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ABSTRACT 

It has been argued that gender equity in human resource management can improve 

efficiency and increase productivity of employees while taking into account their 

individual needs. Gender equity entails a situation where women and men have fair 

conditions for realising their full human rights and potential to contribute to and 

benefit from the socio-economic, cultural and political development of a nation, 

taking into account their similarities, differences and varying roles in society.  

Although the Government has ratified international conventions on gender equity 

and enacted the National Gender Policy (NGP), 2000, the share of women in wage 

employment in the non-agricultural sector was only 30% by 2007, yet they are the 

majority in the population. There was little empirical information regarding the 

implementation of the NGP, particularly pronouncements on Labour, Employment, 

and Social Security.  

The overall objective of this study was to examine the efforts in place to promote 

gender equity in the workplace in Zambia using the Ministry of Local Government 

and Housing (MLGH) headquarters as a case study. Specifically, the study sought to 

identify measures in place to improve gender equity; and to evaluate the extent to 

which these measures have created a conducive environment for both men and 

women to work effectively.  

The study was based on the assumption that women and men require different 

environments and incentives in order to realise their full potential at work. Although 

similar studies have been done, the literature review showed that there was a gap in 

comprehensively understanding the promotion of gender equity in the work place. 

Most studies undertaken did not identify the measures in place and how these 

measures contributed towards gender equity.  
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The study used both qualitative and quantitative methods of data collection and was 

undertaken in Lusaka and Chongwe. Secondary data were collected from Cabinet 

Office, MLGH and the University of Zambia.  Questionnaires and interview guides 

were used for primary data collection. A pretest was conducted to ascertain the 

adequacy of the instruments. 42 percent of employees were selected using stratified 

random sampling, by division and gender. Quantitative and qualitative data collected 

were analysed using the Statistical Package for Social Sciences (SPSS) and 

qualitative methods respectively.  

Findings show that achievements include the revision of human resources policies 

and procedures; gender equity considerations in appointments and promotions; 

appointment of the Gender Focal Point Person to spearhead gender related activities. 

Major challenges include inadequate gender skills among personnel expected to 

implement gender activities; inadequate financial resources for implementation; and 

institutional challenges at Gender in Development Division. 

In conclusion, the major factor hindering the promotion of gender equity in the 

workplace is the partial integration of gender in the Ministry’s human resources 

policies and procedures coupled with inadequate financial resources. The study 

recommends for the undertaking of a holistic gender analysis of MLGH to find 

evidence based solutions; Government should allocate adequate resources to 

implement policy measures to promote gender equity in the workplace; and 

decentralization of some human resource functions from PSMD to MLGH would 

improve the gender balancing of staff in the various divisions.  

 

 



iv 

DEDICATION 

To my dearest mother, Mrs. Elizabeth Mulemba Kalukango Mateo, to whom I owe 

everything in my possession. I will forever be grateful for your continued love, 

sacrifice, encouragement and impulsion to always work hard.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



v 

ACKNOWLEDGEMENTS 

The preparation of this dissertation was made possible with the support of many 

people too numerous to mention. First and foremost, I would like to thank my 

supervisor Dr. Alex M. Ng’oma for his guidance and reviewing the numerous drafts 

of my work patiently during my study period. Many thanks to all my Lecturers for 

everything I learnt from them.  Am also thankful to the Ministry of Local 

Government and Housing, particularly Mr. Bernard Domingo – Director of Human 

Resources and Administration at the time of the study and the entire Human 

Resources and Administration Department, for allowing me access to their records 

and their guidance in understanding how the institution operates. All key informants 

and respondents are also appreciated for their time during interviews and answering 

questionnaires. 

Special thanks go to my entire family for their support and love, especially my 

husband Joel Phiri for his moral support and always being there whenever I needed 

help; my brother Tommy Mateo for peer reviewing my research at every stage; my 

son Mwiza Phiri, nephew Norton Mateo and sister-in-law Damaless Ng’uni for their 

support and understanding during my period of study.   

