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Glossary

Commission Means the Commission for Employment Equity (CEE)

Department Means the Department of Labour

DG Means the Director-General of the Department of Labour

Designated groups Means black people, women and people with disabilities who:
(a)	 are citizens of the Republic of South Africa by birth or de-

scent; or
(b)	 became citizens of the Republic of South Africa by naturali-

sation–
(i)	 before 27 April 1994; 
(ii)	 after 26 April 1994 and who would have been entitled 

to acquire citizenship by naturalisation prior to that date 
but who were precluded by apartheid policies

Small employers Mean those designated employers who employ fewer than 150 
employees

Large employers Mean those designated employers who employ 150 or more 
employees

EAP Means the Economically Active Population which includes people 
from 15 to 64 years of age who are either employed or unem-
ployed and seeking employment

NEDLAC Means National Economic Development Labour Council

Workforce profile Means a snapshot of an employer’s workforce population distri-
bution, including race, gender and disability

Workforce movement Pertains to any movement in the workforce, including recruit-
ment, promotion and terminations

SOEs State Owned Enterprises formerly known as Parastatals
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Foreword by the  chairperson of the CEE

The 2013/2014 Annual Report of the Commission for Employment Equity (CEE) is being presented to the Minister of Labour, Mildred 
Oliphant, at a time of great introspection and debate about issues of transformation, employment equity and Broad-Based Black Economic 
Empowerment. Indeed, 2014, being the year when we commemorate 20 years of non-racial and non-sexist democracy, is an opportune time 
to conduct a hard, objective and rigorous analysis. 

The past year has been very demanding for the CEE, which remains a part-time Commission. In 2013, the CEE worked on the amendments 
to the Employment Equity Act. Subsequent to the passing of the EE Amended Act, No 47 of 2013, the CEE then embarked on the equally 
daunting task of preparing the amended draft regulations, to complement the amended Act. 

Parallel to this process, the CEE and the Department of Labour also worked with experts from the International Labour Organisation 
on guidelines for dealing with the elimination of unfair discrimination with regards to equal pay for work of equal value. The amended 
Employment Equity Act was signed by the President in January 2014, whilst the draft regulations were released for public comment 
by the Minister of Labour on 28 February 2014. The past year has therefore been a year of serious delivery by the Commission. It 
remains for me to sincerely thank all the other eight Commissioners for their outstanding commitment and dedication. Two of 
the Commissioners (Ms Tabea Magodielo and Ms Tanya Cohen) only joined the Commission some eight months ago. Yet they have 
chaired sub-commissions and also headed up critical task teams to work on the above instruments. 

During the course of the year, some Commissioners found themselves with added responsibilities in their places of full-time 
employment. These ranged from responsibility for amendments to the BBBEE Act, to becoming president of one of the largest 
unions in the country. So to all the Commissioners I say, “ningadinwa nangomso”. I also want to thank our Minister for the support 
that she gave to the Commission over the year in question. The highlight of this support was the inaugural Employment Equity 
and Transformation Indaba that took place in April 2013. We are also very pleased that this great Indaba initiative will 
continue into 2014 and beyond. 

The Commission for Employment Equity Report reflects the situation on the ground as reported by employers in the 
official reports that they submit to the Department of Labour. The “shoot the messenger” responses that have sometimes 
characterised some of the responses to the CEE Report are as regrettable as they are misdirected. The focus of the 
attention ought to be on the elimination of the on-going effects of our past racial, gender and disability discrimination. 
That remains the ‘elephant in the room’ that continues to roam and rage as we divert our energies toward the 
messenger and at times the message. In addition, to the figures on the levels and percentages of representation or 
under-representation of the various groups (as stipulated in the Employment Equity Act of 1998, as amended by Act 47 
of 2013), this report also contains an analysis of the trends between 2003 and 2013. 

The Commission has also been closely monitoring the court cases and judgements around employment equity. There 
is a sub-section in this annual report that summarises at least three of these cases, with some indication of how 
the issues of concern or contention in those cases have been addressed by the amended Act and or by the draft 

regulations. Needless to say, the report also covers, in brief, the amendments themselves. As is customary, 
data are then analysed, broken down into sectors, provinces, etc. One of the remaining gaps and challenges 

in the employment equity space is the need to deal with the ‘soft’ aspects of employment equity. A balance 
has to be struck between the justified focus on numbers and representation versus the transformation of 

attitudes, cultures, practices and behaviours. 

These ‘chapter II’ challenges are more difficult to measure and yet they will determine whether we will 
eventually witness real substantive transformation in South Africa or merely the change in numbers/
percentages. The Commission intends to pay more attention to these issues during its last year (between 

now and June 2015), whilst it continues to deal with the hard facts and figures on affirmative action and 
employment equity, without fear or favour. Nndaa!

--------------------------------

LOYISO MBABANE (DR)

CHAIRPERSON: COMMISSION FOR EMPLOYMENT EQUITY

ix



x

Members of the Commission for Employment Equity are appointed according to section 
29 (1) of the Act, which includes the appointment of a Chairperson and eight members 
nominated by NEDLAC, i.e. two representatives of each from the State, Organised Busi-
ness, Organised Labour and Community. 
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1.	 Introduction

The Commission for Employment Equity (CEE), is a statutory body established in terms of section 28 of the EE Act to advise the 
Minister, the CEE is required to submit an annual report to the Minister of Labour on the implementation of employment equity 
in terms of Section 33 of the Act.  This is the 14th annual report submitted to the Minister by the CEE since the first report of 
2000. 

Workforce distribution provides information on the Economically Active Population (EAP) of the country’s four major population 
groupings in terms of their race and gender, which is crucial for the setting of EE numerical goals.  The trends analysis provides 
a snapshot of changes in the top four occupational levels for the years 2003, 2005, 2007, 2009, 2011 and 2013.  Focus is placed 
on these specific reporting periods because this is when only large employers submitted reports to the Department.  

Employers with 150 or more employees (i.e. large employers) are required by the Act to report annually to the Department of 
Labour.  Employers with fewer than 150 employees (i.e. small employers) are required to report every two years.  A further 
requirement is for employers with fewer than 50 employees but who have a turnover exceeding that of a small business (as 
stipulated in Schedule 4 of the Act) to report.  Employers who are not designated to report in terms of the aforementioned 
requirements have the option to voluntarily comply with the reporting requirements. From the 2014 reporting period, due to 
the amendments to the Act, all employers, both large and small, will be required to report annually.

MEMBERS OF THE COMMISSION FOR 
EMPLOYMENT EQUITY
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2. Highlights for the period

Highlights for the period cover key activities of the CEE in the execution of its mandate. Key highlights for the period included the 
amended Employment Equity Act no.47 of 2013, amended regulations for public comment, the Transformation and Employment 
Equity Indaba held in April 2013 and a reflection on some best practices identified during the DG Review process.

2.2 Amendments to the Act

The Employment Equity Act of 1998 has not been amended since its inception. This has provided some time to assess the 
effectiveness of the Act and to identify and consider any unintended consequences, gaps and administrative improvements that 
are required with the legislation.  

Under the auspices of the Commission for Employment Equity, a formal process began towards the end of 2010 to identify areas 
for review and amendment in the Employment Equity Act.  This culminated in a Bill being tabled for consideration in NEDLAC. 
Following a rigorous social dialogue process, substantial consensus was obtained on proposed amendments. The high degree of 
consensus is notable, particularly in relation to the extent to which representatives from Government, Organised Labour and 
Organised Business jointly supported the imperative of the employment equity legislation in transforming the workplace into a 
one where there is equal opportunity for all. 

The following are some of the key proposals that are contained in the amended Employment Equity Act, no. 47 of 2013 (‘the 
Act’) which was assented to by the President on (14 January 2014) for promulgation at a future date: 

The definition of “designated groups” has been revised to ensure that black people, women and people with disabilities who 
became citizens of South Africa prior to 27 April 1994 or who would have obtained citizenship but for apartheid policies, will 
now benefit from affirmative action. Local spheres of Government are now subject to the Act.   

Throughout the Act, the requirement to monitor and report on categories within the workforce has been removed. Only the 
requirement to monitor and report on levels in the workplace remains.  The experience gained since the inception of the Act 
demonstrated that categories of work were too varied across different sectors and different workplaces to provide a meaningful 
basis of comparison. As such this amendment was made in order to simplify administrative requirements for employers as far 
as possible. 

The concept of equal pay for work of equal value has been explicitly incorporated into the unfair discrimination provisions. 
This stipulates that it is unfair for an employer, based on a prohibited ground, or analogous arbitrary ground, to have different 
terms and conditions of employment for employees doing the same work, similar work or work of equal value.  The law is now 
explicitly aligned with the International Labour Organisation prescripts on equal pay for work of equal value. Provision is now 
made in the Act for the Minister, after consultation with the Commission, to issue regulations to prescribe the criteria and 
methodology for assessing work of equal value. 

Discrimination on the basis of arbitrary grounds has been added to the list of unfair discriminatory grounds. The onus provision 
in relation to unfair discrimination has been updated in the Act in order to create clarity and to align with emerging case law on 
employment equity (Mangena and Others v Fila South Africa (Pty) Ltd and Others [2009] ZALC 81; (2010) 31 ILJ 662 (LC); [2009] 
12 BLLR 1224 (LC).  The onus provisions differ for listed grounds and arbitrary grounds. For listed grounds, once alleged, the 
employer must prove that either the discrimination did not take place, or it is rational and not unfair or otherwise justifiable. 
In the instance of arbitrary grounds, the complainant must prove that the conduct complained of is not rational, amounts to 
discrimination and is unfair. 

Access is enhanced in relation to unfair discrimination cases as employees earning under the BCEA threshold or employees that 
allege unfair discrimination on the basis of sexual harassment may now have their cases conciliated and arbitrated by the CCMA. 
Previously these cases would have been adjudicated upon by the Labour Court – a much longer and more expensive process. In 
order to ensure fairness and in light of the legal importance of such cases, a full right of appeal is available for discrimination 
matters that are adjudicated upon by the CCMA. 

The Act provides that psychometric assessments must now be certified by the Health Professionals Council of SA or other body 
authorised by law to certify such assessments. 

Smaller businesses are now required to report annually in order for improved data capturing. The CEE is cognisant of the 
increased frequency of reporting adding to the regulatory burden, but has already provided for more simplified reporting and 
continuous monitoring on the impact on small businesses. 
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Assessment of compliance has been simplified and made more relevant. It is no longer mandatory to refer to: (1) the pool of 
suitably qualified people from designated groups; (2) the economic and financial factors relevant to the sector, (3) the present 
and anticipated economic and financial circumstances of the employer or (4) the present and planned vacancies that exist. 
An employer may, however, refer to reasonable grounds in its defence in order to justify its failure to comply. There is also an 
enabling provision empowering the Minister, after consultation with NEDLAC, to issue regulations in this regard as well as on the 
specification of circumstances under which an employer’s compliance may be assessed with respect to national and regional 
economically active population. 

The enforcement provisions of the EE Act are simplified to eliminate excessive mandatory enforcement steps as well as the 
mandatory criteria that must be taken into account in assessing compliance. This is intended to promote effective enforcement 
and will also prevent the delaying tactics of some employers that have abused the previous enforcement process.  The new 
provisions should not prevent employers who are legitimately aggrieved by decisions from challenging these decisions at an 
appropriate juncture.  

In terms of the Act, failure to consult, conduct an analysis, assign a senior manager, publish a report, keep records and comply 
with a DG request in 90 days can result in a voluntary undertaking or compliance order. On the other hand, failing to act on a 
compliance order may result in application to the Labour Court to impose a fine. Fines of between R1.5 and R2.7 million can 
be imposed. 

For more serious transgressions, such as failure to report, a complaint about an EE plan or a successive EE plan, or failure to 
comply with a DG recommendation within 180 days can be referred directly to Court by the DG. A fine of between 2% - 10% of 
turnover can be imposed. 

In terms of the Act, failure to consult, conduct an analysis, assign a senior manager, publish a report, keep records and comply 
with a DG request in 90 days can result in a undertaking or compliance order, and failing compliance the matter can be referred 
to Court. Fines of between R1.5 and R2.7 million can be imposed. 

For more serious transgressions, such as failure to report, a complaint about an EE plan or a successive EE plan, or failure to 
comply with a DG recommendation within 180 days can be referred directly to Court by the DG. A fine of between 2% - 10% of 
turnover can be imposed. 

The fines for breach of confidentiality, undue influence, obstruction and fraud in relation to the Act have been increased from 
R10 000 to R30 000 in order to reflect the seriousness with which these offences are regarded. 

After 20 years of our newly found democracy, sufficient time has passed in order to assess the effectiveness of the Act and 
to identify and consider any unintended consequences, gaps and administrative improvements that are required with the 
legislation.  

2.2 Regulations 

Regulations are being amended mainly to bring them in line with the provisions of the amended Employment Equity Act of 2013, 
with the Minister publishing a gazetted version for public comment on 28 February 2014 for 30 days.  Additional changes are 
also proposed in order to simplify reporting requirements by employers to the Department of Labour.  Some of the key proposed 
changes include:

Reporting requirements: An employer, who becomes designated on or after the first working day of April, but before the first 
working day of October of the same year, must only submit its first report on the first working day of October in the following year 
or on such other date as may be prescribed to enable a full annual cycle of reporting. Regulations of 2009 required designated 
employers employing 150 or more employees to report within six months of being designated and thereafter annually on the 
first working day of October;  and designated employers employing fewer than 150 employees to report within twelve months 
of being designated and thereafter every year that ends with an even number. The new regulations now require all employers 
regardless of the number of employees to report each and every year.

Reporting forms (EEA2 and EEA4): Reporting forms are now simplified even further in order to make reporting to the Department 
by designated employers even easier and more conducive for online reporting.

Equal pay for work of equal value: The amended Employment Equity Act of 2013 is very explicit about equal pay for work of 
equal value.  Consequently, pay equity provisions have been included in the regulations outlining the criteria and methodology 
for eliminating unfair discrimination in pay in terms of race, gender, disability or any other prohibited or arbitrary ground.
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The previous regulations of 2009 did not have criteria and methodologies for assessing equal pay for work of equal value. The 
Commission has, with the support of the International Labour Organisation, advised the Minister on the ‘Equal Pay for Work of 
Equal Value’ contained in the regulations for public comment.

National and provincial Economically Active Population (EAP): Employers will be provided with guidance in the regulations 
for the setting of numerical goals and numerical targets by taking the national and provincial EAP into account when developing 
and implementing their employment equity plans.

