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1 Introduction 
 

Most Governments in the world make positive statements regarding their adoption or 

acceptance of "gender equality" in economy, society and politics, as one of the priority 

development goals.   

 

Governments may sign international agreements such as CEDAW (Convention for the 

Elimination of Discrimination Against Women), or pledge support for regional initiatives 

such as the 1995 Pacific Platform for Action (prepared for the fourth world conference on 

women).  Constitutions, as in the case of Fiji, may even make it quite explicit that there 

must not be any discrimination on the basis of gender. 

 

What is less clear, however, is the extent to which the statements of support for the 

gender equality objectives are matched by appropriate action.   The following questions 

may be asked: 

 

* has the country adopted appropriate strategies which have a  realistic capacity of 

addressing the gender imbalances? 

 

* is there a time frame, explicitly specified? 

 

* are there appropriate accountabilities built in? 

 

* is there clearly specified follow-up action, should the performance criteria not be 

met? 

 

Often of course, there is the right rhetoric, but unmatched by any real mechanisms for 

progress. 

 

One potentially powerful mechanism, through which a number of wide-ranging gender-

affirmative strategies may be implemented, is Government's annual Budget. 

 

Gender contrasted with ethnicity in Fiji 

 

In Pacific Island countries, legislators (who are mostly men) would probably be skeptical 

at the idea that they should be "engendering" their  national budgets. The typical response 

would be, national budgets are gender neutral: any government expenditure or taxation 

policy, if it applies to men, applies equally to women, in every part of the country.  A 

Government does not consciously discriminate against women.   Surely, there is no need 

to spell out what a Budget is doing to or for women?  Why do we need special budgetary 

considerations for women?    Such a reaction, would be quite typical  in Fiji. 

 

Yet nobody in Fiji bats an eyelid, when political parties express their concern, echoed by 

all kinds of official publications,  about the ethnic dimension of problems and issues.   In 

Fiji, we take it for granted that if we open an Annual Report for the Ministry of 
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Education, or Health, or Fiji Development Bank, there must be tables analyzing some 

variable or phenomenon, by race- what is the pass rate for Fijians and Indo-Fijians in Fiji 

Junior Examinations; how many Rotumans are receiving scholarships; what is the birth 

rate or mortality rate of Fijians and Indo-Fijians; what is the suicide rate for Indo-Fijian 

women compared to that for Fijian women;  how many loans does FDB make to Fijians 

as compared to Indo-Fijians, amounting to how much and what proportion of the total 

loans portfolio; what proportion of Government's development projects are helping Indo-

Fijians; what is the Budget doing to help indigenous Fijians who are commercially 

lagging behind other ethnic groups?  What is the ethnic composition of the Public 

Service, or the Military? 

 

I give these examples which have all attracted media attention and debate just in the last 

six months.  This ethnic differentiation in data collection, analysis and presentation, and 

in the formulation of economic, political or social polices, is taken for granted.  It is 

acknowledged that there are significant undesirable gaps between the ethnic groups, 

which have persisted over time, and which need to be addressed by public policy, 

because the usual run of the mill, laissez faire, free market policies have failed to narrow 

the gaps. 

 

Yet, by now, there is also much data setting out fairly clearly, how women, in Fiji, are 

also lagging behind the men, in virtually every field: economic, political, social, or 

religious- with the exception, perhaps, of crime.
1
  Nevertheless, gender issues do not 

dominate the agenda anywhere to the extent that ethnicity does.  And mention of the need 

to "engender budgets" still draws skepticism. 

 

One would have thought that government budgets, being the direct result of the political 

will of society, theoretically can be a totally appropriate mechanism through which the 

politically accepted and ratified need for gender balance, may be addressed.   

 

There are other solid reasons why in the PICs especially, Government budgets can have 

an extremely powerful impact on gender equalization. 

 

Government in the Economy and gender 

 

It is a striking characteristic of Pacific Island economies that Governments Budgets are a 

much bigger proportion of, and have a much greater impact on the economy than in 

countries like Australia, NZ or United States. 

 

Table 1  gives Government Expenditure as a proportion of GDP for a few selected 

countries.  This data does not take into account the public enterprises and statutory 

corporations which are fully or partly owned and operated by Government, and which are 

also extremely important in most Pacific Island economies.  Despite their exclusion, 

                                                        
1  Although, recently,  a USP psychologist strangely argued that women are as guilty of domestic violence 

as men, even in Fiji. 
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however, it is clear that Governments comprise very large proportions of most PIC 

economies, in contrast to the developed countries in the region, like Australia and NZ. 

For the PICs therefore, any gender equalization policy which achieves success in the 

arena covered by Government expenditure, would already have covered a significant part 

of the economy.  

 

Table 1            Central Government Expenditure as 

Perc. of GDP 

 1990 * 1998  # 

Kiribati 47 113 

Solomons 28  

Vanuatu 28 41 

Samoa 19  

Tonga 19 43 

Fiji 17 35 

Australia 17 24 

New Zealand 17 35 

 

  Source: * (1990) World Bank Database 

     # (1998) IMF Article IV Data
2
 

 

From the perspective of employment, Table 2 shows how Fiji, with the lowest share of 

Government expenditure in GDP, has a public sector (including Central Government, 

Local Government, and Statutory Corporations)
3
 which employs some 30 percent of all 

formal sector employees.  

 

Table 2     Total Paid Employment (by gender, and public/private) (1996) 

 Male Female Total % Fem.  Vert. % 

All Employers 75742 34339 110081 31  100 

Public Sector 24418 8718 33136 26  30 

Private Sector 51324 25621 76945 33  70 

Source:  1996 Annual Employment Survey, FBS.  

 

Female employment in the public sector is only 26 percent of public sector employment, 

in comparison to the 33 percent employed in the private sector.  Of formal sector 

employment as a whole, therefore, females comprise only 31 percent.   While there 

would be some proportion of women who willingly choose not to be in formal sector 

employment, the difference from the ideal target of 50% gives some indication of 

progress that may be achieved for full gender equality.
4
 

 

                                                        
2 The IMF percentages seem to use a different methodology. 
3 This data seems to under-estimates the extent of Public Sector employment in Fiji. 
4 A large proportion of the males in the Civil Service are employed as "casuals", although the established 

staff are fairly close to gender equality in aggregate. 
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Tables 1 and 2 taken together indicate firstly that gender sensitive budgets, if successful, 

would imply that the largest  part of the economy is gender neutral.  Secondly, strategies 

for the equalization of employment of women in the Civil Service must have a major 

impact on gender equalization of employment in the whole economy, thereby indirectly 

improving the structure of market incentives available to all women. 

 

Thirdly, strategies which succeed in addressing the gender imbalances at the senior levels 

of the Civil Service (see below) must inevitably also improve the gender-sensitivity of 

the senior decision-making in the Civil Service, thereby increasing the possibility that 

gender sensitive or even affirmative budgetary policies for women, may be designed and 

implemented for the whole economy. 

 

Gender Sensitivity of Budgets 

 

Annual Budgets may address gender issues on a number of fronts:  

 

* allocating enough resources and mounting appropriate date collection initiatives 

to find out exactly how women are integrated into the economy, polity and society 

 

* addressing imbalances in employment and remuneration in the Public Services 

themselves, as a key strategy. 