  

 

 



vi 

TABLE OF CONTENTS 

LIST OF FIGURES ........................................................................................................ VIII 

LIST OF TABLES ............................................................................................................ IX 

LIST OF ABBREVIATIONS ............................................................................................ X 

CHAPTER ONE: INTRODUCTION ................................................................................. 1 

STATEMENT OF THE PROBLEM ............................................................................... 3 

RESEARCH QUESTIONS ............................................................................................. 5 

OBJECTIVES OF THE STUDY ..................................................................................... 5 

RATIONALE .................................................................................................................. 6 

CONCEPTUAL FRAMEWORK .................................................................................... 6 

LITERATURE REVIEW .............................................................................................. 11 

METHODOLOGY ........................................................................................................ 23 

Sources of Data and Location of the Study ............................................................... 23 

Sampling Procedure .................................................................................................. 24 

Sample Size ............................................................................................................... 25 

Method of Data Collection ........................................................................................ 26 

Pretesting of Data Collection Instruments ................................................................ 27 

Data Analysis ............................................................................................................ 28 

DURATION ...................................................................................................................... 28 

LAYOUT OF THE DISSERTATION ...................................................................................... 29 

CHAPTER TWO: BACKGROUND: GENDER AND THE MINISTRY OF LOCAL 

GOVERNMENT AND HOUSING .................................................................................. 30 

INTRODUCTION ............................................................................................................... 30 

BACKGROUND INFORMATION ......................................................................................... 30 

THE HUMAN RESOURCES FUNCTION IN THE GOVERNMENT AND GENDER EQUITY ........ 31 

CONCLUSION .................................................................................................................. 42 



vii 

CHAPTER 3: AWARENESS OF THE NATIONAL GENDER POLICY AND 

MEASURES IN PLACE TO PROMOTE GENDER EQUITY IN THE MINISTRY 

OF LOCAL GOVERNMENT .......................................................................................... 43 

Introduction ............................................................................................................... 43 

Awareness activities in the Ministry ......................................................................... 43 

CONCLUSION ................................................................................................................... 65 

CHAPTER FOUR: THE PROMOTION OF GENDER EQUITY IN ZAMBIA: THE 

STRATEGY OF GENDER MAINSTREAMING IN THE PUBLIC SECTOR IN 

ZAMBIA ........................................................................................................................... 66 

Gender mainstreaming in the public sector in Zambia ............................................. 66 

Achievements towards gender equity ....................................................................... 74 

Challenges ................................................................................................................. 79 

CHAPTER FIVE: CONCLUSION ................................................................................... 89 

Recommendations ..................................................................................................... 91 

APPENDIX A: QUESTIONS FOR KEY INFORMANTS IN THE MINISTRY OF 

LOCAL GOVERNMENT AND HOUSING .................................................................... 94 

APPENDIX B: EMPLOYEE QUESTIONNAIRE ........................................................... 95 

APPENDIX C: GENDER IN DEVELOPMENT DIVISION QUESTIONNAIRE ......... 99 

APPENDIX D: GENDER FOCAL POINT PERSON QUESTIONNAIRE .................. 102 

APPENDIX E: KEY RESPONDENT -GENDER EXPERTS ....................................... 104 

BIBLIOGRAPHY ........................................................................................................... 106 

 

 

 

 

 



viii 

LIST OF FIGURES 

Figure 1: Distribution of Staff by Gender and Age Band .......................................... 35 

Figure 2: Cross Tabulation of Departments by Sex ................................................... 39 

Figure 3: Familiarity with the National Gender Policy .............................................. 44 

Figure 4: Respondents Understanding of the Term Gender ....................................... 45 

Figure 5: Level of Knowledge about the National Gender Policy by Division ......... 46 

Figure 6: Perception of how Men and Women are Treated in the Ministry .............. 47 

 Figure 7: Does the Ministry Penalise Staff who Discriminate based on Gender? .... 48 

Figure 8: Male Respondent's response to the Provision of Paternity Leave .............. 50 

Figure 9: What Keeps Employees away from Work .................................................. 51 

Figure 10: Knowledge of the Existence of the Gender Focal Point Person in the 

Ministry ...................................................................................................................... 53 

Figure 11: Do Working hours allow Members of Staff to Work and attend to Family 

Matters? ...................................................................................................................... 55 

Figure 12: Employee's opinion on being supervised by the opposite sex .................. 62 

 

 

 



ix 

LIST OF TABLES 

Table 1: Distribution of Female and Male Representation in the MLGH…...……...18 

Table 2: Sample Distribution by Level of Management in the Ministry of Local 

Government and Housing…………………………………………………………...26 

Table 3: Distribution of Staff by Management Levels and Sex………….…………34 

Table 4: Distribution of Staff by Gender and Marital Status…………….………….36 

Table 5: Distribution of staff by Highest Level of Education Attained by Gender…37 

