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Summary

The real transformation of the South African Police Service (SAPS) by the country’s first democratically elected government started in 1994.At that time the police were confronted with a serious legitimacy crisis among a majority of South Africans as a consequence of many decades of brutal and racist apartheid policing practices. It was not until 1997 that the SAPS drafted what it called the ‘Credo for Affirmative Action’. This document stated that “in order to manifest commitment to this policy and constitutional responsibility, the South African Police Service shall strive to reflect the demographics of the country in all occupational classes and at all levels of the organization at national and provincial levels, in terms of race and gender” (Rauch 2000:23).

At this point the goals set for the organization included ensuring that middle and senior management levels comprised of at least 50% black people and 30% women by the year 2000. During 1999, the year of South Africa’s second democratic election, an independent committee of inquiry found that structural racism still existed in the SAPS. Following the appointment of a new national commissioner in that year, the SAPS pursued employment equity and affirmative action policies with renewed vigor. In October 2001, the organization developed and released a national employment equity plan intensifying the process of transformation. 

Apart from providing models and processes for implementation, monitoring and reporting on employment equity, the plan also revised the ideal equity targets to be achieved by the end of 2004, and these targets were as follows: upper management level 70% for designated group and 30% for non non-designated group, middle management 75% for designated group and 25% for non-designated group and lower level, 80% designated group and 20% for non-designated group. 

By 2005, the SAPS looked significantly different in terms of its racial profile. Therefore transformation in the SAPS has not been easy. However the process of transformation was ultimately implemented due to the effects of the Constitution of the Republic of South Africa Act 108 of 1996, The Employment Equity Act 55 of 1998 and the White Paper on Affirmative Action in the Public Service of 1998. This paper seeks to unravel the level of transformation in the South African Police Service from its inception in 1914 up to now. 

INTRODUCTION 

The South African Police Service (SAPS) traces its origin to the Dutch Watch, a paramilitary organization formed by settlers in the Cape in 1655, initially to protect (white) civilians against attack and later to maintain law and order. In 1795 British officials assumed control over the Dutch Watch, and in 1825 they organized the Cape Constabulary, which became the Cape Town Police Force in 1840. The Durban Police Force, established in 1846, became the Natal Mounted Police in 1861, and gradually assumed increasing paramilitary functions as South Africa endured the last in a series of frontier wars that had continued for more than a century. Therefore, this paper seeks to unravel the reforms that took place since the inception of the South African Police up to the era of the establishment of democratic police service in South Africa.

HISTORICAL BACKGROUND

The pre-constitutional period: The Union government

The South Africa Act 9 of 1909 passed by British Parliament received Royal assent on 20 September 1909 (http://www.info.gov.za). The Union Constitution became effective on 31 May 1910 and the Westminster system, created a unitary constitutional state that entrenched white political power, turning a deaf ear to opinions expressed by indigenous Africans. In terms of this system the police, the prosecution, the courts and the prisons services were directorates within the Ministry of Justice
In 1913 a number of police forces consolidated into the Mounted Riflemen's Association, and some members of this association established a separate organization, which they called the South African Police (SAP). Four years later, the Mounted Riflemen's Association relinquished its civilian responsibilities to the SAP as most of the riflemen left to serve in World War I. The SAP and the military maintained their close relationship even after the SAP assumed permanent responsibility for domestic law and order in 1926. 
The Broederbond
The Afrikaner Broederbond (later Broederbond, or Brotherhood) was the most important apartheid-era interest group in South Africa. Functioning for almost sixty years as an elite, exclusively Afrikaner, secret society, the Broederbond gradually shifted its perspective on the future and supported the political reform process beginning in the early 1980s.
Founded in 1918, the Broederbond became a secret organization in 1921 and dedicated itself to advancing Afrikaner political, cultural, and economic interests. Membership was restricted to white Afrikaner males who passed a rigorous selection process. One of the group's primary goals was to place Afrikaner nationalists in key political positions, senior government positions (especially security forces) and to establish other organizations to further Afrikaner interests. With members of the Broederbond in key leadership positions, the National Party (NP) government often promoted the interests of the group (http://www.en.wikepedia.org.za)

The Broederbond played an important role in transforming apartheid. Major governmental policy shifts in areas such as education, security and sports were first tested in Broederbond discussions before being aired in parliamentary debate. Then in November 1993, in preparation for the post-apartheid political system, the Broederbond adopted a new constitution that radically transformed the previously clandestine organization. The Broederbond changed its name to the Afrikanerbond, removed its cloak of secrecy, and abolished its Afrikaner male exclusivity by permitting women and all racial groups to join. Some membership restrictions remained including entrants must be Afrikaans speaking (http://www.en.wikepedia.org.za)