 

* the use of expenditure policies, to address gender imbalances throughout the 

economy 

 

  gender programmes and equality targets for each Ministry 

 

  capital development projects 

 

subsidy programmes, such as of FDB, "Fijian Holdings" for women 

 

  education and training: in-service, and pre-service 

 

* the use of taxation policies:  

 

financial incentives for employers 

 

financial incentives for better inheritance practices 

 

But first, in a political climate and environment where the majority of decision-makers, 

such as legislators, are men,  it is important to establish the nature of women's 

subordinate position in employment and the economy.  Secondly, it is vital to ascertain 

clearly, the causes of the subordination, as opposed to the more obvious symptoms of 

subordination.    
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This paper next outlines gender imbalances in employment in the economy in general, for 

both wage earners and salary earners, then for employment in the Fiji Civil Service, and 

lastly, a more analytical treatment of  employment in the Ministry of Health. 

 

2. Gender Balance in Employment 
 

In programmes of gender equalization, strategies for employment would probably rank as 

the most important, and Fiji illustrates well the typical PIC situation.   

 

Symptomatic of the broader problem is that official statistics will give extensive 

information but leave out critical bits which are needed to make definitive statements 

about the nature of gender imbalances and differences. 

 

Fiji's Reports on employment surveys breaks up the workforce into Wage Earners and 

Salary Earners
5
 by ethnicity, and also by gender.   Two otherwise interesting tables from 

the 1996 Employment Survey- Table 11 (which gives "Wage Earners by FSIC Sectors by 

gross weekly earnings and sex 1996") and Table 21 (Salaried Personnel by Broad 

Occupational Categories and Annual salary range, also by sex, 1996"), illustrate the 

nature of the problems in data collection and presentation, in so far as it relates to gender 

disaggregation.
6
  

 

In both tables, there is gender differentiation at various levels of income, but no overall 

average is calculated, by gender (although an average is given for all wage earners and 

salary earners).
7
   

 

One of the very first objectives of gender equality programmes must be to ensure that all 

official publications give the full and proper gender analysis of the economic status of 

society.  While efforts are being made to redress the situation, an important part of the 

strategy of engendering Budgets must be full commitment by Governments to budget for 

the marginal resources that are needed by the Bureaus of Statistics in the region, to 

provide gender disaggregated statistics and basic analyses from the information they 

currently already collect from the economy and society. 

 

In the case of Fiji's 1996 data,  it is possible to calculate gender averages , by using some 

simplifying assumptions.
8
  Table 3 indicates that women wage earners were only 29 

percent of the wage earners, and earned on average, some 35 percent less than men wage 

                                                        
5 This is not a very useful dichotomy as the top end of the wage-earners are earning more that a large chunk 

of the bottom of the salary earners. 

 
7 Strictly speaking, one cannot even calculate what the gender averages could be because there are two 

columns for those earning less than $20/week or less than $1500 per year, and the highest category, those 

earning more than $100 per week (which is a very large group- so the wage levels categories are not very 
useful) or $35,000 and above. 
8 This is done by giving an arbitrary average wage of $15 per week to the lowest category of wage earners, 

and then calculating the highest category as the remainder in the Table (this has a lower probability of error 

than the converse). 
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earners in 1996.  The bulk of women were concentrated at the lower wage levels- some 

81 percent earned less than $100 per week, compared to only 45 percent of men.   Thus 

women comprised 64 percent of those earning less than $50 per week, and a mere 13 

percent of those earning more $100 per week. 

 

Table 3  Distribution of Wage Earners by Wage Level   

  Males Females % Fem 

Less than $50/wk 7 33 64 

 $50 to $100/wk 38 48 34 

> $100/wk 54 19 13 

All 100 100 29 

Total Number 47040 19370 66410 

Average Wage/wk 117 76   

Gender gap   -35%   

Source:  1996 Annual Employment Survey, FBS 

 

There is something of a small improvement in the data on salaried persons (Table 4).  

Women comprise some 34 percent of all salaried persons, and their average salary is 

some 19 percent less than that of men.
9
   

 

Table 4       Distribution of Salaried Persons (by gender and salary levels) 

    Fem. As % of 

 Males Females  Total at Level 

      

Less than $3500 3 5  50  

$3500 to 7500 25 21  31  

$7500 to 15000 47 59  40  

$15000 to 35000 23 14  25  

More than $35000 4 1  11  

      

All 100 100  34  

Total Number 28702 14969 43671   

      

Average Salary ($) 12969 10548 -19 (% Gap)  

Source:   Calculated from 1996 Annual Employment Survey, FBS 

 

Their proportion of the higher salaries declines the higher the salary, so that women are 

only 11 percent of the top bracket (more than $35,000 per year) while being 50 percent of 

the lowest bracket- earning less than $3,500 per years.  

 

                                                        
9 The average salaries were calculated by attributing an average of $1,500 per year to the lowest category in 

the FBS Table. 
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Does the private sector have any marked difference in their treatment of women?  Table 5 

gives comparable data for salaries persons who are not in the public sector.  The average 

salary for men in the private sector is somewhat higher  (by 13 percent) compared to the 

national average for men.  But the average salary for women, rises by an insignificant 

amount, compared to the national average.  The gap therefore is considerably greater 28 

percent, in the private sector, compared to the national average. 

 

Does the situation change dramatically if one allows for occupations, such as 

"Professionals", where one could expect less gender inequalities?  Extracting the data 

only for the "Professionals" category, where the mean annual salary is given as 

around$13,000, and differentiating between Males and Females, one gets the familiar 

pattern yet again. 

 

Table 5       Distribution of Private Sector Salaried Persons (by salary) 

 Males Females  Fem as % of Total at 

Level Less than $3500 5 10  51  

$3500 to 7500 21 28  40  

$7500 to 15000 41 44  35  

$15000 to 35000 27 17  25  

More than $35000 6 1  7  

All 100 100  34  

Total Number 13456 6839 20295 34  

Average Salary ($) 14674 10561 -28 (% Gap)  

Source:  Calculated from1996 Annual Employment Survey Tables, FBS 

 

Table 6 indicates that women professionals, while they are almost a half of the 

professional work-force,  on average earn 25 percent less than the men.   They are only 

17 percent of the highest salary bracket (more than $35,000 per year), but they are 71 

percent of the lowest - less than $3,500 per year.  71 percent of all women professionals 

earn between $7,500 and $15,000 per year (54 percent of men) and only 18 percent earn 

between $15,000 and $35,000 (in contrast to 34 percent of men). 

 

Undoubtedly, strategies for the equalization of women need to focus on all parts of our 

economies and society.   But the global tendency for Governments to intervene less and 

less in the economy suggests that the private sector offers less scope for direct 

Government intervention on behalf of gender equalization strategies, than does the 

Government establishment itself, and to a lesser extent, the fully or partly state-owned 

semi-independent statutory organizations and public enterprises.  
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Table  6          Distribution of Professional Persons (by salary levels) 

    Fem. As % of 

 Males Females  Total at Level 

Less than $3500 1 4  71  

$3500 to 7500 7 6  46  

$7500 to 15000 54 71  56  

$15000 to 35000 34 18  34  

More than $35000 4 1  17  

All 100 100  49  

      

Total Number 5690 5395 11085   

      

Average Salary ($) 15306 11499 -25 (% Gap)  

Source:    Calculated from statistics in 1996 Annual Employment Survey, 

FBS 

 

 

This does not of course, pre-empt Government from providing indirect incentives, for 

instance through taxation measures, that address gender imbalances (see below) 

 

 

3 Gender Balance in the Fiji Civil Service 
 

Employment 

 

In aggregate, women comprise 46 percent of total employment in the Fiji Pubic Service.
10

  

This would suggest that there is reasonable balance at the aggregate level in the formal 

establishment of the Civil Service, and any imbalances will be at the level of 

employment. 

