembodied worker and her analysis of gender-neutral policy and tasks.
She argues that despite being labelled gender neutral, jobs with responsibility, power, and
influence were symbolically written for men, whilst those jobs that reflected low levels of

power and influence were effectively written for women.

Acker (1990) shows how notions of power and influence are socially constructed to conform
to and reinforce socially gendered expectations and norms. Of interest, the rigidity of these
designations was such that the gender of the incumbent had little or no bearing on whether the
job was designated as a “man’s” or a “woman’s” job. Nonetheless, Acker observed that

patriarchal and masculinist norms served to fundamentally exclude and disproportionately,
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negatively affect women both in everyday work life and when workplace change such as
restructuring occurred. This illustrates the importance of critically evaluating the effectiveness
of approaches and interventions that appear to be gender and/or race-neutral (and even those
specifically formulated to produce change). Acker’s (1990) research demonstrated that it is
possible for organisations to reproduce the status quo and further an ideology directly opposite

to that which is their ‘stated’ aim.

Walby (1997) has also done considerable work to show how, despite the apparent successes of
the first and second waves of feminism and the widespread claim of ‘equality discourses’,
patriarchy is still pervasive within and beyond organisations. In particular, her concern with
the ways in which women’s work and life chances are structurally and systemically limited
continues to have relevance today. Similarly, Davies (1996) notes that due to the
masculinisation of the professions, women entering them are often assigned what she terms
‘adjunct’ positions of lesser value, status, definition and recognition. Acker, Walby and Davies’
accounts all point to a reluctant tolerance to women’s presence in the workplace and to various

strategies used within ILMs to limit women’s individual and collective advancement.

Furthermore, Bolton and Muzio’s (2008) concerns over long term delegitimation in what they
term the ‘established’, ‘aspiring’ and ‘semi-professions’ (i.e. law, management, and teaching)
shows gender-closure. Their research shows that although each sector underwent its own
specific labour shifts, each profession underwent a process of delegitimation of the work done,

especially by women.

Bolton and Muzio (2008) found that in all three sectors there were disparities in income, status,
and area of specialty held between men and women. In law, they noted that access to the
profession and its most valued positions moved from external to internal mechanisms of control
as the masculine elite closed ranks to defend their turf (Bolton & Muzio, 2008: 286-288).
Meanwhile in management, similar trends to what Acker (1990) had found were noted. On the
one hand, in order to succeed women had to “appropriate masculine processes of
professionalism” (i.e. act just like men) and in other cases, so-called feminine skills were seen
as a strategic advantage that could assist women to advance but mostly in soft and less
prestigious specialties (Bolton & Muzio, 2008: 288-291). The teaching profession, long
recognized as a more feminized ‘semi-profession’, recently underwent a simultaneous process
of de-professionalization and professionalization with work bifurcating into that of the

“surrogate mother” versus the “professional educator” (Bolton & Muzio, 2008: 293).
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The implications of these various forms of delegitimation are significant for studies on de-
segmentation. They illustrate that despite increasing numeric/statistical representivity,
experiential and substantive change may be failing to take place. Therefore, qualitative
experiences for women and/or Black people may actually be becoming more complex and more
problematic as a result of enduring gendered (or racialized) features of the LM.? Therefore,
segmentation itself may prove more enduring even in the face of cosmetic change and

substantive change may remain a goal yet to be realised.

One should, however, always be sensitive to the complexity that may exist in reality. Wilz’s
(2001) research reveals the ways in which an insurance organisation simultaneously exhibited
both gendering and non-gendering processes. For example, Wilz demonstrates how through a
system of shared meanings in dialogue, the value and positioning of gendered subjects was at
times legitimated (meaning: there was no gender-specific segregation in everyday work) and
other times de-legitimated (when organisational vertical segmentation developed as a result of
men and women being valued differently by the manager). Therefore, gender was not always
expressed and experienced as omnipresent or oppressive. Instead its significance was context-

dependent and contingent on other co-factors (Wilz, 2001).

Wilz’s study shows that segmentation can simultaneously exist at some levels within an
organisation whilst being absent in others. Furthermore, its presence and effects can be more
or less diffuse depending on, for example, meaning systems, metaphors and language use,
relationships between actors, the enactment of power, and the like. Wilz’s study acts as a useful
reminder against reductionism, the importance of considering the roles of both structure and
agency, and being mindful of the cultural acts of inclusion and exclusion through

organizational (ILM) acts of rules, practices and procedures.

In addition, the position of women themselves are not homogenous within the labour market.
As with other post-colonial countries, in the South African case Black women are located at
the intersection of race, gender, and often class, disadvantage and discrimination. Several
scholars have conceptualized this cross-cutting intersectionality, with Crenshaw (1989) and

Hill-Collins (1990) being two of the leading global specialists. South African scholars have

23 We are here reminded of Bezuidenhout’s (2004) upward floating colour bar as well as the historical trend for
(gendered) professional control within certain fields of medicine and the health sciences.
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also reflected the diversity of the continuum of discrimination, with some utilising an additive
approach (such as Shackleton), whilst others have utilised theories of intersectionality to bring

experiences of multiplicity to the fore, such as Mama (1995) and Gqola (2001; 2010).

Standing, Sender and Weeks (1996) provide a useful starting point for a discussion on
intersectionality. Whilst their theory does not explicitly attempt to directly engage
intersectionality, they have conceptualised discrimination somewhat generically in a way that
can be applied to race and/or gender as well as race and gender together. Therefore, their theory
would be reminiscent of those taking an additive or cumulative approach depending on the
rigour of the user. Standing et al (1996) have been included because they put forward practical
guidelines that enable thinking about intersectionality. They belong to a diverse group of
scholars who have tried to explicitly draw out the connections between social roles, socio-
cultural ideologies, political economy, and labour markets. Their analysis has two distinctive
elements: a focus on labour market disadvantage and a focus on workplace disadvantage

(Standing, Sender & Weeks, 1996: 384-385).

Standing et al (1996) stress that labour market disadvantage is intricately embedded in social
relations and functions in an accumulative manner. They identify a number of factors that
contribute to the ‘accumulation of disadvantage’ such as: access and opportunities to schooling;
recruitment discrimination; differential work status; access to training practices; and industrial
segregation (Standing, Sender & Weeks, 1996: 385). These factors both produce and are
themselves differentially impacted by the effects of employment restructuring, occupational
segregation, different opportunities for occupational mobility, differential earnings, and
differential effects of labour surplus conditions (especially in cases such as redundancy)

(Standing, Sender & Weeks, 1996: 385).

As argued by segmentation theorists, these facets of the labour market have both direct and
indirect implications on the life chances on both the individual and collective. These effects
were historically entrenched through race-based discrimination under apartheid and resulted in
symbolic and substantive violence for the majority of people. This provides some insight into
how Black people, the working class, and women experience disadvantage prior to entering
the labour market, directly on the job, and long-term as a result of labour market participation.
Furthermore, one can use these as ‘guidelines’ to think through how the position of an African
woman may, for example, be different to that of a White man, particularly with regards to

higher education institutions in post-apartheid South Africa. Whilst Standing et al (1996) have
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been concerned with mapping processes of disadvantage, their practical guidelines also reveal

insight about processes of advantage.

The second contribution made by Standing et al (1996) is related to workplace disadvantage.
They argue that discrimination and workplace disadvantage are intricately related and conflate
to yield specific workplace regimes in which segmentation in one form or another is
entrenched. They identify the following types of discrimination: pure discrimination;
psychological discouragement; statistical discrimination; impositional discrimination;
workforce induced discrimination; social policy induced discrimination; priority
discrimination and job segregation discrimination®* (Standing, Sender & Weeks, 1996: 384).
Therefore, through the enactment of these practices, an ILM is constituted (for example, a case-
specific PAWR). Standing et al’s (1996) approach is useful as it spells out in great detail the
characteristics and relational effects of cumulative disadvantage that accrue to specific workers
in a segmented labour market by detailing effects of cumulative disadvantage across both the
external and internal labour market. This is also of use for intersectional scholars who can apply
these very specific points to the highly-particularised experiences such as those of African

women.

Hill-Collins (1990) and Crenshaw (1989) are specifically well known for their
conceptualisations of multiple interlocking matrices of disadvantage and cumulative
disadvantage® that effectively challenged the prevailing notion of disadvantage as additive.
The intersection of race and gender is particularly salient with regards to labour market studies
where White men’s cumulative privilege and Black women’s cumulative disadvantage is
clearly amplified. These reflect particularly in their oppositional experiences of the type of
labour accessed, rewards for labour, and the experience of direct and indirect discrimination

within the labour market. The importance of intersectionality as a theory is its ability to

24 With respect to job applicants, these refer to: direct and deliberate exclusion of candidates based on racialized
assumptions; reluctant inclusion of candidates in such a way that discourages applications by creating an
impression of failure; exclusion of candidates from short lists based on group tendencies or past experience as
opposed to the actual candidate’s merit; exclusion of candidates through the imposition of criteria beyond those
required for the job or specific inclusion of criteria to raise the likelihood of particular candidates being included;
exclusion of candidates on the basis of peer discrimination; exclusion of candidates on the basis of the availability
of other opportunities. The last two types refer to discrimination by agencies whereby a lower priority is given to
applicants from a specific group and/or the sending of applications for specific types of jobs only, etc. (Standing,
Sender & Weeks, 1996: 384).

25 Also known as the multiplier effect.
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recognize and give voice to the distinctive, specific, and cross-cutting experiences of each
positionality within the interlocking matrix. In South Africa, with a history (and legacy) of
intersectional, racialized and gendered hierarchy, the theory of intersectionality is particularly

useful.

Hill-Collins (1990) also identifies the complexities of positionality such that one can
simultaneously be located at the intersection of a node of privilege and disadvantage, as in the
case of White women and Black men whose experiences are a complex combination of
beneficiation and disadvantage. The contribution of intersectionality as a perspective is its
awareness of the complexities of positionality that are pivotal in understanding and surfacing

the diversity of competing and contradictory interests and positions.

For example, according to Hill-Collins (1990: 229)

Although most individuals have little difficulty identifying their own victimization within some major
system of oppression — whether it be by race, social class, religion, physical ability, sexual orientation,
ethnicity, age or gender — they typically fail to see how their thoughts and actions uphold someone else’s
subordination...Oppression is filled with such contradictions because these approaches fail to recognize
that a matrix of domination contains few pure victims or oppressors. Each individual derives varying
amounts of penalty and privilege from the multiple systems of oppression which frame everyone’s lives.

Integrating this insight into this study will give expression to the nuance of people’s actual
experiences and prevent race and gender reductionism. Du Bois’ (1903) concept of double
consciousness, although, making a substantially different point, will also be kept in mind for
its potential explanatory power in this study, which seeks to hold the complexity and

contradiction of real life perceptions and experiences.