Segregation
Government policy in the Union of South Africa did not develop in isolation, but against the backdrop of black political initiatives. Segregation and apartheid assumed their shape, in part, as a white response to Africans' increasing participation in the country's economic life and their assertion of political rights. The government also regularised the job colour bar, reserving skilled work for whites and denying African workers the right to organize. 
Legislation was consolidated in the Natives Urban Areas Act 23 of 1923 consolidated urban segregation and controlled African, Coloured and Indian mobility by means of pass laws. The pass laws were intended to enmesh Africans in a web of coercion designed to force them into labour and to keep them under poor conditions and at wage levels that suited white employers, and to deny them any bargaining power. The police were used to enforce segregation policies.
Apartheid 
After the Second World War, in 1948, the NP, with its ideology of apartheid that brought an even more rigorous and authoritarian approach than the segregationist policies of previous governments, won the general election. It did so against the background of a revival of mass militancy during the 1940s, after a period of relative quiescence in the 1930s when black groups attempted to foster unity among them. 
The State became an engine of patronage for Afrikaner employment. The Afrikaner Broederbond coordinated the National Party's program, ensuring that Afrikaner nationalist interests and policies attained ascendancy throughout civil society. In 1961, the NP government under Prime Minister H.F. Verwoerd declared South Africa a republic, after winning a whites-only referendum on the issue (http://www.en.wikepedia.org.za).
In most respects, apartheid was a continuation, in more systematic and brutal form, of the segregationist policies of previous governments. A new concern with racial purity was apparent in laws prohibiting interracial marriages and provisions for population registration requiring that every South African be assigned to one discrete racial category or another. This was made possible by the following pieces of legislation: 
· Prohibition of Mixed Marriages Act 26 of 1949

· The Immorality Act 15 of 1950

· The Population Registration Act 19 of 1950

· The Group Areas Act 51 of 1950
· Bantu Authorities Act 12 of 1951
· Bantu Urban Areas 4 Act of 1954
· The Promotion of Black Self-Government Act 85 of 1958

· Black Homeland Citizenship Act 9 of 1970

· The Afrikaans Medium Decree 97 of 1974
The impact of apartheid in the South African Police
Apartheid in the South African Police was crude in both form and expression. African, Coloured and Indian police officials were seen to be naturally inferior to their white counterparts, which reflected the racist ideology of the apartheid state. Newham, Masuku and Dlamini (2006:15), highlight how African, Coloured and Indian police officials were generally treated during apartheid. They were not allowed to arrest whites and could only work within strict parameters, usually under white supervision. Typically, African, Coloured and Indian police officials received 30% less pay than their white colleagues of the same rank, had no career structure, and it was until 1978 that they could wear the same uniform as their white counterparts Newham, et al (2006:15).

Women struggle begins

On 9 August 1956, hundreds of women, mostly African, Coloureds and Indians, marched to the Union Buildings in Pretoria to hand in a petition to then Prime Minister. The petition indicated that “for hundreds of years the African, Coloured and Indian people have suffered under the bitterest laws of all - the pass laws which brought untold suffering to every African, Coloured and Indian families”(http://www.info.gov.za).

The women also indicated that all of them, African, European, Indian and Coloured, that were opposed to the pass system. As a result of this march, many of them were arrested, detained and charged. Besides the setback, women indicated they were tired of apartheid system. As a result of this incident, from 1994, the 9th of August was declared a public holiday and it is called “Women’s Day”. Every year on the 9th of August, police women together with their counterparts in the South African National Defense Force, take over operational policing functions including stop and search, roadblocks and other activities (http://www.saps.gov.za).

Homeland/Bantustan system

Prior to 1995, South Africa was divided into the so-called TBVC states namely, Transkei, Bophuthatswana, Venda and Ciskei and self-governing territories (homelands) as well as the so called Development Regions (old South Africa). The TBVC states had independent status but were not widely recognized by the international community. The self-governing territories were also referred to as homelands and included: Gazankulu, Kangwane, Kwandebele, Kwazulu, Lebowa and Qwaqwa. Every homeland and independent state had its own policing agency, bringing the total number of policing agencies in the country to eleven (six homelands, four TBVC states and the old South African Police) (http://www.answers.com). All eleven policing agencies had different uniforms, rank structures and conditions of service and were established under different pieces of legislation (http://www.answers.com). With the adoption of the Interim Constitution in 1994, the Homelands, TBVC states and the “development regions” were abolished and integrated into a united South Africa. 
The new Constitution established a single National Police Service for South Africa under the executive command and control of a National Commissioner who is appointed by the President in terms of section 205 of the Constitution Act 108 of 1996. Discrimination against policewomen in the independent states and homelands was just the same as in the old South Africa.