Table 6: Distribution of Staff by Gender and Department…………………..…......38 

Table 7: Respondents Years of Service by Gender and Duration on the Current 

Position……….……………………………………………………………………..39 

Table 8: Distribution of Staff by Division, Qualification and Gender….…….…….40 

Table 9: Distribution of Staff by Employment Category and Gender…………..…..41 

Table 10: Staff Opinion on Facilities for Breast Feeding Workers……….………...49 

Table 11: Staff Participation in Gender Specific Activities……..………………….52 

Table 12: Staff Opinion of what Motivates them about Work…..………………….58 

Table 13: Respondent’s Suggestions on Incentives…………………………………59 

Table 14: Staff Opinion on Facilities Required to Perform Better………………….62 

 



x 

LIST OF ABBREVIATIONS 

AIDS Acquired Immune Deficiency Syndrome 

CEDAW Convention on the Elimination of All Forms of 

Discrimination Against Women 

Dept Department 

GAD Gender and Development 

GIDD Gender in Development Division 

GRZ Government of the Republic of  Zambia 

HIV Human Immune Virus 

MLGH Ministry of Local Government and Housing 

NGP National Gender Policy (2000) 

PSMD Public Service Management Division 

SADC Southern African Development Community 

SPSS Statistical Package for Social Sciences 

UNIFEM United Nations Development Fund for Women 

UNDP United Nations Development Programme  

UNZA University of Zambia 

WAD Women and Development 

WID Women in Development 



1 

CHAPTER ONE: INTRODUCTION  

The issue of justice for women and men has become an important item on the 

international agenda. This is because it has been realised that in order for organisations 

to achieve their objectives and contribute to national development, both men and women 

are required. As evidenced by Zambia’s existing policies, strategies and the institutional 

framework, the Government has recognized the importance of gender in national 

development and is committed to the goals of gender equity and the empowerment of 

women. The Government created the Gender in Development Division (GIDD) at 

Cabinet office as an institution for mainstreaming gender in all the major sectors 

including the employment sector.  

The National Gender Policy (NGP) of 2000 defines gender as an analytical concept 

which focuses on women’s roles and responsibilities in relation to those of men.
1
 

Gender has further been defined as a “psychological or cultural concept which refers to 

one’s subjective feeling of femaleness or maleness.”
2
 Sex and gender are commonly 

mistaken to be synonymous, when in fact they are not. Sex is a physically defined 

biological function of chemical hormones which distinguishes male from female, e.g. 

males and females differ as the former alone can give birth and breastfeed; but assigning 

women to raise children is a socially given role.
3
 Gender equity entails a situation where 

women and men have equal conditions for realising their full human rights and potential 

to contribute to and benefit from the socio-economic, cultural and political development 

                                                 
1
 Gender in Development Division, National Gender Policy, 2000. 

2
 Ibid :p. vi 

3
 Ford Lynn E. 2002, Women and Politics: The Pursuit of Equality, Houghton Mifflin Company, Boston 

New York; p. 7 
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of a nation, taking into account their similarities, differences and varying roles that they 

play.
4
 Gender equity is concerned with justice and fairness in according opportunities to 

men and women rather than having equal numbers. It is usually envisaged that when 

justice is given to all, the numbers will follow and consequently there will be equality. 

This study endeavoured to investigate the efforts in place to promote gender equity in 

the workplace, focusing on the Ministry of Local Government and Housing 

headquarters.  

The study was based on the assumption that women and men require different 

environments and incentives in order to realise their full potential at work. Women and 

men can do well at any kind of work as long as an enabling environment which takes 

into account the different needs of men and women is created. Women and men have 

different roles to play in society, which result in their need for different incentives and 

treatment at the workplace, for instance, women carry the larger burden of family and 

community responsibilities due to culture and historical factors, such as beliefs that 

women are weaker than men and that they are care givers. In addition, their reproductive 

role keeps them away from work for long periods, resulting in unequal opportunities for 

training and retraining. With the HIV/AIDS pandemic and the preference of home based 

care by the health sector, the burden of caring for the sick has tended to weigh more and 

more on women. This reduces women’s chances of career advancement and consequent 

concentration in a narrow range of occupations leading to the perpetuation of unequal 

participation in economic decision making and at times loss of employment. 