Employment equity analysis and plan: A designated employer is still required to consult with its employees, conduct an 
analysis of its workforce, workforce environment, including policies, procedures and practices, prepare and implement an 
employment equity plan and submit a report to the Department of Labour on the first working day of October as prescribed.  As 
with reporting, where forms are provided in terms of the EEA2 Form and the EEA4 Form, Amendments to the regulations now 
have included templates for the conducting of an analysis and for the development of an employment equity plan.  Designated 
employers will still be expected to submit their reports to the Department, and they will still be expected to keep their analysis 
reports and employment equity plans and submit them only on request.  

The regulations that were published for public comment were also tabled at NEDLAC for deliberation, commencing on 10 
March 2014. The Commission for Employment Equity (CEE) will advise the Minister after considering all inputs and ensuring that 
amendments are finalised and made effective for reporting for the first working day of October or as prescribed.

A big thank you goes to the public, NEDLAC, the ILO and various stakeholders for their submissions as a response to pleas for 
public comments.  The South African Rewards Association (SARA) is acknowledged for their assistance and professionalism 
in contributing towards the updating of Annexure EEA 9 and establishing the various occupational levels using different job 
evaluation and grading systems.

2.3 Labour Court Cases on Employment Equity (2009 – 2013)

The following Labour Court Judgements on employment equity are highlighted in this report as they have direct policy 
implications that have been addressed through the amendments to the Employment Equity Act and its regulations:

2.3.1	 Director-General of Department of Labour vs. Comair Limited (Case no. J2326/07)

Comair was referred to the Labour Court for failure to comply with the Director-General’s recommendations pertaining to 
the preparation of the Employment Equity Plan (EE Plan). However, the decision of the DG to refer Comair to Court for non-
compliance was reviewed and set aside in terms of Section 50(h) of the Employment Equity Act, 1998 (the Act).  

The reasons for the review was due to the fact that the DG failed to take into account during the assessment process, all factors 
listed under Section 42 before referring non-compliance to Court. These factors included: (1) no consideration was made to the 
pool of suitably qualified people from designated groups from which the employer may reasonably be expected to promote or 
appoint employees, (2) economic and financial factors relevant to the sector in which the employer operates, and (3) present 
and anticipated economic and financial circumstances of the employer; etc. The gaps in these sections highlighted by the 
judgement have now been amended in the Act and further guidance will be provided in the regulations in order to strengthen 
the implementation and enforcement mechanisms of the Act to improve compliance.

2.3.2	 Solidarity vs. Department of Correctional Services (Case no. C368/2012)

In this case, Solidarity sought relief on behalf of the Western Cape Correctional Services’ officials that were denied promotion, 
despite having acted in those positions for a long time and also having been recommended for promotion after interviews. These 
officials lodged an unfair discrimination case in relation to the Department’s employment equity (EE) targets reflected in the EE 
Plan, which were geared towards Africans and not Coloureds for those particular positions. The Department’s EE targets were 
formulated utilising only the demographics of the national economically active population and not taking into account both the 
national and regional demographics as required by Section 42 (a)(i) of the Act.

The Court ruled that the Department of Correctional Services is required to take immediate steps to ensure that both national 
and regional demographics are taken into account in respect of members of the designated groups, i.e. black people, women 
and people with disabilities when setting targets at all occupational levels of its workforce. 
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In order to provide guidance as to how designated employers should take into account both national and regional EAP, new 
provisions have been inserted under section 42(2) and 42(3) of the Act to empower the Minister to issue regulations that provide 
implementation guidelines on this matter.  The draft EE regulations that are inclusive of proposed guidelines on this matter 
have been published for public comment.

2.3.3	 Solidarity vs. South African Police Service (Case no. 165/13) 

In this case, Solidarity on behalf of a white female police captain who was not appointed as Superintendent despite having 
been evaluated as the best candidate, lodged an unfair discrimination case against the South African Police Service (SAPS). The 
white woman captain was not promoted because her appointment would have affected representivity and militates against          
employment equity as per the EE targets in the SAPS EE Plan.

It is explained in the ruling that the Employment Equity Act, section 15, is very clear that ‘no absolute barriers’ should be 
established by any employment policy or practice to the prospective or continued employment or advancement of people who 
are not from designated groups. Therefore, it does not follow that where the only suitable person is from non-designated group 
in relation to representivity, that person should not be appointed.

To provide implementation tools for designated employers to be able to prepare and implement EE Plans that are fully compliant 
with the requirements of section 20, an EE Plan template has been developed and included in the EE regulations published for 
public comment. 

2.4 Employment Equity and Transformation Indaba

As part of their activities, the CEE together with the Minister of Labour hosted the first Employment Equity and Transformation 
Indaba since the inception of the Employment Equity Act 15 years ago. The indaba was held in Boksburg over two days on 18 
and 19 April 2013. The objectives of the Indaba included, but were not limited to:

•	 Reflection on achievements and challenges relating to employment equity and transformation of our country, particularly 
at the workplace, since the inception of our democracy in 1994

•	 Placement of employment equity and transformation back onto the public arena

•	 Establishment of strategic partnerships with other Ministries and Departments, Commissions and Councils to ensure 
synergy, alignment and effectiveness in government transformation initiatives moving forward

•	 Creation of social dialogue in order to develop appropriate interventions on transformation to address challenges at the 
workplace level. 

Minister Mildred Oliphant delivering a keynote address at the 2013 EE and Transformation Indaba.



7

The distinguished guests that attended this event included, amongst others, the Minister of Labour as a key note speaker; 
Minister of Higher Education and Minister of Women, Children and People with Disabilities, Members of the Parliamentary 
Portfolio Committee on Labour, Executives of Organised Business and Organised Labour,  the Director-General of the Department 
of Labour, the Commission for Employment Equity, Commission for Gender Equality; International Labour Organisation 
(ILO); Director of the CCMA, including stakeholders from Community Constituencies who participated in constituency-based 
commissions. In addition, formal presentations by the Minister for Public Service and Administration and Minister for Trade and 
Industry were delivered on their behalf as well.

Minister of Labour, Minister Oliphant, launched the 13th CEE Annual Report on the first day of the Indaba.  It was clear from the 
details of this report that workers still face unfair discrimination in the workplace on a day-to-day basis in terms of race, gender 
and disability.  It was evident from the report that the country is still found wanting in relation to equitable representation of 
the designated groups, in particular women and people with disabilities in the middle-to-upper occupational levels. 

In his presentation of the key highlights of the report, the CEE Chairperson alluded to worrying phenomena demonstrated by 
statistics submitted by designated employers, especially in the four upper occupational levels. He referred to the following 
phenomena: 

•	 Deep-Hole Syndrome: (This refers to the population group profile of employees in an organisational structure. 		
	 The	 demographic profile of employee representation that gets darker as one goes lower in the organisational structure)

•	 Random Walk Phenomenon: (There is no consistency in the up or downward trend in statistics. The gains made in 		
	 the representation of designated groups in one period are reversed by an increase in the representation of 		
	 whites particularly males in the next period and as such the performance of the country on 10 years resembles a” 		
	 “drunkards walk” from the bar)

•	 Missing Women Phenomenon: Women representation is always lower than male representation at middle to senior 		
levels, contrary to the gender demographics of the country or even to the woman EAP

•	 Some groups being more designated than others: With reference to the over-representation of Indians amongst 		
	 “designated groups” at middle to senior management levels as well as the pattern whereby white females are usually 	
	 over-represented in relation to other designated groups at the most significant levels

•	 Packing order in the representation of people with disabilities. The same pattern that is found with population group 	
	 is also prevalent in terms of disability, where the representation of Black people with disabilities is much less than those 	
	 of the White group, particularly at the middle-to-upper levels. This shows that population group raises its ugly head, 	
	 even in the employment of people with disabilities.

In its endeavours to encourage compliance, the CEE also took the opportunity to show-case some designated employers for 
the progress that they have made in implementing their Employment Equity Plans that were approved by the Director-General 
during the review process. Some key areas of improvement that were identified and showcased involved the employment of 
people with disabilities, graduate development programmes, accelerated management training interventions, coaching and 
mentoring programmes, including talent management programmes of people from designated groups. Of those designated 
employers invited, Woolworths, Nedbank, Old Mutual, Truworths, Pick n Pay, South African Breweries, Tongaat-Hulett, Bid Air, 
Kolok, MTN, Tiger Consumer Brands and Rennies Ships fully participated in the Indaba, which included showcasing their efforts 
via video clips.

Participants were divided into commissions on the second day and were required to deliberate on best practices and challenges, 
including making recommendations on the way forward.   The focus areas together with key points for each of the Commissions 
are listed below:

•	 Management of disputes in relation to the elimination of unfair discrimination and the implementation of affirmative action 	
	 measures

•	 Pay equity – Equal Pay for Work of Equal Value

•	 Increasing the pool of suitably qualified individuals

•	 Increasing the representation of the designated groups in crucial occupational levels in the workplace, particularly Africans 	
	 and Coloureds, Black women and People with Disabilities

•	 Strengthening compliance and enforcement mechanisms.

Participants at the Indaba reiterated the need for employers to take employment equity seriously and address inequality in 
order to transform workplaces.  
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2.5 DIRECTOR-GENERAL Reviews

The process of conducting Director-General Reviews has been on-going for seven years since 2006.  The process commenced 
with identification of JSE listed companies, including multinational companies operating in the country in different sectors. 
During this process, the Department found employers wanting in complying with the requirements stipulated by the Employment 
Equity Act.

Challenges
The Department observed among others, the following challenges during reviews:
•	 There was no buy-in from senior and top leadership to embrace employment equity as part of business imperatives

•	 EE Managers assigned were mostly junior staff with no authority and the necessary resources to execute their mandate

•	 Consultative Forums were not existing or if existing they were not properly constituted

•	 Lack of consultation on the preparation and development of EE Plans, including preparation of annual EE reports before 
submission to the Department 

•	 In matters referred to the Labour Court, companies were reluctant to submit requested information in the DG Reviews and 
Companies failing to comply with recommendations made by the Director-General.

However, employers were issued with DG Recommendations and given reasonable time to implement those recommendations. 
Follow-ups were conducted to monitor progress made by companies after their EE Plans were approved by the DG for 
implementation going forward.  It came as no surprise when companies came with positive strategies and practices that yielded 
positive spin-offs ensuring that employment equity and transformation happen in their workplaces.

Spin-Offs
•	 The Chief Executive Officers (CEOs) of the employers concerned became hands-on in implementing and monitoring 

programmes to develop their employees

•	 Improvement in recruitment by engaging in methods involving career fairs and open-days

•	 Some companies surpassed their EE targets as projected in their approved EE Plan, including an increase on employment 
of People with Disabilities from a zero-base

•	 Development of programmes within the IT Systems to track employee movements and align it with the projected targets.

In lieu of the positive strategies and best practices implemented by some companies, the Commission for Employment Equity 
(CEE) show-cased some 15 companies in the Commission for Employment Equity Annual Report (2011/2012) as recognition of 
efforts to embrace transformation and to encourage other companies to follow suit.

The Department has again this financial year, conducted follow-ups with 17 companies, and found only two companies that were 
reviewed in 2009 (i.e. Netcare Holdings Group and Massdiscounters) showing satisfactory progress of transformation.

Some of the delegates at the 2013 EE and Transformation Indaba
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2.5.1  NETCARE (In the Health sector) 

Challenges
During the review process, the Netcare Holdings Group was found wanting and operating without an Employment Equity Plan 
(EE Plan) in terms section 20(2). DG recommendations were issued requesting the company to prepare and develop an EE Plan 
for the DG’s approval.

Interventions  

Subsequent to the approval of the EE Plan by the DG, the CEO of the company demonstrated full involvement and a “hands-
on” approach in implementing and monitoring a Plan that included strategies aimed at training and employing People with 
Disabilities. The strategies/interventions included the following:      

•	 Introduction of the Sinako Project in 2012 to assist individuals with disabilities who had not completed Grade 12, or did not 
have a post-Grade 12 qualification to be more employable

•	 Adopted  an approach of “One Hospital-One employee with a disability per year”

•	 Introduced  “External Recruitment Drive” of using referral and financial incentive for staff

•	 Built relations with Disability Organisations (NGOs) and recruitment companies

•	 Partnered with Masingita Project to exchange learners for permanent placement  

•	 Set targets for a workplace Skills Plan, pharmacy internships/learnerships and netcare education   

•	 The company is extending learnerships programme under the Sinako Project to include internships for students with 
a disability who may have a degree or diploma in human resources, financial management, accounting, economics, 
administration, pharmacy and nursing.  

Outcome/Results
In 2013, the Department conducted a follow-up as part of monitoring progress made by the company in implementing the 
approved EE Plan. It was found that the company implemented the above interventions that yielded the following positive 
results:

•	 Of the 50 learners who enrolled for the first time in learnership programmes under the Sinako Project in 2012, 35 were 
unemployed youth and most of them have already been offered permanent employment by Netcare 

•	 In 2009, Netcare employed 0.5% People with Disabilities 

•	 In May 2013, the company reached 2.3% employment of People with Disabilities.  

2.5.2  MASSDICOUNTERS (Wholesale and Retail sector) 

Challenges
During the DG review process, the company was operating with an EE Plan that did not meet the requirements of section 20(2). 
The company lacked strategies to create and accelerate a pool of suitably qualified designated groups in corporate and junior 
management levels, women leaders with a sound understanding of retail, including in positions of buyers and Planners. The 
company also had challenges in accountability for transformation.     

Interventions
Massdiscounters implemented the following interventions in response to the challenges it faced above:

•	 The company created a Merchandise Academy which accelerates the development of merchandise competencies

•	 Recruitment agencies with a level 3-4 recognition Level are incentivised to ensure the suitable placement of designated 
groups

•	 The company participated in the WRSETA NQF Level 5 Buying and Planning Learnerships

•	 The MDD female consumer panel was created with the intention of gauging key insights from women on various areas of 
business and consumer patterns

•	 An Internal Management bridging programme was developed 

•	 A recruitment tracker was created to provide the company with a more powerful approach to managing placements of 
designated groups

•	 A unique E-based learning program was developed and it is supported by Walmart International.
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Outcome/Results
The Department did a follow-up in 2013 to monitor the progress made by Massdiscounters in achieving numerical goals through 
the implementation of interventions as reflected in the EE Plan approved by the DG. The above interventions by Massdiscounters 
returned the following results: 

•	 The company was found to have surpassed numerical goals in Senior Management and Professionally Qualified levels in its 
last 2013 reporting cycle of the approved EE Plan

•	  68% of designated groups placed in the Merchandising Team are providing exceptional results, and the company has now 
several African male and female Buyers at strategic level

•	 Although the forum of MDD female consumer panel started in 2013, it had already contributed to the placement of the first 
Black female who is heading a regional distribution centre

•	 There are 41 women who make up the panel, and the panel has started to add value to the company by providing feedback 
on the expectations of female consumers 

•	 Internal management bridging programme MDD developed and launched the first Admin Manager Supervisory Programme 
(NQF4). 91 Deputy Admin Managers completed a 12 month accredited programme aimed at bridging the gap between 
supervisory and management

•	 Developed a unique E-based learning programme that is supported by Walmart International, with 29 students, of which 
60% are Black and equipped with critical management skills, empowering them to transform the business themselves.  