Crenshaw (1989), uses case law to demonstrate how anti-discrimination legislation is
formulated with a single beneficiary category (i.e. women or Black people) in mind. She shows
how it repeatedly fails to articulate and protect the intersectional experience of Black women.
This thereby reinforces the point that legislation itself is conservative — ideologically,
systemically, and in outcome. This will also need to be kept in mind when reviewing national

and institutional policies.

It is worth noting that possibly due to limitations of existing approaches to theorizing and/or
the scope of existing empirical research, most scholarship tends to maintain a narrow focus as
to what the ‘subject’ of discrimination and/or segmentation will be. Therefore, research though

empirically rich and detailed, is most often specific to a single standpoint, rather than multiple
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standpoints. It will be a test of this research as to the extent to which multiplicity can be

effectively represented, conceptualised and analysed.

This part of the overview has engaged: labour market theory, internal and external labour
markets, the segmented labour market, the post-apartheid workplace regime, and the
intersectional effects of particularly race and gender to demonstrate the utility of labour market
theory in order to understand workplace structures, workplace relations, and workplace

functioning.

This discussion has thus set the context for understanding the workplace environment as both
generalized and specifically segmented in time and place. ILMs have been shown to be
productive, reproductive, and reflective of resistance against the predominant cultural,
structural, and systemic use of social stratification and social inequalities. Attention will now
shift to examining the utility of labour market segmentation theory to the professional academic

labour market (PALM); and then to key debates around the ‘academic profession’ per se.

2.2. Conceptualizing academics: the professional academic labour market (PALM), the

academic profession, and professional academic(s)

This section specifically considers the applicability of the concept of ‘labour markets’ to the
academic profession. It engages literature that has attempted to do just this, specifically
utilizing the concept of the professional academic labour market (PALM). This
conceptualization is then applied in broad brushstrokes to the South African case to
contextualize the research field. Literature that has grappled with the ‘professionalization of
academic labour’ is then considered to problematize the notion of a homogenous academic
profession. This section concludes by considering implications for the conceptualization of

academic labour in South Africa.
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2.2.1. Conceptualizing the professional academic labour market (PALM)

Studies of the professional academic labour market (PALM) itself are few and far between
and mainly emanate from scholarship in the ‘West’. PALMs have been a subject of enquiry
mainly for economists who have largely been concerned with questions of wage inequity along
the lines of race, gender, marital status, and age (See for example: Renzulli, Grant and Kathuria
(2006), Barbezat and Hughes (2005) and Toutkoushian (1998)). However, the explicit concern
here is the theoretical contribution of social scientists to the study of academic labour markets

and the nature of the bifurcation or segmentation of the PALM?%.

As discussed previously, the nature of ILMs provides some internal insulation against market
forces, particularly for professional work. Traditionally, academic labour has come to mean
tenured jobs or ‘positions for life’?”. A number of other features distinguish the PALM from
other more generic professional ILMs. Firstly, Roemer and Schnitz (1982) argue that higher
education institutions are protected from replacement costs (that would otherwise be incurred
if there was a high staff turnover) as their very purpose is to train highly skilled workers who,
by and large, would be suitable candidates for their own ILM (Roemer & Schnitz, 1982: 524).
Furthermore, in most cases the “training costs [of new labour] are non-existent since academic
workers arrive at the institution with their training for research and teaching completed”

(Roemer & Schnitz, 1982: 524-525).

Writing from the American context, where the majority of academic staff have already
completed PhDs whilst graduate students, the academic labour market effectively externalizes
the cost of its own staff’s professional training. This externalization is often borne by the
potential applicant who has been responsible for his/her own studies either in terms of gaining

scholarships or taking out student bursaries and/or personal loans. In addition, public

26 Tt must also be acknowledged that the central intention here is to think through questions of academic labour in
generalist terms; conceiving of commonalities and common denominators which can then be applied specifically
to the South African context and to the study’s case study institutions, in particular.

27 Although, of course, it must be acknowledged that the casualization of academic labour and precarity have also
increasingly come to define academic work.
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institutions in America are also partially sustained (in the everyday sense) by both company

and individual taxation.

Student funding has become a substantial concern worldwide. The National Student Financial
Aid Scheme (NFSAS) in South Africa states that it has assisted over 1.5 million poor and
working class students with R50 billion in funds since 1991 (NFSAS, 2015). However, many
post-graduate students are dependent on higher education institutions themselves or on private
sources for scholarships and bursaries; often academic staff pursuing higher degrees are no

different.

In South Africa, the Masters qualification is generally the entry qualification in to the PALM.
According to HEMIS records, in 2009, 35% of all academics in public institutions had a PhD
or equivalent qualification; by 2012 this had increased to 39% (HEMIS, 2009; HEMIS, 2012).
Therefore, in South African higher education institutions (HEIs) a large proportion of
academics are in full time academic employment whilst simultaneously working towards their

PhD and the cost of their doctoral studies is absorbed by the institutions they work for.?8

In addition, South African institutions often experience fairly high staff turnover rates when
compared internationally. Hence, when drawing comparisons between South Africa and other
contexts, one must keep in mind that the individual and institutional ‘costs’, constraints and
pressures are further compounded. This has implications for both the social and economic
aspects of the PALM and is reflective of both sectoral (external) and ILM dynamics, as will be

elaborated on later.

Enders (2002) writing from the standpoint of ‘PhD as Humboldt’?® cautions against current
global trends that seek to professionalize the PhD. He argues this has the effect of making the
degree more marketable to a wider spectrum of professions but lessens its suitability as the sole
entry qualification into academia. Whilst the PhD may be less exclusive than in the past,

academics still constantly ‘network’ with potential future academic workers who are graduate

28 It must, however, be acknowledged that in an effort to be competitive, both globally and locally, many
institutions have revised their employment policies to now require a PhD as the base qualification for lecturers.
2 A standpoint in which the PhD is the quintessential trade mark of only scholars and intellectuals and is their
magnum opus; as compared to the growing trend where it is becoming more of a widespread qualification serving
instrumental and strategic means in the professional certification and accreditation of a wide range of professional
fields.
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students in their own classes (at least in the South African case). Thus, Bourdieu and Passeron
(2000: 197) note that universities are in the unique position of being one of the few professions
to have sole discretion over its own reproduction. On this basis, according to Enders (2002),
the social reproduction of the PALM should not be problematic, and yet it is. This is particularly
where the explanatory frameworks provided by labour market segmentation theory and ILMs

prove to be useful in understanding this apparent contradiction.

This is particularly apparent in the South African case, where PhD graduates are in relatively
short supply, where there is a nett brain drain of academics with PhDs (Koen, 2006) and where
the average age at graduation for a doctoral graduate is 40 years old (Council on Higher
Education, 2009). Furthermore, as Ramphele (2008) argues, the difficulty in attaining
excellence and equity in a context where political economy (material) constraints are high also

confines the reproduction of a new generation of academic scholars.

There is some disagreement as to whether PALMs are a dual or a segmented labour market
amongst American scholars. Roemer and Schnitz (1982) argue that the excessive supply of
doctoral graduates, in the USA, from the 1970s onwards is partially responsible for the
emergence and entrenchment of the dual labour market in academia. Roemer and Schnitz
(1982) sought to theorize short term contract posts as the development of a second tier of
academic labour in the American academic labour market. The emergence and proliferation of
short term contract posts were termed precarious labour because these contract posts were
non-tenure track. Thus, staff, in these positions, could not expect their posts to become tenured

(effectively permanent) positions.

According to Roemer and Schnitz (1982), those in the secondary labour market were similarly
qualified to those in the primary labour market except that they were competing for entry level
jobs for which there had been an over production (supply), causing the development of the
secondary market. Furthermore, Roemer and Schnitz (1982) argue that the secondary labour
market exists because it is functional to the overall system and to those in the primary market.
Meanwhile, those in the secondary market are affected by a self-fulfilling prophecy as they are

stigmatized and find it difficult to break out of the secondary labour market.

There are undoubtedly parallels particularly with respect to work terms, conditions and
rewards. The essential difference between the original dual labour market (DLM) conception
and how it is used in academia is the similarity or at times even parity in training and

qualifications between those in each LM. Nonetheless, divergence within academia has itself
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contributed to the continued use of this formulation of the DLM, despite the existence of more

‘puritan’ applications within the sector as well.

More recent research by the University and College Union (UCU) found that in 2005/2006,
38% of all academics in the United Kingdom were employed on fixed-term contracts. The
majority worked in research only jobs, whilst a significant proportion only taught (Court &
Kinman, 2008: 7). This illustrates the significance of the ‘duality’ of labour markets (in both

scale and scope) and the working conditions within academia.

The American and United Kingdom’s experiences are very different to the South African case,
and point in the former to an abundant supply of academics, which is not the case in the latter.
Nonetheless, contract labour within the South African higher education sector (SAHES),
including contract academic labour is also an historic and contemporary feature. The contextual
factors responsible for this and the intended and unintended consequences are worth
exploration. Of particular salience for this study is how such processes relate to racialization
and gendering, and shape (and/or are shaped by) vertical and horizontal labour processes within
and across higher education institutions. The South African ALM is briefly introduced at the
end of this sub-section. It is then further described, explained, and evaluated as part of the

findings in chapters 4 through 7.

In The Mobile Professors, Brown (1967) had already begun to apply the concept of the labour
market to the American professoriate. However, he described the academic labour market “not
as a single [or dual] market but as many markets differentiated on numerous characteristics,
including rank, salary, academic specialty, the type of institution doing the hiring, and
geographic location” (as summarized in Roemer and Schnitz, 1982: 520, emphasis added). We
are reminded, here, of the importance of not over-generalizing and thinking of academics as a
single, homogenous craft but retaining the initial focus on site-specific academic workplaces

as ILMs.

Beyond an acknowledgement of differentiation, Clark (1986) and Finnegan (1993) also
identify historic institutional type, disciplinary location, and individual preference for research
or teaching as some of the most influential factors shaping the segmentation of the academic
labour market in the USA. They see them as the pivotal factors bifurcating academics’
experience. As will be discussed in chapters 4 through 8, they were also found to be significant
in this study. In fact, Clark (2008: 444, emphasis added) states that institutional location and

disciplinary context are:
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...the primary matrix of induced and enforced differences among American academics. These two
internal features of the system itself are more important than such background characteristics of
academics as class, race, religion, and gender in determining work-centred thought and behaviour.

Clark conceives of these two positional factors as also being reproductive in the sense that they
“widen and deepen the matrix of differences that separate American academics from each
other” (Clark, 2008: 452). Whilst a study such as this (PhD) would necessarily debate the
undervaluation of race and gender in the aforementioned proposition; its value nonetheless, is
its perceptivity with regard to the heterogeneity of the PALM and the acknowledgement of the
role that ‘positionality’ plays in reproduction. The ways in which these factors come to interact
and intersect with each other, and either reinforce or challenge notions of cumulative advantage

and disadvantage, would be of further interest for the present study.