                                                 
4
 ibid 
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STATEMENT OF THE PROBLEM 

Although the Government has ratified international conventions on gender equity such 

as CEDAW and put in place the NGP, statistics show that gender equity has not yet been 

met in most sectors including that of employment. For instance, by 2007 the share of 

women in wage employment in the non-agricultural sector was 30%.
5
 This is despite 

women consisting of 51% of the Zambian population
6
. Numbers can be an indication of 

underlying inequalities in workplaces. In addition, statistics in the public sector show 

that men rise and/or are promoted to higher positions more than women.
7
 GIDD argues 

that there are enough qualified men and women capable of taking up all sorts of jobs in 

the country.  Therefore, this should be reflected by having a fair number of men and 

women in the labour force.
8
  

The labour market remains highly gender-segregated, and positions dominated by 

women tend to be characterised by inferior status, lower pay and poorer working 

conditions. Although well-educated women have advanced and the share of women 

managers is increasing, most women still occupy low status, less valued jobs and face 

greater barriers to higher-level positions.
9
  

 Most human resources policies do not recognise the different roles played by men and 

women in society which have an effect on their delivery in their work places. The 

                                                 
5
 Ministry of Finance and National Planning, Zambia Millennium Development Goals Progress Report, 

2008: p. 9. 
6
 www.undp.org.zm/gendernews , 8th March, 2010 

7
 Gender in Development Division, Cabinet Office, statistics, December, 2008. 

8
 www.gender.gov.zm 

9
 UNIFEM, Making The MDGs Work Better for Women: Implementing Gender Responsive National 

Development Plans and Programmes, 2009. 

http://www.undp.org.zm/gendernews
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policies are formulated as though men and women have homogenous needs.
10

 This 

breeds inequities in organisations as special needs of one gender may be overlooked. In 

recent times, men have assumed more responsibilities towards children because of the 

changing role of women in society. However, most policies do not have any measures to 

address this. Seldom do organisations give men time off to care for children.  

In order to assess if the NGP is working, there was little or no empirical information 

regarding the implementation of these policy measures, the major achievements and 

challenges being faced. More specifically, although some measures have been 

introduced in the Zambian civil service, to what extent they have been established and 

are being adhered to was unclear. 

Similarly, to what extent had these measures improved the workplace environment for 

gender equity? Did they actually bring about justice for both men and women? Were 

some of the policy measures unrealistic? The problem with the improvement of gender 

equity is that there are a lot of national and international policies which are in place but 

there was little attention paid to checking whether these measures are working or not. 

The practical implications of these policy measures need to be analysed in order to come 

up with lasting and practical solutions to promoting gender equity in the workplace.  

 

 

                                                 
10

Blackmore et al (1993), Gender Matters in Educational Administration and Policy, Felmer Press, 

London; p. 245 
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RESEARCH QUESTIONS 

In view of the problems identified, this paper sought to answer the following questions: 

1. Are jobs in the Ministry of Local Government and Housing designed in a way 

that allows for both men and women to have a healthy working and family life? 

2. Is the working environment conducive for men and women in the Ministry of 

Local Government and Housing? 

3. What measures are in place to promote gender equity? 

4. What has worked and what has not worked in promoting gender equity? 

 

OBJECTIVES OF THE STUDY 

Overall Objective: 

The overall objective of this study was to examine the efforts made in promoting gender 

equity in the workplace using Zambia’s Ministry of Local Government and housing 

headquarters as a case study. 

Specific Objectives: 

1. To identify measures which the Ministry of Local Government and Housing put 

in place to improve gender equity. 

2. To evaluate the extent to which these measures created a conducive environment 

for both men and women to work effectively. 
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RATIONALE 

This study was designed to generate knowledge on the measures that have been 

implemented to promote gender equity in the Ministry of Local Government and 

Housing. It further sought establish the extent to which the Ministry had created an 

enabling working environment for both men and women.  

Finally, the study sought to contribute to the body of knowledge in the area of Human 

Resource Management, on the promotion of gender equity in the workplace. Gender 

equity is important for sustainable development through the efficient utilization of all 

available human resources. Gender equity is also an important human rights issue. 

The study was also a requirement for attaining the Master of Public Administration.  