The first policewomen to be enlisted in the South African Police

In 1972 the South African Police enlisted the first group of white police officials. This was followed by the enlistment of the first intake of African, Coloured and Indian policewomen in 1982. The purpose of appointing these women was to perform administrative duties. These policewomen were on a different post structure than their male colleagues, which meant that policewomen had to compete with each other for promotion and not with policemen. Promotion posts were allocated according to the numerical strength of policewomen, which in itself limited promotion possibilities (Morrison 2005:1). In 1989 the separate post structure was abolished and only one post structure remained for all police members.

The De Witt Commission

The De Witt Commission of 1988 was established by the South African Police (SAP) to conduct an investigation into the restructuring of the police. The major recommendations of the De Witt Commission centered on the decentralization program of the police. This restructuring was also motivated by changes to the political environment which followed the then State President FW de Klerk’s landmark speech on 2 February 1990 (Rauch 1991:18). These changes which took place in August 1991 and were aimed at improving police community relations by improving the SAP’s image, service and organizational efficiency. 

The changes brought by the Commission need to be understood both as responses to the profound crisis of legitimacy which the police continued to experience. One landmark recommendation of the Commission was the merging of the Security Branch with the Detective Service to form the Crime Combating and Investigation Division (De Witt Commission 1988:50). 

However a major stumbling bock into these recommendations was the rigid hierarchies and militaristic style of policing which continued to derail real improvements in the service delivery (http://www.en.wikepedia.org.za).

WINDS OF CHANGE

The release of political prisoners

After former state president F.W. de Klerk lifted the ban on black political organizations and released leading political prisoners from prison in 1990, he met with the police leadership and ordered them to help end apartheid, to demonstrate greater political tolerance, and to improve their standing in African, Coloured and Indian communities (http://www.answers.com). The police accepted these orders, but did so much more slowly and reluctantly. White police personnel were, in general, ambivalent about the changes taking place and were divided over strategies for implementation. 

For decades the police force had been organized around the authoritarian ideal of maintaining apartheid (http://www.en.wikepedia.org).With wide-ranging powers, the police had operated without strong institutional checks and balances and without serious external scrutiny. For many, the government's new policies represented an abrupt reversal in the orientation of the police.
The end of separate training for the police
Through the early 1990s, police units were sometimes integrated, but most police recruits had been trained in single-race classes, sometimes in institutions designated for one racial group. For example, most African police personnel had trained at Hammanskraal, near Pretoria; most whites, in Pretoria; most coloureds, at Bishop Lavis near Cape Town; and Indians at Chatsworth, near Durban. As the apartheid era ended, these programs were restructured to emphasize racial tolerance and respect for basic human rights (Newham, et al 2006:16). The police also increased recruitment among African youth and hired international police training experts to advise them on ways to improve race relations in the service.
The National Peace Accord

The National Peace Accord was a multiparty agreement which was created in September 1991 to address high levels of political violence in the early transition period. The Peace Accord introduced a range of structures and procedures to prevent and deal with inter-group conflict. Many of these structures and procedures focused on policing. A “police board” was established which was made up of equal numbers of police generals and civilian experts on policing matters, nominated by the signatory parties to the Peace Accord. The board was to “advise” the Minister of Law and Order on transformation matters (http://www.answers.com). 

Referendum of 1992

The white South African referendum of March 17th 1992 was called by the then State President F. W. De Klerk to counter a threat to his credibility among the whites. This turned out to be much more significant than he had anticipated because of the issues and the alignment of forces in the campaign and the resounding "yes" vote which hardly any analysts had anticipated (http://www.answers.com). The results of the referendum "closed the lifespan of apartheid." and turned to be one of the most fundamental turning points in the history of South Africa.