Cooper and Subotzky (2001) and more recently Cooper (2015) have mapped the institutional
diversification within the South African higher education sector. Whilst their studies have paid
more attention to student transformation and staffing with respect to research and publication
productivity; their conclusions distinctly point to the centrality of institutional type across
SAHES. Whilst the specificity of the South African context is further elaborated in section 2.4,
it is worth mentioning here, that institutional type reflects a core distinguishing component of
higher education ILMs. Therefore, this study is concerned with the features, specificity, and

implications of the case study institutions per se and their positionality as institutional types.

Finnegan’s (1993) account on Comprehensive Universities (CU) in the USA provides a unique
perspective by elaborating on the context-specificity of academics’ experiences®®. Finnegan
(1993: 623) stresses the importance of institutional type in determining segmentation. Further,
she considers that most academics chose to work within the sector and that their careers
developed through a combination of cumulative incidents with the external labour market as
well as interactions with colleagues hired both before and afterwards (within the ILM).
Therefore, Finnegan concludes that academics’ careers are intimately contingent and context-

dependent on both structural, interactional, and agentic choices made possible because of their

30 Whilst the term comprehensive university has slightly variable meanings across the globe, in America, it is
generally used to refer to institutions that initially developed to “serve a single population or to deliver a single
type of curriculum”; but are now ‘utilitarian’, multi-purpose’ regional or state colleges or universities that deliver
mostly bachelors and masters qualifications (Finnegan, 1993: 623-4). The meaning in the South African context
will be elaborated later when these are introduced into the discussion.
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being faculty in a CU (Finnegan, 1993: 623). What she brings to this existing debate is a
reminder of the role of agency and the dynamic interplay between individual choice and
structural factors. In the overall consideration of cumulative advantage and cumulative
disadvantage, this then encourages us to think of the role of actors in facilitating, reproducing,

or resisting institutional and symbolic justice, reform, apathy and/or violence.

Therefore, this short overview has shown that there is both an existing academic tradition of
conceptualizing academic labour using the framework of LMs, especially drawing on both dual
and segmented labour theory. Furthermore, there is also scholarship which points to the
specificity and particularity of academic labour — most notably its internal variation — that
warrants its conceptualisation as distinctive space, site and discipline-based ILMs. Briefly, I

utilise Bunting (2006) to consider this in the South African case.

2.2.2. Thinking through the South African ALM

Taking these initial and general conceptual deliberations on the heterogeneous nature of
PALMs, we can begin to delineate what the PALM in South Africa might look like. Literature
on labour markets and on the academic profession underscores the necessity of including the
historical context (temporal account) and geographical location (spatial account) in addition to
professional, occupational (craft) and institutional (specific/internal) dynamics in order to fully

understand any PALM.

South Africa with its history certainly necessitates such analytical rigour. The ways in which
the PALM is embedded within, re/constituted by, and itself reproduces, and/or transforms
racialized and gendered regimes is the focus of this study. This discussion initially flags general
components of the PALM. Existing scholarship on racialisation and gendering, in particular, is

then further elaborated in section 2.4.

Bunting (2006) notes that pre-1994, the higher education system had three fundamental
characteristics. Firstly, institutions were set up to cater for different racial categories and were
thus administered by different organs of state according to their designation. Whilst the process
of racialisation was decades in the making and reinforcing, Bunting (2006: 36) argues that the

Constitution of the Republic of South Africa (1984) formally re-entrenched the racial
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segregation of higher education by officially declaring each institution ‘for the exclusive use’
of only one racial category. This had been the intention of the Extension of Universities Act
(45 of 1959) that required Black students to apply for Ministerial Permission to study at the
formerly ‘Open Universities’. The separate and unequal nature of higher education was clearly
evident in that 19 institutions were declared for White people only, two for Coloured people
only, two for Indian people only, six for African people only, and a further seven, located in
the Transkei, Bophuthatswana, Venda and Ciskei (TBVC) states also for African people only
(Bunting, 2006: 36). Therefore, it was abundantly clear who was set to benefit from higher
education. Where education was extended to all, it was fundamentally separatist. As much as
the racialisation of higher education was meant to keep students separate from each other, it

also functioned to keep academics separate from each other.

Secondly, the role of higher education was bifurcated according to institutional type. Bunting
(2006: 37-38) argues that the apartheid state created the distinction between the “university’
and the ‘technikon’ of which the former was to be concerned with the development of
(scientific) knowledge whilst the latter with the (technological) application of such knowledge.
This bifurcation was to be maintained through ‘separate but equal’ qualification structures
(Bunting, 2006: 38). These were designed to keep student populations apart and to minimize
articulation across the system, and hence to further limit opportunities for inter-racial
interaction and education. However, it is also my contention that this served to keep academics
separate and effectively meant that under apartheid there were two distinct academic labour
pools: one for technikons and one for universities. As a result, this reinforced the development
of separate labour markets reflecting the academic/vocational binary as much as the students

each taught.

Thirdly, eight broad organizational types with similar institutional cultures, modes of
functioning, and relationship with the state were discernible and were largely determined by
whether the institution was designated ‘historically Black’ or ‘historically White’ (Bunting,
2006: 39-51). The classificatory scheme utilized by Bunting is useful in illustrating the
variation within institutional type and how by design and functioning, institutions became
overlaid by racialisation. The classification has been summarized below in figure 2.1 and will

be further utilized in my own analysis of the broad academic staff trends in chapters 4 and 5.
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Figure 2.1. Historical institutional type

Historical classification

Constituent institutions

Historically disadvantaged institutions

University of Durban-Westville (Indian), Medunsa

within TBVC states

Historically Black University (African), University of the North

1 | Universities (African), Vista University (African), University of

within RSA Western Cape (Coloured) & University of Zululand
(African).

) Siit\(/)er;:f}cllle}; Black University of Fort Hare, University of Transkei, North
within TBVC states West University & Venda University (all African)
Historically Black ML Sultan Technikon (Indian), Mangosuthu

3 | Technikons Technikon (African), Technikon Northern Transvaal
within RSA (African) & Peninsula Technikon (Coloured)
Hlstoqcally Black Border Technikon, Eastern Cape Technikon & North

4 | Technikons

West Technikon (all African)

Historically advantaged institutions

Historically White Afrikaans

University of the Orange Free State, University of Port
Elizabeth, University of Pretoria, Potchefstroom

Technikon)

> | medium Universities within University, Rand Afrikaans University & University of
RSA
Stellenbosch
6 E:é?iiﬁa%}ilg;:‘zgnv%ﬁ;}:n University of Cape Town, University of Natal,
RSA Rhodes University & University of the Witwatersrand
. . Cape Technikon, Free State Technikon, Natal
7 ?éi?;iliilg White Technikon, Port Elizabeth Technikon, Pretoria
oy Technikon, Vaal Triangle Technikon & Technikon
within RSA :
Witwatersrand
Distance education . . . ) .
8 | institutions (University & University of South Africa (Unisa) & Technikon South

Africa (TSA) (open to all)

(Bunting, 2006: 49-51).

The designation (of now) ‘historically Black’ and ‘historically White’ was used to refer to both

student and staff bodies, under apartheid. As per Bunting’s (2006) classification, institutions

were classified by racialisation, by institutional type, and by organisational distinction. To

some extent, these reflected both external and internal labour market trends with respect to race

and gender labour relations. At different historical junctures and as applied specifically to
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particular institutions, differential working terms, conditions, and pay applied to men and
women, as well as to people employed within higher education, depending on ‘race’. As
discussed above, this reflects that in the past a combination of external and internal forces

resulted in the racial and gendered segmentation of the PALM in South Africa.

From this brief introduction, the contemporary PALM in South Africa is unlikely to be an
integrated and generalised labour market; instead a more fragmented, particularised and
institution-type specific pattern is likely to still predominate. This further provides the
motivation and empirical grounding for this study’s focus on the ILM as the appropriate

theoretical and conceptual tool with which to approach this research.

A Foucauldian inspired interpretation would also prioritize the value of looking at academics
as members of ‘disciplines’®'. On a number of occupational, professional and labour terms,
conditions and statuses, academic labour has also, traditionally, been further differentiated
along disciplinary lines. For example, depending on whether the discipline was a ‘profession’
(for instance, law, medicine, accounting) or whether it was deemed purely ‘academic’ in nature
(as often argued about the sciences, arts and humanities). This is also further emphasised by
Bolton and Muzio’s (2008) study which observed differential patterns of gendering within and

amongst semi-professionals and professionals.

2.2.3. The academic profession

Just as whether labour market theory is a useful theoretical lens to make sense of the higher
education sector, so the nature of the ‘academic profession’ has also been the subject of much
debate. Amongst other key issues, it has been debated whether academics are in fact
professionals; what determines that ‘professionalisation’, whether professionalism is a status,
a socio-economic class indicator and/or indicative of political positioning. For example:

whether academics’ class position and/or status is bourgeois or whether they are or have

31 A Foucauldian analysis would also be interested in the role that academics as ‘discipline’-based agents play in
society. This is of interest regarding the broader political-economy of academic labour.
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become proletarianised; the extent to which they are ‘free-floating’ (independent) agents; or
whether they are a conservative force or contain reformatory or revolutionary potential (See
for example Roggero (2011), Bourdieu and Passeron (2000), Gramsci (1971), Merton (1968)
and Manheim (1940) for a range scholars who take different positions on the socio-political

significance of the academic profession).

As a collective, debates on the socio-political positioning and role of academics are of vital
importance for a study that concerns itself with questions of academic Transformation and/or
reproduction. These invoke questions as to how academics conceive of their ‘roles’ and ‘jobs’
as well as what they do or do not see as their ‘responsibility’ and what public(s) they would
consider themselves ‘accountable’ to? The multitude of actual socio-political ideological
positions that exist amongst academics themselves also needs to be acknowledged. This
discussion will be returned to later in chapters 6 to 8. The focus here is to raise the key the

conceptual debates around ‘academics as professionals’ and ‘professional academics’.

Burton Clark (1984: 107 in S. Clark, 1986: 25) views academia as “the key profession, the one
that trains all [professional] others”. Meanwhile Light (1974) emphasises the importance of
recognising the existence of a non-homogenous category of academic professions. He
differentiates between faculty (largely undergraduate teaching staff), scholarly professionals
(those engaged in academic publishing and researching), and academic professionals
(professionals located within higher education institutions who teach, publish and research).
Meanwhile, Dill (1982: 261) speaks of the academic role set that includes a set of core activities
(including research, teaching and service) and influential constituencies to whom academic
professionals are accountable (including supporters of research, institutional colleagues,
members of the academic discipline or field, clients of service, institutional administration,

students, and external constituencies).

The majority of these theorists seek to identify and position the category of academics as
professionals by their: organisational location (within a university), higher education
qualifications, social status, their knowledge advancement, and their educative function. This
instrumentalist conceptualisation implies that academics are generally structurally similarly
positioned and do similar work whilst acknowledging that there are some discipline-

specificities.