 

CONCEPTUAL FRAMEWORK 

The empowerment of women has several conceptual and theoretical underpinnings 

which affect research and the programmes on gender equity. A number of conceptual 

perspectives have been propounded which can be used in research on gender equity. 

However, the commonly accepted and used in the past three decades are Women in 

Development (WID), Women and Development (WAD) and Gender and Development 

(GAD).
11

 

WID came into use in the early 1970s after Easter Boserup’s publication entitled 

“Women’s role in economic development.
12

” This was perhaps the first hypothesis to be 

widely accepted by both development theorists and practitioners on gender. Boserup 

was the first person to separate men and women as units of analysis in development 

                                                 
11

 Eva M. Rathgeber in Gender Issues in a Development context, 1997/98 
12

 ibid 



7 

research. WID is based on the modernisation paradigm of development which assumes 

that development takes place in a linear manner. Once a nation is modernised or 

industrialised, then everything else follows in a linear manner leading to development. 

In the same vein, the WID theory asserts that, with the growth of economies of 

countries, the benefits of modernisation, such as better wages and improved standards of 

living, will trickle down to all segments of society. 

 

Therefore, as the world economies grow, women would also benefit as a segment of 

society. There is no need to look at them differently and treat them differently from men. 

The WID theory, in other words, took all segments of society as equal disregarding the 

existence of classes. It assumed that all those who work hard regardless of their sex will 

benefit from the fruits of modernisation as the world economy grows.  

 

Women were rarely considered as a separate unit of analysis in the modernisation theory 

of this period because it was assumed that the norm of male experience was 

generalisable to females and that all would benefit equally. Thus the WID approach 

advocated for the integration of women in already existing structures. 

This approach, however, did not take into account the fact that women are 

disadvantaged in the very social set up of society.
13

 Under the WID approach, most of 

the research concentrated on the development of appropriate technologies that would 

lighten women’s work, rather than examine the reasons why women didn’t perform well 

in development processes. The WID approach concentrated on how women could be 

integrated in already ongoing development processes. The non-confrontational approach 

                                                 
13

 Canadian Council for International Cooperation, 1991 
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used avoided questioning the sources of women’s subordination and oppression, and 

instead focused on advocating for more equality in education, employment and other 

sectors. The disadvantage of the WID approach is that it was ahistorical and overlooked 

the influence of class, race and culture. Women are not a homogenous group because 

they also fall into different classes of society. Some are poor, middle class and others are 

rich.                                                                                                                                    

In the mid 1970s the Women and Development (WAD) approach was developed by 

neo-Marxist feminists.
14

 This approach grew because of the limitations of the WID and 

its idea that the exclusion of women from earlier development strategies was simply an 

oversight. The WAD approach draws its theoretical bases from the dependency theory, 

although Marxist analysis (on which the dependency theory is based) does not pay 

specific attention to gender. This perspective focuses on women and development 

processes rather than strategies of integrating women in development. Its point of 

departure is that women have always been part of development processes in their 

societies and that the work they do, both at household level and outside, is central to the 

survival of societies.
15

 But the theory argues that this integration serves to sustain 

existing international structures of inequality. It also asserts that in third world countries 

poor men are also adversely affected by class structures. It gives little analytical 

attention to inequities between genders within classes.  

Although WAD offered a more critical view of women’s position than WID, it failed to 

carry out a full analysis of the relationship between patriarchy, the modes of production 

and women’s subordination and oppression. The WAD approach assumed that the 

                                                 
14

 Akina Mama Wa Africa, African Feminist Theory and Practice: A Reader, 22 February – 14 March, 

1997. 
15

 Op cite 
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women’s position will improve when international structures become equitable. 

However, if you use the Marxist view to analyse the position of women, it can be 

concluded that women are perhaps a class below classes because of the underlying 

ideology of patriarchy embedded in international social structures.  The WAD theory is 

also weak because it is only concerned with the productive sector and neglects the 

reproductive sector. Reproductive and family related labour such as the caring of 

children and housework are not assigned with any economic value and are said to be 

private. Thus the private realm is divorced from the public (economic work) realm under 

this theory. 