Convention for a Democratic South Africa (CODESA)

On the 20th of December 1991, the Convention for Democratic South Africa (CODESA) was convened. The aim of CODESA was to pave the way for a democratic South Africa. In mid-1992 negotiations broke down and communal violence escalated. CODESA was then disbanded. However in March 1993, a Multi-Party Negotiation Process re-opened and paved the way for the establishment of the Transitional Executive Council (TEC). During the negotiations Mr. Joe Slovo, the former Secretary General of the South African Communist Party proposed a number of permissible compromises, most of which were ultimately adopted (Bouckaert 1994:284). 

Some of the proposals by Joe Slovo included: “the sunset clause” requiring power sharing for a specific period of time, an amnesty for past political crimes, an agreement on job security and retirement compensation for a mostly white civil servants. In addition, Joe Slovo also suggested a way of “redressing the racially accumulated imbalances in all spheres of life”. These proposals were later adopted during the interim period. 

On the 27th of April 1994, the first democratic elections were held in South Africa and the Interim Constitution Act 200 of 1993 was adopted. The adoption of the Interim Constitution signaled the end of parliamentary sovereignty and the commencement of constitutional supremacy. The Interim Constitution then introduced aspects such as transformation, representivity and human rights amongst others. 

THE BIRTH OF A DEMOCRATIC SOUTH AFRICA
The Interim Constitution Act 200 of 1993

On the 27th of April 1994 (Election Day) the Interim Constitution Act 200 of 1993 was adopted and its main purpose was to introduce a new Constitution for the Republic of South Africa and to provide for matters incidental thereto. The Interim Constitution introduced the culture of human rights in South Africa and abolished all forms of discrimination. For the first time in the history of South Africa, the South African Police was recognized by the Constitution and the mandate to prevent and investigate crime was spelt out by the Constitution.

Structural amalgamation of different policing agencies

In 1994, the government promulgated the Public Service Act 103 of 1994. This Act rationalized the public service by creating a single public service. For the first time the definition of “public service” included the police. This was followed by the adoption of the Labour Relations Act 66 of 1995 which brought a lot of changes including bargaining and the abolishment of any form of discrimination. The new government faced the mammoth task of transforming the police service into one that would be both acceptable to the majority of the population, and effective against crime (http://www.saps.gov.za).
The appointment of George Fivaz as the first democratic National Commissioner of the South African Police Service (SAPS) was a crucial moment in the transformation process. At the time of his appointment, Commissioner Fivaz emphasized the need to establish the new SAPS as legitimate and acceptable in the eyes of the majority of citizens, and for the SAPS to make a “clean and definite break with the past”. According to Rauch (1991:4) Fivaz identified a number of other challenges for his new management team, including: “to curb crime and improve levels of safety and security, improve police–community relations, remove all forms of discrimination within the SAPS, adopt a new “mindset” within the police force, restore discipline and morale among police personnel and establish a culture of fundamental rights within the police organization”.

On the 1st of December 1995, the South African Police Service Act 68 of 1995 was adopted and the eleven police agencies of the former independent states, homelands and the old South Africa were integrated into the new South African Police Service. In addition, the so-called non-statutory forces from uMkhonto we Sizwe (MK), the armed wing of the ANC and the Azanian People’s Liberation Army (APLA), the Pan African Congress (PAC) armed wing (http://www.saps.gov.za). 

GOVERNMENT STEPS TO ADDRESS TRANSFORMATION IN THE PUBLIC SERVICE

Lack of representivity at management level

Although nine new provinces were established after April 1994, the administration as a whole was characterized by the lack of representivity of all the people of South Africa in managerial positions in the public service. The white minority dominated government administration even though it had a majority black population. Another obstacle for transformation with regard to representation in the public service was the fact that structures such as “homelands” and the so-called “independent states” were created to divide the population along ethnic classification.
According to the White Paper on the Transforming of Public Service of 1995, the entire management echelon of the public service was 85% white (males) and only 30% the rest. Since public officials were seen by the majority of the broader South African community as agents of the apartheid state, they lacked respect and legitimacy. All these problems prompted the new government to come up with strategies to eliminate them.

Inappropriate use of staff resources

During the first five years of the new government, productivity in the public service was relatively low due to a number reasons including the fear of retrenchments, lack of appropriate education and training opportunities for the majority of staff (http://www.psc.gov.za). Furthermore, a disproportionate number of staff was involved in essentially duplicative administrative functions due to amalgamation, whereas serious under-staffing frequently occurred at the level of essential service provision, particularly for African, Indian and Coloured communities. All these challenges were expected to be addressed by the new government.