2.6  Broad-Based Black Economic Empowerment

The Commission has been involved in activities to align the Broad-Based Black Economic Empowerment Act and their Codes 
to critical provisions of the Employment Equity Act as amended, including their regulations. Key areas that have already been 
considered for alignment include the following:

•	 Beneficiaries of Broad-Based Black Economic Employment are very similar to that of the beneficiaries of employment 
equity, with the focus of the former pertaining only Black people.  The definition of “designated groups” has been revised 
to ensure that Black people, including women, youth, people with disabilities and people living in rural areas who became 
citizens of South Africa prior to 27 April 1994 or who would have obtained citizenship but for apartheid policies did not, 
will now benefit from affirmative action. Local spheres of Government are now subjected to the Act.  

•	 Occupational levels defined in the EEA9 Annexure in the Employment Equity Regulations will be exactly the same as those 
contained in the BBBEE Codes

•	  The BBBEE Codes used to have seven elements for assessment previously, which have now been consolidated and reduced 
to five, with employment equity subsumed under the Management and Control element in Code 200. Assessment of this 
element focuses on disability and the following three occupational levels: Senior Management, Professionally Qualified 
and Skilled and Lower Management levels. The Top Management level has been subsumed under the Ownership element 
in Code 100

•	 Penalties in terms of fines are now linked to the turnover of companies.
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3.  Workforce distribution

The workforce population distribution is based on the Quarterly Labour Force Survey (QLFS) published by Statistics South Africa on the 
Economically Active Population (EAP). The EAP includes people from 15 to 64 years of age who are either employed or unemployed and 
who are seeking employment. The EAP is meant to assist employers during the analysis of their workforce to determine the degree of 
under-representation of the designated groups.  Further, it guides employers by assisting them in the setting of their numerical goals 
and targets in order to achieve an equitable and representative workforce.  

The national and provincial demographics of the Economically Active Population (EAP) are illustrated in Tables 1 and 2 by population 
group and gender respectively.  In addition, the EAP data indicates that special efforts are also required to increase the pool of 
women who are economically active, especially when they are the majority and are able to make more of a contribution towards the 
development of the South African economy.

Table 1: Profile of the national EAP distribution by population group and gender

NATIONAL EAP BY POPULATION GROUP AND GENDER
Race Male Female Total

African 40.3% 34.9 75.2

Coloured 5.6% 5.0% 10.6

Indian 1.9% 1.2% 3.1

White 6.2% 4.6% 10.8

Total 54.0% 46.0% 100%

Source: Statistics South Africa, (QLFS 3 2013) (all percentages are rounded to one decimal point)

Table 2: Profile of the EAP distribution by population group and gender per province

PROVINCE
POPULATION GROUP AND GENDER

GENDER A C I W Total

Western 
Cape

Male 16.2% 27.4% 0.2% 8.7% 52.5%

Female 15.0% 25.0% 0.1% 7.3% 47.4%

TOTAL 31.2% 52.4% 0.3% 16.0% 100%

Eastern Cape

Male 39.6% 7.3% 0.4% 5.1% 52.4%

Female 37.3% 6.2% 0.1% 4.0% 47.6%

TOTAL 76.9% 13.5% 0.5% 9.1% 100%

Northern 
Cape

Male 30.6% 19.1% 0.2% 5.3% 55.2%

Female 24.8% 15.8% 0.1% 4.1% 44.8%

TOTAL 55.4% 34.9% 0.3% 9.4% 100%

Free State

Male 47.8% 1.1% 0.2% 5.3% 54.4%

Female 24.8% 15.8% 0.1% 4.1% 44.8%

TOTAL 72.6% 16.9% 0.3% 9.4% 100%

KwaZulu-
Natal

Male 42.6% 1.1% 6.4% 2.7% 52.8%

Female 39.9% 1.0% 4.2% 2.1% 47.2%

TOTAL 82.5% 2.1% 10.6% 4.8% 100%

North West

Male 54.9% 0.7% 0.2% 3.5% 59.3

Female 36.9% 0.7% 0.1% 3.0% 40.7%

TOTAL 91.8% 1.4% 0.3% 6.5% 100%

Gauteng

Male 41.2% 1.8% 1.7% 9.9% 54.6%

Female 35.0% 1.5% 1.1% 7.8% 45.4%

TOTAL 76.2% 3.3% 2.8% 17.7% 100%

Mpumalanga

Male 49.9% 0.4% 0.9% 4.6% 55.8

Female 40.9% 0.4% 0.3% 2.5% 44.1

TOTAL 90.8% 0.8% 1.2% 7.1% 100%

Limpopo

Male 50.3% 0.4% 0.5% 1.8% 53.0%

Female 45.1% 0.4% 0.3% 1.3% 47.1%

TOTAL 95.4% 0.8% 0.8% 3.1% 100%
Source: Statistics South Africa, (QLFS 3 2013) (all percentages are rounded to one decimal point)

Table 2 shows the EAP distribution per province and in terms of population group and gender. All employee statistics in graphs and 
tables that follow should be viewed in relation to the national and provincial EAP both in terms of race and gender.
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4.  Trends Analysis

The graphs and tables in this section provide the population group and gender workforce profile distribution from 2003 to 2013.   
A trends analysis of the first four occupational levels, i.e. Top Management, Senior Management, Professionally Qualified and 
Skilled levels, are provided below in terms of population group and gender. Please note that the Department only started 
collecting data for foreign nationals from 2006 onwards.

4.1	 Population distribution trends for the Top Management level from 		
	 2003 to 2013 by POPULATION group and gender 

Figure 1: Population distribution trends for the Top Management level from 2003 to 2013 by population group

Figure 1 shows fluctuations in the employment distribution of African, Coloured and White population groups in terms of their 
representation at the Top Management level.   The representation of Indians and Foreign nationals has been gradually increasing 
over the same period.  White representation decreased by 13.6% from 76.3% in 2003 to 62.7% in 2013 and African representation 
increased slightly by 4.9% over the same period from 14.9% to 19.8%.  Coloureds representation increased over the same by 1.1% 
from 4.0% in 2003 to 5.1% in 2013.

Figure 2 : Population distribution trends for the Top Management level from 2003 to 2013 by gender

Figure 2 shows that males continue to be over-represented at the Top Management level, although their representation at this 
level dropped by 6.6% from 86.0% in 2003 to 79.4% in 2013.  Female representation increased steadily by 6.6% from 14% in 2003 
to 20.6% in 2013 at this level.  More still needs to be done in order to bring the representation of females anywhere near close 
to their EAP.
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4.2	 Population distribution trends for the Senior Management 	
	le vel from 2003 to 2013 by POPULATION GROUP and gender

Figure 3: Population distribution trends for the Senior Management level from 2003 to 2013 by population group
Figure 3 shows an increase of the Black Groups (i.e. Africans, Coloureds and Indians) and a decrease of Whites at this level.  

African representation has been consistently increasing from 14.2% in 2003 to 23.0% in 2013, representing 8.8% increase. Indians 
increased at this level by 3.3% from 6.8% in 2003 to 10.1% in 2013, while Coloureds representation increased by 0.7% from 6.3% 
in 2003 to 7% in 2013, which is a clear indication that the increase in representation is not benefiting all within the Black group 
equally or on an equitable basis. White representation decreased from 72.7% in 2003 to 57% in 2013.  The representation of 
Foreign Nationals increased by 0.7% from 2.3% in 2007 to 3.0% in 2013.

Figure 4: Population distribution trends for the Senior Management level from 2003 to 2013 by gender
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Senior management - population group

Changes at the Top Management Level from 2003 to 2013 using actual values and percentages

At the Top Management Level, the total workforce increased by 7 056 (45.5%) from15 515 in 2003 to 2 2571 in 2013, which 
had the following impact in terms of population group and gender distribution:

•	 White representation increased by 2 318 (19.6%) at this level from 1 1831 employees in 2003 to 14 149 employees in 2013

•	 Indian representation increased by 1 113 (145.3%) at this level from 766 employees in 2003 to 1 879 employees in 2013

•	 Coloured representation increased by 537 (88.2%) at this level from 609 employees in 2003 to 1 146 employees in 2013

•	 African representation increased by 2 155 (93.3%) at this level from 2 309 employees in 2003 to 4 464 employees in 2013

•	 Female representation increased by 2 468 (113.4%) at this level from 2 177 employees in 2003 to 4 646 employees in 2013

•	 Male representation increased by 4 587 (34.4%) at this level from 13 338 employees in 2003 to 17 925 employees in 2013

•	 Disability representation increased by 100 (40.5%) at this level from 247 employees in 2003 to 347 employees in 2013.
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as shown in Figure 4, males occupy more than double the positions occupied by females at this level.  Male representation 
decreased 7.6% from 77.7% in 2003 to 70.1% in 2013 and female representation increased by the same amount from 22.3% to 
29.9% over the same period. The representation of females has been increasing at a snail’s pace, illustrating some blockages for 
women to reach the upper echelons of the organisational structure.  

 

4.3	 Population distribution trends for the Professionally 			 
Qualified 	level from 2003 to 2013 by POPULATION GROUP and gender

  Figure 5: Population distribution trends for the Professionally Qualified level from 2003 to 2013 by population group

Figure 5 shows fluctuations in the representation of Blacks at the Professionally Qualified level over the ten year period albeit 
at varying degrees. Africans representation decreased by 0.6% from 39.0% in 2003 to 38.4% in 2013, although the decrease they 
experienced between 2003 and 2005 by 17.5% was the worst.  Coloured representation increased by 3.5% from 6.1% to 9.6% 
over the same period and has been gradually declining from 2009. Indian representation increased by 3.9 from 5.5% in 2003 to 
9.4% in 2013, with a slight decline of 0.6% between 2007 and 2009 before increasing again from 2011.  While the representation 
of Whites increased by 12.1% between 2003 and 2005, it has been gradually from 2007 with a decrease of 8.6% between from 
49.2% to 40.6%.  The representation of foreign nationals has been on a steady increase from 2007.

Indians have benefited the most from the opportunities that arose and African representation actually decreased over the period 
in this significant occupational level that serves as a stepping stone to the Senior Management and Top Management levels.
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Changes at the Senior Management Level from 2003 to 2013 using actual values and percentages

At the Senior Management Level, the total workforce increased by 37 094 (78.2%) from 47 433 in 2003 to  84 527 in 2013, 
which had the following impact in terms of population group and gender distribution:

•	 White representation increased by 13 656 (19.6%) at this level from 34 485 employees in 2003 to 48 141 employees in 2013

•	 Indian representation increased by 5 285 (165.2%) at this level from 3 200 employees in 2003 to 8 485 employees in 2013

•	 Coloured representation increased by 2 864 (94.8%) at this level from 3 020 employees in 2003 to 5 884 employees in 2013

•	 African representation increased by 12 764 (189.7%) at this level from 6 728 employees in 2003 to 19 492 employees in 2013

•	 Female representation increased by 14 716 (138.7%) at this level from 10607 employees in 2003 to 25 323 employees in 2013

•	 Male representation increased by 22.379 (60.8%) at this level from 36 826 employees in 2003 to 59 204 employees in 2013

•	 Disability representation increased by 456 (74.3%) at this level from 614 employees in 2003 to 1 070 employees in 2013.
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Figure 6: Population distribution trends for the Professionally Qualified level from 2003 to 2013 by gender

According to Figure 6, male representation is still slightly more than females at the Professionally Qualified level. Although male 
representation increased between 2003 and 2005, it has been decreasing over the years. 

The 43% representation of females at this level is very encouraging as they are gaining ground and are closer to their EAP. 

4.4	 Population distribution trends for the Skilled Technical level 		
	from  2003 to 2013 by POPULATION GROUP and gender

Figure 7: Population distribution trends for the Skilled Level from 2003 to 2013 by population group  group

Figure 7 shows fluctuations in terms of representation of the various population groups at the skilled level, while the 
representation of whites, while has been on a constant decline over the period. African representation at this level increased 
by 17.1% from 42.1% in 2003 to 59.2% in 2013 as well as the representation of Foreign Nationals by 0.6% for the same period.  
The representation of Coloureds people decreased by 1.6% from 12.9% to 11.3%, Indians people decreased by 0.9% from 6.8% to 
5.9% and Whites representation decreased by 16.2% from 38.2% to 22% from 2003 to 2013.
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Changes at the Professionally Qualified Level from 2003 to 2013 using actual values and percentages

•	 At the Professionally Qualified Level, the total workforce increased by 7 056 (45.5%) from15 515 in 2003 to 22 571 in 2013, 
which had the following impact in terms of population group  and gender distribution:

•	 White representation increased by 40 701 (32.0%) at this level from 127 181 employees in 2003 to 167 882 employees in 2013

•	 Indian representation increased by 24 992 (174.5%) at this level from 14 323 employees in 2003 to 39 315 employees in 2013

•	 Coloured representation increased by 24 336 (154.1%) at this level from 15 796 employees in 2003 to 40 132 employees in 2013

•	 African representation increased by 59 605 (59.2%) at this level from 100 798 employees in 2003 to 160 401 employees in 2013

•	 Female representation increased by 85 910 (91.2%) at this level from 94 223 employees in 2003 to 180 133 employees in 2013

•	 Male representation increased by 73 964 (45.1%) at this level from 163 899 employees in 2003 to 237 863 employees in 2013

•	 Disability representation increased by 2 500 (123.7%) at this level from 2 021 employees in 2003 to 4 521 employees in 2013.
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Figure 8: Population distribution trends for the Skilled Level from 2003 to 2013 by gender

Figure 8 shows the fluctuation representation in terms of gender. Males have always been over-represented at the Skilled 
Level, with the highest peak reached in 2007, and a steady decline from 2009 onwards. The representation of females has been 
declining from 2005, before increasing again in 2009 and they are over their EAP at this level.