Having noted the weaknesses of the two approaches to women and development issues, 

the Gender and Development (GAD) approach emerged as an alternative in the 1980s.
16

 

The GAD theory has its theoretical roots in socialist feminism which links the relations 

of production to reproduction and takes into account all aspects of women’s lives.
17

This 

approach contends that the so called ‘private realm’ or the work women do in the home 

and their reproductive role have a bearing on their performance in the public or 

economic sphere. It opposes the public/private dichotomy that has been commonly used 

as a mechanism to undervalue family and household maintenance work.
18

It also argues 

that the ideology of patriarchy cuts across all classes and at the same time embraces the 

importance of class solidarity and distinction.  

GAD calls on women to organise themselves into stronger political voices.  It advocates 

for the full integration of women in development processes. There is need for a holistic 

                                                 
16

 Eva M. Rathgeber in Gender Issues in a Development Context, 1997/98. 
17

 Ibid. 
18

 Canadian Council for International Cooperation, 1991. 
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analysis which looks at the totality of social organisation, economic and political life in 

order to understand the shaping of particular aspects in society. GAD is not only 

concerned with women but the social allocation of roles and responsibilities between 

men and women. In contrast to radical feminists, GAD recognises and welcomes the 

potential contribution of men who support women’s issues of equity and social justice.  

GAD has a disadvantage when it comes to being used to implement practical projects. 

This is because it requires a complete overhaul of the whole social, political and 

economic structure of an institution by examining gender relations and bringing together 

the private and public dichotomies of women’s lives to improve equity among men and 

women. This makes the existing powers uncomfortable and hence the reluctance by 

most international and national agencies to use it.
19

 Nonetheless, GAD is a better 

approach for research because it allows for a deeper analysis of gender equity by 

examining the social, economic and political structure of organisations and considering 

both the private and public dichotomies of women’s lives.  

Gender injustice is imbedded in the economic and political structures of institutions, 

hence an analysis cannot be holistic without considering these variables. Furthermore, 

the analysis of work that women do in the family and households has an impact on their 

formal work. Recent theorists show that unpaid care work is a public good which has 

externalities resulting in negative “third party effects” for society such as overburdened 

carers whose productivity is reduced. On the other hand, it can have positive 

                                                 
19

 Eva M. Rathgeber in Gender Issues in a Development Context, 1997/98.  



11 

externalities for employers by having better workers.
20

 Better workers are those who do 

less unpaid work because they can have better output in the productive sector. This 

clearly shows that human resource practitioners cannot entirely ignore what happens in 

the private realm of employee’s lives.    

This study was premised within the conceptual perspectives of GAD in order to allow 

for a thorough analysis of the promotion of gender equity in the Ministry of Local 

Government and Housing headquarters. 

LITERATURE REVIEW 

In line with international and regional commitments to gender equity, the Zambian 

Government’s vision on gender is to achieve full participation of both women and men 

in the development process at all levels, in order to ensure sustainable development and 

attainment of equity and equality between the sexes. To provide a legal framework for 

the promotion of gender equity, the Government of the Republic of Zambia adopted a 

National Gender policy in the year 2000. Furthermore, in order to facilitate the effective 

implementation of the National Gender policy, the Government has mainstreamed 

gender into the Sixth National Development Plan (2011-2015) and prioritized gender 

mainstreaming interventions for the socio-economic empowerment of women as 

encapsulated in the gender and development chapter.
21

 These measures are meant to 

implement gender equity practically and across sectors. 

                                                 
20

 Elson Diane, Budgeting for Women’s Rights: Monitoring Government Budgets for Compliance with 

CEDAW, UNIFEM, 2006. 
21

Republic of Zambia, Sixth National Development Plan, Ministry of Finance and National Planning, 

2011:p. 542. 
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Ideally, gender equity in the workplace can be attained if the country or an institution 

incorporates all relevant provisions of international conventions and instruments related 

to employment and labour which a country has ratified. This can be enforced by the 

creation of awareness on all relevant international and local legislation related to gender, 

employment and social security.
22

 

Some of the policy measures in the National Gender Policy under section 4.6 

(employment and social security) are that organisations should provide crèches at places 

of work and create an enabling environment for taking care of children up to 6 years 

when mothers are at work. Institutions are supposed to establish mechanism to remove 

barriers which prevent women‘s effective participation in both formal and informal 

employment. Ensure gender balancing in appointment of representatives to international 

or regional institutional and missions abroad.  There must be gender balancing in 

workshop delegates, appointments and promotions.
23

 The policy further states that 

institutions should implement programmes that ensure equal employment opportunities 

in all sectors and accord both men and women equal training and retraining 

opportunities. Create awareness and put a mechanism in place for reporting cases of 

sexual harassment to relevant authority. 