However, numerous scholars have disputed the homogeneity that this characterisation implies,

instead noting that ‘the profession’ is characterised by considerable differentiation. A part of
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this criticism acknowledges academics own occupational and professional practices and their
agency in enacting their labour and advancing their careers. Another part recognises that
various positions (vertically and horizontally) within the academic hierarchy itself have
different roles, responsibilities, expectations, demands and privileges. Dowd and Kaplan
(2005) have classified academics on the basis of their academic position as well as their ‘career
style’. In the process, Dowd and Kaplan (2005) acknowledge that the position and experience

of academics’ changes throughout their academic work course (career).

Further, Dowd and Kaplan (2005: 705-710) suggest that one’s own perception of one’s career
as boundary-less or bounded leads to four ideal types of academic namely the maverick or
probationer at junior levels and the connector and conservationist at more senior levels. They
distinguish between the self-driven academic whose priority is to the profession and/or
discipline and who see themselves and their networks and responsible for career advancement;
in comparison to the context-loyal academic, whose priority is the institution, and who views
the employer as responsible for career development and advancement (Dowd & Kaplan, 2005:

710).

Dowd and Kaplan’s (2005) contribution demonstrates the exercise of individual agency and
intra-individual changes with one’s one work course or career. However, their argument is
potentially limited by assumptions of meritocracy within the PALM which may fail to give
adequate recognition of the structural and systemic collective effects on one’s career.
Nonetheless, an integration of these viewpoints allows for consideration of the wide range of

experiences that may be more reflective of the heterogeneity of everyday experiences.

Using a Bourdieu type analysis, we are able to consider the ways in which those who have the
‘cultural capital’ to succeed within HEIs and PALM may more easily and readily be assimilated
into its modus operandi and continue to benefit from cumulative advantage; whilst the converse
is likely to be true for those experiencing cumulative disadvantage. For example, see Lewins

(2006) for an application of Bourdieu’s capital to staffing in higher education.

Burawoy (2004: 1-11), using his home discipline of Sociology, has also sought to differentiate

academics according to whether their scholarly contributions are instrumental or reflexive in
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nature and whether their primary audience is academic or extra-academic3?. These accounts
explicitly identify scholarly role differentiation and in some instances, imply a differentiated
‘status’ position amongst academics. Analysing this from a more political perspective:
academics relations to stakeholders, sponsors of research, and research constituencies,
participants and the like, also potentially conveys something of their social positionality and
indirectly potentially their socio-economic ‘class’ position. This not only illustrates internal
categorical differentiation but also demonstrates differential access, experience, and interest

areas of academics with respect to their individual, professional and social location.

This reminds us of the work of Dominelli and Hoogvelt (1996) who sought to update Gramsci’s
(1982) notion of traditional and organic intellectuals during the contemporary ascendency of
globalisation and neo-liberalism within higher education and the state more generally.
Dominelli and Hoogvelt (1996) conceptualise the role of professional academics in relation to
globalisation, professional intellectual work, and academics’ relationship to class-formation.
Their resultant schema sees the emergence of a further four ideal types of academic each with
different ideological and structural positions. These again reinforce the heterogeneity within,
and amongst academic professionals, and therefore also allow us to begin to consider the

differential significance and implications their work has.

Dominelli and Hoogvelt (1996: 207-209) developed the following typology namely: the
privatised professional intellectual (the academic ‘tenderpreneur’); the petty bourgeois
intellectual (further divided into the comprador [those who ‘mediate’] and the distanced [those
who ‘opt out’] of the privatisation of academia); the counter-hegemonic intellectual (those
committed to change and to one’s own role as a change agent); and the post-modernist
intellectual (those committed to change but who locate the intellectual project within the

individual rather than the collective realm).

This discussion highlights, two key aspects of the PALM. Academics are undoubtedly
heterogenous based on their professional work role (occupational subject role). This therefore
produces, but in turn is also facilitated by, heterogenous labour conditions. This last set of

discussions also points to the heterogeneity of academics according to their professional and

32 Burawoy’s (2004) schema identifies the professional, critical, policy, and public sociologist.
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political role. For academics, we can adapt the feminist missive to ask ‘is the personal both
professional and political?’; ‘is the personal, simply professional?’; or return to: ‘is the

professional, political?’

This also leads us to recall Althusser’s (1970) conception of the ideological state apparatus
and to question academia’s role as part of the (state and/or society’s) educative project. This
questioning of the role of education per se and the contributing role of academics as those
‘central’ to the academic project has been one of the key concerns raised globally by critical
race scholars and Black feminists, and most recently by the contemporary Decolonisation

movement within the South African higher education sector.

This was also the central argument put forward by Bourdieu and Passeron (2000) who
considered the role of education in general; but also, more specifically, the role of academics,
conceived as members of the petty-bourgeoisie, in the reproduction of society and the
perpetuation of the existing social order (Bourdieu & Passeron, 2000: 194-211). In de-colonial
and post-apartheid contexts, the question is of course, what is the role of academics in the
transformation of society? It is a modified version of this question that this research has sought
to answer. Whilst attention has periodically been given to radical and oppositional intellectuals
and spaces (see for example Moss, 2014), and the institutionalisation of opposition has become
normative in certain ‘liberal’ institutions (see for example, Vorster and Bozzoli, 1975), the
focus here was more on the ‘institutional everyday’ spaces, practices, perceptions and
experiences of academics employed in 2011 in the institutions that participated in the case

studies.

This brief section has shown that a study on Transformation clearly needs to engage key issues
of the heterogeneity of academic labour, how it is embedded within and itself reproduces
power, and the significance and implications of this for society at large. This is because of the
type of work academics do, their occupational, professional, and educative role in society, and
their own professional identification (for some if not all). This debate necessarily intersects
with questions of race, gender, and the like, and will therefore be examined in section 2.4 and

in chapters 6 through 8.

56



2.2 4. Conceptualising professional academics

Brown, Finnegan and Light’s description of the American academic labour market allows us
to make initial sense of the South African PALM. However, the complexities of the apartheid
social and educational policy are such that these scholars do not go far enough in accounting
for our contextual particularities. This extends to an explanation of the experiences of those
included and excluded from the various academic labour markets as well as to initiatives to
transform post-apartheid society. Hence, this study seeks to address some of these gaps by
particularly exploring specific, empirical aspects of the South African context and by being

conceptually grounded within the South African literature, which the discussion turns to next.

In conceptualising professional academics, for this study, it is argued here that it is most useful
to define academics as professionals by virtue of their occupational location. Professional
academics, within the external labour market, are thus conceptualised as the cumulative total
of academics employed within public higher educational institutions (both within academic
departments and research entities/units). This conceptualisation is broad enough to encompass
the range of academics employed within the diversity of institutions identified by Bunting
(2006); academics as heterogeneously considered in the above discussion according to the
variety and diversity of work done, their collective and individual institutional, hierarchical
and disciplinary location and own personal politics. Furthermore, by using occupational
location as the lowest common denominator, this conceptualisation can easily be
operationalised to allow empirical measurement. By focusing only on permanent employees,
the parameters of the HEMIS database as recorded by the Department of Higher Education and
Training (DoHET) and measured yearly on the 31% of March, can be meaningfully used to

measure professional academics.

Professional academics, within the internal labour market (ILM), are then the total number of
permanent academics employed within the specific case study institution as determined by the
HEMIS database on the 315 March of a specific year. This then applies for both the institutions
in the case studies. Where any differential measurement indicators are utilised this will be noted

in the relevant findings chapters (4 to 8).
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2.3. State conceptualization as per policy discourse

Transformation as here conceived is expansive and includes restructuring, employment equity,
and transformative initiatives designed to bring about democratisation and social justice®3. The
Transformation of SAHES is shaped and influenced by state discourse and action at the central
and decentralized (departmental) levels, in particular through the work and participation of the
Departments of Higher Education and Training (DoHET), Labour (DoL), and Science and
Technology (DST). Chapter 9 institutions also ensure constitutional provisions are upheld.
There are entire fields of scholarship dedicated to the appraisal of education policy, especially
higher education policy (See for example Sehoole, 2005; Kraak, 2004; Cloete, 2002; Badat,
1995 and Wolpe, 1995). Instead of replicating such extensive work, a few pertinent aspects of

this scholarship and relevant policy will be engaged with in this review.

The discussion will consider the extent to which the selected policy conceptualizes, indicates,
commits to, and specifies deliverables for Transformation. State policy was thus read for
intentionality with respect to national and departmental frameworks for action, including the
stated ambit, possibilities, goals and objectives of change, as well as the implications for the
prescription, circumscription, and constriction of change. The key purpose was to note state

articulations of Transformation and how these changed over time.

It is acknowledged that in this presentation, both concepts and policy processes appear more
coherent and seemingly uncontested than they are in reality. Thus, the governmental, sectoral,
stakeholder, and constituencies representation of the public good is presented with an overly
unified, consensual voice that may not adequately capture the ideological variance, nuance,
and tensions that exist. What is attempted, though, is a reflection of the changes represented in
policy documents per se; both temporally and across different departments. Furthermore, an
attempt was made to keep Jansen’s (2002) theory of political symbolism as a ‘mechanism of
policy craft’ in mind in order to depict the multiple functions policy serves beyond its

pronounced service articulation and delivery.

33 This is further unpacked in the conceptual framework in section 2.5.
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2.3.1. General observations

It is helpful to note some general observations that pertain to this set of policy before delving
into a more detailed discussion. Firstly, although key concepts are widely used in legislation,
they are for the most part not defined. Secondly, this leads to conceptual ambiguity and
conflation. This is particularly the case with Transformation. There are cases across and within
policy, where it is used synonymously with restructuring, where it is used as employment
equity, where it is used as a catch-all phrase, and where it signifies other, very specific
meanings. In addition, there is a definite change in the use of all three key sub-components
(i.e. restructuring, equity, and transformation) within policy documents over time. The
transition can be conceived as a change from a more ideo-political phase to an implementation
phase. The latter is signified by the increasing use of more instrumental, technicist, and
outcome-oriented language. This is most evident in DoHET policy where concept use and the
general approach shift from political commitment, to redress, to the pragmatics of actual

implementation.

Thirdly, the conceived relationship between the various Transformation sub-components is
also variable, ranging from: no specified relationship, to a rhetorical relationship, and/or to an
increasingly essentialist relationship. This is apparent across both centralised state and
department-generated policy. However, this also means there are often differing (and
potentially contested) understandings and approaches to Transformation across different

departments and over time.

These three observations signify a de-politicisation of Transformation discourse. This is
significant, given the state’s overwhelming power to define and to enact (or not)
Transformation. This is significant as policy rhetorically packaged as Political, has in practice
become de-politicised, evinced by its own transition from revolutionary encasings to
pragmatic, neo-conservative reform. This will be demonstrated in the discussion of actual
policy in section 2.3.2. The implication of this with respect to policy implementation will be

returned to in Chapter 8, based on the findings of this research.
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2.3.2. Puzzling together ‘the state’s’ Transformation discourse

Through the process of nation-building, Binder (1971) argues that a nation experiences
successive crises that need to be overcome in order for the nation to cohere and unify. In the
post-apartheid context, it has been imperative to address these concerns and this has resonated

with how the state has conceived of Transformation.