 

There are two Ministries with large concentrations of women- Health and Education, 

while the Ministry of Home Affairs has a large concentration of men.   Excluding these 

three Ministries therefore, we find that women comprise only 37 percent of all other 

Ministries. 

 

The important question is, are there any significant gender imbalances in the levels of 

employment (status and remuneration)?    Women tend to be concentrated in lower 

                                                        
10 This data refers to the Civil Service Establishment only.  There are a significant number of "casual" 

workers (around seven thousands) who are mostly men, but also mostly lowly paid, without any of the 

regular allowances and special conditions that the permanent staff enjoy. 
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paying occupations and at the lowest status levels, such as in the Ministries of Education 

and Health, so that women are thought to be worse off financially, relative to men. 

 

 

 

Table  7        Distribution of Women by Ministries in Fiji Public Service 

 Men Women Total  % Women 

      

All Department 9541 8281 17822  46 

      

Education 3279 3913 7192  54 

Health 601 1941 2542  76 

Home Affairs 2092 374 2466  15 

      

All excl. Ed, Health,& Home Aff. 3569 2053 5622  37 

Source: Data provided by PSC (as at March 2000). 

 

While it would be somewhat cumbersome to obtain a simple view of the detailed 

hierarchical profile of men and women employed in the Fiji Public Service, a rough 

approximation may be had by classifying men and women according to their salary 

levels.  In general, the salary level is a fairly good substitute variable for the variables 

indicating hierarchy and status. 

 

 

Table 8       Distribution of Civil Servants (by salary levels and gender) 

 Men Women All  Perc. Women 

Less than $10,000 2474 1179 3653  32  

 $10,000-$20,000 5034 6153 11187  55  

$20,000 - $40,000 1450 560 2249  25  

More than $40,000 224 44 268  16  

All Staff 9182 7936 17357  46  

 Vertical Percentages    

Less than $10,000 27 15 21    

 $10,000-$20,000 55 78 64    

$20,000 - $40,000 16 7 13    

More than $40,000 2 1 2    

All Staff 100 100 100    

Total Salary Bill 

($m) 

136 105 247    

Average Salary 

($000) 

14.8 13.2 14.2    

% Diff (Female-Male)/Male -10     

 Source:  Calculated from data supplied by PSC (as at March 2000). 
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Table 8 indicates that while women constitute 46 percent of all civil servants, they 

comprise only 16 percent of those earning $40,000 or more; only 25 percent of those 

earning between $20,000 and $40,000, but 55 percent of those earning between $10,000 

and $20,000. 

 

Only 8 percent of all women are earning $20,000 or more, compared with 18 percent of 

all men.   However, the flip side of the coin is that women comprise only 32 percent of 

the large group of civil servants who earn less than $10,000 per year, or only 15 percent 

of all women; while 27 percent of all men earn below $10,000.
11

 

 

 Overall, therefore, the average salary earned by women in the Fiji Public Service is just 

10 percent less than that earned by men.  For the Civil Service as a whole, were women 

to be paid exactly the same average salaries, and employed in the same numbers, it would 

transfer about $15 millions from men to women (assuming a fixed Budget). 

 

Does the 10% difference between women's and men's average salaries in the Fiji Public 

Service indicate simple crude gender discrimination against women, which perhaps can 

be addressed by simply increasing women's salaries all round, on a preferential basis?  Or 

are there other more cogent factors at work? 

 

Ministry of Health: A Case Study 

 

When it comes to issues of gender inequality, the symptoms can be fairly obvious, while 

the causes are not too clearly identified.  Take the more extreme example of male-female 

salary differentials in the Ministry of Health for the year 1996, the subject of a recent MA 

Thesis at USP, by Umesh Chand.
12

 

 

A crude averaging of the salaries received by males and females in the Ministry of Health 

reveals that females receive some 31 percent less than males.  To what extent is this due 

to gender discrimination, and in what form? 

 

In studies done throughout the world, it is known that occupations, qualifications,  and 

"on the job" experience, play a large part in determining the levels of remuneration.  

Chand's thesis rigorously, through an econometric study,  examined the impact of all 

these factors.  

 

For the Ministry of Health, Chand found that the profile of average salaries, graphed 

against "years of experience" had a U shape, for both males and females, with the male U 

shape being higher than the female U shape.  For both genders, average salaries tended to 

                                                        
11 The concentration of men at the lowest salary levels would be accentuated, where the large numbers of 

casual men staff included in this table.  PSC is currently attempting to integrate the two databases together. 
12 The statistics I quote in this section have been derived from the thesis by Chand, Umesh  (1999) Returns 

to Human Capital and Male-Female Earnings Differential in Fiji's Public Health Sector Employment.  MA 

Thesis, USP.  I am grateful to Mr Chand who is currently a Lecturer in the Economics Department at USP, 

for the use of his research results and data. 
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be higher at both ends of the experience scale- suggesting that other factors are more 

important. 

 

Differentiation by occupation reveals the data in Table 9.   For both genders, average 

salaries were very strongly related to the occupation groups, and the gender differences 

had become relatively insignificant, except for Dental Officers (females at a disadvantage 

of 18%) and Nurses (females at an advantage of 19%).
13

 

 

I don't need to explain to this gathering why nurses, who require three years of intensive 

training, and who deal in matters of life and death, under stress and unattractive 

conditions of work, should be receiving such low remuneration, compared to say auto-

mechanics.   There is considerable literature which points to stereotyping and the 

exploitation of women, who are expected by society (and Public Service Commissions) 

to do what is called "women's natural nurturing work", for minimum pay, as a noble 

contribution to society.  The rest of us can happily demand pay according to productivity 

and market forces of supply and demand. 
14

 

 

Table  9       Occupation Type and Earnings (Ministry of Health) 

 Male Female Perc.Diff 

   Fem-Male 

    

Upper Salary range 35,427 36,208 2 

Dental Officers 19,248 15,808 -18 

Medical Officers 18,477 18,227 -1 

Gen., Specialist, Adm & Rel. 15,342 14,906 -3 

Paramedical Officers 13,353 13,286 -1 

Pharmacy Officers 11,114 10,503 -5 

Nursing 9,197 10,975 19 

    

All Staff 19,513 13,546 -31 

    

Source: Derived from Chand (Tables 2.6 and 2.7) 

 

Taking the analysis one step further, differentiation according to the qualifications 

explains further the causes of salary differences.  11 percent of the males had post-

graduate qualifications, compared to only 7 percent for females.   Post graduate 

qualifications raised average salaries 69% for males, and 70% for females, above that 

earned by those with only Certificates or below. 

