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The key characteristics of the apartheid workplace regime were a racial division of labour, a racial structure of power, the racial segregation of facilities, migrant labour, and a bifurcated industrial geography (Bezuidenhout, 2005). In order to overcome the historical structural and systemic inequalities inherent in the South African labour market, it has been necessary to implement wide-ranging affirmative action and anti-discrimination measures. The principle pieces of legislation which seek to do this are: Employment Equity Act [No. 55 of 1998], Promotion of Equality and Prevention of Unfair Discrimination Act [No. 4 of 2000], Promotion of Equality and Prevention of Unfair Discrimination Amendment Act [No. 52 of 2002] and various sector-specific Codes of Good Practice.

For the purposes of tracking change in workplace demographics, the Department of Labour classifies designated employers into nine main industrial sectors, which are:

· Agriculture, hunting, forestry & fishing; Mining & quarrying; Manufacturing; Electricity, gas & water supply; Construction; Wholesale & retail trade; Transport, storage & communication; Financial intermediation, insurance, real estate & business services; and Community, social & personal services.

Whilst a universal employment equity policy has been necessary to kick start transformation across these various sectors; it is also important to acknowledge that each of these sectors are in fact somewhat independent and separate labour markets each with different characteristics and different labour needs. Labour markets are characterised by workers (with a specific set of conceptual, applied and tacit knowledge and skills) who work under specific conditions for a specific reward (Fevre, 1992: 10 – 13). However, despite this, vertical and horizontal movement within a labour market is seldom purely meritocratic. Upward mobility, in particular, is often dependent on: access to workplace resources, access to workplace networks and the degree of fit between an individual and an organisational culture as well as extra-workplace resources.  

Labour markets in the South African context are even more complex as they are also segmented along the lines of race, gender, class and geography. The aforementioned pieces of legislation seek to reconfigure both the formal and informal characteristics of labour market functioning; that is they seek to eliminate unfair discrimination in terms of access to workplace resources such as employment itself, promotions, training and workplace benefits as well as eliminating prejudice, intolerance and discrimination within the workplace. 

In order to adequately assess the extent of formal employment equity, this paper will review several key employment statistics; mainly general labour participation rates and employment statistics per sector and per occupation level. In addition, the paper will also present a case study of employment equity in one pivotal sector, that of higher education. For the purpose of this paper, the focus shall only be on the variables of race and gender and not disability although employment equity more generally must take this into account.

i) General labour participation rates by race and gender:

A comparison between general population statistics and the economically active population illustrates that in terms of race-based equity; Coloured and Indian people are fairly represented in the national labour market whilst White people are over-represented and African people are under-represented. When men and women’s participation rates are assessed, we find that men are over-represented and women under-represented. Assessing employment equity in terms of both race and gender reveals that in fact all racial and gendered groups are either fairly or over-represented in the national labour market except for African women who are very much under-represented as they account for 41.3% of the population but only 34.5% of the economically active population (Department of Labour, 2007: 5). 

ii) Employment statistics per sector:

The top five sectors in terms of the number of economically active people involved are: wholesale and retail (24.1%); community, social & personal services (17.5%); manufacturing (13.9%); agriculture, hunting, forestry & fishing (10.6%); and financial intermediation, insurance, real estate & business services (9.6%). These five sectors are crucial to examine further as collectively they represent more than three-quarters of all economically active people (see figures 1 - 4 below).