Binder (1971) argues the five crises that need to be overcome are of: identity (establishing a
collective identify as a nation), legitimacy (the authenticity and authority of the state),
penetration (the ability of the state to represent the expanse of the nation), participation (active
involvement by the citizenry in the workings of the nation), and distribution (resources that
groups within the nation can access from the state) (Binder, 1971 in Roskin, Cord, Medeiros
& Jones, 1991: 31-32). Through an overview of key centralized and decentralized policy, the

various state conceptualisations of Transformation shall be presented.

An overview such as this cannot do justice to all relevant policy. Therefore, the most feasible
approach was to first list the most significant policy, grouped into four general categories,
according to level of specificity, area of focus, and type of intervention specified (2.3.2.1 to
2.3.2.4). Afterwards, a highly selective and more detailed analysis of specific key concepts and
issues, chosen from particular policies, highlights key aspects of state discourse (2.3.2.5 to

2.3.2.7). The section is brought to a close with a summation (2.3.2.8).

2.3.2.1. List of centralised state directives

Documents and policies that address the macro level, operate at the central level of the
liberation movement, post-apartheid government, and/or the state, and that address
Transformation as an all-encompassing concept, include: The Freedom Charter (COP, 1955),
The Reconstruction and Development Programme (RDP) (ANC, 1994), The ANC’s Yellow
Book (ANC, 1994), The Constitution of the Republic of South Africa (RSA 108 of 1996),
Growth, Employment and Redistribution (GEAR) (RSA, 1996), Accelerated and Shared
Growth Initiative for South Africa (AsgiSA) (RSA, 2004), and the National Development Plan
2030 (NDP) (RSA, 2013).
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These documents outline a holistic position on Transformation, at the national level 3*.
However, these macro-oriented documents do not have a homogenous articulation of
Transformation. GEAR in particular has the most concentrated neo-liberal approach in contrast
to earlier more Keynesian approaches. Latter approaches, especially the NDP, are more critical
and reflexive about change, whilst remaining committed to local and global priorities. The
content of selected policies will be discussed in 2.3.2.5. These policies range in focus but

generally speak to the full scope of Binder’s (1971) nation-building tasks.

2.3.2.2. List of decentralised state labour directives

Subsequent departmental policy expectedly drills down into particular areas of change. Meso
level policies most relevant to the Transformation of the academic labour market (ALM) would
be those that specifically focus on substantive equality and affirmative action. The Labour
Relations Act (LRA) (RSA 66 of 1995) and The Basic Conditions of Employment Act (BCEA)
(RSA 75 of 1997) were instrumental for initially reconstituting labour and employment

relations, and the fundamentals of workplace rights, responsibilities, and duties, post-apartheid.

Policy that came after this was specifically designed to address equity and equality in the public
and private sectors. It included: The Public Services Act (RSA 103 of 1994), The Green Paper:
Policy Proposals for a New Employment and Occupational Equity Statute (RSA 804 of 1996),
The Employment Equity Bill (RSA, 1997), the White Paper on Affirmative Action in the Public
Service (1998), The Employment Equity Act (RSA 55 of 1998) and its various Amendments
(2014), The Skills Development Act (RSA 97 of 1998) and The Promotion of Equality and
Prevention of Unfair Discrimination Act (Pepuda) (RSA 4 of 2000).

Several of these fall under the jurisdiction of the Department of Labour (DoL). With a specific
focus on labour per se, these policy documents should be sufficiently specific to direct and
facilitate change within the ALM. However, until recently, the DoL had woefully inadequate
influence over and within SAHES. Part of which may be due both to national EE trends as

well as other extensive changes within SAHES that led EE to assume secondary importance.

341t is undeniable that GEAR is the least holistic of all the aforementioned policy documents in that it has the
narrowest macro-economic view. Nonetheless, it is included amongst this collection of policies as it meets the
other criteria for inclusion, and is important at the national level.
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The imperative for workplace rights and EE is also supported by national policy documents. It
is particularly well expressed within the RDP and the NDP. Furthermore, substantive equality
is also upheld in the Constitution (108 of 1996). This set of policies addresses both the state’s

legitimacy and allocative (distributive) abilities.

2.3.2.3. List of decentralised state higher education directives

In 2009, the Department of Education (DoE) was divided into the Department of Higher
Education and Training (DoHET) and the Department of Basic Education. With jurisdiction
over SAHES, the DoE and then DoHET formulated numerous and wide-ranging policies to

address aspects of the sector viewed as most in need of urgent attention.

With respect to Transformation, key policies and documents include: The National
Commission on Higher Education’s (NCHE) Report entitled An Overview of a New Policy
Framework for Higher Education Transformation (1996), The Green Paper on Higher
Education Transformation (1996), and The White Paper 3: A programme for Higher Education
Transformation (1997). These reflect the ideo-political phase of state policy as they reflect firm
commitment to both political and ideological redress, broad-based participation and
consultation, and emphasize the need to re-engage the international context (Jansen, 2002).
There is a close conceptual association between these documents and the national documents
of the period from 1994 to 1996. These documents perform a range of the work that Binder
(1971) mentions as necessary in solidifying the identity, legitimacy, and participation of the
nation. Nonetheless, the role of state as change agent is very evident within them and comes

distinctly to the fore in the next set of documents.

The implementation phase is largely when the conceptual phase moved into the action phase,
when the state sought to actively change its distributive mechanisms, and when the Council for
Higher Education (CHE) as an independent statutory body became involved in them. The
restructuring of the sector became the dominant phase of Transformation. This change in
approach is evident in the following policies and documents: The Higher Education Act (RSA
101 of 1997), The CHE’s Towards a New Higher Education Landscape: Meeting the Equity,
Quality and Social Development Imperatives of South Africa in the 215 Century (CHE, 2000),
the National Plan for Higher Education (RSA, 2001), the National Working Group’s (NWGQG)
report ‘The Restructuring of the Higher Education System in South Africa’ (National Working
Group, 2001), the promulgated Transformation and Restructuring: A New Landscape for
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Higher Education (2002), Higher Education Restructuring and Transformation Guidelines for
Mergers and Incorporations (DoE, 2003), as well as various gazetted government notices of
the proposed mergers and the resultant acts that brought the ‘new’ institutions into being. In

this phase, the state is clearly directive whilst also engaging in cooperative governance.

After the Reitz Incident®>, the ‘Report on the Ministerial Committee on Transformation and
Social Cohesion and Elimination of Discrimination in Public Higher Education Institutions’
(DoE, 2008) was released. It specifically explored issues of transformation across the sector.
Subsequently, the Green Paper (DoHET, 2012) and White Paper (DoHET, 2014) for Post-
School Education and Training: Building an expanded, effective and integrated post-school
system specifically addressed the gap post-apartheid in further education and training. For
department-specific policies, this collection of policies reflects considerable variation in
Transformation, both in conceptualization and implementation. This will be unpacked in

2.3.2.6.

2.3.2.4. List of centralised and decentralised state justice directives

Lastly, in respect of symbolic, socio-cultural, and social justice transformation, the
Constitution (RSA, 1996), Pepuda (RSA, 2000), and the Green Paper Towards a Gender
Equality Draft Bill (Ministry of Women, Children and People with Disabilities, 2011) do the
most to actively address this component of Transformation®. These pick up and address
specific components of equality and dignity that are often neglected when attention focuses on
macro and meso level change. These policies resonate at the national level, particularly with
The Freedom Charter, the RDP and the NDP, and within higher education with The White
Paper 3 and the 2008 Ministerial Report. These specifically aim to ensure that, amongst other,

dignity is fundamental to, part of the process of, and facilitated by Transformation.

It is important that Transformation is engaged with centrally and that there are a number of

organs of state and associated institutions that ensure policy is followed through and/or

35 Afrikaner male students at the University of Free State gave elderly African women, who worked as cleaning
staff in their residence, food to eat which the students had allegedly urinated on. This was filmed and distribute
on social media, generating a national response.

36 These are the responsibility of the Department of Justice and Constitutional Development as well as the
Department of Women, Children and People with Disabilities.
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implemented. However, without direction, coordination, and integration across departments,
these initiatives could be at best separate and disparate or at worst, ineffectual and counter-
productive and pull in opposing directions. South African policy on Transformation as it
pertains to SAHES is not uncoordinated, but policy on the de-segmentation of academic labour
per se is reliant on cross-cutting inputs from different departments. The White Paper 3, though,
has attempted to connect these and demonstrate their relevance and applicability for SAHES.
Nonetheless, conceptual ambiguity and conflation as well as the sheer amount of policy itself

may lead to a sense of being both overwhelmed and fatigued.

Sections 2.3.2.5 to 2.3.2.7 provide an overview of state conceptualization of Transformation,
restructuring, employment equity, and transformation as selectively excerpted and analysed

from key documents listed in sections 2.3.2.1 to 2.3.2.4.

2.3.2.5. Centralised conceptions of Transformation

At the national level, Transformation is most clearly articulated and/or inferred within the
Freedom Charter, the RDP, the Constitution (1996), and the NDP. Whilst the Freedom Charter
and the Constitution do not actually use the word ‘transformation’, they both provide a vision
and framework for Transformation. A frequency search on key terms shows how policy
documents use Transformation and its sub-component concepts (see Figure 2.1). An analysis
shows that Transformation is used in a myriad of ways to refer to material, structural and

symbolic change.
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Figure 2.2. Results of frequency word search on key policy documents

Policy Transformation | Restructuring Employment Equity / Affirmative
document action
Freedom 0 0 0
Charter
RDP 21 35 7
Constitution 0 0 0
GEAR 4 25 6
NDP 69 7 29
EEA 0 0 45
White Paper 3 47 4 347

The Freedom Charter (ANC, 1955) as a collective aspirational document set the parameters for
change, with Transformation a long-term goal for the democratic nation. It envisioned radical
structural changes to existing political, legal, and socio-economic systems3®. It positioned
restructuring as the central mechanism of Transformation. Symbolic transformation was also
deemed necessary to realise democratic and social justice as the lived experience of all*°.

Education was seen as an important facilitator of this kind of change*.

Formal equality was extended on the grounds of race, colour, sex, culture, and belief. However,
substantive equality was only present in embryonic form. There was almost no discussion of
affirmative action*!. That said, two clauses are of interest: “Men and women of all races shall
receive equal pay for equal work™ and “[t]he colour bar in cultural life, in sport and in education
shall be abolished”*?. These specifically identified the need to structurally address gendered

and racialized segmentation of the labour markets and other areas of social life.