Table 3 :Trends for aggregated workforce profile of people with disabilities (PWD) from 2003 to 2013for all employers

Year 2003 2005 2007 2009 2011 2013

All Employees 3 296 844 2 365 259 2 030 837 4 426 972 5 174 860 5 593 326

All PWD 44 725 43 716 10 700 40 830 43 666 50 867

% of PWD 1.3% 1.8% 0.5% 0.9% 0.8% 0.9%

People with disabilities accounted for 50 867 or 0.9% (Total disability / Total workforce) of the total number of employees           
(5 593 326) reported by all employers in 2013.  There is a deep drop in the amount of people with disabilities reported for 2007, 
but the CEE can only report on data that was received from employers during that period.  However, the exclusion of employers 
for not fully and accurately reporting in terms of the regulations and the decrease in the total population size for the period 
cannot be ignored.

There is a decrease in the representation of people with disabilities at this level by 0.4% from 1.3% in 2003 to 0.9% in 2013. 
We are far from reaching the target that the Government has set for the Public Service of 2% representation for People with 
Disabilities by 2015.  

Changes at the Skilled Level from 2003 to 2013 using actual values and percentages

•	 At the Skilled Level, the total workforce increased by 605687 (72.0%) from 841537 in 2003 to1447224  in 2013, which had 
the following impact in terms of population group and gender distribution:

•	 White representation decreased by 2 695 (0.8%) at this level from 321 591 employees in 2003 to 318 894 employees in 2013

•	 Indian representation increased by 28 420 (49.8%) at this level from 57 019 employees in 2003 to 85 439 employees in 2013

•	 Coloured representation increased by 54 322 (50.0%) at this level from 108 710 employees in 2003 to 163 032 employees in 2013

•	 African representation increased by 503 396 (142.1%) at this level from 354 217 employees in 2003 to 857 613 employees in 2013

•	 Female representation increased by 309 555 (83.3%) at this level from 371 819 employees in 2003 to 681 374 employees in 2013

•	 Male representation increased by 255 932 (54.5%) at this level from 469 718 employees in 2003 to 725 650 employees in 2013

•	 Disability representation increased by 1 580 (11.9%) at this level from 13 225 employees in 2003 to 14 805 employees in 2013.

2003 2005 2007 2009 2011 2013

Male 55.8% 56.8% 62.8% 54.9% 53.5% 53.0%

Female 44.2% 43.2% 37.3% 45.2% 46.5% 47.0%
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5.  Analysis of employment equity reports received in 2013

This section of the report reflects on the extent of reporting by employers for 2013 in relation to workforce profiles, workforce 
movement by province, sector and business type of the population distribution in terms of population groups, gender and disability. 
Focus is only placed on the first four occupational levels, i.e. Top Management, Senior Management, Professionally Qualified and 
Skilled levels, because this is where people from designated groups are most under-represented. 

The main tables supporting the information reflected in this report are contained in Appendix A. An increase or decrease in 
the percentage in the report refers mainly, in most cases, to the percentage point difference for interpretation purposes.

5.1  Extent of reporting

There has been a progressive increase in the number of reports received from employers and the number of reports that are fully 
and accurately completed since the tightening of the regulations. Table 4 outlines reporting information for large employers only 
for 2009, 2011 and 2013. Large employers are required to report every year and small employers are required to submit a report 
every two years, i.e. every year that ends with an even number.

Table 4 : Employment equity reports received and analysed

YEAR REPORTS RECEIVED REPORTS EXCLUDED REPORTS INCLUDED IN 
ANALYSIS

% REPORTS FOR 
ANALYSIS

2009 3695 326 3369 91.2%

2011 4492 122 4370 97.3%

2013 5102 118 4984 97.7%

(All percentages are rounded to one decimal point)

In 2013, 5102 reports were received and 4984 reports were analysed, which amounts to 97.7% of these reports being included in the 
analysis.  More than 98% of these reports were submitted on-line and this dramatically improved the accuracy of reports received. 
The accuracy rate has also been gradually increasing since the introduction of a provision in the regulations that deem employers 
who do not fully and accurately complete their reports to have not reported at all in terms of the Act.  Controls in the employment 
equity reporting system assist in picking up inaccuracies in the reports, thus alerting users to these problems. 

5.2	Wor kforce profile, workforce movement and skills development in 	
	terms  of POPULATION GROUP, gender and disability - 	                                       	
	 (all percentages are rounded to one decimal point) 

This part of the report provides the national employee population distribution in terms of race, gender and disability for the first 
four occupational levels from the employment equity reports received from employers during the 2013 reporting period.  An insight 
into movements in workplaces is also provided in terms of recruitment, promotion and skills development for the same period. 

Illustrations are done using graphs and tables below to reflect on workforce profiles and movements on a national basis, workforce 
profiles by province, workforce profile by sector, workforce profiles by business type and trends from 2009 to 2013 for the four most 
upper occupational levels, i.e. Top Management, Senior Management, Professionally Qualified and the Skilled level.

(Please note that when interpreting the next tables and graphs the following meanings apply: AM - African males, AF - African females, 
CM- Coloured males, CF –Coloured females, IM- Indian Males, IF- Indian females, WM- White males, WF- White females, FM- Foreign 
males and FF- Foreign females)
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5.2.1	 Top Management population distribution in terms of POPULATION GROUP, 	
	gen der and disability

Figure 9: Workforce profile at the Top Management level by population group, gender and disability

According to Figure 9, there is an over-representation of Whites with 62.7% more than, which is nearly five times their EAP and 
nearly double the sum of all Blacks at this level combined. This is followed by Africans with 19.8% representation, while Indians 
make up 8.3%, which is more than double their EAP when compared to Africans and Coloured within the Black Group.  Coloureds 
make up 5.1% of the representation at the Top Management level. 

Male representation at 79.4% is almost four times that of females at this level. People with Disabilities are lurking behind with 
1.5% of the representation at this level.
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Table 5 : Workforce profile at the Top Management level by province and by population group and gender

	
PROVINCE

Male Female Foreign Na-
tional TOTAL

African Coloured Indian White African Coloured Indian White Male Female

Western  
Cape 3.9% 8.3% 3.4% 62.0% 1.5% 4.4% 1.2% 12.7% 2.2% 0.4% 100.0%

Eastern  
Cape 16.6% 5.5% 2.8% 55.7% 7.0% 1.2% 0.1% 8.1% 2.9% 0.0% 100.0%

Northern  
Cape 19.2% 11.4% 2.2% 45.4% 13.1% 2.6% 0.0% 6.1% 0.0% 0.0% 100.0%

Free 
State 25.7% 2.9% 1.3% 41.1% 15.4% 0.0% 0.2% 11.8% 1.1% 0.6% 100.0%

KwaZulu-
Natal 16.5% 2.5% 13.6% 45.9% 7.1% 1.1% 3.8% 7.1% 2.2% 0.1% 100.0%

North  
West 42.5% 0.6% 1.7% 35.8% 10.7% 0.4% 0.8% 6.1% 1.5% 0.0% 100.0%

Gauteng 12.3% 2.4% 6.8% 52.2% 6.5% 1.1% 2.0% 11.0% 4.9% 0.8% 100.0%

Mpumala-
nga 24.8% 2.4% 2.3% 52.6% 7.6% 0.3% 0.5% 7.8% 1.7% 0.0% 100.0%

Limpopo 28.5% 1.3% 3.9% 43.2% 12.3% 0.5% 0.5% 8.9% 0.8% 0.0% 100.0%

Table 5 shows the White group as over-represented at the Top management level in eight provinces, except the North West 
province where African Male representation is performing well in Top Management. The Western Cape Province has the most 
representation of the White group at the Top management level for both the male and female groups.  White male representation 
occupies almost two thirds of Top management positions in the Western Cape and just more than half of the positions in the 
North West. 

African female representation appears to be the least preferred group in the Western Cape. Male Foreign National representation 
in the Western Cape is more than the African female representation at this level. 

Table 6: Workforce profile at the Top Management level by province for disability

PROVINCE
Male Female Foreign        

National TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Western  
Cape 0.0% 11.1% 4.4% 55.6% 0.0% 6.7% 4.4% 15.6% 2.2% 0.0% 100.0%

Eastern  
Cape 26.7% 6.7% 6.7% 40.0% 0.0% 0.0% 0.0% 20.0% 0.0% 0.0% 100.0%

Northern  
Cape 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0%

Free State 0.0% 0.0% 0.0% 50.0% 50.0% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0%

KwaZulu-
Natal 31.1% 2.7% 8.1% 23.0% 23.0% 2.7% 1.4% 6.8% 1.4% 0.0% 100.0%

North  
West 40.0% 0.0% 0.0% 60.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0%

Gauteng 11.9% 3.0% 10.1% 49.4% 4.8% 3.0% 2.4% 11.3% 4.2% 0.0% 100.0%

Mpumala-
nga 29.6% 0.0% 0.0% 63.0% 3.7% 0.0% 0.0% 3.7% 0.0% 0.0% 100.0%

Limpopo 71.4% 0.0% 0.0% 28.6% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0%

Table 6: shows that White representation is the highest among people with disabilities at the Top Management level in almost 
all provinces. African males with disabilities are the least represented in the Northern Cape, Free State and the Western Cape 
provinces.  African females with disabilities are least represented in the Eastern Cape, Western Cape, Northern Cape and North 
West Province.
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Representation of African females with disabilities are strong in Free State and Kwa-Zulu-Natal and White female representation 
is stronger than all the other groups in all the other provinces when compared to the representation of Black female 
representation.

Table 7: Sector workforce profile at the Top Management Level by population group and gender 

According to Table 7, White representation is stronger than other groups almost in all the business sectors at the Top Management 
level. This is very evident in the agricultural sector and seem to feature less in the community, social and personal services 
sector, which has a large representation of government employers in the sector.  

There is a growing trend towards the employment of Foreign Nationals at this level. A case in point is in mining; manufacturing; 
electricity, gas and water supply; wholesale and trade; catering; transport and finance sectors where foreign national 
representation surpasses that of Indian and Coloureds females at the top management level. 

SECTORS
Male Female Foreign      

National TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Agriculture 6.7% 2.2% 1.3% 72.7% 3.4% 0.6% 0.2% 11.1% 1.7% 0.1% 100.0%

Mining and 
Quarrying 17.4% 2.0% 2.2% 60.8% 4.9% 0.6% 1.2% 6.3% 4.2% 0.5% 100.0%

Manufacturing 6.0% 2.9% 8.4% 61.5% 2.7% 1.3% 1.5% 8.1% 7.1% 0.6% 100.0%

Electricity, Gas 
and Water 36.8% 3.9% 4.7% 26.2% 17.1% 1.4% 1.4% 3.6% 4.5% 0.4% 100.0%

Construction 13.4% 5.1% 5.2% 60.8% 4.4% 1.2% 1.8% 5.1% 2.8% 0.3% 100.0%

Retail and Motor 
Trade/Repair 
Service

3.5% 4.0% 5.6% 68.7% 1.2% 1.5% 1.4% 12.0% 1.8% 0.3% 100.0%

Wholesale 
Trade/ Com-
mercial Agents/
Allied Services

5.4% 2.5% 9.9% 59.7% 3.3% 1.4% 2.9% 10.3% 3.7% 0.8% 100.0%

Catering/Accom-
modation/other 
trade

11.5% 2.9% 4.1% 51.4% 6.3% 1.5% 1.3% 17.9% 2.8% 0.4% 100.0%

Transport/ Stor-
age/ Communi-
cations

13.5% 3.5% 9.4% 48.9% 6.4% 1.4% 2.2% 10.2% 3.6% 0.7% 100.0%

Finance/Business 
Services 11.3% 2.9% 6.9% 48.7% 6.2% 2.3% 2.5% 14.7% 3.9% 0.8% 100.0%

Community/
Social/Personal 
Services

32.5% 5.2% 5.2% 26.7% 15.1% 2.1% 2.1% 9.8% 1.1% 0.3% 100.0%
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Table 8: Sector workforce profile at the Top Management Level for people with disabilities

Table 8 depicts that even with disability, White people are more represented than any other group in all the sectors at the 
Top Management level, particularly Agriculture where their representation stands at more than 80%.  An impressive feature is 
that of African people with disabilities featuring significantly with one third of them in Electricity, gas and water supply sector. 

SECTOR
Male Female Foreign       

National TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Agriculture 12.5% 0.0% 0.0% 87.5% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0%

Mining and Quar-
rying 21.1% 0.0% 0.0% 68.4% 0.0% 0.0% 0.0% 10.5% 0.0% 0.0% 100.0%

Manufacturing 4.8% 11.1% 4.8% 54.0% 3.2% 1.6% 3.2% 11.1% 6.3% 0.0% 100.0%

Electricity, Gas 
and Water 0.0% 0.0% 16.7% 33.3% 33.3% 16.7% 0.0% 0.0% 0.0% 0.0% 100.0%

Construction 27.6% 0.0% 13.8% 31.0% 6.9% 3.4% 0.0% 13.8% 3.4% 0.0% 100.0%

Retail and Motor 
Trade/Repair 
Service

0.0% 11.8% 29.4% 47.1% 0.0% 5.9% 0.0% 5.9% 0.0% 0.0% 100.0%

Wholesale Trade/ 
Commercial 
Agents/Allied 
Services

8.7% 0.0% 4.3% 52.2% 0.0% 4.3% 4.3% 8.7% 17.4% 0.0% 100.0%

Catering/Accom-
modation/other 
trade

27.3% 0.0% 0.0% 72.7% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0%

Transport/ Stor-
age/ Communica-
tions

25.6% 5.1% 10.3% 38.5% 0.0% 0.0% 2.6% 17.9% 0.0% 0.0% 100.0%

Finance/Busi-
ness Services 2.9% 0.0% 5.9% 52.9% 2.9% 5.9% 8.8% 20.6% 0.0% 0.0% 100.0%

Community/
Social/Personal 
Services

32.2% 2.2% 6.7% 26.7% 23.3% 3.3% 0.0% 5.6% 0.0% 0.0% 100.0%
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Table 9: Workforce profile at the Top Management level by population group and gender and by business type -                         
(Please note All Government is inclusive of national, provincial and local governments)

As shown in Table 9, White representation is still very high at the Top Management level in the private sector, non-profit 
organisation and the educational institution business types. In fact, White female representation seems to receive preference 
over their Black female counterparts within the business types. 