The policy also stipulates that organizations should generate data on various forms 

gender research and analysis in employment, labour and social security taking into 

account child labour, persons with disabilities and retrenchments.  The Government 

should domesticate international conventions on gender into national law. 

                                                 
22

 UNIFEM, CEDAW and the Human Rights Based Approach to Programming, 2003. 
23

 Gender in development division, National Gender Policy,2000. 
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At regional and international levels, the Government has shown its commitment towards 

the promotion of equitable gender representation at all levels of decision making 

positions. It has done so by ratifying the African Union Solemn Declaration on Gender; 

the Southern African Development Community (SADC) Protocol on Gender and 

Development (both of these call for 50 percent representation of women in all sectors); 

and the Convention on the Elimination of all forms of Discrimination Against Women 

(CEDAW).
24

 

Despite these efforts, gender inequalities continue to exist at all levels of national 

development. In the workplace, gender inequalities can be noticed by the low numbers 

of women employed by both the public and private sectors. In addition, women occupy 

middle and lower positions in most organisations. On the other hand, men’s issues are 

missing in most policies and practices which promote gender equity in the workplace. 

The bedrock of the problem on gender equity is that there is little information on what 

has actually been implemented from the policies and conventions which Zambia has 

ratified. Information on the effects of what has been implemented is also not available. 

According to the literature review undertaken
25

, most of the writings reviewed did not 

specifically look at gender equity in the work place. The literature was reviewed both on 

Zambia and on similar studies conducted in other countries.  

The International Labour Organisation’s (ILO) Decent Work Country Programme (Z-

DWCP), undertook a project to support women workers’ rights in the country in 2009. 

ILO made a Declaration on Social Justice for a Fair Globalization in 2008 aimed at 

                                                 
24

 www.gender.gov.zm 
25

 International Labour Organisation, Rapid Assessment on Women Workers Rights Awareness in 

Zambia, Lusaka, (2009) 
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creating greater opportunities for women to secure decent employment and income. The 

project also integrated gender equity and non-discrimination as a cross-cutting issue in 

the promotion of ILO’s strategic objectives. In setting the project in motion, ILO carried 

out a Rapid Assessment on the knowledge and awareness on women’s workers rights in 

both the formal and informal sectors of the economy. 
26

 The objectives of the assessment 

were as follows: 

 To establish baseline information on the extent to which women as workers 

had sufficient and equal access to and information regarding their rights, 

entitlements, responsibilities and support mechanisms with respect to enter 

the Zambian labour market and progressing to achieving decent work. 

  Identify and review any support mechanisms targeting  women entering and 

progressing in the labour market 

 To propose a more supportive environment within which the tripartite 

constituents could play an effective role in promoting and protecting women 

workers’ rights and making gender equity a reality in their policies and 

operations.
27

 

The Rapid Assessment on Women and Women Workers Rights found out that some 

organisations had put in place internal policies to support women workers’ rights in the 

workplace, such as allowing them to go on maternity leave and giving them time to go 

home and breast feed. Although the study brought out alot of information on the existing 
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policies in the organisations reviewed, it did not check if these were actually 

implemented. It only reviewed what was existing on paper. It also concentrated more on 

women’s rights without much consideration for the rights and needs of male employees.  

The study was also more interested in finding out the knowledge levels of women 

workers rights and issues of equal pay for equal work. In other words, it examined the 

decency of the work place environment with respect to wages and women workers 

rights. 

Another organisation known as Genderlinks, conducted a study entitled the “Glass 

Ceiling in Zambia” in 2009. Its major objective was to establish whether media houses 

would achieve gender parity by 2015 – one of the Southern African Development 

Community (SADC) Millennium Development Goals. The study was carried out in nine 

Zambian media houses namely, the Guardian Weekly, Monitor and Digest Newspaper, 

Zambia Daily Mail, Mobi Television International, Radio Phoenix, Yatsani Radio, 

Zambia News and Information Service, 5FM Radio and Multimedia National Mirror. 