 

                                                        
13 This is probably due to the generally lower years of experience of male nurses, who have entered this 

occupation only in recent years. 
14 Even in Fiji's nursing world, the forces of supply and demand are catching up, with our nurses flying off 

to NZ, Australia, US and even UK. 
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Degrees were possessed by only 36 percent of males as compared to 15 percent for 

females.  Having a degree gave males 41% and females 55% more than those received by 

Certificate and Below. 

 

Having a Diploma gave males 55% and females 42% more that the average salaries for 

the Certificates and Below category.
15

 

 

Table  10      Distribution of Qualifications and Salary Differentials (by 

gender) 

 Numbers at Various Levels Salary Diff. Rel. 

    to Cert. & Below 

Qualification Male Female All Male Female 

      

Postgraduate 11 7 9 69 70 

Degree 36 15 25 41 55 

Diploma 25 60 43 55 42 

Certificate and Below 28 19 24 0 0 

      

All 100 100 100   

      

Source: Derived from Chand (Table 2.3) 

 

 

All told, therefore, Chand's thesis concluded that of the 31% difference in salary between 

males and females in the Ministry of Health, some 89% was explainable by "human 

capital theory" - i.e. by the qualifications held, and the choice of occupations.  Only 11% 

of the difference (or 4 percentage points of the average male salary) is "unexplained", of 

which some may be due to explicit gender discrimination. 

 

The clear message therefore seems to be that for women to achieve gender equality in 

remuneration, it is crucial to have the right qualifications, and to be in the right 

occupations.  

 

When it therefore comes to engendering budgets as a strategy for improving the lot of 

women in society, the impact of the Budget on career choice and training opportunities 

therefore must hold centre stage, and ability to take study leave and leave in general, 

becomes a crucial factor. 

 

Leave With and Without Pay: gender differences? 

 

It is interesting therefore, that the available data verifies that there are some differences 

between men and women, in the extent to which they undertake training while in the 

Public Service, and whether they do so "with pay" or "without pay". 

                                                        
15 It may be noted that specialist Diplomas earn higher average salaries than Degrees (but the subsample 

was apparently small). 
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Table  11  indicates that in the Fiji Public Service as a whole, only 0.8 percent of all 

women were on Study Leave With Pay, as compared with 1.2% for men (or 50 percent 

higher for men); but when it came to taking Study Leave without Pay, the gap had 

narrowed with 0.7 percent of women in this category as opposed to 1 percent of all men. 

 

When it came to general Leave With Pay, men were four times more likely (0.8 percent 

of all men)  to be in this category than women, of whom 0.2 percent were in this 

category. In contrast, women were three times more likely to be on Leave Without Pay 

(0.6 percent) than men (with only 0.2 percent). 

 

Combining the categories together, men were twice as likely (2.0 percent) to be On Leave 

With Pay than women (with 1 percent); while women were slightly more likely to be On 

Leave Without Pay (1.3 percent) compared to the men (1.2 percent). 

 

While there seem to be gender differences, the data needs to be analysed further  to find 

the causes of these differences.   Is active discrimination against women going on training 

leave?   Or are other factors more important in explaining the above disparities: decision-

making within families, greater pressure on women to give priority to looking after 

children. 

 

Table 11     Civil Servants On Leave With and Without Pay 

 Men Women All 

On Study Leave With Pay 115 67 182 

On Study Leave Without Pay 95 58 153 

On Leave With Pay 78 17 95 

On Leave Without Pay 21 46 67 

  Percentages 

Study Leave With Pay 1.2 0.8 1.0 

On Study Leave Without Pay 1.0 0.7 0.9 

On Leave With Pay 0.8 0.2 0.5 

On Leave Without Pay 0.2 0.6 0.4 

On All Leave With Pay (%) 2.0 1.0 1.6 

On All Leave Without Pay (%) 1.2 1.3 1.2 

Source:   Calculated from data supplied by PSC (situation as at 8 March 2000) 

 

But the numbers do indicate that despite the political objective of having gender balance 

in training, there has not been any great success in putting women onto some fast track as 

far as in-service training is concerned.  Unless this imbalance is addressed, it is unlikely 

that women are going to be obtaining qualifications any faster, nor are they likely to be 

entering the better paying occupations. 

 

This is, of course, only part of the picture.  The country as a whole has an extensive pre-

service training scholarship programme, donors are also making a substantial initial dent 
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in the training, while increasing numbers of people (including women) are financing their 

education privately. 

 

In this regard it is important to keep in mind that simple gender parity, is extremely 

unlikely to be successful in  reducing the gap, in the near future.  A level playing field 

will simply allow equal numbers of men and women to enter training for specific 

occupations, with equal numbers likely to emerge successfully out of training.  If then 

employed in equal numbers, the gaps are still likely to remain, or be closed only after 

unacceptably long periods of time.   There is probably a very strong case to be made for 

affirmative action for women. 

 

Government Budgets and Training 

 

Government Budgets, through their specific allocations to the Ministry of Education, may 

attack this problem on a number of fronts:  

 

* specific affirmative action policies may be put in place to ensure that 

females receive a higher proportion of pre-service scholarships for 

training in occupations that women are under-represented in the economy 

 

* tertiary institution funding must ensure that there is a proportionately 

higher number of places available for females leaving secondary schools, 

in training for occupations which are not just concentrated at the low 

income types (e.g. nursing) 

 

* specific preferential budgetary allocations be made for Government 

Ministries from which women are sent on training (with pay) so that 

Ministries are not discouraged from having a high number of their staff on 

training (thereby denying themselves resources to maintain  constraints on 

their normal core functions, nor are families financially penalized because 

women choose to study in mid-career. 

 

Donors such as Australia, NZ and UK, have been extremely important, through their 

insistence on gender parity in the awarding of their scholarships,  in redressing the 

training gaps between men and women. 

 

But there continues to be one glitch in their system, which puts enormous pressure on 

women who are mothers with young children, to not go overseas for training purposes.  

This arises out of a recent policy change in both Australia and NZ which requires that 

when scholarship holders go to their countries, their children have to pay the full 

economic cost of going to primary and secondary schools there. This implies that families 

have to fork out some fifteen to thirty thousand dollars of their own money per year, in 

order to keep their families together while the adults are studying.  What tends to happen, 

therefore, is that women who are unwilling to sacrifice their family life and relationships 

with their children, tend to postpone their training until the children are old enough to be 

left with others.  This naturally retards their career progression. 
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Donors therefore need to re-look at their policies regarding school fees for the children of 

their scholarship holders, especially in so far as it affects mothers.  Failing that, 

Governments must consider financing the horrendous costs of schooling of children in 

host institution countries, so that mothers with children are not forced to make the 

difficult choices between family and career. 

 

Specific allocations which can be of direct or indirect benefit for women stand out. 

Allocations in Ministries of Health and Education to ensure equitable access for women 

are obvious.  There can be obvious financial targets for allocations for women in tertiary 

education, places and scholarships. 

 

Equal Employment Opportunity Policy of Government 

 

The Fiji Government (PSC) is well advanced towards an articulation of the Government's 

Equal Opportunity Policy. 

 

It is recognized that Fiji's 1997 Constitution explicitly provides that Government's 

employment policies and practices must comply with the Bill of Rights and principles of 

social justice enshrined in the Constitution. 