Figure 1: General employment characteristics per main industrial sector

	Main industrial sector
	Number employed at March 2006

[In thousands]
	Extent of change between 2001 - 2006
	% of workers in formal sector at March 2006
	% of labour force unionised

	Agriculture, hunting, forestry & fishing
	1 318
	- 259
	-
	8.8

	Mining & quarrying
	399
	- 167
	99.5
	74.0

	Manufacturing
	1 726
	+ 107
	88.0
	36.4

	Electricity, gas & water supply
	103
	+ 2
	97.1
	39.4

	Construction 
	864
	+ 225
	63.6
	10.7

	Wholesale & retail trade
	2 996
	- 56
	65.1
	20.0

	Transport, storage & communication
	555
	- 25
	74.9
	33.3

	Financial intermediation, insurance, real estate & business services
	1 194
	+ 185
	94.5
	26.2

	Community, social & personal services
	2 183
	+ 166
	91.1
	55.2

	Private households with employed persons
	1 087
	+ 51
	1.0
	1.7

	Exterritorial organisations & foreign governments / other / unspecified
	28
	- 50
	31.7
	-

	Total
	12 451
	+ 176
	72.3
	29.9


[- accurate calculations cannot be determined]

(Labour Force Survey, March 2006: vi, xii & 38).

As figure 1 above shows, over the past five years, the sectors that have expanded their labour force significantly are: construction; financial intermediation, insurance, real estate & business services; manufacturing; and community, social & personal services. On the other hand, agriculture, hunting, forestry & fishing; and mining & quarrying have experienced considerable contractions of their labour markets. In terms of formal sector employment, private households with employed persons; construction; wholesale and trade; and transport, storage & communication are the sectors with the smallest proportions of their labour force in the formal sector. As these sectors refer the most number of cases to the CCMA and as the majority of cases have to do with unfair dismissal (81%) and unfair labour practice (7%), it is important that we see class as an aspect of equity (Labour Market Review, 2005: 14).

The discussion has highlighted key labour patterns within specific sectors before examining employment equity statistics so that employment equity is understood as part and parcel of wider labour practices and not as something isolated or separate. In this way, cases of non-compliance with the employment equity act and cases of workplace discrimination will not be seen as micro or individual cases but will be grounded within the macro structural and systemic practices and forces.

The discussion will now shift focus and evaluate how specific sectors are doing in terms of race and gender-based employment equity (see figure 2 and 3 below). 

Figure 2: Race and gender demographic statistics per sector – March 2006:

	Main industrial sector
	Percentage Black
	Percentage Women

	Agriculture, hunting, forestry & fishing
	92.9
	41.8

	Mining & quarrying
	86.9
	3.8

	Manufacturing
	81.7
	33.8

	Electricity, gas & water supply
	77.7
	27.2

	Construction 
	91.6
	10.8

	Wholesale & retail trade
	82.6
	48.2

	Transport, storage & communication
	84.7
	15.3

	Financial intermediation, insurance, real estate & business services
	64.6
	41.7

	Community, social & personal services
	79.2
	53.9

	Private households with employed persons
	-
	78.1

	Exterritorial organisations & foreign governments / other / unspecified
	-
	-

	Total
	83.5
	42.9


[- accurate calculations cannot be determined]

(Labour Force Survey, March 2006: 15)

Figure 2 above illustrates that each of the main industrial sectors is predominantly staffed by black employees. However, sectors such as agriculture, hunting, forestry & fishing; and construction are still almost exclusively black, whilst sectors such as financial intermediation, insurance, real estate & business services; and electricity, gas & water supply have a greater proportion of the labour force that are still white. In terms of gender-based equity, only community, social & personal services; and wholesale & retail trade have or are near to achieving gender parity. Mining & quarrying; and construction remain the two sectors with the least proportion of women in the labour force. 

Interestingly, sectors with relatively large proportions of trade union membership are also male-dominated sectors with the exception of community, social & personal services. Therefore, this suggests that trade unions may not be actively pursuing employment equity within their sectors; and perhaps that where they do act as a catalyst for change it may only be for race-based not gender-based change. In other sectors the impact of workplace restructuring has had a negative impact on the ability of trade unions to actively pursue progressive labour policies as they are struggling just to survive. Furthermore, private households with employed persons (domestic workers) constitute mainly black women and remain unorganised as a sector. Again, the purpose of this discussion is to motivate for employment equity to be thought of more broadly and in conversation with wider labour processes.