Restructuring

With the birth of the new government, a concerted programme was embarked upon with the aim of correcting the distortions caused by apartheid and establishing a public service that would efficiently and effectively deliver services and focus on integrated development. As a result of this, the minister of Public Service and Administration was given the task of spearheading the transformation process including the objectives and time-frames. The objectives of transformation in this regard included the promotion of representivity, integrated development, and improved quality in service provision (http://www.dpsa.gov.za).

Rationalization

The process of administrative transformation and restructuring is a difficult, complex, time consuming and costly exercise. In terms of the White Paper on Transforming the Public Service of 1995 the government proposed a number of strategies and policies to focus on the following issues: the redirection of human and other resources away from less desirable programmes and administrative tasks towards service provision for the least resourced areas and the realization of efficiency savings from increased productivity and elimination of duplication and waste of resources caused by the amalgamation of various administrative structures.The South African Police Service was one of the most affected departments in the public service because it amalgamated eleven police agencies as well as various non statutory forces. As a result of the process of rationalization, politicians concluded that during this process no one would lose his /her job. This was done in terms of the “sunset” clause that was agreed upon during the negotiation process.
Representivity and Equal Opportunities Programme (REOP)

In 1995, the management of the SAPS established a program called Representivity and Equal Opportunities Programme (REOP) and the target recipients were Africans, Coloureds, Indians and White females. According to the SAPS Circular 2/7/31 dated 22-06-1995, in order to fastrack representivity in the SAPS, it was decided to implement a Mentorship Programme, which would function according to the following guidelines:

· Suitably qualified and experienced candidates were to be appointed in the posts specifically advertised.

· Other suitable candidates with the necessary attributes, but with a lack of experience or expertise, would be appointed as Executive Assistants to the incumbents, who would their mentors.

· Executive Assistants would in the vast majority of cases be promoted by one rank on appointment.

· Individual development programmes would be devised and agreed upon for each executive assistant, tailored to his/her individual needs.

Unfortunately, this project failed due to lack of policy and legal guidelines. The incumbents ultimately resorted to legal action and subsequently were promoted to their respective ranks. After realizing that the project was a failure the National Commissioner withdrew the program in terms of SAPS Circular 2/7/31 dated 13-03-1997.

AFFIRMATIVE ACTION AND EMPLOYMENT EQUITY

In 1998, the South African Parliament passed the Employment Equity Act 55 of 1998. Section 20 of this Act makes provision for government departments to draw Employment Equity Plans which consist of the following steps: 

Step 1: Assign responsibility

This step deals with the Employment Equity Managers in an organization as well as the resources required to fulfill the expectations set for the position. The Employment Equity Manager appointed must be a permanent employee of the organization/department, report directly to the, division or province, facilitates the achievement of key Employment Equity outcomes, and has access to all personnel records.
The Employment Equity Manager must have the following at his/her disposal:
· The necessary authority and/or mandate to perform his/her duties

· An appropriate budget to facilitate the implementation of the Employment Equity Plan

· Time off from other duties and commitments to promote Employment Equity Plan and other requirements of the Act; and 

· Unrestricted access to the necessary information and resources.

Note: The assignment of responsibility for Employment Equity does not relieve the relevant accounting authority of any responsibility imposed by the Act.
Step 2: Communication, awareness and training

The aim of step 2 is to create awareness of the Employment Equity Act and obligations of the Employment Equity Managers as well as to explain how communication, awareness and training can be facilitated.

It is important that an Employment Equity Manager ensures that the following has happened: 
· That all employees have been made aware of the content of Employment Equity Act;

· Sensitized all employees about the Employment Equity and all anti-discrimination laws

· Informed of the process to be followed 

· Made aware of and understand the importance of their participation in the process. It is important for the Employment Equity Managers to ensure that;

· They know their obligations in terms of the Act

· Have attended or will attend training in diversity management and related skills and understand that discrimination can be direct, indirect or as a result of inaction or victimization.

The Act proposes that communication; awareness and Training can be achieved in various ways including: Pamphlets, Newsletters, Workshops, Videos and Training sessions.

Step 3: Consultation

Who should be consulted? Section 16 of the Employment Equity Act states that a consultative forum should be established, which includes representatives of all the relevant role-players, such as: representatives of trade unions/staff associations, employee representatives from designated groups, non-designated groups, all occupational categories and levels, senior management, including managers assigned with the responsibility of Employment Equity.