 

Specifically, Section 140 sets out that the recruitment of persons to a state service, the 

promotion of  persons, and the management of any state service shall follow four 

principles: 

 

(a) government policies should be carried out effectively and efficiently and with due 

economy; 

 

(b) appointments and promotions  should be on the basis of merit 

 

(c) men and women equally, and the members of all ethnic groups, should have 

adequate and equal opportunities for training and advancement; 

 

(d) the composition of the state service at all levels should reflect as closely as 

possible the ethnic composition of the population, taking account of occupational 

preferences, where appropriate.
16

 

 

On the surface of it, the Constitution seems to be setting out quite clearly, that gender 

balance is going to be the order of the day.  But examining the four principles above 

makes clear that in many situations, they cannot all be satisfied simultaneously, and 

indeed, there is a strong possibility of conflict amongst them. 

 

                                                        
16 It may be noted that (d) does not refer to the "gender" composition of state service at all levels- only to 

the ethnic composition.  This may be a drafting oversight which needs to be addressed. 
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Thus the literature makes it quite clear that simply having a level playing field will not 

result in fairness, if one of the teams on the field already has a head-start.  If an industry 

is already dominated by a firm that controls 99 percent of the market, free entry or 

competition may not change the situation significantly.   

 

Having equal opportunities for training and promotion, can still and will lead to the result 

that if one party has greater experience at the higher levels (which is what gender 

inequality is all about), then promotion on merit will lead to the appointment of the more 

experienced person, all other things being equal.  Principle (d) is unlikely to be achieved, 

either for ethnic or gender equality 

 

 

4 Operationalizing affirmative action through annual budgets 
 

It would be unrealistic to assume that just because a Constitution or Government's 

Development Plan gives full priority to the achievement of gender equality, that the 

process of change will occur smoothly and without opposition, and for the greater good 

of society. 

 

Where the top echelons of decision-making are dominated by men (and that is one of the 

symptoms of gender imbalance in the economy), to operationalize the processes which 

bridge the gap depends heavily on the good-will of men decision-makers.  In normal 

times, this good-will may be difficult to generate in PICs. 

 

One of the unfortunate economic facts of life for PICs is that their economies have not 

shown healthy rates of economic growth over the last two decades, and neither have 

economic conditions been such as to enable Government expenditure to increase freely in 

absolute terms, and certainly not in relative terms, as a share of the GDP.  On the 

contrary, most PICs have been attempting to cut back on Government Expenditure as a 

proportion of GDP, and even in absolute dollar terms. 

 

Had there been a healthy growth of the economy and Government expenditure, 

affirmative action for women could have been easily accommodated through the growth, 

while using natural attrition (retirements, resignations, and death) to reduce the numbers 

of men at the senior levels.   In the absence of any growth at all (or during a period of 

shrinkage), affirmative action for women becomes a zero sum game with men inevitably 

having to bear the brunt of the adjustment, with significant  numbers of men being 

effectively eliminated from positions of authority, responsibility, status and financial 

gain. 

 

It is important, therefore, that in the worst case scenario, the active co-operation of men at 

the top is achieved through an honest consensual understanding of the inequities of the 

existing situation, the need for changes, and the fairness of the change process. 
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The first requires that the facts of the matter are thoroughly brought out and understood, 

through objective analysis and data presentation. The second requires the broad 

understanding of how gender equality will make society better off, and this is a key task 

for education. 

 

The third is a hard nut to crack.  There is a need to clarify where exactly the affirmative 

action takes place, and the degree of preferences to be given. For instance, if there are 

two applicants for a promotion or appointment, a man and a woman, should the woman 

be appointed always, under the affirmative action policy? 

Three crude and interesting situations possible may be examined. 

 

One where the woman is obviously the superior candidate and the selection process is 

biased against her, this is a situation where the political processes should ensure that 

redress is available, and the best person is appointed. 

 

Second, there can be a situation where the man may be marginally better qualified or 

experienced, but the woman is capable of fulfilling the responsibilities, with the 

likelihood of "on the job" upgrading.  Is there room here for affirmative action which will 

help in redressing gender imbalances, without significant harm to society?  

 

A third situation is where the man is the superior candidate, the woman is just not 

suitable for the job, and were she to be appointed, it could result in significant 

inefficiencies in the organization, lowering of morale etc. 

 

After decades (or centuries) of oppression and discrimination, it is understandable to 

simply demand that it is time a woman was appointed, whether suitable or not.
17

  

Sometimes, the pressure comes from the woman herself, or her support group, as there is 

a collective interest at work as well. 

 

This last situation needs to be guarded against.  It is important not to under-estimate the 

fall-out of an indiscriminate process of accelerating the upward mobility of 

disadvantaged groups.  When a totally inappropriate person is fast-tracked, the results in 

terms of wrong decision-making and lowering of staff morale can be far more damaging 

for society.  When this becomes generally understood, it undermines the very 

sustainability of the affirmative action process. 

 

It should be explicitly set out and understood throughout the whole organization that the 

appropriate site of affirmative action will be at all levels of training and development 

which brings the skills of women up to the levels necessary to efficiently fulfil their 

responsibilities, this being a necessary condition for affirmative action at the point of 

appointment. 

 

                                                        
17 Often, the cry may be "look at the mess men have created throughout the world. Women cannot do any 

worse". 
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Clarification of these processes, I believe, will go a long way towards obtaining the co-

operation and support of the men functionaries who currently fill the top echelons of 

public service and public enterprise organizations. 

 

Nevertheless, actual performance across the Ministries will be quite diverse, depending 

on the extent to which the top management in each Ministry is sympathetic to gender 

equalization measures. 

 

This should not be left to chance.  Within each Ministry, Department and Section, 

consistent processes need to be set to work with proper accountabilities built in.  The 

engendering of corporate and business plans in each Ministry and organization can be 

extremely useful. 

 

Engendering Departmental Corporate and Business Plans 

 

One of the progressive developments in public services around the region has been the 

initiation of attempts to make Government Departments more efficient, through Public 

Sector Reform programs. 

 

Government Departments and staff have been encouraged to become performance 

oriented.  Thus one of the annual Budget Documents for Fiji is a thick Supplement called 

"Activity Descriptions".   For each Government Ministry, Department, and Sections, 

there is an attempt now to set out clearly the objectives of the section, the expected 

outputs, and the performance measures or criteria.  The public do not pay much attention 

to this document, nor is there much publicity give to the corporate and business plans of 

the various sections. 

 

No doubt there are weaknesses in what are stated to be "performance measures", when 

most times, there is no real objective criterion given to establish whether the section has 

performed or not.
18

  There is a virtual absence of gender balance objectives, outputs, or 

performance measures in most of the Government Departments and sections, including 

that for the Ministry of Women, Arts  and Culture.   

 

The Budget Documents rarely set out clearly budgetary allocation information, which 

enables any significant conclusions to be easily drawn as to the gender incidence of 

expenditure or revenue measures.  This will become obvious when the working groups 

for this seminar attempt to analyze the gender sensitivity of the current budgetary 

information for the Ministries of Health, Agriculture and Tourism. 

 

 

 

 

                                                        
18 In the section on education, for example, a performance measure for the primary school section is given 

as "all students improve their performance through quality education". Nothing further is specified as to 

what constitutes improvement. 
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How Engender Budget Processes and Information? 