Figure 3 below provides a more detailed breakdown of race and gender proportions in the five sectors that have the largest labour forces. In the wholesale & retail sector, the labour market appears to have almost reached gender parity within each racial categorisation. In the community, social & personal services sector, gender parity has been achieved and there is a slight segmentation of the labour force in favour of women across all racial categorisations. In addition, this sector has a smaller proportion of Indian people and a larger proportion of White people than other sectors.

Figure 3: Demographic statistics (%) for the top five sectors – March 2006:
	Industrial sector
	African
	Coloured
	Indian/Asian
	Total Black
	White

	
	M
	F
	T
	M
	F
	T
	M
	F
	T
	M
	F
	T
	M
	F
	T

	Wholesale & retail trade
	33.3
	33.1
	66.5
	4.7
	5.9
	10.5
	3.7
	1.8
	5.

5
	41.7
	40.9
	82.6
	9.8
	7.3
	17.1

	Community, social & personal services
	31.4
	34.1
	65.4
	5.0
	6.4
	11.5
	1.0
	1.4
	2.3
	37.4
	41.9
	79.2
	8.7
	12.0
	20.7

	Manufacturing
	39.6
	20.1
	59.7
	10.0
	6.0
	16.0
	4.2
	1.8
	6.0
	53.8
	27.9
	81.7
	12.3
	5.9
	18.1

	Financial intermediation, insurance, real estate & business services
	33.4
	15.6
	49.0
	5.4
	5.1
	10.6
	2.2
	2.8
	4.9
	41.0
	23.5
	64.6
	17.3
	18.0
	35.3

	Agriculture, hunting, forestry & fishing
	45.4
	35.7
	81.1
	7.5
	4.2
	11.7
	-
	-
	-
	53.0
	39.9
	92.9
	5.2
	1.7
	6.9


[- accurate calculations cannot be determined]

(Labour Force Survey, March 2006: 15)

In manufacturing, the labour market is very much gender segmented with men accounting for almost double the proportion of women across all racial categorisations. In addition, there is a relatively larger proportion of African and Coloured men compared to other sectors although there are also a significant proportion of White men in this sector.

In the financial intermediation, insurance, real estate & business services sector, there is an under-representation of Black and especially African people although this is largely because of the very significant under-representation of African women in this sector. This sector also has significant over-representations of White people (both men and women). In addition, across African and Coloured categories, there is a greater proportion of men than women in this sector; whilst across White and Indian/Asian categories, there is a larger proportion of women than men. Hence, whilst there has been an increase in the race and gender parity within this category, African women still remain under-represented.

The agriculture, hunting, forestry & fishing sector is very clearly a male-dominated sector with especially large proportions of African and Coloured men, and especially small proportions of Indian people, White women and Coloured women.

Figure 4: Summary checklist of race and gender representation in the top five sectors:
	Industrial sector
	Heterogeneity ranking
	African
	Coloured
	Indian/Asian
	Total Black
	White
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Key

√ Denotes where the number of workers are at/above threshold of economic activity for race and/or gender category

To some extent this sector-specific discussion illustrates that Black people particularly African women are least represented in sectors requiring high levels of education and skill; with the exception of the community, social & personal services sector which has historically been the preserve of the black middle class, especially women. As is to be expected these sectors (with low participation rates of African women) are predominated by White people. Although there are especially significant proportions of White and Indian/Asian women and African men which may illustrate that significant change has occurred within these categories. In continuity with the past, Black especially African and Coloured men are concentrated in agriculture and manufacturing whilst retail has the most gender parity.

The sector-specific discussion is useful as it demonstrates that there are multiple labour markets and therefore the need for a complex, multi-faceted and a sector-specific approach to continued transformation of the main industrial sectors. Furthermore, by combining an understanding of the nature of work with equity, we are able to transcend a pre-occupation with change in the high-end of the labour market and to also see the continuity and worsening labour conditions of those in low-end jobs who continue to be black men and women. 