On which matters should the consultation focus? Section 17 of the Employment Equity Act stipulates that employers must take reasonable steps to consult and attempt to reach an agreement on the following aspects:
· The evaluation of policies, procedures and practices in terms of section 19 of the Employment Equity Act. Where barriers that relate to polices, procedures and practices are identified, they should be communicated to Human Resources at head office or National Office.

· The preparation and implementation of the Employment Equity Plan in terms of section 20 of the Employment Equity Act 

· The submission of the Employment Equity Report in terms of section 21 of the Employment Equity Act.

It is the duty of the Employment Equity Manager to ensure that the above matters have been complied with or at least to try to remedy deficiencies where they are identified. This must be done quarterly.

Step 4: Analysis

The appointed Employment Equity Manager undertakes an analysis for the following reasons: to assess all the employment policies, procedures and practices in the working environment at the relevant business units in order to identify barriers, practices and/or factors that may adversely affect people from the designated groups, contribute to the under-representation or under-utilization of employees from the designated groups, contribute to the lack of affirmation of diversity in the workplace, or promote Employment Equity and diversity in the workplace. To do a workplace profile in order to determine the degree of under-representation of employees from designated groups at all the different levels in the various occupational categories statistics from the last census must be considered. This will assist the organization set the ideal targets.

Step 5: Affirmative action measures 
Affirmative action measures, to address the barriers identified during the analysis, should be developed to improve the under-representation of designated group members. Such measures relate to, but are not limited to the following: 
· Appointment of members from designated groups: This would include transparent recruitment strategies such as appropriate and unbiased selection criteria and selection panels, and targeted advertising. 

· Training and development of people from designated groups: These measures include access to training by members of designated groups, structured training and development programmes like learnerships and internships; on the job mentoring and coaching, and accelerated training for new recruits. Where required, diversity training should be provided to responsible managers as well as training in coaching and mentoring skills. 

· Promotion of people from designated groups: This could form part of structured succession and experience planning and would include appropriate and accelerated training. 

· Retention of people from designated groups: Retention strategies would include the promotion of a more diverse organizational culture; an interactive communication and feedback strategy; and ongoing labour turnover analysis. 

· Reasonable accommodation for people from designated groups: These measures include providing an enabling environment for disabled workers and workers with family responsibilities so that they may participate fully and, in so doing, improve productivity. Examples of reasonable accommodation are accessible working areas, modifications to buildings and facilities, and flexible working hours where these can be accommodated. 

· Steps to ensure that members of designated groups are appointed in such positions that they are able to meaningfully participate in corporate decision-making processes: A conscious effort should be made to avoid all forms of tokenism. Candidates must be appointed with commensurate degrees of authority. 

· Steps to ensure that the corporate culture of the past is transformed in a way that affirms diversity in the workplace and harnesses the potential of all employees: Such steps could include programmes for all staff, including management, contextualizing employment equity and sensitizing employees with regard to the grounds of discrimination such as race, diversity, gender, disability, and religious accommodation. 

· Any other measures arising out of the consultative process: All corrective measures to eliminate any barriers identified during the analysis should be specified in the plan. The employer is under no obligation to introduce an absolute barrier relating to people who are not from designated groups. 

Numerical goals
Numerical goals should be developed for the appointment and promotion of people from designated groups. The purpose of these goals would be to increase the representation of people from designated groups in each occupational category and level in the employer’s workforce, where under-representation has been identified and to make the workforce reflective of the relevant demographics as provided for in form EEA 8. In developing the numerical goals, the following factors should be taken into consideration:
· The degree of under-representation of employees from designated groups in each occupational category and level in the employer’s workforce; 

· present and planned vacancies; 

· the provincial and national economically active population as presented in form EEA 8; 

· the pool of suitably qualified persons from designated groups, from which the employer may be reasonably expected to draw for recruitment purposes; 

· present and anticipated economic and financial factors relevant to the industry in which the employer operates; 

· economic and financial circumstances of the employer; 

· the anticipated growth or reduction in the employer’s workforce during the time period for the goals; 

· the expected turnover of employees in the employer’s workforce during the time period for the goals, and 

· Labour turnover trends and underlying reasons, specifically for employees from designated groups. 

Monitoring and evaluating the plan
Section 26 the Employment Equity Act states that records should be kept to assist effectively in monitoring and evaluating the plan. Mechanisms to monitor and evaluate the implementation of the plan should be agreed and include benchmarks that would permit assessment of reasonable progress. The plan should be evaluated at regular intervals to ensure that reasonable progress is made. This evaluation should be integrated into mechanisms that the employer normally utilizes to monitor its operations. The consultative forum(s) should continue to meet on a regular basis, and should receive progress reports. Progress should be recorded and communicated to employees. Such meetings should take place at reasonable intervals to ensure feedback and inform the ongoing implementation process. The plan should be reviewed and revised, as necessary, through consultation.