 

Appendix A illustrates the kinds of questions that can elucidate the gender sensitivity of 

Budgets and Budget processes for different Ministries.   It should be noted that it is not 

necessary that the reporting of budgets should be totally restructured.  Rather that 

additional information may be provided, in the interests of gender sensitivity, just as 

information is frequently  provided for the ethnic dimensions of resource allocation. 

 

Some Government Ministries and Departments have already begun the process of 

engendering their Budgets, and data to enable meaningful answers to a number of the 

questions are available, although generally not reported to the public. 

 

The Ministry of Agriculture, Forestry and Fisheries for instance, is well under way with 

an exercise trying to "engender" its policies, programmes and projects.   For every area of 

focus, there is an attempt to set out the required strategies, activities, performance 

indicators, responsible party, timeframe, resources required, medium term budgetary 

requirement, and planning assumptions.
19

  For many Ministries, however, even the basic 

data is not available and will have to be freshly generated.  

 

In this regard, it is important to realize that success in any Government's efforts to 

engender budgets depends on their success in ensuring that there is reasonable gender 

balance at the top echelons of the Civil Service in most Ministries, Departments and 

Sections.  Despite the political will at Government and Cabinet level, actual 

implementation of budget engendering activities ultimately rests on the goodwill, 

commitment and action by the senior civil servants.   

 

While this goodwill is certainly there to some extent (or progress would not have been 

possible to date), women's NGOs still feel that more could be achieved if greater 

commitment were forthcoming.  It is the nature of the problem that women civil servants 

are likely to achieve more for the engendering process than men civil servants, despite all 

the good wishes of the latter.  One indication is the persistence of many anomalies which 

indicate biases against women. 

 

The formulation of Departmental or Ministerial Corporate and Business Plans, is one area 

where the struggle for gender balance can establish powerful mechanisms, consistently 

applied right across the entire public service and statutory organizations.  They can 

clearly specify the gender impact of public expenditure programmes, the objectives of 

gender neutrality or affirmative actions, clear yardsticks  (performance indicators) to 

show the extent of progress, and the locus of responsibility for the performance to date  

(so that carrots and sticks can be applied, as appropriate). 

 

                                                        
19 The strategies include HR programmes mainstreaming women at all occupational levels in the MAFF, on 

associated boards, committees and councils, and integrating women into core programmes such as for food 

security, poverty alleviation, employment generation in handicrafts and agriculture, and in  research and 

development 
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The annual Budget may set out as part of its normal reporting what proportion of various 

items are expected to affect women, how many, what proportion of the expenditure is 

being allocated exclusively or largely to women, and what to men.  No doubt, in many 

cases, there will be a very large third category where the impact is expected to be 

genuinely gender neutral.  But until this kind of documentation is done as part of the 

normal reporting procedure, the facts of the matter, regarding the marginalization of 

women from Budgetary resources, cannot be known. 

 

It is also important to clearly set out the specific strategies and activities, objectives, 

expected outputs, and performance criteria so that there may be objective assessment  of 

progress (or lack of it) over time. 

 

For instance, the Education Department could very easily integrate powerful gender 

balance objectives and mechanism into their corporate and business plans:  their entire 

records systems and databases collect data by gender, for staff, teachers, students, 

programs, funding, training, and that reporting is done with full gender disaggregation (as 

well as the usual ethnic disaggregation that occurs currently). 

 

Performance measures would include objective numerical targets (with realistic time 

horizons clearly set out) for achievements of minimum percentages of women at senior 

levels in specified sections (and therefore in appointments, promotions, in-service 

training);  scholarships at all levels; enrolment of women in tertiary education by 

programmes. 

 

Attempts could even be made to set out activities, outputs and performance measures 

even in extremely difficult fields such as bringing about gender balance in the schools 

curriculum, works of fiction and authors studied at schools, and the focus of research and 

development of institutions such as FIT or USP. 

 

With respect to gender equality in health issues, there is ample data to suggest that there 

are a number of diseases where women are clearly greater sufferers in terms of morbidity 

and mortality; and sometimes an additional factor is ethnicity: women of a particular 

ethnic group are greater sufferers.  Yet the morbidity and mortality data presented by the 

Ministry of Health disaggregates by ethnic groups and by gender, but not by both.  In 

several areas, it is the case that significant problems of particular groups of women are 

not obvious merely by gender disaggregation, but need the additional ethnic 

disaggregation as well.
20

 

 

The Ministry of Health could put in place activities, outputs and performance measures 

which will ensure that programmes are focused on target areas, and performance is 

measured by the impact, over time, on rates of morbidity or mortality. 

 

                                                        
20 A warning about balancing all categories.  A national advisory board recent looked for a female,  

interested in women's issues, from the Western side of Fiji (i.e. not an "elitist" Suva person), and Chinese!  
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Extremely critical to this whole process would be to ensure that the Ministry of Women 

and Culture is given the responsibility and the necessary resources in the Government 

Budget, to assist all other Ministries to integrate gender balance objectives, reporting, and 

accountability into their sectional Corporate and Business Plans.  This could be a very 

relevant aid funded project, which draws on technical assistance and local gender 

specialists who are sensitive to the local cultural mores. 

 

Operationalizing Affirmative Action in Government Expenditure Policies 

 

Government has a very powerful tool at hand, to use its expenditure policies, both 

recurrent and capital, to address gender imbalances throughout the economy at large. 

 

There are many departmental and ministerial budget allocations which can have a 

relatively greater positive impact on women's welfare because of the nature of women's 

integration in the economy and the public service.  We have already talked about the 

allocations to the Ministry of Education for more training opportunities for women. 

 

Improving allocations to the Ministry of Health, and especially those relating to 

improving access and quality of health care for women, help not just women, but the 

economy at large.  Allocations to Social Welfare may be targeted at helping vulnerable 

women such as unemployed mothers without other means of support.  Favorable resource 

allocation for the aged, would generally assist women, on whom the brunt of looking 

after the elderly usually falls. 

 

Were the gender sensitizing processes to be firmly established as a norm in the annual 

budgetary processes and reporting, it would be relatively easy to establish how and where 

Government strategies need to focus, in order to redress gender imbalances in the 

economy.  Two further examples illustrate the general issues. 

 

I have discussed above the importance of affirmative policies for the training of women, 

through appropriate allocations made to the Education Budget.  The Education Budget 

also illustrates how inconsistencies can arise in our budgetary systems and continue, 

despite their significant and obvious negative impact on women.  Take the example of 

Government's financial treatment of kindergarten education.  Fiji currently claims to have 

free education for primary education, and increasingly for secondary education.  But the 

anomaly is that right at the beginning, even before children get to Class 1, kindergarten 

education is neither compulsory nor free.  In fact, kindergarten education is almost as 

expensive as secondary education. 

 

The result is that the children of the rich get to kindergarten by age 3, 4 or 5 while the 

poorer parents cannot afford the fees.  And when the children start primary school 

(supposedly all at age six), where the tuition fees are paid for by Government, the 

children of the poorer people are already significantly disadvantaged, and a cycle of 

relative under-performance sets in. 
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The gender down-side of this also is that by and large, for that extra one or two years that 

women from poorer households have to stay home to look after their young children, they 

are out of the work-force, losing out on seniority, pay increments, and opportunities for 

training and other career advancement.  Thus, the failure of government to fund 

kindergarten education, creates a cycle of under-achievement for the mothers, at the 

work-place.  This may happen two or three times in mothers' lives, if they choose to 

space out their children, instead of having them one year after the other. 