However, the short-coming of the sector-based approach is that it does not demonstrate the inequality that exists within the labour market hierarchy. Therefore, the discussion now shifts to an examination of race and gender demographics per occupation level. 

iii) Employment statistics per occupation level:

A most useful exercise would be to examine race and gender demographics per occupational level within each sector but unfortunately public data does not disaggregate the data in this way; therefore the following discussion is somewhat limited as it looks at generic occupational level data across the whole national labour market.

Figure 5: Number of employees and extent of change within each occupational level 2001 – 2006:

	Occupation level
	Number at March 2006 

[In thousands]
	Extent of change between 2001 - 2006
	% of workers in formal sector at March 2006

	Legislators, senior officials & managers
	852
	+ 219
	91.2

	Professionals 
	603
	+ 140
	96.8

	Technical & associate professionals
	1 176
	- 9
	91.8

	Clerks 
	1 207
	- 136
	97.3

	Service workers, shop & market sales workers
	1 557
	- 113
	75.4

	Skilled agricultural & fishery workers
	644
	- 307
	12.1

	Craft & related trades workers
	1 708
	+ 149
	69.4

	Plant & machine operators & assemblers
	1 095
	- 73
	88.6

	Elementary occupation
	2 738
	+ 59
	59.6

	Domestic workers
	850
	+ 7
	-

	Unspecified/others
	20
	- 32
	55

	Total 
	12 451
	+ 176
	69.6


(Labour Force Survey, March 2006: ix & 13)

From figure 5 above, it is clear that in 2006, the top five occupations for people in South Africa were: elementary occupations; craft & related trades workers; service workers, shop & market sales workers; clerks; and technical & associate professionals. Thus, most employed people are still in low-end to middle range jobs. However, over the five year period, legislators, senior officials & managers; craft & related trades workers; and professionals were growth occupations; whilst skilled agricultural & fishery workers; clerks; and service workers, shop & market sales workers contracted substantially. Thus whilst there is an expansion of high-end jobs, middle range jobs have decreased substantially which could potentially have a negative impact on income inequality within the national labour market. Similarly too, low-end jobs are also less likely to be in the formal sector and hence there is substantial income insecurity for these workers. Figure 6 below examines the race and gender demographics of these occupational levels to determine who has benefited by the changes in the national labour market.

Firstly, the discussion shall present data from the 2001 Census as this gives a broader picture of race and gender equity across occupational level than is possible from the Commission on Employment Equity’s annual reports (as these are based only on a limited sample of the national labour market). 

Figure 6: Race and gender demographics (%) by occupational level according to Census 2001:

	Occupation 
	African
	Coloured
	Indian/Asian
	Total Black
	White
	Total

	
	M
	F
	T
	M
	F
	T
	M
	F
	T
	M
	F
	T
	M
	F
	T
	M
	F

	Legislators, senior officials & managers
	19.0
	8.1
	27.1
	5.2
	3.0
	8.2
	6.9
	2.1
	9.0
	31.1
	13.2
	44.3
	39.3
	16.4
	55.7
	70.4
	29.6

	Professionals 
	20.3
	15.9
	36.1
	3.9
	3.3
	7.1
	4.3
	2.9
	7.2
	28.5
	22.0
	50.5
	29.0
	20.6
	49.5
	57.4
	42.6

	Technical & associate professionals
	22.1
	30.8
	52.9
	4.6
	6.4
	11.1
	3.0
	2.3
	5.3
	29.7
	39.6
	69.3
	14.7
	16.0
	30.7
	44.4
	55.6

	Clerks 
	21.4
	24.3
	45.7
	5.0
	10.2
	15.1
	3.4
	4.6
	8.0
	29.8
	39.1
	68.9
	6.3
	24.8
	31.1
	36.1
	63.9

	Service workers, shop & market sales workers
	43.7
	21.0
	64.6
	5.6
	5.0
	10.6
	3.4
	1.6
	5.0
	52.6
	27.6
	80.2
	12.1
	7.7
	19.8
	64.7
	35.3