Only in government (all tiers) and in State Owned Enterprises (SOEs) are Africans in the majority, both male and female. African 
males are mostly represented in the local government sector, followed by provincial and national governments, while the 
African female group is mostly represented in provincial government. The same pattern emerges in all tiers for government and 
SOEs, where the African group and males are over-represented. 

Male foreign nationals feature more significantly at the Top Management than the African, Indian and Coloured female 
representation in the private sector combined. 

Table 10: Workforce profile at the Top Management level by business type for people with disabilities-(Please note All 
Government is inclusive of national, provincial and local governments) 

BUSINESSES 
TYPE

Male Female Foreign National
TOTAL

African Coloured Indian White African Coloured Indian White Male Female

All 
Employers 13.5% 3.5% 6.5% 52.3% 6.3% 1.6% 1.9% 10.4% 3.6% 0.5% 100.0%

All 
Government 45.5% 5.8% 5.6% 11.8% 23.8% 1.7% 1.7% 3.5% 0.3% 0.1% 100.0%

National 
Government 40.4% 5.6% 6.3% 11.7% 25.8% 2.9% 2.7% 3.9% 0.5% 0.2% 100.0%

Provincial 
Government 43.4% 6.7% 4.3% 7.0% 28.1% 2.1% 1.8% 5.8% 0.3% 0.3% 100.0%

Local 
Government 48.2% 5.7% 5.8% 13.3% 21.7% 1.2% 1.3% 2.7% 0.3% 0.0% 100.0%

Private 
Sector 8.8% 3.2% 6.6% 58.6% 3.8% 1.5% 1.8% 11.0% 4.2% 0.6% 100.0%

Non-Profit 
Organisation 36.6% 4.2% 3.9% 23.2% 15.1% 1.5% 1.8% 11.1% 1.8% 0.7% 100.0%

State Owned 
Enterprises 33.4% 4.1% 9.3% 24.1% 16.0% 3.1% 2.7% 5.8% 0.6% 0.8% 100.0%

Educational 
Institution 29.0% 5.3% 5.5% 26.3% 14.7% 2.2% 2.2% 14.5% 0.2% 0.0% 100.0%

Business 
Type

Male Female Foreign National
TOTAL

African Coloured Indian White African Coloured Indian White Male Female

All 
Employers 17.9% 3.7% 7.5% 45.2% 8.1% 2.9% 2.0% 10.1% 2.6% 0.0% 100.0%

All 
Government 45.5% 5.8% 5.6% 11.8% 23.8% 1.7% 1.7% 3.5% 0.3% 0.1% 100.0%

National 
Government 43.5% 2.2% 2.2% 13.0% 32.6% 4.3% 0.0% 2.2% 0.0% 0.0% 100.0%

Provincial 
Government 100.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0%

Local 
Government 14.3% 0.0% 14.3% 14.3% 57.1% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0%

Private 
Sector 12.8% 4.5% 7.9% 53.0% 1.9% 2.6% 2.6% 11.7% 3.0% 0.0% 100.0%

Non-Profit 
Organisation 0.0% 0.0% 0.0% 60.0% 10.0% 0.0% 0.0% 20.0% 10.0% 0.0% 100.0%

State Owned 
Enterprises 75.0% 0.0% 0.0% 0.0% 25.0% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0%

Educational 
Institution 16.7% 0.0% 25.0% 25.0% 16.7% 8.3% 0.0% 8.3% 0.0% 0.0% 100.0%
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In Table 10, White representation still has a hold at the Top Management level with regard to the people with disabilities in the 
private sector. African people with disabilities feature more prominently in government, especially in provincial government.  
They are also fairly represented in non-profit organisations and in SOE’s, while disabled Indians are mostly represented in 
institutions of learning. 

National Government appears to be doing fairly well with regards to the representation of females at the Top Management level. 

Figure 10: Workforce population distribution for Top Management for all employers

As depicted in Figure 10, the representation of Africans and Coloured is higher in government, while Indians, Whites and Foreign 
Nationals are mostly represented in the private sector.

Figure 11: Workforce population distribution for Top Management for government employers only

According to Figure 11 this is the sector where designated groups are doing well in Top Management level compared to their 
EAP and Whites are few in this sector. Africans appear to be significantly represented than the other designated groups in all 
spheres of government. Almost half (48.2%) of the employees reported to be in local government were African males. There is 
a fair amount of representation of white males especially in national and local government spheres. 
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Figure 12: Workforce population distribution for Top Management for private sector employers

Figure 12 depicts that the White group (69.6% ) especially males (58.6%) are over-represented in the Top Management level in the 
private sector compared to the designated groups, while  African male representation (33.4%) and Indian male representation 
(9.3%) are more represented within State Owned Enterprisess. The White group and African group are mostly represented within 
educational institutions. 

Table 11: Workforce profiles and movements population distribution at the Top Management level in terms of population 
group, gender and disability – (Please note that there is no separate workforce movement data on disability)

Table 11 above shows that at the Top Management level, White representation at 62.7% and males in particular still continue 
to enjoy preference over other race groups in terms of representation, recruitment, promotion and skills development at this 
level.  Accounting for 47.1% of all recruitments and 55.7% of all promotions, the status quo of inequity is bound to remain for at 
least a century at this level if workforce movements are to continue along the same path.   More than 53.8% of the White group 
was exposed to skills development as opposed to other racial groups. This situation puts them in a better position for available 
opportunities in the workplace. 

Males, particularly the White male group, seem to still enjoy the same preference when comparing their representation status 
and recruitment and promotion trajectory to that of females at this level.  Accounting for only 20.7% of the representation, 
and noting the low recruitment and promotion drive, female representation is likely to remain under-represented at this level 
for centuries to come.  White female representation at 12.8% representation was nevertheless more than twice their EAP at 
this level. 

The population group and gender distribution of people with disabilities represented at this level is very similar to that of the 
total workforce at this level, with a huge margin of white and male representation.
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WORKFORCE 
MOVEMENTS

Male Female Foreign 
National TOTAL

African Coloured Indian White African Coloured Indian White Male Female

Workforce 
profile for all 
employees

13.5% 3.5% 6.5% 52.3% 6.3% 1.6% 1.9% 10.4% 3.6% 0.5% 100.0%

Workforce 
profile for 
people with 
disabilities 
only

17.9% 3.7% 7.5% 45.2% 8.1% 2.9% 2.0% 10.1% 2.6% 0.0% 100.0%

Recruitment 
for all 
employers

18.8% 4.2% 5.7% 37.1% 12.6% 2.5% 2.5% 10.0% 6.2% 0.4% 100.0%

Promotion for 
all employers 13.2% 4.2% 9.5% 42.3% 8.6% 3.2% 3.7% 13.4% 1.6% 0.4% 100.0%

Skills 
development 
for all 
employers

18.8% 4.5% 7.1% 41.2% 10.8% 2.3% 2.7% 12.6% 0% 0% 100%
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 5.2.2	 Senior management in terms of POPULATION GROUP, gender and disability

Figure 13: Workforce profile at the Senior Management level by population group, gender and disability

Figure 13 shows that the representation of the White group at 57.0% is more than the EAP and almost doubles when compared 
to the Black group.  The representation of the Indian group at 10% is the most over-represented in the Black group as their 
representation is around three times their EAP at this level.

Male representation at 70% are almost double the representation of women and nearly one-and-a-half-times their EAP at this 
level. Their over-representation at this level seems to be entrenched, and unless drastic action is taken the status quo will 
remain in both the upper occupational levels. People with Disabilities accounted for 1.2% of the workforce at this level.
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Table 12: Workforce profile at the Senior Management level by province and by population group and gender 

Table 12 shows a similar picture at this level where the White group is generally over-represented in most provinces especially 
the Western Cape Province where they occupy 64.1% of the positions in Senior Management. The Black group is over-represented 
in Senior Management in Limpopo (71%) and has a slight majority in North West (52.1%) and KwaZulu-Natal Provinces (51.7%). 

A common pattern that emerges from the data is the exceptionally good representation of Indians at this level when compared 
to their EAP in nearly every province.  The Coloured group may appear to be performing well in the Western Cape and Northern 
Cape, but if one had to zoom in on their EAP even at the provincial level, much more needs to be done in order to increase their 
representation at this level.  Generally, with the exception of the Western Cape and Kwa-Zulu Natal, the African group has the 
second largest representation in all the other provinces at this level.  

Table 13: Workforce profile at the Senior Management level by province for disability

According to Table 13, except in Northern Cape and Limpopo, White people with disabilities are well represented at the Senior 
Management level in most of the provinces. African people with disabilities are the least represented in the Western Cape and 
Indian people with disabilities are fairly represented in KwaZulu-Natal. 

From reports received, it appears as though there are more male people with disabilities than females with disabilities in almost 
all the provinces. 

PROVINCE
Male Female Foreign          

National TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Western Cape 5.6% 11.7% 3.8% 45.1% 3.3% 7.0% 1.9% 19.0% 2.0% 0.5% 100.0%

Eastern Cape 21.2% 5.5% 2.3% 43.1% 11.4% 2.1% 0.7% 11.6% 1.6% 0.4% 100.0%

Northern Cape 18.6% 13.3% 1.4% 44.1% 6.9% 4.7% 0.2% 8.8% 2.0% 0.0% 100.0%

Free State 31.6% 3.1% 1.4% 35.5% 11.9% 0.9% 0.2% 15.2% 0.2% 0.0% 100.0%

KwaZulu-Natal 15.2% 2.9% 17.5% 34.8% 6.9% 1.9% 7.3% 11.4% 1.8% 0.3% 100.0%

North  West 32.0% 1.7% 1.4% 36.7% 15.1% 1.3% 0.6% 10.4% 0.6% 0.0% 100.0%

Gauteng 14.2% 3.5% 6.8% 42.0% 8.2% 1.9% 3.3% 16.6% 2.8% 0.7% 100.0%

Mpumalanga 33.0% 1.3% 1.7% 41.3% 11.1% 0.4% 0.4% 9.1% 1.5% 0.1% 100.0%

Limpopo 44.2% 0.4% 1.6% 21.7% 24.1% 0.1% 0.6% 5.8% 1.4% 0.1% 100.0%

PROVINCE
Male Female Foreign           

National TOTAL

African Coloured Indian White African Coloured Indian White Male Female

Western Cape 3.2% 18.3% 6.3% 38.1% 1.6% 8.7% 1.6% 19.8% 2.4% 0.0% 100.0%

Eastern Cape 35.7% 2.4% 0.0% 42.9% 11.9% 2.4% 0.0% 4.8% 0.0% 0.0% 100.0%

Northern Cape 100.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0%

Free State 42.9% 0.0% 0.0% 57.1% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0%

KwaZulu-Natal 13.6% 0.0% 13.6% 40.9% 9.1% 1.1% 5.7% 15.9% 0.0% 0.0% 100.0%

North  West 30.8% 15.4% 0.0% 30.8% 7.7% 0.0% 0.0% 15.4% 0.0% 0.0% 100.0%

Gauteng 14.1% 4.0% 6.0% 44.8% 7.5% 1.5% 3.5% 16.9% 1.1% 0.6% 100.0%

Mpumalanga 26.8% 0.0% 0.0% 51.2% 9.8% 2.4% 0.0% 9.8% 0.0% 0.0% 100.0%

Limpopo 47.1% 0.0% 2.9% 44.1% 2.9% 0.0% 0.0% 2.9% 0.0% 0.0% 100.0%
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Table 14: Sector workforce profile at the Senior Management Level by population group and gender

As depicted in Table 14, the White group, particularly White males, are over-repressented at the Senior Management level. An 
exception can be found in the community, social and personal services, which have more African male representation and the 
electricity, gas and water supply industries, with slightly more African female representation than White female representation. 

Africans as a group are the second largest group across most sectors, except for the manufacturing industry where Indians have 
the second largest representation after the White group. Coloured female representation is slightly more in retail and the motor 
trade sector as compared to their African and Indians female counterparts. 

Male foreign national representation at the senior management level feature prominently in mining and quarrying, even ahead 
of the Coloured and Indian groups. 

SECTORS
Male Female Foreign 

National TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Agriculture 12.6% 3.8% 1.9% 60.8% 4.6% 1.4% 0.7% 12.7% 1.2% 0.2% 100.0%

Mining and 
Quarrying 15.7% 2.4% 3.5% 61.0% 3.5% 0.6% 1.1% 8.0% 3.7% 0.4% 100.0%

Manufacturing 8.4% 4.8% 8.5% 52.6% 3.7% 2.2% 3.0% 12.7% 3.8% 0.4% 100.0%

Electricity, Gas 
and Water 31.0% 3.3% 5.6% 29.5% 16.3% 1.5% 2.2% 8.1% 2.0% 0.5% 100.0%

Construction 16.1% 5.1% 4.4% 56.3% 6.4% 1.1% 1.2% 6.2% 3.1% 0.2% 100.0%

Retail and Motor 
Trade/Repair 
Service

9.1% 6.2% 7.8% 44.0% 4.3% 4.1% 3.7% 19.2% 1.2% 0.4% 100.0%

Wholesale Trade/ 
Commercial 
Agents/Allied 
Services

10.8% 4.3% 10.3% 43.6% 4.5% 2.7% 2.9% 18.0% 2.2% 0.6% 100.0%

Catering/Accom-
modation/other 
trade

12.5% 4.0% 4.8% 32.5% 9.9% 4.3% 2.6% 26.5% 2.4% 0.5% 100.0%

Transport/ Stor-
age/ Communica-
tions

15.6% 4.6% 11.0% 39.7% 7.9% 2.2% 3.1% 13.7% 1.8% 0.4% 100.0%

Finance/Business 
Services 10.2% 3.8% 7.4% 39.6% 6.8% 2.6% 4.5% 21.2% 2.9% 1.1% 100.0%

Community/
Social/Personal 
Services

32.2% 5.4% 4.2% 18.8% 19.0% 2.9% 3.2% 12.8% 1.0% 0.3% 100.0%
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Table 15: Sector workforce profile at the Senior Management Level for disability 

Table 15 shows that White representation is still very strong at the Senior Management for people with disabilities in most 
sectors. The only exception is seen in the transport, storage and communication sector, which is overshadowed by Indian 
people with disabilities at 55.6% in this sector. 