Reporting
Larger employers, with 150 or more employees, are required to submit first reports by 1 October, starting from 2000. Smaller employers, with fewer than 150 employees, were required to submit their first reports by 1 December 2000 and thereafter every second year, on the first working day of October, starting in 2002. The reporting format for employers is contained in the Employment Equity Report as defined in form EEA2. Designated employers whose operations extend across different geographical areas, functional units, workplaces or industry sectors may elect to submit either a consolidated or a separate report for each of these. This decision should be made by employers after consultation with the relevant stakeholders.
Enforcement of Affirmative Action and Employment Equity

Chapter 5 of the Employment Equity Act 55 of 1998 makes provision for the enforcement of the affirmative action and employment equity by the following institutions:
· The Commission for Employment Equity

· The Director General of the Department of Labour

· The Commission for Conciliation, Mediation and Arbitration (CCMA)

· The Labour Court

· The Commission for Gender Equality

OTHER INITIATIVES TO ADDRES REPRESENTIVITY IN THE SAPS

Lateral Entrants Program (LEP)

The Lateral Entry Program (LEP) is a program that was designed by the SAPS jointly with the former Technikon South Africa (now part of UNISA) and was sponsored by the Swedish International Development Aid (SIDA) (http://www.saps.gov.za). The purpose of the program was to train members of the SAPS who joined the police at managerial level from outside the police. In the past it was not possible to join the police without going through basic training. Therefore, the LEP was designed to provide lateral entrants with functional policing skills. This was made to attract designated members from outside the police to join the police. The program was implemented between 2001 and 2003.
Emerging Leader Programme (ELP)

The Emerging Leadership Programme (ELP) is but one of the interventions that have been brought to the fore to ensure that the SAPS fast-track the gender and racial composition of the police service. It is all very well to appoint the previously disadvantaged groups in the top echelon of the police service, but these appointments will amount to mere tokenism unless such appointments are preceded or succeeded by affirmation or empowerment with managerial know-how and proficiency to deal with the new challenges of managerial expertise (http://www.saps.gov.za). 

The employment equity plan ensures the employment of personnel in accordance with the population demographics. To this end, all future recruitment drives, advertisements, training schedules (including ELP nominations) and promotions or appointments at various managerial levels are in compliance with the employment equity plan. The Emergence Leadership Programme (ELP) on the other hand focuses on the accelerated development and affirmative training. 
To this end, personnel with leadership and management potential are selected and offered training to function as effective and efficient middle managers (http://www.saps.gov.za) The ELP is an Outcome-Based learning programme, designed to fulfill agreed upon needs within the SAPS. The learning programme is a six-month course and consists of the following modules: 
· Personal management and leadership

· Interpersonal leadership

· Professional leadership

· Effecting excellent service delivery

· Quality management for excellent service delivery

· Resources management (financial and human) 

Bursaries
Bursaries are awarded in terms of Affirmative Action Policy of the SAPS. About 85 % of all bursaries are awarded to historically disadvantaged groups of which women form part. Currently the Safety and Security Sectoral Bargaining Council (SSSBC) has allocated R6,750 million to women development in the 2006/7 financial year (http://www.saps.gov.za).

The Public Service Coordinating Bargaining Council (PSCBC) Resolution 7/2002

When this agreement was signed at the PSCBC offices in 2002 and parties agreed to give effect to the PSCBC Resolution 7/2001, which provided for redeployment, retraining and alternative employment of excess employees, compliance with the provisions of the Labour relations Act 66 of 1995, the Basic Conditions of Employment of 1997, the Employment Equity Act of 1998, the Skills Development Act of 1998 and the Constitution, Act 108 0f 1996.
The purpose of the agreement was to speed up transformation by conducting a skills audit so that personnel are placed in terms of their expertise. This was done to cut down duplication of functions which was caused by the amalgamation of various administrations. Unfortunately, the SAPS management failed to adhere to the guidelines when implementing this agreement. As a result about 380 disputes were registered with the bargaining council and R1 391 850.00 was lost in paying arbitrations and settlements.

ACHIVEMENTS BY THE SAPS

How did we shape up since 1994?