	Skilled agricultural & fishery workers
	51.8
	19.7
	71.5
	8.3
	3.0
	11.3
	0.5
	0.1
	0.6
	60.6
	22.7
	83.4
	14.0
	2.6
	16.6
	74.7
	25.3

	Craft & related trades workers
	59.2
	10.4
	69.5
	10.8
	2.7
	13.5
	2.8
	0.7
	3.5
	72.8
	13.7
	86.5
	12.4
	1.1
	13.5
	85.2
	14.8

	Plant & machine operators & assemblers
	72.1
	7.8
	79.8
	8.0
	3.5
	11.6
	2.8
	1.2
	3.9
	82.8
	12.5
	95.3
	4.2
	0.5
	4.7
	87.0
	13.0

	Elementary occupation
	35.4
	46.5
	81.9
	7.6
	7.6
	15.2
	0.5
	0.3
	0.8
	43.5
	54.4
	98.0
	1.3
	0.8
	2.0
	44.8
	55.2


(Labour Market Review, 2005: 7).

Figure 6 above very clearly depicts that the hierarchy of the national labour market is still very much racialised; occupations at the lower-end are almost exclusively filled by black people, whilst top-end occupations have the smallest proportion of black people and especially African people. Coloured people are clustered from middle of the range to lower end occupations whilst Indian/Asian people and White people are predominantly located in middle to high end occupations. 

If one compares the percentage of people per racial categorisation in each occupation level with the equivalent percentage of economically active population per racial categorisation; then African people are under-represented in every occupation level except plant & machine operators & assemblers; and elementary occupations. Coloured people are fairly or over-represented in each occupational level except legislators, senior officials & managers; and professionals. Indian/Asian people are over-represented in every category except skilled agricultural & fishery workers; and elementary occupations. Lastly, white people are substantially over-represented in all occupations except plant & machine operators & assemblers; and elementary occupations.

Similarly with regard to gender, women are under-represented in all occupations except technical & associate professionals; clerks; and elementary occupations and men are over-represented in all occupations except these.

If one looks at the intersection of both race and gender (see figure 8 below), it is possible to identify semi-permeable glass ceilings above which under-representation occurs and stone floors below which under-representation also occurs. For African men the glass ceiling is at the occupational level of clerks whilst African women experience a glass ceiling for all occupations except elementary occupations; Coloured men also experience a glass ceiling at the level of clerks whilst Coloured women have a glass ceiling at the level of professional and somewhat of a stone floor below service workers, shop & market sales workers (except for elementary occupations).

 Indian/Asian men do not appear to have any glass ceilings but do have a stone floor when it comes to skilled agricultural & fishery workers, and elementary occupations; whilst Indian/Asian women also appear to only have a stone floor below service workers, shop & market sales workers (with the exception of  plant & machine operators & assemblers); whilst white men appear to also have no glass ceilings and only a stone floor below craft & related trades workers (with the exception of clerks) and white women also only experience a stone floor below craft & related trades workers. What this illustrates is that the distribution of race and gender amongst occupation levels is inherently complicated. 

Figure 7: Glass ceilings and stone floors by race, gender and occupational level 

	Occupation 
	African
	Coloured
	Indian/Asian
	Total Black
	White
	Total
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Figure shows all workers at/above threshold of economic activity for race and/or gender category

Key:

X Workers below a glass ceiling

X Workers above a stone floor

X Workers spread throughout labour hierarchy

X Exceptions to major trend

X Irregular labour pattern with clustering of workers at the middle 

Turning to 2006 data from the Commission for Employment Equity, we are able to see some progress in terms of the movement of black people and women through the labour market. Figure 8 illustrates that whilst the top end and lower end of the labour market remain racially polarized, skilled technicians and professionally qualified workers (to less an extent) are more heterogeneous. 

 [image: image1.emf]Figure 8: Comparison of men per racial category and occupation level
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(Derived from Department of Labour, 2007: 8).