37 In the White Paper 3, equity as opposed to employment equity or affirmative action was used.

38 Including the right to self-determination and governance, equality before the law, economic equality, land
redistribution, land rights, access to education, and access to housing to security
(http://africanhistory.about.com/od/apartheid/a/FreedomCharter.htm)

3 Generalised rights aimed to confer and ensure equality, humanity, dignity and respect for all. Protection against
discrimination, the repeal of all apartheid-based laws and, provision for the means of cultural, linguistic and
religious diversity and integrity were ensured. However, education was amongst those singled out where the
colour bar had to be abolished (http://africanhistory.about.com/od/apartheid/a/FreedomCharter.htm)

40 For example, education was seen as instrumental in inculcating “the youth to love their people and their culture,
to honour human brotherhood, liberty and peace”
(http://africanhistory.about.com/od/apartheid/a/FreedomCharter.htm).

4! Here affirmative action is used rather than employment equity simply to acknowledge that such interventions
referred to extend beyond the sphere of employment.

42 (http://africanhistory.about.com/od/apartheid/a/FreedomCharter.htm)
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The Freedom Charter, as it pertained to labour and education, generally reflected a liberal
notion of Transformation that prioritised formal equality. Its positionality on ‘deservedness’
was also reflected in the use of words such as “talent” and “merit”. As was typical of the time,
education was considered along with the likes of culture and sport*}. However, in other areas
such as land and resource ownership and service provision, the Freedom Charter reflected a
more substantive notion of equality. It envisioned an active state that was instrumental in

effecting change, and an engaged, participatory citizenry. #4.

In post-apartheid South Africa, the Constitution (1996) particularly (although not exclusively)
provides meaning to, and guarantees the rights of, its citizens. Chapter 2 of the Constitution
incorporates ‘The Bill of Rights’, which is fundamental in establishing dignity, equality, and
freedom. Formal equality is extended, beyond that envisaged in the Freedom Charter, to the
prevention of unfair discrimination on any of the following grounds: “race, gender, sex,
pregnancy, marital status, ethnic or social origin, colour, sexual orientation, age, disability,
religion, conscience, belief, culture, language, and birth” (RSA, 1996: s9 (3)). As per the RDP,
the Constitution also provides for substantive equality, thereby ensuring that socio-economic
redress is meaningfully enacted, “To promote the achievement of equality, legislative and other
measures designed to protect or advance persons, or categories of persons, disadvantaged by
unfair discrimination may be taken” (RSA, 1996: s9 (3)). Importantly, much of the rest of the
Constitution ensures that organs of state and independent institutions function to uphold and

deliver on its rights and provisions.

As the ANC prepared to govern, the RDP (1994) was its blueprint for the first democratic
elections and governance. The debate between growth and development, typical of post-
colonial regimes at the time, was resolved with a commitment to both. Structural change was
deemed necessary for socio-economic stability, which itself relied on participatory democracy.

Transformation (in addition to reconstruction and development) was used frequently to refer

43(
44(

http://africanhistory.about.com/od/apartheid/a/FreedomCharter.htm)
http://africanhistory.about.com/od/apartheid/a/FreedomCharter.htm)
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to the overhaul of existing material conditions, the inclusion of social justice, and symbolic

dimensions of change. Detailed plans for key sectors were provided®.

Interestingly, education was not identified as a basic need but was categorised as instrumental
for human resource development. As a lengthy document, the RDP gave consideration to the
effects of inequality and discrimination on society in general as well as on labour in particular.
The state envisaged human resource development as being characterized by “the principles of
democracy, non-racism, non-sexism, equity and redress to avoid the pitfalls of the past” (ANC,
1994: s3.3.3). This conceptualization of labour is fundamental to individual, group, and societal
wellbeing. Therefore, in terms of redress, the recommended interventions go beyond formal

equality and equality of access.

The RDP categorises equity as a redistributive and forward looking mechanism to ensure socio-
economic conditions and political relations that are substantively more equal by levelling the
past and current ‘playing fields’. Particular interventions designed to give effect to this are
sustainable economics; social welfare; revised national human resources development strategy;
intra and regional socio-economic and trade reforms; representation and participation of (what
would later become known as) ‘previously disadvantaged groups’. Equity is often accompanied
by a suite of other social justice or symbolic transformation descriptors such as non-sexism,

non-racism, democracy, and such.

Affirmative action was firmly placed on the agenda as a mechanism to “unlock boundless
energies and creativity suppressed by racism and discrimination” (ANC, 1994: s (1.4.6)). Its
potentiality was stated as:
A programme of affirmative action must address the deliberate marginalization from economic, political,
and social power of Black people, women, and rural communities. Within this programme particularly

vulnerable groups such as farm workers, the elderly, and the youth require targeted intervention. (ANC,
1994: s (2.2.6)).

4 These included the five key plans: “meeting basic needs; developing our human resources;
building the economy; democratizing the state and society; and implementing the RDP” (ANC,
1994).
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Affirmative action was envisaged to “end discrimination on the grounds of race and gender,
and to address the disparity of power between workers and management, and between urban
and rural areas” (ANC, 1994: s4.8.13). In several places, additional and specific reference was
also made to the need to address sexism, gender inequality, gender oppression, and sexual
harassment (ANC, 1994: s3.3.13.2; s1.4.6 & s4.8.13). It should also be acknowledged that as
a general strategy of advancement, affirmative action was also extended to other key groups
such as people with disabilities (ANC, 1994: s2.13.4.2). In this way, affirmative action was
conceptualised as having the capacity to advance group interests and to disrupt the structural
(power) relations within the workplace and society at large. Thus, affirmative action was a

core intervention in the Transformation of society and labour markets.

In order to be effective, affirmative action (AA) was conceptualized with an accompaniment
of supporting strategies and interventions. These included: mass education and training;
individual, group, and community empowerment; development of hiring and promotion
strategies that would facilitate formal and substantive equity; collective bargaining to address
inequalities; provision of job security for pregnant women and childcare opportunities; an
emphasis on the development of expertise amongst citizenry; monitoring of implementation of
affirmative action by an ombudsperson/service; prohibition, education, advocacy and
complaint mechanisms for sexual harassment; ratification of ILO conventions; restructuring of
the labour market institutions; and human resource development with improvement in living

standards (ANC,1994: s4.8.13 & s4.8.17).

These would, therefore, ensure AA was rolled out proactively, substantively, meaningfully and
without negative consequences to the functioning of workplaces. However, the reception
factor: how people would receive and engage the new multicultural reality that would begin to

define workplaces, was not explicitly discussed.

Of additional relevance to this study, the RDP also called for a higher education commission
to investigate and report on all facets of higher education including “capacity building and
affirmative action in academic and administrative appointments” (ANC, 1994: s3.3.13.2). The
specific highlighting of SAHES and its staff is important both for the centrality of education as

an agent of change, as well as what did or did not take effect with respect to this constituency.

Whilst education is a sector that could potentially be variously positioned, its placement within
human resource development signals something of an instrumentalist approach. Education was

explicitly viewed as a gatekeeper institution. Its legacy as an unjust, “fragmented, unequal and
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undemocratic” sector (ANC, 1994: s3.1.2) provided the rationale for its complete overhaul at
both the material and symbolic levels. In order to meet the need for equal access, expansion
was asserted; in order to overcome its segregated nature, a singular and unified system with
quality service provision improvements was recommended. This included an integrated
qualifications framework, a statutory qualifications authority, curriculum change, finance and
governance system changes, as well as fundamental changes to each level of education and
training (ANC, 1994: s3). Thus, the RDP laid the foundation for key directives to be undertaken
by the then Department of Education.

More generally, within the RDP, the state conceived of its role in the economy as one of
leadership and enablement. It stressed the importance of restructuring state assets and
improving public service so as to ensure effectiveness, efficiency, and service delivery (ANC,
1004: s4). Comprehensive de-racialisation of business ownership and control through Black
Economic Empowerment was mentioned. Whilst vital, it was scaled down in application. The
RDP also acknowledged the importance of advancing the position of women in society,

particularly in science (ANC, 1994: s4.4.8.5).

A commonality of the RDP and Freedom Charter, was that a lot of the work of Transformation
was deemed possible through restructuring. The Freedom Charter spoke of a future, wherein a
people unified through economic dispossession would benefit from land, resource, and
workplace distribution. The RDP evoked restructuring for several main reasons. It claimed it
would enable redress (undo the racialized and sexist structure, functioning and ideology of
institutions); enable democratic participation (reflect diversity, enable integration, and provide
for collective participation); improve service delivery and governance (better meet needs,
become service oriented, enhance responsiveness, and accountability); enable new directions
for economic growth and social development as a result of technological advancement (bring
institutions in line with international standards and improve regional dynamics); and improve
economic viability (decrease costs, improve effectiveness and efficiency, increase
sustainability, remove duplication, sell off state assets, and apportion funds to those most in

need) (ANC, 1994).

As can be seen, a fairly standard structural solution was presented for a wide range of issues
with a plethora of causative explanations. Furthermore, restructuring was largely a structural
mechanism to give effect to change, particularly at the level of organisations, institutions, and

the state itself. It referred to ‘how’ change would occur. However, the way in which state
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discourse was written meant that it was not easily detachable from the intentionality or outcome

of Transformation per se.

For example, in the RDP, restructuring was most typically used to refer to processes of
rationalization, improving coordination, minimising costs, improving technological capacity,
and improving efficiency, effectiveness, and accountability. Nonetheless, these were couched
in language that signalled ‘the good’ in terms of access, service provision, public participation,
and meeting requirements. For example, education restructuring was articulated as the

“rationalization of complex, racist, fragmented, existing structures” (ANC, 1994, s3).

Furthermore, restructuring was used synonymously with Transformation, blurring the lines
between structural and social change*®. Whilst there was little focus on the restructuring of the
more ‘professional’ sectors, the RDP did acknowledge that “professional boards should better
reflect South Africans™. This thereby invoked changes in labour practice, reminiscent of EE
or suggesting greater national retention of Black professionals as an outcome of restructuring.
Within the RDP, there was some tension between the actual need for restructuring and various

competing ideologies advocating restructuring.

Finally, with respect to the symbolic dimensions of transformation, the RDP extensively
engaged the impact that apartheid had on the country as a whole and on the capacity, ability,
and opportunity for citizens to enjoy quality of life. It stressed the need for broad-based
democracy, with substantive participation by empowered citizens, non-discrimination in a wide
range of areas. It underlines the importance of equality in an expansive range of areas.
However, despite its acknowledgement that participatory democracy should extend beyond
institutional provisions and beyond institutionalized stakeholder involvement, this was

essentially the extent of the scope of symbolic or socio-cultural transformation (ANC, 1994:

s5,85.2.1,85.2.9 & s5.9).

46 For example, by: meeting the needs of all; community participation; reflecting experience; recognition of prior
learning; lifelong learning; multiple entry and exit points; developing (through restructuring) an integrated
education system, including adult basic education, formal post-standard 7 education, and higher education; and
making evidence-led decisions through consultation with civil society and that are evidence led.

47 The RDP contains detail on the restructuring of many more sectors; the focus has purposefully been kept narrow
here.
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Participation through access to the means and mechanisms of social, political, and economic
life are thus deemed sufficient to effect deep meaningful change. Whilst this may be sufficient
for a policy of macro orientation, there is a danger that without guidance and direction, this

important dimension of Transformation could fall through the gaps.