· First female Assistant Commissioner was appointed in 1998 (Coloured) 

· Police women enjoy same conditions of service and work alongside male counterparts in some facets

· Still largely excluded from specialized unit

· Policing is a difficult environment for women 

Current status of women in SAPS

· 2 Deputy National Commissioner

· 1 Provincial Commissioner

· 3 Divisional Commissioners 

· 6 Deputy Provincial Commissioners

· 22 Assistant Commissioners

· Allocated 40% of all trainee to women in order to improve their mobility to Supervisory, middle and senior positions

· 70% of all places in the Emerging Leadership Program has been reserved for women in order to broaden the pool of women leaders in the SAPS

· Trained 3 women Pilots, 4 women Auditors,3 women Explosives Experts and 14 women Special Task Force operators 

· All senior appointments are monitored to ensure that they are in line with the numeric goals of the SAPS Employment Equity Plan

· All recruitment and promotion drives are monitored to ensure that business units reach their numeric targets (http://www.saps.gov.za).

Current statistics
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	Overall race
	2000
	2006

	Blacks (Africans, Coloureds and Indians)
	70.20%
	80.55%

	Whites
	29.80%
	19.45%


Source: http:www.saps.gov.za

CHALLENGES

“Brain drain”

In South Africa the growth of law enforcement agencies in the private sector is enormous. Personnel from previously disadvantaged groups are poached by the private sector, security departments in other government departments, consulting firms and others. This creates a situation where the gaps which were closed are reopened.
Racism and discrimination

There units such as the Criminal Record Centre and Serious and Violent Units are seen to be “untouchables” in the sense that conditions for women are unbearable. This results in women resigning because of racism and discrimination.

Political affiliation
There are certain units such as Crime Intelligence and Security and Protection Services which are “politically polluted”. These units are commanded by former liberation combatants. Therefore it is difficult for other members to work at these units if they are not from the former liberation movements. There is always a situation “we” and “them”. This is counter-productive.

Illiteracy

The SAPS has swallowed a number various agencies which had their own recruitment procedures. This includes former Railway Police, former Municipal Police, Former Special Constables, former independent states and homelands, former liberation movements, former militias, etc… Therefore, it is difficult to discriminate against all these members when it comes to promotions. Some of these members can hardly write a proper statement. Therefore Service Delivery is compromised.

Women’s mobility in the workplace

According to the Department of Public Service and Administration’s Strategic Framework for Gender Equality Within the Public Service (2006-2015:7) women still face many barriers with regard to their mobility in the workplace, particularly barriers of access to entry into management. Furthermore, women find themselves stuck at some positions, especially in the Senior Management System (SMS). These challenges need to be debated and addressed.

WHY DO WE NEED WOMEN MANAGERS?

According to the Strategic Framework for Gender Equality Within the Public Service. (2006-2015:25), the International Labour Organization (ILO) notes three reasons why it is important for women to play an equal role in decision-making:
· It is a question of Human Rights. Women constitute about half the population and more than one third of the workforce. Equality of opportunities and treatment in employment is their right.

· It is a matter of social justice. Discrimination against women is at its harshest when it comes to employment.

THEREFORE, it is an essential requirement for the acceleration and effectiveness of development, as women are able to contribute their abilities and creativity. They can also ensure a better balance in the allocation of resources and distribution of the benefits of progress.

CONLUSION

The South African Police Service (SAPS) has achieved a target of 30% in the operational environment. The target is moving at all times in line with government pronouncements. However, women have not yet been properly integrated into the mainstream policing. They are concentrated in much smaller numbers than the men and are substantially underrepresented in specialized units. In conclusion we believe that there is progress in the implementation of Affirmative Action and Employment Equity in the SAPS.
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ACRONYMS
AA: Affirmative Action

ANC: African National Congress

APLA: Azanian Peoples Liberation Army

CODESA: Congress for Democratic South Africa
EE: Employment Equity
ELP: Emerging Leadership Program

ILO: International Labour Organization

LEP: Lateral Entrants Program

MK: uMkhonto we Sizwe (Spear of the Nation)

NP: National party

PAC: Pan African Congress

REOP: Representivity, Equal Opportunities Program

SAP: South African Police (Before 1 December 1995)
SAPS: South African Police (After 1 December 1995)

SIDA: Swedish International Development Aid

SMS: Senior Management System

TBVC: Transkei, Bophuthatswana, Venda, Ciskei (The so called independent states).

TEC: Transitional Executive Council
TSA: Technikon Southern Africa
UNSA: University of South Africa