Table 16: Workforce profile at the Senior Management level by population group and gender and by business type                                                 
(Please note All Government is inclusive of national, provincial and local governments)

SECTOR
Male Female Foreign 

National TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Agriculture 11.4% 5.7% 2.9% 65.7% 0.0% 2.9% 2.9% 8.6% 0.0% 0.0% 100.0%

Mining and 
Quarrying 14.8% 3.7% 0.0% 63.0% 1.9% 0.0% 0.0% 14.8% 1.9% 0.0% 100.0%

Manufacturing 7.9% 6.1% 12.2% 57.3% 1.8% 4.3% 0.6% 9.1% 0.6% 0.0% 100.0%

Electricity, Gas 
and Water 20.7% 0.0% 3.4% 48.3% 10.3% 0.0% 0.0% 17.2% 0.0% 0.0% 100.0%

Construction 9.8% 5.9% 3.9% 72.5% 5.9% 0.0% 0.0% 2.0% 0.0% 0.0% 100.0%

Retail and Motor 
Trade/Repair 
Service

5.3% 8.8% 7.0% 52.6% 1.8% 0.0% 3.5% 21.1% 0.0% 0.0% 100.0%

Wholesale 
Trade/ Com-
mercial Agents/
Allied Services

2.2% 4.3% 6.5% 60.9% 0.0% 2.2% 0.0% 21.7% 0.0% 2.2% 100.0%

Catering/Accom-
modation/other 
trade

30.2% 1.9% 0.0% 17.0% 20.8% 5.7% 1.9% 18.9% 3.8% 0.0% 100.0%

Transport/ 
Storage/ 
Communications

7.9% 4.0% 11.9% 43.6% 5.0% 3.0% 4.0% 19.8% 0.0% 1.0% 100.0%

Finance/Busi-
ness Services 10.4% 5.8% 5.0% 42.3% 4.6% 1.9% 4.6% 21.9% 2.7% 0.8% 100.0%

Community/
Social/Personal 
Services

34.5% 5.0% 3.6% 20.5% 16.4% 2.3% 5.0% 12.7% 0.0% 0.0% 100.0%

BUSINESSES 
TYPE

Male Female Foreign 
National TOTAL

African Coloured Indian White African Coloured Indian White Male Female

All 
Employers 15.0% 4.5% 6.9% 41.3% 8.0% 2.5% 3.2% 15.7% 2.4% 0.6% 100.0%

All
Government 39.0% 5.4% 4.4% 13.4% 23.8% 2.6% 2.9% 7.7% 0.5% 0.3% 100.0%

National 
Government 34.3% 4.6% 4.8% 13.8% 24.0% 2.6% 4.1% 10.5% 0.7% 0.5% 100.0%

Provincial 
Government 45.1% 5.6% 3.1% 7.4% 28.5% 3.4% 2.0% 4.5% 0.4% 0.0% 100.0%

Local 
Government 41.7% 6.5% 4.7% 18.3% 19.4% 1.9% 1.4% 5.7% 0.3% 0.1% 100.0%

Private 
Sector 10.2% 4.3% 7.4% 47.5% 4.8% 2.4% 3.2% 16.9% 2.8% 0.6% 100.0%

Non-Profit 
Organisation 27.9% 5.3% 3.2% 21.6% 16.6% 4.4% 3.2% 15.9% 1.3% 0.6% 100.0%

SOE 26.8% 4.4% 6.4% 24.7% 18.3% 2.8% 3.0% 10.6% 2.0% 0.9% 100.0%

Educational 
Institution 23.0% 4.5% 5.4% 21.8% 13.8% 3.1% 3.7% 22.1% 2.0% 0.4% 100.0%
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The picture depicted in Table 16 is very similar to that of Top Management with slightly reduced representation of the African 
group in all tiers of government.  African representation, both males and females, is strongest at provincial government for 
both the genders. Africans as a group are also significantly represented at the senior management level in SOEs, which is 
bigger than the White group.

More people from the White group, especially White females, are found in non-profit organisations and educational 
institutions, while the status quo of White male representation is still very prominent in the private sector, non-profit 
organisations as well as educational institutions.  

Table 17: Workforce profile at the Senior Management level by Business Type for disability                                              
(Please note All Government is inclusive of national, provincial and local Governments)  

According to Table 17, White people with disabilities are mostly represented in the private sector, non-profit organisations, 
parastatals and National Government at this level. Although the numbers are small, the Indian group, especially males, seems 
to  be over-represented in educational institution. African people with disabilities are mostly represented in the provincial and 
local government spheres at the Senior Management.

Business 
Type

Male Female Foreign 
National TOTAL

African Coloured Indian White African Coloured Indian White Male Female

All 
Employers 15.6% 5.1% 6.0% 43.7% 7.0% 2.3% 3.0% 15.8% 1.0% 0.4% 100.0%

All 
Government 41.8% 1.8% 3.6% 12.7% 34.5% 3.6% 0.0% 1.8% 0.0% 0.0% 100.0%

National 
Government 22.1% 5.2% 2.6% 31.2% 15.6% 0.0% 5.2% 18.2% 0.0% 0.0% 100.0%

Provincial 
Govern-
ment

53.8% 5.1% 5.1% 15.4% 15.4% 2.6% 2.6% 0.0% 0.0% 0.0% 100.0%

Local 
Government 38.9% 5.6% 0.0% 44.4% 5.6% 5.6% 0.0% 0.0% 0.0% 0.0% 100.0%

Private 
Sector 9.8% 5.2% 7.0% 50.8% 3.5% 2.3% 2.5% 17.2% 1.3% 0.5% 100.0%

Non-Profit 
Organisa-
tion

16.2% 5.4% 2.7% 21.6% 27.0% 2.7% 2.7% 21.6% 0.0% 0.0% 100.0%

SOE 17.6% 5.9% 2.9% 47.1% 2.9% 2.9% 2.9% 17.6% 0.0% 0.0% 100.0%

Educational 
Institution 37.4% 4.4% 4.4% 14.3% 19.8% 3.3% 6.6% 8.8% 1.1% 0.0% 100.0%
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Figure 14: Workforce population distribution for Senior Management for all employers

According to Figure 14, African representation is strongest in the government at this level and White representation still remain 
the strongest in the private sector, where they continue to be over-represented.

Figure 15: Workforce population distribution for Senior Management for government employers only

Figure 15 shows African representation to be at reasonable levels in national and provincial government, and to a lesser extent 
in local government. White and Indian representation is almost double their EAP in local government at this level.

Figure 16: Workforce population distribution for Senior Management for private sector employers

Figure 16 shows that whites are over-represented in the private sector compared to other sectors, African females lead at State 
Owned Enterprises as compared to other female groups.
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Table 18: Workforce profile and movements at the Senior Management level in terms of population group, gender and 
disability - (Please note that there is no separate workforce movement data for disability)

As shown in Table 18, the over-representation of Whites at this level almost mirrors their representation and the recruitment 
and promotion opportunities offered to them at the Top Management level.   Whites and Indians are more likely to be appointed, 
promoted or exposed to training at the Senior Management level, particularly when their EAP is taken into account.  

Only 44.1% work opportunities went to the Black group collectively at the Senior Management level compared to 50.1% for the 
White group. The same pattern prevailed with the White group exposed to more training opportunities (50.2%) than the Black 
group (49.6%). With regards to promotion the Black group had a slight advantage (52.9%) that the White group (44.2%).

Once again, just as with the representation at the Top Management level, the race and gender population distribution of 
people with disabilities represented at this level is very similar to that of the total workforce at this level, with White and male 
representation are leading by a huge margin. 

The existing patterns only indicate that inequities in the representation in terms of race, gender and disability at this level will 
remain for a number of decades to come.

WORKFORCE 
MOVEMENTS

Male Female Foreign        
National TOTAL

African Coloured Indian White African Coloured Indian White Male Female

Workforce 
profile for all 
employees

15.0% 4.5% 6.9% 41.3% 8.0% 2.5% 3.2% 15.7% 2.4% 0.6% 100.0%

Workforce 
profile for 
people with 
disabilities 
only

15.6% 5.1% 6.0% 43.7% 7.0% 2.3% 3.0% 15.8% 1.0% 0.4% 100.0%

Recruitment 
for all 
employers

18.3% 4.2% 6.3% 36.2% 10.7% 2.1% 3.3% 13.9% 3.9% 1.1% 100.0%

Promotion 
for all 
employers

20.0% 4.7% 8.4% 28.9% 11.7% 2.9% 5.2% 15.3% 2.1% 0.7% 100.0%

Skills 
development 
for all 
employers

17.7% 4.9% 7.8% 32.7% 11.9% 3.1% 4.2% 17.5% 0% 0% 100%
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5.2.3	Professionally Qualified in terms of POPULATION GROUP, gender and 		
	 disability

Figure 17: Workforce profile at the Professionally Qualified level by population group, gender and disability

Figure 17 reflects that at 40.2% whites are still over-represented at this level three-and-a-half times in comparison with their 
EAP.  Blacks, particularly Africans and Coloureds are gradually making ground at this level both in terms of males and females. 
Although this is still low in comparison to the EAP, this is pleasing as it is the level which is a feeder to the upper echelons 
indicating the availability of a pool of suitably qualified designated people. The representation of Indians is still very high as it 
is nearly three times their EAP at this level.

It is clear from the above chart that males still make up the majority of employees at this level, but the gap is narrowing as 
female representation at this level is only about 2.9% below their EAP.  Much still needs to be done in terms of the representation 
of people with disabilities as they accounted for a mere 1.8% of the workforce at this level, although it is an improvement from 
the upper two levels.
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Table 19: Workforce profile at the Professional Qualified level by province and by population group and gender

According to Table 19, the representation of Whites is more than double their EAP in most of the provinces. 

African people are mostly over-represented in Limpopo. Whites are mostly represented at the professionally qualified level 
in six of the nine provinces, while White female representation is also more than double their EAP in most provinces and they 
appear to be doing particularly well in the Western Cape.  

Table 20: Workforce profile at the Professionally Qualified level by province for disability

Table 20 shows that except for the Limpopo and North West Provinces where Africans are over-represented, the White group 
continue to be the most represented in  other provinces at the Professionally Qualified level. White people with disabilities 
are most represented in Mpumalanga, where they make up more than 64.1% of the people with disabilities employed. African 
people with disabilities are the least represented in the Western Cape Province and Indian people with disabilities are well 
represented in Kwazulu-Natal. Males with disabilities are more than females with disabilities at this level.

Males with disabilities are more than females with disabilities at this level. 

PROVINCE
Male Female Foreign        

National TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Western  
Cape 8.1% 14.8% 3.2% 25.9% 7.3% 15.1% 2.4% 21.0% 1.5% 0.7% 100.0%

Eastern  
Cape 27.4% 6.1% 0.9% 13.0% 37.8% 4.2% 0.6% 8.6% 1.0% 0.4% 100.0%

Northern  
Cape 18.7% 13.7% 0.5% 35.3% 9.7% 8.6% 0.2% 12.3% 0.8% 0.3% 100.0%

Free State 26.2% 1.5% 0.3% 22.1% 27.1% 1.7% 0.4% 17.4% 2.2% 1.1% 100.0%

KwaZulu-
Natal 22.6% 2.3% 13.9% 14.8% 23.0% 2.0% 10.3% 8.5% 1.8% 0.6% 100.0%

North West 28.9% 1.3% 1.3% 23.3% 27.6% 1.1% 0.8% 14.3% 1.3% 0.2% 100.0%

Gauteng 18.6% 4.0% 5.8% 28.3% 16.2% 3.4% 4.4% 16.7% 2.0% 0.7% 100.0%

Mpumalanga 35.7% 1.2% 1.3% 32.5% 14.9% 0.5% 0.3% 11.0% 2.4% 0.3% 100.0%

Limpopo 42.0% 0.2% 0.3% 4.6% 48.0% 0.2% 0.2% 3.0% 1.3% 0.3% 100.0%

	
PROVINCE

Male Female Foreign        
National TOTAL

African Coloured Indian White African Coloured Indian White Male Female

Western  
Cape 4.7% 15.3% 2.8% 38.6% 1.7% 10.6% 1.7% 22.5% 1.3% 0.8% 100.0%

Eastern  
Cape 23.1% 11.3% 2.3% 28.5% 20.4% 3.6% 0.0% 10.4% 0.5% 0.0% 100.0%

Northern  
Cape 16.7% 8.3% 0.0% 41.7% 8.3% 8.3% 0.0% 16.7% 0.0% 0.0% 100.0%

Free State 32.1% 3.6% 0.0% 46.4% 7.1% 0.0% 0.0% 7.1% 0.0% 3.6% 100.0%

KwaZulu-
Natal 15.4% 2.5% 16.5% 29.1% 11.2% 1.8% 4.9% 17.5% 0.7% 0.4% 100.0%

North West 34.8% 0.0% 0.0% 34.8% 18.0% 0.0% 2.2% 10.1% 0.0% 0.0% 100.0%

Gauteng 16.6% 3.3% 5.6% 37.6% 11.0% 2.3% 3.2% 19.5% 0.5% 0.4% 100.0%

Mpumalanga 28.2% 0.8% 1.5% 51.1% 4.6% 0.0% 0.0% 13.0% 0.8% 0.0% 100.0%

Limpopo 58.8% 0.0% 0.0% 10.9% 26.1% 0.0% 0.0% 4.2% 0.0% 0.0% 100.0%
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Table 21: Sector workforce profile at the Professionally Qualified Level by population group and gender

According to Table 21, Africans are mostly represented within the community, social and personal services industry, which is 
mainly composed of government departments, while Whites still dominate in many of the other sectors. Most notable is the 
significant representation of females, which surprisingly even surpasses their male counterparts in this sector.

Africans are more represented at the professionally qualified level within the electricity, gas and water supply sector. African 
females feature prominently in the catering sector, more than even their male counterparts

SECTORS
Male Female Foreign National

TOTAL
African Coloured Indian White African Co-

loured Indian White Male Female

Agriculture 24.5% 4.8% 1.8% 37.3% 12.0% 2.6% 1.0% 14.3% 1.4% 0.3% 100.0%

Mining and 
Quarrying 24.5% 2.9% 2.6% 45.3% 8.7% 1.1% 1.4% 10.4% 2.6% 0.5% 100.0%

Manufacturing 13.2% 6.6% 8.8% 41.9% 5.6% 3.0% 3.8% 14.9% 1.9% 0.4% 100.0%

Electricity, Gas 
and Water 27.8% 4.7% 5.8% 25.2% 20.9% 2.2% 2.4% 8.3% 2.3% 0.4% 100.0%

Construction 22.4% 6.1% 4.3% 43.4% 8.1% 1.2% 1.5% 8.7% 4.0% 0.4% 100.0%

Retail and Mo-
tor Trade/Re-
pair Service

16.6% 7.4% 7.1% 25.3% 11.6% 7.5% 4.6% 18.9% 0.7% 0.3% 100.0%

Wholesale 
Trade/ 
Commercial 
Agents/Allied 
Services

16.4% 5.6% 7.7% 29.8% 10.2% 4.6% 3.9% 20.1% 1.2% 0.3% 100.0%

Catering/Ac-
commodation/
other trade

16.4% 4.3% 3.8% 19.1% 19.8% 6.0% 4.1% 22.3% 3.0% 1.3% 100.0%

Transport/ 
Storage/ Com-
munications

19.7% 6.1% 7.7% 33.0% 10.8% 2.9% 3.3% 13.4% 2.6% 0.5% 100.0%

Finance/Busi-
ness Services 13.8% 5.0% 7.0% 25.8% 12.4% 5.6% 6.6% 21.3% 1.5% 0.9% 100.0%

Community/
Social/Personal 
Services

25.4% 4.1% 2.8% 10.2% 34.4% 5.2% 3.4% 12.0% 1.7% 0.7% 100.0%
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Table 22 : Sector workforce profile at the Professionally Qualified Level for disability

The continued dominance of White disabled people in the Professionally Qualified level is observed, in Table 22, in most of the sectors. 
An exception can be seen in the Community, Social & Personal Services, where Africans have a slight edge over other race groups. 