The RDP has been thoroughly engaged given its stature as the post-apartheid policy framework
for reconstruction. It formed the basis of a number of policies enacted by, amongst others, the
education and labour departments. It also brought two radically divergent sets of thought about
‘the economy’ and ‘society’ together to craft a middle road to the new South Africa that
decisively and meaningfully broke with the past. Thus, Transformation was downscaled to
specific kinds of transformation, for specific sections of society. In terms of material
transformation: political transformation for all was guaranteed; social transformation was
expansive yet likely to be variable in effect; economic transformation remained wholly limited
in scope and scale; whilst symbolic transformation remained a commitment, backed up by
proposed constitutional provisions but with little beyond the goodwill of citizens to translate it
into action. With the overwhelming focus on material transformation, restructuring was
asserted as the central modus operandi. Affirmative action was introduced and was explicitly
conceived and detailed as an essential mechanism to effect labour market and workplace

change.

Using the reasoning evidenced in the RDP, The ANC’s Yellow Book (1994) focused especially
on education and training with an appreciation of the devastation wreaked on the education
system by apartheid. It also noted that education held the potential to dismantle the apartheid
labour market. This use of Transformation can be summarised in seven key words: response,
relevance, redress, development, access, social justice, and democracy. Whilst this kept the
goal of education in focus, the language of efficiency, limited resources, management and

governance also gained prominence.

Transformation was also used to refer to the restructuring of institutions with the by-line ‘in
the interests of all’. The Yellow Book was explicit in calling for a “single national system” that
was economically sustainable, and included the qualitative upgrading of education and training.
Key mechanisms specified included: the revision and restructuring of the funding formula to
redress institutional inequalities, incentive-driven support, and the use of management as a tool

for organisational restructuring (ANC, 1994). Lastly, on higher education, it focused on the
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contribution to development, growth, democracy, cultural enrichment, and intellectual

production. This would also form the launching pad for other education initiatives.

Whilst the RDP focused mostly on social development, GEAR (1996: 1) focused on
“rebuilding and restructuring the economy”. Thus, GEAR has virtually no explicit reference to
Transformation. Where it does occur, it refers only to economic growth or financial
restructuring as a result of Transformation*. It does make extensive mention of restructuring.
In neo-liberal language, GEAR speaks of optimal organisational functioning, fiscal austerity to
cut costs and “sharpen redistributive thrusts”, asset and administrative restructuring; realigning
of the government public service, devolution of line departments, downscaling or relegating
services to the private sector to save costs; economic restructuring, income distribution, and a
review of social policies. Education was amongst those sectors to be “re-prioritised”. However,
there is little said about public higher education institutions per se. There is some generic
discussion around functioning, rationalization, and the increasing role the private sector could
have. Nonetheless, the explicit logic that informed GEAR would become evident within later

education policies.

The National Development Plan (NDP) Vision 2020 (2013) is the most recent of the macro-

economic policies. It uses Transformation extensively: 69 times, in at least 10 different ways.

Some of the ways Transformation is used in the NDP include: further structural changes
(institutional, organisational and state restructuring); smoother functioning (greater efficiency
and effectiveness); greater access (greater accessibility and service provision; including change
to yield education provision, poverty alleviation, and state capacity); technological potentiality
(of science, technology, ICT and a knowledge-driven society and economy); representivity
(especially regarding employment equity or affirmative action), and often in the context of
ownership, skills, knowledge, and positions in the labour market. Specific calls for
representivity in science teaching, research and academic communities (with regards to both

race and gender) are of particular relevance

48 One can ask how Transformation was to be afforded if the ideological conceptualization of change and financial
planning of such were conceived and conducted as two inherently separate processes.
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Furthermore, additional uses include: calls for social justice; greater use of the Constitution
(1996) and constitutional provisions, and active participation by the citizenry in the transition
to democracy. Transformation is also acknowledged as a challenge of the times and balancing
countervailing forces. For example: delivering social and public goods without affecting
economic capacities; balancing internal needs and external demands; requiring state
responsibility and leadership; moving towards a future characterised by modernity, urbanity
and globalization; facing environmental challenges and crises; as well as making use of the

humanities and social scientists to address social problems and challenges.

This suggests that the NDP uses Transformation in a similar vein to how it was used in the
RDP. Its use is also all-encompassing, encapsulating what might otherwise be referred to as
restructuring, employment equity, socio-cultural transformation, etc. Although released after
the period of research (1986 -2012), the NDP is an important policy to consider. It is both
critical and reflexive about past policy strengths and weaknesses, and utilizes them as the basis
going forward. It remains ideologically committed to social transformation whilst recognizing
the existing limitations of political, legal, and economic transformation thus far. It is also
grounded within the national and global economic context. As such, it acknowledges how these
both constrain, and provide new opportunities for, Transformation. Lastly, it is one of the few
policy documents to actively consider the role of academics as knowledge, research and science

professionals.

Finally, despite extensive discussion on Transformation, the NDP contains a more circumspect
discussion on restructuring per se. Where used, it refers to: government’s responsibility to
capacitate; the way in which structural reform and review should better ensure it; and how in
practice this has often focused more on process than on actual quality outcomes, efficiency,
effectiveness, and service delivery. Thus, there is evidence of the potential of restructuring
whilst its discussion is less ideologically heavy, and there is acknowledgement that in practice

its implementation needs to be better.

This catalogue of national policy documents shows that Transformation is used in numerous
ways. Three major strands run through these central policy directives, referred to here as
material, structural and symbolic Transformation. There is tension between the material
(macro-economic) and structural (meso). Fairly early stability over fundamental change
becomes apparent. Such reform is instituted through various mechanisms of restructuring in

which the state is both a target of and a key actor in the facilitation of change. This is reflective
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of arguments that the ANC’s transformation agenda increasingly moved from one of
revolution to reform (See for example: Terreblanche (2012), Reddy (2008), Bentley and Habib
(2008), Picard (2005) and Cloete (2001) for varied analyses on this transition). Symbolic
transformation was spelt out and various state departments required to ensure the protection of

equality whilst its primacy was upheld by the Constitution (1996).

Furthermore, Jansen (2002)’s argument can be extended to argue that the ambiguous use of
Transformation concepts, and the resulting conceptual conflation, enables the state to claim
incontestable legitimacy through its policy. This thereby furthers Jansen’s argument that policy
is symbolic irrespective of whether actual service delivery is intended or not. Moja, Muller
and Cloete (1996) also argue that the state increasingly recasts its role from direct intervention,
to steering, coordination, and regulation. This is akin to a form of “cooperative governance”
with “state supervision” (Cloete, 2001: 54). It thereby also changes the relationship between
the state and societal constituencies (i.e. HEIs) as well as the grounds for and mechanisms of

accountability.

2.3.2.6. Decentralised conceptions of Affirmative Action, Employment Equity, and Equality

Ahead of the transition, four factors had already paved the way for sustained national
engagements on affirmative action:

The state of civil unrest had become untenable in many parts of the country, or at the least appeared an
unrelenting pressure cooker to a growingly weary Apartheid police state;

The macro-economic situation no longer ‘made sense’ out of the elitism of racial division and racial
hierarchy and the system was already beginning to implode on itself due to the weaknesses it suffered
from keeping black people out of the labour market and advancing poorly-skilled white people on the
assumption of ‘race’-entitlement;

A range of international statutes provided some solid guidance for a conceptual way forward in thinking
about discrimination, equality, and affirmative action; and

There was already some practical empirical evidence for affirmative action models in the Sullivan code
and Black Management Forum’s application of affirmative action as well as broad-based commitment
to the principles of equality and non-discrimination (Lewins, 2013: 5-6).

As seen in the previous section, both the RDP and the Constitution (1996: s (9)(2)) provided
the grounds not only for formal equality but also for substantive equality, and made it the
responsibility of national legislation to ensure these were enacted. The Labour Relations Act
(LRA) and the Basic Conditions of Employment Act (BCEA) replaced apartheid labour

legislation and laid the foundation for new labour rights, responsibilities, and duties. This
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established fundamentally just workplace and labour market relations, and the Employment

Equity Act (EEA) (1998) could lend its focus to the advancement of substantive equality.

The policy enacted in 1998 was incredibly important although conceptually less extensive than
its own Green Paper (1996) and less prescriptive than AA as applied in the public sector. It had
to appeal to an appreciably broad base of constituencies. Nonetheless, in being confined to
formal contexts of work and workplaces, the potential for AA envisaged by the RDP is
somewhat limited and does not include specific socio-economic classes, youth, or rural people
as specific groups protected or advanced by the policy. Instead, it focuses on more generic
categories of people who have historically experienced labour market disadvantage and
discrimination. Nonetheless, both locally and internationally, the EEA is a significant piece of

policy in both aim and scope.

The EEA states that its purpose is to

Promot[e] equal opportunity and fair treatment in employment through the elimination of unfair
discrimination; and

Implement... affirmative action measures to redress the disadvantages in employment experienced by
designated groups, in order to ensure their equitable representation in all occupational categories and
levels in the workforce (DoL, 1998: s2(a)(b)).

The EEA does provide a number of definitions of concepts that are core to its functioning. It is
applicable to designated employers, defined as those with a workforce of 50 or more
employees, or an annual turnover above a designated threshold. Designated beneficiaries are
Black people (African, Coloured and Indian), women, and people with disabilities. The EEA
sets the parameters for the application of the act as it further defines ‘suitably qualified” and

what constitutes an ‘employee’ and an ‘employment policy or practice’.,

In effect, the EEA is applicable to all workplace policies and practices besides those of
independent contractors. Importantly, suitably qualified would apply “as a result of any one of,
or a combination of that person’s formal qualifications, prior learning, relevant experience, or

capacity to acquire, within a reasonable time, the ability to do the job” (DoL, 1998: s (1) &
(20)(3)).

As noted, the EEA also seeks to prevent unfair discrimination. In this respect, it surpasses the
Constitution (1996) with its list of grounds on which people cannot be directly or indirectly,
unfairly discriminated against. Included in this list, along with those of the Constitution, are:

family responsibility, HIV status, conscience, and political opinion (DoL, 1998: s (6)). The
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EEA also considers that, “harassment of an employee is a form of unfair discrimination and
[thus] is prohibited on any one, or a combination of grounds of unfair discrimination listed in
subsection (1)” (DoL, 1998: s (6)(3)). Furthermore, s60(1)-(4) places responsibility on
employers to bear responsibility for the actions of their employees, whilst at work, and not turn
a blind eye to any (unfair) discrimination that occurs in the workplace. Furthermore, in cases
where an employer’s action is questioned, the burden of proof is on the employer to prove any

discrimination was in fact fair (DoL, 1998: s (11)).

In the main, the EEA is the legislation that specifically enacts substantive equality within the
workplace. In s(6)(2)(a) & (b), using the same reasoning evidenced in the Constitution, it
explains why AA measures themselves do not constitute (unfair) discrimination. Section 15
details what it is that AA seeks to do. This is quoted at length as it is deemed important to have
a precise grasp on the state’s articulation in its own right and as a comparative basis for chapters

6 to 8.