 

It is abundantly clear that while women may be required to bear children because of 

biology, their remaining at home to mind and rear babies and young children (rather than 

being shared equally with fathers) , is a household and social decision.   Government's 

failure to fund kindergarten education, strengthens the pressures on women to opt out of 

the formal sector work-place, for child-rearing responsibilities. 

 

One priority area for leveling the field for women is to make kindergarten education 

compulsory, and fully funded by Government, as is primary education currently.  The 

more general point is that were there to be more women at the senior levels of the Civil 

Service, anomalies such as the ones discussed here, would be less likely to persist. 

 

A second example relates to another important theme for this seminar- that of good 

governance in relation to corruption.  One of the explanations for corruption where 

parliamentarians in general, and Government Ministers in particular, become vulnerable 

to special economic interest groups in the  country, arises out of the inability of 

candidates for national elections, to raise finance independently.  Corporate finance is 

often available, but at a price, with a quid pro quo expected if the candidate wins the 

election, and more importantly, holds a cabinet position with discretionary powers of 

potential benefit to the corporate financiers. 

 

One way to ameliorate this source of corruption, is to make budgetary provision of 

election funds, in proportion to the number of votes received.
21

  This would also ensure 

that those who spend out of all proportion to their actual political support, would do so at 

their own risk. 

 

In the context of women's under-representation in parliament, this mechanism could also 

enable affirmative action for women candidates, by giving them a higher financial 

allocation per vote received.  There would therefore be a direct financial incentive for 

political parties to support women candidates, and for women to stand as candidates. 

 

Gender Affirmative action in Capital Projects 

 

With some $100 millions spent annually on the capital development in Fiji's Budgets, 

decision-making which is gender sensitive, can have a major impact.  It is important to 

ensure that capital development projects in total must be balanced so that their impact on 

                                                        
21 In the Fiji context, a rough allocation of between 50 cents to a dollar per vote eventually received, would 

make available a reasonable amount for the candidates, without being exorbitant. 
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society is gender neutral, but preferably there is a need to have drive affirmative action 

for women.  Many projects are, of course, gender neutral.  A road may serve men and 

women equally.  But others have a capacity for bringing relatively greater benefits to 

women.   

 

Rural electricity schemes, water supply schemes, rural health centers, appropriate 

technology schemes to ensure more efficient cooking facilities for women in rural areas, 

if designed and located appropriately, can narrow the gaps in gender imbalance for 

resource allocation, income generation and the quality of life all round. 

 

A critical problem is how to operationalize decision-making which ensures affirmative 

action for women, in a transparent, justifiable, and agreed upon manner, without causing 

significant economic inefficiencies, or unacceptable harm to overall social welfare. 

 

Let us take the typical decision-making process when it comes to development projects.  

Ideally, cost:benefit analysis is undertaken for possible development projects, the 

appropriate numbers are calculated: such as benefit: cost ratio, Net Present Values, and 

Internal Rates of Return.  And the project or projects are chosen, according to the agreed 

upon criterion or criteria. 

 

How exactly can one then give preference to projects which are expected to deliver 

significantly more benefits to women than men?   Simply approving all would not be 

acceptable both because of the overall economic costs, and of the political resistance 

from men. 

 

One possible mechanism is to integrate "gender weights" into the Cost:benefit analysis.  

Effectively, benefits specifically targeted at women (and costs to women) would be given 

some percentage margin over and above those accruing to men in general.  For example, 

if a weight of 1.2 is decided upon, then all benefits specifically accruing to women would 

be multiplied by 1.2, thereby increasing the calculation of the benefits by 20 percent.  The 

financial ratios (such as the Internal Rate of Return) would be then calculated normally, 

and the decision made.    

 

There would presumably be some minimum requirement that the overall economic 

benefit to society of all the projects chosen must still be positive, or that the rate of return 

without the weighting would still need to be above some minimum chosen (for example 

reflecting the cost of funds to Government).  All that the weighting would achieve would 

be a change in the ranking of the economically acceptable projects, in a transparent 

quantifiable and proportionate manner, in favor of women. 

 

The weighting could be applied differentially to different sectors, depending on the 

degree of gender inequality.  And the weighting could change over time, increasing or 

decreasing, depending on the progress or lack of it, in bridging the gender gap.  
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Gender-Specific Budgetary Subsidies 

 

Significant capital subsidy programmes have been in place to address ethnic imbalances 

in commercial participation, such as the public funds allocated to Development Banks, or 

the special allocations made towards companies such as Fijian Holdings Limited. 

 

Some initiatives are being conducted for women, but despite the high profile, publicity 

and rhetoric, the aggregate dollar amount allocated, for instance to Microfinance for 

Women, is not particularly large. 

 

Just as dollar volume targets, and interest rate subsidies are set for Development Bank 

lending to ethnically disadvantaged groups, so also can similar policies be put in place for 

affirmative action for women. 

 

Special interest rate subsidies for loans for enterprises owned fifty percent or wholly by 

women, would also act as a distinct incentive for families to ensure that the ownership of 

enterprises, the income generated,  and the resulting wealth in general, are shared equally 

with the women in the families. 

 

Specific transparent provision for the required subsidies would need to be made in 

Budgets. 

 

Gender Affirmative Action in Taxation Policies 

 

Governments the world over use specific taxation policies to encourage economic agents 

in directions thought to be desirable for economies.  Tax Free Zones and tax holidays to 

encourage investment in certain sectors; accelerated depreciation allowances to 

encourage the use of modern technology such as computers, export credits to encourage 

firms which earn foreign exchange for the economy, weighted deductions such as 150% 

deduction for expenditure on advertising or contributions to the 2003 South Pacific 

Games.  These all involve Government in loss of tax revenue, by creating a distortion in 

the market, and some inequity with all those economic agents who are not eligible for the 

benefit. 

 

What kinds of taxation measures could Government put in place to encourage women to 

achieve economic and commercial equality with men?  It may be useful to examine all 

the market dis-incentives (explicit and implicit) for women to participate equally with 

men in the economy, and examine how tax measures could reduce the bite of the dis-

incentives.   

 

Primary targets for gender equalization policies should be those factors associated with 

the women's nurturing responsibilities, which takes them away from the work-place, to 

the detriment of their careers.  Compensatory measures could include: 

 

* tax concessions for those setting up commercial crèches which enable 

women to go to work 
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* special tax deductions for employers who provide crèches at the work-

place, to enable working mothers to bring infants to work 

 

* special training leave deduction for employers who give their women 

employees opportunity for study 

 

* a special paternity leave tax deduction for employers whose male 

employees choose to stay home to mind the young 

 

 * special tax concessions for enterprises owned and operated by women. 

 

 

Tax measures could encourage greater ownership of enterprises and property by women.   

Currently, in some PICs, the provisions for joint taxation of incomes of married people 

do not provide any incentives for ownership to be shared with married women.  Tax 

provisions which allow women's income to be taxed separately and at lower rates than 

that for men, would encourage ownership of enterprises to be shared with women. 