The distribution of women, reflected in figure 9, is less polarised as women collectively account for less than 20% of top managers. Furthermore, jobs within the middle range of the labour market (professionally qualified, skilled technicians and semi-skilled workers) are more racially heterogeneous than amongst men. What this illustrates is that the labour market is still very much racialised and gendered, although changes are clearly evident both in the middle and top end of the hierarchy.

Changes in these levels over the past six years are captured by figures 10 – 12 below. Figure 10 shows that of employment equity beneficiaries in top management positions, White women and African men are clearly more numerous, although all categories of women appear to have increased at a faster pace than their male counterparts. In 2006, there also appears to have been some back slippage of African men, whilst White women have increased substantially.

Figure 10:
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(Derived from Department of Labour, 2007: 48).

Figure 11 below which refers to senior management, reflects a similar picture to that of top managers as White women and African men are again most numerous, although in this category, there is a more even increase across all race and gender categories. However, it is important to note that in both occupational categories, Coloured and Indian women remain at low proportions; White women have increased significantly in 2006 and White men are the only category of worker whose numbers have substantially declined during the six years (although more at the top than at senior management). 

Figure 11:
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(Derived from Department of Labour, 2007: 50).

Figure 12 below which refers to those professionally qualified demonstrates some potentially problematic trends. Across all race and gender categories there is a degree of instability with both expansion and contraction. The explanation for this pattern needs to be further investigated to determine whether black professions are upwardly mobile and whether they have moved into senior/top management, whether they have moved to smaller non-reporting companies or whether they have emigrated as a feature of brain drain. Equally important to investigate, is why the labour market seems not to have been able to replace this loss and the implications this has long-term. Especially since in 2006, there was not only a large increase in the numbers of white women but also white men. 

Figure 12:
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(Derived from Department of Labour, 2007: 52).

This data has illustrated the extent of change at the top of the labour market hierarchy by race and gender categories. However, in order that the extent of change that is appreciated, it is useful to look at the general labour market distribution and to compare this with each race and gender category. Figure 13 below shows the proportionality of each occupation level.

Figure 13: National labour market
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(Derived from Department of Labour, 2007: 8).

Figure 13 above shows that the majority of workers are semi-skilled (39.5%), skilled technicians (25.4%) and unskilled workers (24.8); whilst those professionally qualified account for 6.9%, and senior and top managers together account for only 3.2% of the labour market. Figures 16 and 17 below compare each of the race and gender categories in order to show the skewed nature of the labour market. For semi-skilled and unskilled workers, the national total is 64.4%; however 79.3% of African women, 79.2% of African men, 71.1% of Coloured women and 64.7% of Coloured men are concentrated at this level. Although in each case there is a greater proportion of unskilled African people and more semi-skilled Coloured people. Comparatively, 50.3% of Indian women, 37.2% of Indian men, 32.8% of White women and only 15.3% of White men are in unskilled or semi-skilled jobs. 

Figure 14: Comparison of men by race and occupational level
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(Derived from Department of Labour, 2007: 8).

Meanwhile professionally qualified and skilled technicians account for 32.3% of the national total labour market. However African women, African men and Coloured women are well below this at 20%, 20.1% and 27.8% respectively. Coloured men (33.5%) and Indian women (46.3%) are above the national total whilst the majority of White men (70.4%), White women (61.3%) and Indian men (55.8%) are professionally qualified or skilled technicians. 

If one examines just those professionally qualified some interesting patterns emerge: professionally qualified African men account for a smaller proportion than professionally qualified African women; professionally qualified African men only account for 2.2% of all African men compared to the 22.5% that White professionally qualified men account for; and the gap between Indian men and White women is much closer that lower levels at only 1%.

Figure 15: Women by race and occupational level
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(Derived from Department of Labour, 2007: 8).

When one examines top and senior managers, the national total is 3.2%. African men (0.7%), African women (0.7%), Coloured women (1.1%) and Coloured men (1.7%) are all below the total; whilst Indian women (3.4%) and White women (5.9%) are well above the total; and Indian men (7%) and White men (14.3%) are substantially above the total.