There is an over representation of male people with disabilities in all the sectors at this level.

SECTOR
Male Female Foreign         

National TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Agriculture 15.9% 6.2% 2.1% 40.7% 11.7% 3.4% 2.1% 17.9% 0.0% 0.0% 100.0%

Mining and 
Quarrying 23.5% 1.9% 0.9% 58.2% 1.4% 1.4% 0.5% 10.8% 1.4% 0.0% 100.0%

Manufacturing 9.4% 8.3% 9.1% 52.2% 2.4% 4.5% 1.4% 12.0% 0.5% 0.2% 100.0%

Electricity, Gas 
and Water 13.5% 8.6% 3.7% 44.8% 11.7% 1.8% 3.1% 11.7% 0.0% 1.2% 100.0%

Construction 21.5% 4.0% 4.7% 50.3% 6.0% 0.0% 1.3% 10.7% 0.0% 1.3% 100.0%

Retail and Mo-
tor Trade/Re-
pair Service

5.4% 4.9% 14.1% 41.3% 2.7% 3.3% 4.3% 22.8% 0.5% 0.5% 100.0%

Wholesale 
Trade/ Com-
mercial Agents/
Allied Services

4.9% 4.2% 9.9% 50.0% 1.4% 3.5% 2.8% 22.5% 0.0% 0.7% 100.0%

Catering/Accom-
modation/other 
trade

8.3% 1.2% 2.4% 31.5% 13.1% 4.8% 0.0% 31.5% 3.6% 3.6% 100.0%

Transport/ Stor-
age/ Communi-
cations

17.6% 7.3% 7.6% 43.3% 6.4% 0.9% 2.7% 13.0% 1.2% 0.0% 100.0%

Finance/Busi-
ness Services 11.3% 3.7% 5.2% 34.6% 7.3% 4.8% 4.9% 27.3% 0.4% 0.4% 100.0%

Community/
Social/Personal 
Services

28.9% 4.2% 3.5% 21.8% 21.5% 2.2% 2.2% 15.2% 0.4% 0.1% 100.0%
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Table 23: Workforce profile at the Professional Qualified level by population group and gender and by business type 
-(Please note All Government is inclusive of national, provincial and local governments)

As far as the Professionally Qualified level is concerned, Whites still have an edge over other population groups in the private 
sector and the educational institutions, while White females continue to have an advantage over other Black females in non-
profit organisations as shown in Table 23.

The African group is mostly employed in government and State Owned Enterprises with African females dominating the 
provincial government. The representation of foreign nationals (mostly male) is visible only in educational institutions and 
non-profit organisations.. 

Table 24: Workforce profile at the Professional Qualified level by business type for disability -                                      
(Please note All Government is inclusive of national, provincial and local governments)

Table 24, above shows that White people with disabilities are over-represented in the Private Sector, educational institutions, 
State Owned Enterprises and the National Government at this level. Disabled Africans however feature mostly in Provincial and 
Local Government spheres an in non-profit organisations. 

Female people with disabilities are mostly represented in non-profit organisations at the Professionally Qualified level.

BUSINESSES 
TYPE

Male Female Foreign 
National TOTAL

African Coloured Indian White African Coloured Indian White Male Female

All Employers 19.8% 5.1% 5.4% 24.9% 18.6% 4.5% 4.0% 15.3% 1.8% 0.6% 100.0%

All Govern-
ment 30.1% 4.2% 2.3% 8.5% 36.6% 5.7% 2.8% 8.3% 1.0% 0.5% 100.0%

National Gov-
ernment 36.7% 3.5% 2.2% 11.4% 30.1% 3.0% 2.6% 9.9% 0.4% 0.2% 100.0%

Provincial 
Government 28.5% 3.5% 2.1% 6.2% 40.2% 6.5% 3.0% 8.0% 1.3% 0.6% 100.0%

Local Govern-
ment 28.7% 10.2% 3.6% 19.4% 23.2% 5.3% 1.6% 7.6% 0.3% 0.1% 100.0%

Private Sec-
tor 15.3% 5.7% 6.9% 32.8% 9.8% 4.5% 4.6% 18.0% 1.8% 0.6% 100.0%

Non-Profit 
Organisation 25.9% 4.4% 2.8% 16.6% 23.4% 5.0% 2.7% 16.4% 2.0% 0.8% 100.0%

SOE 26.7% 4.2% 5.3% 26.1% 19.6% 3.0% 3.2% 9.3% 1.9% 0.6% 100.0%

Educational 
Institution 19.8% 3.4% 3.8% 14.4% 30.6% 2.8% 3.8% 16.7% 3.4% 1.3% 100.0%

Business Type
Male Female Foreign 

National TOTAL
African Coloured Indian White African Coloured Indian White Male Female

All Employers 17.4% 4.8% 5.4% 36.4% 10.7% 3.1% 2.7% 18.4% 0.6% 0.4% 100.0%

All Govern-
ment 30.5% 6.1% 2.6% 23.3% 20.1% 2.6% 1.7% 12.9% 0.2% 0.0% 100.0%

National Gov-
ernment 29.6% 3.8% 3.5% 25.4% 16.5% 1.2% 2.7% 16.9% 0.4% 0.0% 100.0%

Provincial 
Government 32.3% 6.8% 2.1% 17.3% 25.6% 3.2% 1.3% 11.1% 0.2% 0.0% 100.0%

Local Govern-
ment 24.8% 8.3% 2.8% 44.0% 4.6% 3.7% 0.9% 11.0% 0.0% 0.0% 100.0%

Private Sec-
tor 11.1% 5.3% 6.7% 44.0% 4.8% 3.7% 3.3% 20.2% 0.5% 0.4% 100.0%

Non-Profit 
Organisation 14.6% 1.0% 1.0% 34.4% 13.5% 3.1% 1.0% 30.2% 0.0% 1.0% 100.0%

SOE 24.8% 3.7% 4.1% 35.3% 13.3% 0.9% 2.8% 13.8% 0.0% 1.4% 100.0%

Educational 
Institution 24.4% 2.1% 4.4% 22.6% 22.0% 2.1% 2.0% 18.0% 1.7% 0.8% 100.0%
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Figure 18: Workforce population distribution for Professionally Qualified for all employers

Figure 18 shows that the government is doing very well in terms of representation of the African group (66.7%) and females in 
particular (53.4%). In contrast the White group especially males are still over represented by almost half (46.9%) in the private 
sector and by more than a third (40.2%) in all establishments who reported overall.

Figure 19: Workforce population distribution for Professionally Qualified for government employers only

Figure 19 depicts the workforce distribution within government only. As can be seen in this level there is an overwhelming 
majority representation of Blacks in provincial government (83.8%) followed by national government (78.1%) and local 
government (72.6%). There appears to be a clear preference for the appointment of males in most spheres with the exception 
of the provincial government sector which places an emphasis in the appointment of females. 

Figure 20: Workforce population distribution for Professionally Qualified for private sector employers
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Figure 20 above shows the representation of the workforce in the private sector.  Just over half of the workforce (50.8%) within 
private entities in the professional occupational level consists of the White group. This is followed by 25.1% Africans, 11.5% 
Indians and 10.2% Coloureds. This representation is imbalanced in comparison with the EAP of the various population groups.

With regards to the educational institutions, just more than half (50.4%) of the Africans are represented at this level, followed 
by whites (31.1%), Indians (7.6%) and Coloureds (6.2%). Of significance is the encouraging representation of females in the 
educational institution sector at 53.9% in relation to their EAP. 

There is an almost equitable representation of African and white males within State Owned Enterprises at this level. 

Table 25: Workforce profile and movements at the Professionally Qualified level in terms of population group, gender 
and disability - (Please note that there is no separate workforce movement data for disability)

As can be seen in Table 25, the African group has made significant gains with regards to recruitment (45.1%), promotions (50%) 
and skills development opportunities (41.3%). Females were afforded more recruitment and training opportunities than males, 
which is a significant change in practice as there has been more emphasis on males than females. Despite the White group 
already making up 40.2% of the representation at this level, a third of all recruitments (33.2%) of all recruitments, promotions 
(30.3%) and training (34.4%) opportunities were afforded to them. Coloureds were also afforded more promotion and training 
opportunities than Indians but the situation with regards to recruitment is still following traditional patterns.

5.2.4	 Skilled in terms of POPULATION GROUP, gender and disability

African

Coloured

Indian

White

Foreign Na�onal

59.3% 

1.5% 

22.0% 

5.9% 

11.3% 

Skilled Technical - Population group

WORKFORCE 
MOVEMENTS

Male Female Foreign        
National TOTAL

African Coloured Indian White African Coloured Indian White Male Female

Workforce 
profile for all 
employees

19.8% 5.1% 5.4% 24.9% 18.6% 4.5% 4.0% 15.3% 1.8% 0.6% 100.0%

Workforce 
profile for 
people with 
disabilities 
only

17.4% 4.8% 5.4% 36.4% 10.7% 3.1% 2.7% 18.4% 0.6% 0.4% 100.0%

Recruit-
ment for all 
employers

18.9% 3.9% 5.2% 19.8% 26.2% 3.5% 4.5% 13.4% 3.3% 1.2% 100.0%

Promotion 
for all em-
ployers

26.3% 5.0% 4.4% 16.4% 23.7% 4.5% 4.2% 13.9% 1.0% 0.4% 100.0%

Skills devel-
opment for 
all employ-
ers

19.2% 6.0% 5.8% 18.3% 22.1% 7.8% 4.6% 16.1% 0% 0% 100%
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Figure 21: Workforce profile at the Skilled Level by population group, gender and disability

Figure 21 shows that the representation of Africans at 59.3% is much closer to their EAP at the skilled technical level.  Of 
particular significance is the representation of Coloureds at 11.3%, which has surpassed their EAP although this is a picture, 
which should have been seen at the previous levels. Although at a diminishing rate, the representation of the White group still 
remains twice their EAP and Indians have also surpassed their EAP. The representation of all the population groups, except for 
Africans, is either near or above their EAP at this level.

The representation of females (47.1%) has slightly surpassed their EAP at the expense of male representation (52.9%), which is 
very close to their respective EAP. This is a positive step towards the increase in the representation of females, who have been 
confined to low-level jobs. With regards to the people with disabilities, they accounted for only 1% of the workforce at this level

Table 26: Workforce profile at the Skilled Level by province and by population group and gender

Table 26 above shows that the representation of the designated groups in terms of population group and gender at this level has 
been reaching relatively reasonable proportions in all provinces. Africans are mostly represented in all Provinces with an over-
representation in Limpopo (94.6%). The representation of females in the Eastern Cape (55.1%), Limpopo (54.3%), KwaZulu-Natal 
(52.7%) and the North West (41.9%) Provinces are very impressive as it surpasses the provincial EAP’s. This is an indication of a 
commitment towards transformation in these provinces.  The representation of foreign nationals in Mpumalanga and North West 
Provinces is almost greater than that of Coloureds and Indians combined.

Dissability

Other

1% 

99% 

Skilled  Technical

Male

Female
52.9% 47.1% 

Skilled Technical - Gender

PROVINCE
Male Female Foreign National

TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Western  
Cape 15.6% 18.5% 1.7% 10.9% 14.4% 20.4% 1.7% 15.4% 0.8% 0.5% 100.0%

Eastern  
Cape 25.1% 5.5% 0.4% 6.9% 50.1% 4.6% 0.4% 5.9% 0.8% 0.3% 100.0%

Northern  
Cape 29.8% 21.9% 0.4% 19.5% 12.5% 8.5% 0.0% 7.1% 0.2% 0.0% 100.0%

Free State 31.1% 2.4% 0.2% 11.5% 37.2% 3.2% 0.1% 13.0% 1.0% 0.2% 100.0%

KwaZulu-
Natal 26.6% 1.9% 8.8% 4.6% 42.2% 2.2% 8.3% 4.7% 0.6% 0.2% 100.0%

North  West 33.2% 0.9% 0.3% 11.2% 40.5% 1.1% 0.3% 10.1% 2.3% 0.1% 100.0%

Gauteng 33.5% 4.8% 3.0% 14.8% 23.6% 4.4% 2.7% 11.4% 1.4% 0.3% 100.0%

Mpumalanga 50.6% 1.5% 0.5% 21.2% 15.6% 0.4% 0.3% 6.4% 3.4% 0.1% 100.0%

Limpopo 40.5% 0.1% 0.1% 1.5% 54.1% 0.1% 0.1% 2.1% 1.2% 0.3% 100.0%
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Table 27: Workforce profile at the Skilled Level by province for disability

According to Table 27 above, there is an over-representation of African people with disabilities in Limpopo (97.5%), whilst whites 
are mostly represented in the Northern Cape at 52.9%, Free State (45.7%) and the Western Cape (40%). The representation of 
disabled females is disappointing in comparison to their able-bodied counterparts. 

Table 28: Sector workforce profile at the Skilled Level by population group and gender
Table 28 shows that the most of the industries within the skilled level is highly represented by Africans, notably African males. 