 

Affirmative Action in Inheritance Practices 

 

One of the primary causes of inequalities in income generation and full participation in 

the economy, commerce, society and politics of a country, is the starting inequalities in 

wealth.  To a large extent, while millionaires like Bill Gates may arise out of their own 

productivity and creativity, much of the current inequalities in wealth throughout the 

world owe their origins to inheritance practices. 

 

In many of our societies, inheritance is patriarchal- i.e. there is a tendency to pass 

ownership of properties, businesses, land, etc to the sons in the family, to the exclusion of 

the daughters.  There is a very strong tendency for Indo-Fijian families to consider 

married daughters as "belonging" to their in-law families, deserving nothing more than 

what is spent on their dowries.  Property tends to be left to the sons.   Yet increasingly, 

elderly parents are being looked after by the daughters rather than the sons, a 

phenomenon which would have been unthinkable a few decades ago.  Yet property 

continues to be left to the sons. 

 

Similar patterns are seen in relationship to the ownership and control of Fijian native 

land, where current practice, in many parts of Fiji,  may even be a reversal of traditional 

practices by which ownership and control passed through women. 
22

 

 

To some extent, patterns of inheritance are social products which can only change if 

social and cultural mores of society change.  But there is nothing to stop the State from 

encouraging change through market incentives. 

                                                        
22 Historically the  maternity of children was never in doubt, in contrast to their paternity (before the era of 

genetic testing). 
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Elsewhere, I have suggested how the State, through specific Budgetary allocations of 

special funds or affirmative interest rate subsidies for women, may encourage greater 

ownership of enterprises by women. 

 

One incentive for actual inheritance practices to at least treat women equally with men, 

would be to have the recipients pay death (and gift) duties (taxes) whose marginal rates 

rise with the dollar value being received by the beneficiary. To encourage the optimum 

amount to be retained with the beneficiaries in total, such a rising marginal tax rate would 

encourage parents to spread the assets out with all their children rather than just the male 

heirs.
23

 

 

Of course, an extreme affirmative action in inheritance would be to simply charge men 

inheritors higher duties than women inheritors, with the balance in ownership slowly 

being moved towards females, until wealth in the economy is equally distributed between 

men and women!   Hmmm.  Which male-dominated government is going to dream up 

that scheme! 

 

5 Conclusion 
 

The task of engendering budgets has only just begun in the Pacific Island Countries. 

 

Critical in the effort will be the equalization of women at the highest levels of the Public 

Service, the engendering of the Ministerial and Departmental Business and Corporate 

Plans, and the formulation of appropriate market-driven incentives to reduce the impact 

of retarding factors on women's ownership and participation in the economy. 

 

While there seems to be considerable good-will on the parts of most Governments, what 

is lacking are realistic, transparent and accountable mechanisms and practices that will 

enable equalization to occur, as a co-operative effort between men and women. 

 

It is important that the process is seen as a “Win-Win” solution rather than the “Zero 

Sum” game that gender-affirmative policies are usually seen as. 

 

                                                        
23 Example: Suppose $100,000 in total was to be left to 4 children, 2 boys and 2 girls.  Then having an 

average death duty of say 10% at $25,000, but 20% at $50,000, would encourage parents to share out 

equally with all children so that total tax paid would = $10,000.  If the assets were left only to the 2 boys, 

then the total death duty bill would be $20,000. 
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Appendix A     Engendering Budget Processes and Information:  

A Questionnaire for the Seminar Work Groups 

 

 

1. Outline how each relevant Ministry and Department arrives at their Annual 

Approved Estimates for Recurrent Expenditure,  Capital Development 

Expenditure, Donor Funded Projects, setting out clearly, all the steps, internal and 

external to the Ministry and Department. 

 

 

2. For each Ministry, Department and Section, draw up a list of key interest groups, 

NGOs, Donors and other Government Ministries and Departments 

 

 (a) should be involved in the Budget formation process 

 

 (b) at what stages 

 

(c) with what checks and balances to ensure that good inputs are not weeded 

out by inefficient and/or unsound screening processes 

 

 (d) with what feedback, at what stages. 

 

 

3. Analyzing the Ministry's Budget component by component, and activity by 

activity 

 

(a) group them into the following cells according to the gender distribution of 

the benefits 

 

 

 Benefits Distributed To Direct Benefits Indirect Benefits 

M Only or Mostly to Men   

W Only or Mostly to Women   

N Reasonably equally to both   

 

 (b) Assess the $ values of the different cells 

 

(c) Assess which components could have its information presented in a more 

"gender sensitive" way. 

 

4. What is the gender composition, by level and occupation  

 

 (a) staff currently employed by the Ministry 

 

 (b) staff currently being trained 
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5. For each Ministry and Department, according to the categories M, W and N (from 

2 above) 

 

 (a) what has been the total $ amounts certified as 

 

  (i) planned expenditure (year -1) (e.g. 1998) 

 

  (ii) actual expenditure (year -1) (.e.g. 1998) 

 

  (iii) revised expenditure (year- 0) (e.g. 1999) 

 

  (iv) planned expenditure (year +1) (.e.g. 2000) 

 

(b) examine the trends for the above components, for indications of 

improvements 

 

(c) examine the trends in the totals for M, W and C  

 

 (i) by dollar amounts 

 

 (ii) as percentages of the Ministry allocation 

 

 (iii) as percentages of Total Budget 

 

 

6. Assess the Capital Development, and Donor-funded Projects according to the 

questions in (5) above. 

 

 

7. Examine for each Ministry, Department, Component and Activity 

 

(a) how performance criteria and full transparent accountability can be built 

in. 

 

(b)  there is an urgent need to generate gender-disaggregated data which could 

be useful for gender equalization policies. 

 

 

8. With the introduction of full or partial cost recovery measures one of the recent 

trends in Public Finance 

 

(a) examine whether cost recovery measures are being planned for any 

components of this Ministry's budget  
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(b) examine whether there will be any gender sensitivity to the outcome of 

such measures 

 

(c) are there any possible alternative revenue generating measures which 

would not have disadvantages for women. 

 

 

9. For Projects or Activities coming within this Ministry's sphere of responsibilities, 

 

(a) identify those which are at risk because of WTO regulations, globalization 

and deregulation trends 

 

(b) identify those for which WTO consistent solutions are or are not possible 

 

(c) identify new initiatives which can be WTO consistent 

 

(d) identify major constraints (financial, social, religious, political) to the 

equitable integration of women in the WTO-consistent economic activities 

of the future. 

 

 

10. For which Ministry, Department, Component and Activity, what major initiative 

in education and training needs to be undertaken to redress gender imbalances  

 

 (a) in personnel in the relevant section 

 

 (b) in the distribution of the benefits of the activities of the section. 

 

 

11. Given the need to engender this Ministry's budget,  

 

(a) identify the key research and development that could be usefully 

undertaken 

 

 (b)  identify skills which are not available locally 

 

 

12. Identify for each Ministry, Department, Component and Activity, those 

"engendering activities" 

 

 (a) which need active co-ordination and support from the Ministry of Women 

 

 (b) which ought to be integrated into the National Plans of Action for Women. 

 

 

End 