This discussion clearly shows that White and Indian people are as a collective employed in middle range to top end jobs and Coloured and African people as a collective are employed in low end to middle range jobs. However, gender also plays a role as in almost all cases the proportion of men per racial category in top end jobs is higher than that of women in the same racial category; with a few notable exceptions: African women in the top three categories of occupations account for 4% whilst African men in similar positions only account for 2.9%. In the same three categories, the proportion of Indian men and White women are very similar (21.9% and 21.8%) although proportionally more Indian men are in management positions than White women.

iv) Case study of higher education:

The last part of this paper will briefly examine employment equity within public higher education institutions. The choice of this case study is purposeful as higher education is the training ground for skilled workers. In addition, this paper has already identified community, social & personal services as a major industrial sector and the category of professionally qualified has been identified as a potentially problematic occupational level given the recent contraction in the number of black people particularly African men and women.

This data is particularly useful as it extends back 20 years and thus expands both the pre and post-employment equity periods, therefore the impact of the act can be measured. This analysis has been possible with the provision of data from the HEMIS database by the Department of Education. 

The permanent academic labour force staffing public universities is fairly small at just under 12 000 academics and having expanded by only 4 000 workers over 20 years. In 1986, white academics constituted over 90% of all permanent academics at national public universities; by 2004, this had dropped to just over 65%. 

Figure 16: Changing dynamics of race within the national academic labour force:
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(Derived from HEMIS data)

Between 1986 and 1995, the percentage of black academics increased from 8.8% to 20.2%, an increase of 11.4% or an average of 1.3% per year. If one then compares the 1996 – 2004 period, one sees that there is an increase from 21.8% to 34.4%; a total increase of 12.6 % or an average of 1.6% per year. Whilst this is an increase, it is hardly significant and coupled with the slowing of the growth rate between 2002 and 2004 – it suggests that the national academic labour force is experiencing slow change.

When looking at the racial composition of the academic labour force, it is also important to disaggregate black into African, Indian and Coloured; in order to see how the different racial categories are represented. Figure 17 (below) shows this data as per raw numbers.

Figure 17: Changing dynamics of black staff within the national academic labour force:
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(Derived from HEMIS data)

Figure 17 above illustrates that after 1990, the proportion of African academics increased rapidly relative to the increase of Indian and Coloured academics. For example, in 1990 African academics accounted for 6.6% of the total, in 1998 this increased to 14.9% and by 2004 it increased further to 22.1%. Whereas, Indian academics accounted for 1.2, 4.8, and 7.8 % respectively and Coloured academics amounted to 2.6, 3.0 and 4.5% respectively. 

Historically the academic labour market has also been highly segmented along the lines of gender. Figure 20 below shows how the proportions of men and women academics have changed over the 20 year period. In 1986, 25% of academics were women; in 1998, this increased to 36%; and finally in 2004, 40% of academics were women. 

If one does the same comparison, as was done with race, looking at the 1986 – 1995 period and the 1996 – 2004 period; during the former the average yearly increase in women academics was 0.86% whilst during the latter this was 0.83%. This shows that the rate of change for women is much slower than that for black academics and that there is a decline in the rate post-employment equity. However of course, statistically women are much closer to achieving demographic parity than black academic staff – which may partially explain the slowing rate. 

One last very noticeable trend is again the slowing of the rate of change during the 2001 – 2004 period which again raises a question about whether the sector as a whole is pursuing employment equity less vigorously than it did in the 1995 – 2000 period.

Figure 18:
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(Derived from HEMIS data)

Whilst data on the age of academic staff has only been available from 2000, this can begin to provide us with a sense of whether the academic labour force is being reproduced and whether young academics are coming into the system. 