This is the case especially in the mining (50.9%), construction (44.2%), electricity & gas (38.9%) and the transport, storage and 
communications industries (33%). 
Whites are mostly represented in mining (29.9%) and the manufacturing industries (23.6%). Most of the industries are male 

SECTORS
Male Female Foreign National

TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Agriculture 35.7% 9.5% 1.9% 16.3% 16.6% 5.7% 1.0% 12.3% 0.8% 0.1% 100.0%

Mining and Quar-
rying 44.2% 3.9% 0.8% 29.9% 8.7% 1.0% 0.4% 6.1% 5.0% 0.1% 100.0%

Manufacturing 31.6% 9.6% 6.7% 23.6% 8.9% 4.6% 2.7% 10.1% 1.9% 0.2% 100.0%

Electricity, Gas 
and Water 38.9% 4.8% 2.5% 15.0% 27.1% 2.7% 1.5% 6.4% 0.8% 0.2% 100.0%

Construction 50.9% 7.2% 2.4% 17.1% 9.8% 1.7% 1.1% 6.0% 3.7% 0.2% 100.0%

Retail and Motor 
Trade/Repair 
Service

24.2% 7.1% 5.0% 13.2% 22.8% 10.7% 4.3% 12.2% 0.4% 0.2% 100.0%

Wholesale Trade/ 
Commercial 
Agents/Allied 
Services

27.8% 6.7% 5.3% 16.9% 16.3% 6.5% 4.2% 15.5% 0.7% 0.3% 100.0%

Catering/Accom-
modation/other 
trade

26.0% 5.0% 2.5% 8.2% 30.2% 9.5% 3.0% 12.4% 1.8% 1.3% 100.0%

Transport/ Stor-
age/ Communi-
cations

33.0% 8.1% 5.0% 19.6% 17.2% 4.4% 2.6% 8.9% 0.9% 0.2% 100.0%

Finance/Business 
Services 21.0% 5.6% 3.7% 10.0% 26.8% 9.6% 5.0% 17.3% 0.6% 0.4% 100.0%

Community/
Social/Personal 
Services

30.5% 3.8% 1.5% 3.5% 44.8% 4.8% 2.5% 7.6% 0.7% 0.4% 100.0%

PROVINCE
Male Female Foreign National

TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Western  
Cape 8.0% 21.3% 3.1% 20.1% 6.3% 18.6% 2.3% 19.9% 0.3% 0.0% 100.0%

Eastern  
Cape 31.9% 10.7% 0.5% 15.9% 28.1% 4.9% 0.2% 7.4% 0.4% 0.0% 100.0%

Northern  
Cape 13.2% 22.6% 1.9% 47.2% 3.8% 5.7% 0.0% 5.7% 0.0% 0.0% 100.0%

Free State 27.2% 4.3% 1.1% 25.0% 20.7% 0.0% 1.1% 20.7% 0.0% 0.0% 100.0%

KwaZulu-
Natal 31.5% 3.8% 17.8% 12.1% 15.1% 1.9% 8.4% 8.6% 0.6% 0.2% 100.0%

North  West 37.3% 1.5% 0.7% 18.3% 30.6% 1.5% 0.4% 8.6% 1.1% 0.0% 100.0%

Gauteng 26.2% 4.6% 3.4% 22.0% 19.8% 4.3% 2.5% 16.3% 0.8% 0.2% 100.0%

Mpumalanga 48.7% 0.9% 0.0% 26.3% 13.7% 0.6% 0.0% 9.6% 0.3% 0.0% 100.0%

Limpopo 83.7% 0.1% 0.0% 1.4% 13.8% 0.1% 0.0% 0.7% 0.1% 0.1% 100.0%
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dominated, with females mostly represented in the community, social & personal services industry (59.7%), followed by 
finance & business services industry (58.7%) and catering/accommodation industry (55.1%).  

The representation of African females within the electricity, gas & water supply is encouraging as it is an indication that 
females are beginning to make inroads into the industries, which were traditionally male dominated although more could be 
done with regards to the representation of females in all industries in general. 

Table 29: Sector workforce profile at the Skilled Level for disability
As expected Table 29, indicates that males are also over-represented in people with disabilities in most industries at the Skilled 

Technical level, with the exception of the catering/accommodation sector (58.4%) and community, social & personal services 
(50.2%).  African males with disabilities feature prominently in construction (46.7%), mining (46.5%), and finance & business 
services (39%) industries, which are traditionally male dominated. White females with disabilities also feature prominently in 
the wholesale & retail trade industry (19.7%).

Table 30 : Workforce profile at the Skilled level by population group and gender and by business type -                                                                                                                           

SECTORS
Male Female Foreign National

TOTAL
African Coloured Indian White African Coloured Indian White Male Female

Agriculture 35.6% 11.0% 3.3% 17.5% 10.4% 6.8% 1.8% 13.4% 0.3% 0.0% 100.0%

Mining and    
Quarrying 46.5% 2.9% 0.7% 34.6% 4.2% 0.6% 0.1% 5.02% 5.2% 0.0% 100.0%

Manufacturing 22.7% 11.2% 7.9% 34.6% 6.7% 4.8% 1.5% 10.2% 0.5% 0.0% 100.0%

Electricity, Gas 
and Water 33.2% 3.5% 2.9% 33.2% 14.2% 1.4% 0.9% 9.6% 0.8% 0.1% 100.0%

Construction 46.7% 5.6% 2.8% 23.6% 7.9% 1.9% 0.5% 10.0% 0.5% 0.5% 100.0%

Retail and Motor 
Trade/Repair 
Service

18.2% 6.0% 8.4% 19.3% 17.0% 10.1% 5.5% 15.4% 0.0% 0.2% 100.0%

Wholesale Trade/ 
Commercial 
Agents/Allied 
Services

20.0% 7.7% 7.4% 20.4% 14.6% 5.6% 4.2% 19.7% 0.2% 0.2% 100.0%

Catering/Accom-
modation/other 
trade

20.3% 6.4% 1.9% 11.4% 28.7% 11.1% 3.3% 15.3% 0.8% 0.6% 100.0%

Transport/    
Storage/      
Communications

21.7% 5.2% 4.8% 31.9% 16.9% 3.8% 2.1% 13.3% 0.3% 0.0% 100.0%

Finance/Business 
Services 39.0% 4.7% 2.8% 8.7% 18.6% 6.1% 3.1% 16.7% 0.1% 0.1% 100.0%

Community/
Social/Personal 
Services

32.0% 4.6% 2.9% 9.7% 429.4% 3.8% 2.8% 14.2% 0.4% 0.2% 100.0%



46

(Please note All Government is inclusive of national, provincial and local governments)

Table 30 shows that at the skilled technical level, Blacks (89.5%) are mostly represented in government especially females (60%).  The 

provincial tier of government deserved commendation with its achievements of representation of females (67.8%) and Black females 
in particular (62%). The educational institutions are also doing well in the representation of females (68.1%) and Blacks in particular 
(57%). The over-representation of males (60.5%) in the private sector has been a common thread throughout the occupational levels. 
African males are mostly represented in most business types except in provincial government (56.9%) and educational institutions 
(45.9%).

Table 31: Workforce profile at the Skilled Level by business type for people with disabilities-                                                                                        
(Please note All Government is inclusive of national, provincial and local governments)
As shown in Table 31, the situation is the same with disabled people where males are over-represented in most of the business types 

especially African males, although white males are the most in state owned enterprises (32%). Their presence is felt within the local 
government tier (67.6%), private sector (65.2%) and in state owned enterprises (64.9%. 

In the skilled technical level, females are mostly represented within the provincial government tier (55.8%) and educational 
institutions (54.1%). 

Figure 22: Workforce population distribution for Skilled Technical for all employers

Business 
Type

Male Female Foreign         
National TOTAL

African Coloured Indian White African Coloured Indian White Male Female

All           
Employers 32.0% 5.7% 3.9% 18.8% 17.9% 4.8% 2.5% 13.7% 0.6% 0.1% 100.0%

All           
Government 31.3% 5.6% 2.1% 11.2% 30.6% 3.2% 1.5% 14.2% 0.2% 0.0% 100.0%

National 
Government 35.5% 4.3% 2.1% 11.1% 25.8% 3.2% 1.4% 16.6% 0.0% 0.0% 100.0%

Provincial 
Government 30.4% 3.8% 1.8% 8.2% 37.7% 2.6% 1.8% 13.7% 0.1% 0.0% 100.0%

Local     
Government 25.1% 16.0% 3.2% 23.3% 14.4% 5.6% 0.8% 10.4% 1.1% 0.0% 100.0%

Private    
Sector 33.6% 5.8% 4.6% 21.2% 12.7% 5.3% 2.5% 13.5% 0.7% 0.1% 100.0%

Non-Profit 
Organisation 25.2% 5.4% 1.2% 17.8% 19.8% 5.4% 3.9% 21.3% 0.0% 0.0% 100.0%

SOE 27.7% 2.5% 2.5% 32.2% 20.3% 2.3% 1.3% 10.4% 0.9% 0.0% 100.0%

Educational 
Institution 25.0% 7.4% 4.3% 7.9% 29.0% 5.9% 5.1% 14.1% 0.7% 0.5% 100.0%

	
BUSINESSES 
TYPE

Male Female Foreign        
National TOTAL

African Coloured Indian White African Coloured Indian White Male Female

All Employ-
ers 30.9% 5.7% 3.1% 12.0% 28.3% 5.6% 2.8% 10.0% 1.2% 0.3% 100.0%

All Govern-
ment 30.5% 3.9% 1.2% 3.7% 48.4% 4.2% 1.3% 6.1% 0.5% 0.2% 100.0%

National 
Government 39.6% 6.5% 1.1% 7.2% 33.0% 4.2% 1.2% 7.2% 0.0% 0.0% 100.0%

Provincial 
Government 27.2% 1.6% 0.6% 1.6% 56.9% 3.9% 1.2% 5.8% 0.8% 0.3% 100.0%

Local Gov-
ernment 33.6% 13.5% 5.0% 9.9% 23.8% 6.4% 2.1% 5.4% 0.1% 0.0% 100.0%

Private Sec-
tor 32.7% 6.9% 4.1% 16.8% 16.6% 6.1% 3.2% 11.7% 1.6% 0.3% 100.0%

Non-Profit 
Organisation 36.2% 4.1% 1.6% 7.5% 33.3% 5.5% 1.7% 9.4% 0.5% 0.2% 100.0%

SOE 34.7% 5.0% 2.4% 15.9% 28.7% 3.7% 2.1% 6.8% 0.5% 0.2% 100.0%

Educational 
Institution 19.6% 3.9% 2.2% 4.5% 45.9% 6.1% 5.0% 11.1% 1.1% 0.6% 100.0%
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According to Figure 22 males are slightly more represented than females within all employers overall (51.7%) and in the private 
sector in particular (60.5%). More than 60% of the females are represented in government with African females comprising 
almost half of them (48.4%). 

 

Figure 23: Workforce population distribution for Skilled Technical for government employers only
Figure 23 shows that Blacks especially Africans are the most represented group in government with African females (56.9%) 

doubling their male counterparts within the provincial sphere. The presence of African males is mostly felt in national (39.6%) 
and local government (33.6%) spheres. The representation of Coloured males (13.5%) within the local government sphere, which 
is surpassing that of white males (9.9%) is encouraging at this level.

Figure 24: Workforce population distribution for Skilled Technical for private sector employers
Figure 24 shows that African females (45.9%) are mostly represented within educational institutions, followed by their male 

counterparts (19.6%). The representation of African males at the skilled technical level is mostly in state owned enterprises 
(34.7%) and private entities in general (32.7%). 

Table 32: Workforce profile and movements at the Skilled Technical level in terms of population group, gender and 
disability - (Please note that there is no separate workforce movement data for disability)

0.0% 

10.0% 

20.0% 

30.0% 

40.0% 

50.0% 

60.0% 

AM CM IM WM AF CF

30.9% 5.7% 3.1% 12.0% 28.3% 5.6% 

30.5% 3.9% 1.2% 3.7% 48.4% 4.2% 

IF

2.8% 

1.3% 

WF

10.0% 

6.1% 

FM

1.2% 

0.5% 

FF 

0.3% 

0.2% 

31.1% 6.3% 3.7% 14.8% 21.6% 6.0% 3.3% 11.4% 1.5% 0.3% 

Skilled Technical

All employer 

All government 

All private 

0.0% 

10.0% 

20.0% 

30.0% 

40.0% 

50.0% 

60.0% 

AM CM IM WM AF CF

National Govt 39.6% 6.5% 1.1% 7.2% 33.0% 4.2% 

Provincial Govt 27.2% 1.6% 0.6% 1.6% 56.9% 3.9% 

IF

1.2% 

1.2% 

WF

7.2% 

5.8% 

FM

0.0% 

0.8% 

FF 

0.0% 

0.3% 

Local Govt 33.6% 13.5% 5.0% 9.9% 23.8% 6.4% 2.1% 5.4% 0.1% 0.0% 

Skilled Technical

0.0% 

10.0% 

20.0% 

30.0% 

40.0% 

50.0% 

60.0% 

AM CM IM WM AF CF

Private entities 6.9% 4.1% 16.8% 16.6% 6.1% 

Educational inst 19.6% 

32.7% 

3.9% 2.2% 4.5% 45.9% 6.1% 

IF

3.2% 

5.0% 

WF

11.7% 

11.1% 

FM

1.6% 

1.1% 

FF 

0.3% 

0.6% 

Parastatals 34.7% 5.0% 2.4% 15.9% 28.7% 3.7% 2.1% 6.8% 0.5% 0.2% 

Skilled Technical



48

Table 32 above shows that Blacks and Africans in particular have benefitted significantly from recruitment, promotion and 
training opportunities at this level, with females benefitting the most in terms of promotion opportunities (54.7%) compared to 

their male counterparts (44%).  Males continue to receive preference in terms of all recruitment (55.3%) and skills development 
(55.6%) opportunities.

WORKFORCE 
MOVEMENTS

Male Female Foreign          
National TOTAL

African Coloured Indian White African Coloured Indian White Male Female

Workforce 
profile for all 
employees

30.9% 5.7% 3.1% 12.0% 28.3% 5.6% 2.8% 10.0% 1.2% 0.3% 100.0%

Workforce 
profile for 
people with 
disabilities 
only

32.0% 5.7% 3.9% 18.8% 17.9% 4.8% 2.5% 13.7% 0.6% 0.1% 100.0%

Recruitment 
for all em-
ployers

34.3% 5.4% 2.9% 12.7% 25.6% 4.5% 2.5% 9.5% 2.0% 0.6% 100.0%

Promotion for 
all employers 31.4% 4.3% 2.2% 6.1% 39.9% 5.1% 2.2% 7.5% 0.9% 0.3% 100.0%

Skills devel-
opment for 
all employers

32.8% 7.1% 3.9% 11.8% 22.4% 7.5% 3.6% 10.8% 0% 0% 100%
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