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ABSTRACT

South Africa jumped many huddles which at the beginning could
be seen as impossible. This, thanks to the goodwill of many of our
people irrespective of race, class and gender. However, there is sfill
a long way to build a non racial non sexist South Africa. The notion
of gender is under revision, they shift albeit slowly, but shiff none the
less.

The objective in choosing this topic is informed by the desire to
contribute in the infancy stage in addressing the key challenges
facing women managers in our country today. That is the inclusion
of women in senior management in the Department of
Environmental Affairs and Tourism (DEAT).

The research used interviews as a tool for data collection. For
quality assurance researcher relied on a focus group. In addition,
the researcher approached the topic using multiple sources of
information to improve validity and reliability of this study.

The study revealed the slow inclusion of women in senior
management positions in DEAT. Those who reach management
positions find themselves deployed in junior management level
namely Deputy Director's level. These women Deputy Directors
constitute 50 percent of the entire management workforce. The
number decreases as one move up the corporate ladder.

The results also showed that the majority of women are deployed in
lower positions from level three to eight especially in administrative
area. The study concludes by confirming the slow representation of

women in senior management.
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Vii

GLOSSARY OF TERMS

Department

Glass Ceiling

Gender

Gender equality

Gender mainstreaming

Means Department of Environmental

Affairs and Tourism

it is invisible artificial barriers created
by aftitudinal and organisation
prejudices, which stand between
women in their rise to senior
management positions, for example,
employment rules, regulations.
gender refers to the social roles
adllocated specifically to men and
women in particular societies and at
particular time.

is the fair and just distribution of all
means of opportunities and resources
between men and women.

It recognises that most instfitutions
consciously serve the interests of men
and encourages institution to adopt
a gender perspective in transforming

fhemselves.
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JIPSA

viii
Head of national department or
provincial administration or provincial
department or organisational
component as identified in Schedules
1 and 3 of the Public Service Act,
1994,
Is a body made up of representatives
from government, business, and civil
society groups as well as the higher

education sector
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