S15:

Affirmative action measures are measures designed to ensure that suitably qualified people from
designated groups have equal employment opportunities and are equitably represented in all occupational
categories and levels in the workforce of a designated employer.

Affirmative action measures implemented by a designated employer must include —

Measures to identify and eliminate employment barriers, including unfair discrimination, which
adversely affect people from designated groups;

Measures designated to further diversity in the workplace based on equal dignity and respect of all
people;

Making reasonable accommodation for people from designated groups in order to ensure they enjoy
equal opportunities and are equitably represented in the workforce of a designated employer;

subject to subsection 3, measures to -

Ensure the equitable representation of suitably qualified people from designated groups in all
occupational categories and levels in the workforce; and

Retain and develop people from designated groups and to implement appropriate training measures,
including measures in terms of an Act of Parliament providing for skills development.

(3) The measures referred to in subsection (2)(d) include preferential treatment and numeric goals, but
exclude quotas.

(4) Subject to section 42, nothing in this section requires a designated employer to take any decision
concerning an employment policy or practice that would establish an absolute barrier to the prospective
or continued employment or advancement of people who are not from designated groups (DoL, 1998: s

(15).
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As is evident, the EEA specifically outlines the ways in which it envisages substantive equality
will be realized and how formal and substantive equality should work together to prevent

discrimination against anyone in the workplace.

The EEA is a policy that requires active monitoring and evaluation within places of
employment as well as reporting to the state via the Department of Labour. Employers, in
consultation with employees, are required to develop Employment Equity Plans (EEPs) every
one to five years in which EE objectives, AA measures, numerical goals, timetables, strategies
to address under-representation, monitoring and evaluation mechanisms, intervention
strategies, and accountability mechanisms are engaged (DoL, 1998: s(20(a)-(1)). This then also
corresponds with the Employment Equity Report (EER) that is due to the Department of
Labour on an annual or biennial basis, depending on organizational size. Additional
accountability and reporting requirements are made for the public sector (DoL, 1998: s
(21)(22)). Despite being institutions of public higher education, SAHES and HEIs are not
regarded as part of the public service. Therefore, only the generic EEA applies to HEIs.

The Commission for Employment Equity (CEE) is made up of representatives of multiple
stakeholders who advise the Minister of Labour on policy matters in respect of the EEA
including matters of regulation and advice on the EE Codes. The CEE also produces annual
reports based on the EERs received to monitor and evaluate EE (DoL, 1998: s (29)-(33).
Employers are legally obliged to comply with the EEA and Chapter 5 of the Act specifies the
process that will be followed, resulting potentially in fines should an employer be found in

contravention of the Act (DoL, 1998: s (34)-(52).

The EEA is also supported by a range of Codes of Good Practice and Technical Assistance
Guidelines which provide employers advice on the preparation of EEPs, the mainstreaming of
EE, and the handling of sexual harassment cases, etc. A number of amendments, most recently
in 2014, have been made to the EEA since its inception. These have clarified specific
definitions, areas of applicability, refined measurement criteria to ensure that employers report
on equity amongst South African citizens and permanent residents, and have strengthened

enforcement and recourse available to the DoL in cases of employer non-compliance.

The EEA is also supported by the Skills Development Act (RSA, 1998) and more recently
Pepuda (RSA, 2000). The Skills Development Act (SDA) facilitates the upgrading of
employees’ skills in an effort to ensure that past and current inequalities are addressed. It

therefore seeks to realise meaningful substance from claims for substantive equity. The SDA
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has often been associated with sectors other than education, especially higher education. This
is partly because the aim of the Act, namely to make the workplace a learning environment, is
already assumed to be true for institutions of higher education. However, the financing of
training through the Skills Development Levy (that all employers contribute to) has
increasingly been used within SAHES for a wide range of training initiatives, demonstrating

its applicability and utility.

The aim of Pepuda (RSA, 2000) is to ensure that discrimination is prevented and equality
facilitated in all spheres in and beyond the workplace, since the EEA is limited to workplace
discrimination and inequality. Therefore, it uses the Constitution (1996) as its point of
departure with the aim of ensuring “equal enjoyment of all rights and freedoms for all persons”
(RSA, 2000: s(2)(a)). Like the EEA, it only focuses on unfair discrimination on the grounds of
race, gender, and disability. It does not provide definitions of these concepts and its provisions

and examples suggest a combination of typical and progressive usage of them.

Nonetheless, importantly, Pepuda seeks to determine the circumstances in which
discrimination would be considered unfair (a gap in the EEA); then extends these to a
prohibition of hate speech and harassment; calls for the state and public institutions to partake
in public advocacy on all aspects related to the Act; and seeks justice, to provide remedies, and
to develop measures to advance people affected by unfair discrimination (RSA, 2000: s(2)(a)-
(g)). Notably, it provides specific guidance as to how the state could and should enact its duty
and responsibility to promote equality (RSA, 2000: s (25) (1)(a)-(c)). Pepuda also provides
that High Courts act as Equality Courts and that only judges and magistrates who have
undergone specific training may act as presiding officers over cases it governs (RSA, 2000: s
(16)(2)). This aims to raise their management profile and ensure better resolution in the court

system.

The Green Paper Towards a Gender Equality Draft Bill (Ministry of Women, Children and
People with Disabilities, 2011) proposed the need for a specific bill that prioritized women’s
empowerment and gender equality, society-wide. It was, however, negatively received, in the
main, due to its duplication of functions of other existing legislation and other departments and
chapter 9 institutions. It did highlight the overall weaknesses and challenges faced in
addressing both gender-based discrimination and facilitating gender equality. However, even
this proposal failed to consider the complexities of gender beyond narrow essentialist

masculine/feminine binaries and conceptions.
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Whilst the EEA has much potential to advance substantive equality through affirmative action,
challenges such as the reification of identity categories; the lack of consideration of the impact
of intersectionality on discrimination and inequality; unintended consequences such as a
hierarchy of EEA beneficiaries, and systemic inequality and institutional cultural limitations,
are a few of the factors that have beleaguered its implementation. Subsequent policy to extend
Constitutional mandates across society appear to have been well-intended but have potentially

encountered further complexity and limitations in the process.

2.3.2.7. Decentralised conceptions of Transformation in Higher Education

The White Paper 3 (WP3) (1998) is the most useful higher education policy, in that it provides
a consolidated overview of Transformation thinking at the time. It is based upon and takes
direction from the RDP and therefore also used Transformation in a multitude of ways. It
referenced the past and reflected on where the sector had come from. It acknowledged the
limitations of the present and especially the inadequacies or deficiencies of the higher education
system and what needed to change. It was also used to provide a vision of the future, in
particular, what principles a transformed higher education sector would hold. Equality, dignity
and freedom were to be realized through equity and redress, democratization, development,
quality, effectiveness and efficiency, academic freedom, institutional autonomy and public

accountability (DoE, 1998, s (1.17 -1.25)).

The key features envisaged were a singular coordinated sector, offering a diversity of quality
programmes that were well articulated, including distance and open learning, offered in a non-
discriminatory manner to a greater range of the population. It was envisaged that this would
meet both the high skills needs of the country and the need for engaged and socially responsive
citizens. This was envisaged as occurring whilst simultaneously developing the internal
capacity of the sector, and responsibly managing, governing, and sharing available resources

(DoE, 1998: s (1.27)).

In comparison to later policies, restructuring is hardly used at all in the WP3; it is used very
specifically to infer infrastructural and programmatic change. In later policies, it is used more
ubiquitously to describe institutional structural change (both intra- and inter-institutional),
programmatic and qualification accreditation change, curriculum and pedagogic change,
sectoral and institutional governance change, and changes to sectoral and institutional financial

management systems. Whilst the WP3 was concerned with the political and conceptual work
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of Transformation, shortly afterwards, most education policy redirected focus to the pragmatics

of incorporations and mergers.

Equity received much attention in the WP3. For the most part, it was conceived as equal
opportunity of access, to some extent equal opportunity (or at least increased opportunity) of
participation, and the goal of opportunity of outcome (in places referred to as a fair chance of
success). Equity was most often used in reference to students. There was however, fair
consideration of particularly academic staff. A more detailed exploration of this aspect of the

policy is provided given its relevance for this study.

The WP3 acknowledged the racial and gendered segmentation that affected academics’
positionality (vertical and horizontal) in the academic labour market:
There is an inequitable distribution of access and opportunity for students and staff along lines of race,
gender, class and geography. There are gross discrepancies in the participation rates of students from
different population groups, indefensible imbalances in the ratios of black and female staff compared to

whites and males, and equally untenable disparities between historically black and historically white
institutions in terms of facilities and capacities. (DoE, 1998: s (1.4)).

Therefore, the broad overall goal in relation to staff was:

To develop capacity-building measures to facilitate a more representative staff component which is
sensitive to local, national and regional needs, and is committed to standards and ideals of creative and
rigorous academic work (DoE, 1998: s (1.27)).

The WP3 identified four core Transformational areas in need of rectification that would have
direct bearing on academics. Three were common to most institutions: overall insufficient
research capacity development, inadequate human resource development, and problematic
institutional cultures. The fourth, systemic institutional inequities, reflected the differentiation
between institutions and exacerbated the former challenges. The WP3 also offered some

suggestions to address these challenges.

Research “capacity, distribution and outcomes” were specifically noted as a concern, given the
overall function of higher education (DoE, 1998: s (2.83)). This concern was twofold,
originating both within internal “deficiencies”, and changes in the external context that required
far greater flexibility, collaboration, and partnership with other stakeholders (DoE, 1998: s
(2.84-2.87)). The internal limitations the DoE identified were:

there is insufficient articulation between the different elements of the research system, and between the
research system and national needs for social, economic, cultural and intellectual reconstruction
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there is insufficient research capacity in higher education, and existing capacity is poorly co-ordinated
and not adequately linked to postgraduate studies

there are stark race and gender imbalances in the demographic composition of researchers in higher

education, research councils, and private sector research establishments

the distribution of research capacity in higher education institutions is skewed: under apartheid, the
development of research capacity in black universities was severely limited, and the HDIs have only
recently integrated research into their core functions; and a research mandate has only in recent years
been included in the institutional mission of technikons (DoE, 1998: s (2.83)).
Therefore, the proposed response was one that combined performance-oriented development
and focused expansion with equity.
The development of a national research plan which will identify national priorities for research and
postgraduate training, processes for the identification and establishment of centres of excellence and
niche areas, targets and performance indicators to achieve redress by developing a more representative

research community, and incentives for collaboration and partnerships, especially at the regional level,
in research and postgraduate training. ..

For its part, the Ministry will request the CHE, in conjunction with the National Research Foundation
(NRF), to provide early advice on the current state and future needs of research infrastructure and
capacity, including institutional redress in the higher education system.

Targeted expansion of the institutional base for research through redress funding for the HDIs, in line
with nation