Figure 19:
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(Derived from HEMIS data)

Figure 19, above, shows that two categories exhibit growth (the above 65 and the 55 – 65 category), whilst the other three exhibit a decline in numbers (45 – 54, 35 – 44 and the under 35 category). Although inconclusive, it does appear to suggest evidence of an ageing labour force with a declining proportion of younger academics. None-the-less, it is important to note that academics of between the ages of 35 and 54 continue to be the overwhelming majority of the labour force. 

However, an examination of 2005 data (see Figure 22) shows that junior academics [here classified as those employed at the lecturer, junior lecturer and below junior lecturer level] account for 44 percent of all academics whilst senior academics [professors, associate professors and senior lecturers] account for 49 percent of the labour force. 

Figure 20: 2005 Percentage of Academics by rank:
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(Derived from HEMIS data)

Therefore senior staff continue to be in the majority. However, the relationship between an aging labour force and the increasing juniorisation of the labour force is something that needs to be explored further for the possible ramifications for the productivity of the sector.  

The final issue to be considered at the national level is how qualifications correspond to academic rank. Figure 21 below illustrates that 31 percent of all academic staff have a doctorate and a further 31 percent have a master’s degree. For senior posts such as associate professors and professors, a doctorate is essential with between 64 percent and 80 percent of people in these posts having one. Only 32 percent of senior lecturers have a doctorate although 70 percent of all senior lectures are in possession of either a doctorate or a master’s degree. Only nine percent of lecturers have a doctorate whilst a further 36 percent have a master’s degree and a further 13 percent have an honour’s degree. 47 percent of junior lecturers have an honours degree, a master’s degree or a doctorate with honours degrees predominating. Although at this level, 15 percent have neither a technikon nor a university qualification. At the below junior lecturer level, a similar proportion of 47 percent have a post-graduate university qualification although 29 percent do not have either a university or a tecknikon qualification.

Figure 21:
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(Derived from HEMIS data)

Long term it is important to compare these qualification rates with demographic statistics in order to have a better sense about the ability of a high skills sector to reproduce its labour force and to transform the racialised and gendered character of its labour force.

Figures 22 and 23 below give an indication of how individual institutions are doing in terms of employment equity amongst permanent academic staff. Figure 22 shows that there is still much heterogeneity within the academic sector as universities’ staffing still very much follows the historical trend established under apartheid. However, there are differential success rates even amongst institutional type. For example, amongst historically advantaged institutions; the University of the Witwatersrand employed its first black academic in the 1940s and today has reached 25% black staff, whilst the University of Free State employed its first black academic in the mid 1980s and today has 16.6% black staff. However, regional dynamics are important to keep in mind as some provinces have three/four universities and others have one/none. Similarly too, provinces such as the Western Cape have different historical education and labour patterns to the rest of the country which impact on workplace dynamics. 
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Figure 22:

Figure 23 below shows that there is much more homogeneity within the academic labour market when it comes to gender. However, historical legacy still plays a role as historically disadvantaged institutions such as the University of Venda have very poor gender equity statistics whist others such as the University of the Western Cape have very good gender equity statistics.

Figure 23:
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The importance of this section has been to show that even within one sector there is very much heterogeneity within a labour market and there are some institutions which have made progress on both race and gender-based equity, there are others who have succeeded with one but not the other and others who have not made much progress on either front.

Conclusions:

This paper has shown that progress has undoubtedly been made in the race and gender composition of the national labour market. However, in the process we have also seen that we may need to develop our policy further. It will be important to consider whether a general strategy is still fulfilling our needs or whether a stratified and sector-specific approach may better produce results. 

Secondly, it is important to think through the impact that multiple forms of equity have on each other. Do race and gender-equity facilitate each other or do they compete for prominence? Is disability equity taken seriously or is it largely neglected? Is employment equity narrowly focused on middle to top end jobs or is it about wider social transformation, transformation that should also be rooted in class-based transformation?

Thirdly, at what level will equity be said to be achieved and what can be done to enhance the ability of the educational system to produce suitably qualified workers for the labour market. Is enough being done to instil progressive policy and institutional culture to undo the authoritarian, racist and sexist cultures that still pervade many workplaces?
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