The sample size of the study was 416 consisting of employees from the stated media 

houses. The data was collected through interviews using structured questionnaires.
28

 

The report revealed that the proportion of women in media houses in Zambia was 33% 

which was lower than the SADC 41% average. Further findings pointed out that men 

were more likely to be employed on a full-time basis, while women dominated part-time 

positions at 70%. The study also showed that “women occupy 11% of top management 

posts while men occupied 89% in Zambia compared to 28% and 77% respectively in the 

SADC region.” In terms of specialisation of labour, men dominated the departments 
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related to printing (94%), designing (89%) and technology/IT (83%), while women 

fared better in finance and administration (49%), advertising and marketing (46%) and 

editorial (38%).  Zambia’s averages for female employees fell below regional averages 

even in departments. Two of the nine media houses surveyed achieved parity - Monitor 

and Digest Newspaper (59%) and Mobi TV International (53%). Zambia News and 

Information Services and Zambia Daily Mail fell within the bottom five, with 32% and 

27% female representation, respectively, while Yatsani Radio (17%) and 5 FM (18%) 

came in last. 

Similar to the gender divisions in the media found in most countries, the imbalance in 

Zambia’s reporting is still pronounced with a few exceptions - male journalists dominate 

all of the “hard beats” such as agriculture (100%) and investigative journalism (80%), 

while women journalists predominantly cover entertainment (63%) and lifestyle (60%). 

The study also showed that none of the surveyed media houses had strategies to fast-

track women, though a third said gender was a consideration in promotion. The 

Southern region doesn’t fare much better - only 10% of the media houses have such 

career-pathing strategies in place. Just as troubling, less than a third of Zambian media 

houses have gender policies or sexual harassment policies. Though only 11% reported 

sexual harassment in the workplace, the good news is 78% expressed interest in 

developing a gender policy or improving an existing one. 

Another key finding of this study was that while there were no comprehensive policies 

to advance women, commitment to gender equality in media houses was high. It was 
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reported that management of all the media houses sampled claimed that they were 

committed to gender equity even if they did not have tangible policies in place. 

The gap in this study, like most of the other studies, revealed particularly on Zambia 

focus on numbers or gender equality in the workplace as opposed to equity issues. The 

numbers in themselves clearly demonstrate that there are some underlying injustices in 

these workplaces, and this is the gap that this study will endeavour to close. 

The Local Government Association of Zambia (LGAZ) also undertook a study in 2007 

on the “Status on Women in Local Government.” The main objective of the study was to  

establish the status of women councillors in particular as well as the number of women 

in the local government service in general.
29

 The study only showed the numbers 

(quantitative) of women in the Ministry of Local Government but did not bring out what 

programmes were in place to promote gender equity. More concentration was on the 

political players, hence most of the findings also concentrated on what is in place to 

increase women in politics as well as challenges which the Councillors face. 

 

On the status of women in the Local Government service (workplace), the study 

reviewed that there were more men than women especially in the higher ranks. The 

findings showed that women make up of 29.17% of the Top Management; 29.63% of 

Senior Management; 50% of middle management; and 14.55 % of lower management in 

the Ministry of local Government and Housing.
30

 The study did not identify workplace 

policies for the promotion of gender equity neither did it interview the employees to get 
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their views on the subject. However, the numbers are an indication that an investigation 

is needed to look at gender equity in the Ministry. The table below shows the 

distribution of female and male employees in the Ministry of Local Government and 

Housing as of September 30, 2007. 

Table 1: Distribution of Female and Male Representation in the MLGH 

Management Levels Female Male Total 

No. % No. % No. % 

Top Management 7 29.17 17 70.83 24 100 

Senior Management 16 29.63 38 70.37 54 100 

Middle Management 39 50.00 39 50.00 78 100 

Lower management 8 14.55 47 85.45 55 100 

Totals 70 33.18 141 66.82 211 100 

Source: Ministry of Local Government and Housing, September, 2007.
31

 

A different study was conducted by the Centre for Women’s Law and Legal Services of 

Peking University, led by Edna Zhou. It focused on gender inequality in the Chinese 

work place and involved 3000 women over the course of 2008. The participants were 

asked questions about their work environment. From the results obtained, Zhou 

determined that not only was one in four women being denied a job due to gender, one 

in twenty-five (25) of those surveyed were also forced to sign labour contracts 

containing clauses forbidding them to get married or fall pregnant in a set period of 

time.
32

More than 20 percent reported that employers set difficult criteria in recruitment 

and women had to perform much better than their male peers in interviews to get the 

same job. More than one-third believed that male employees had more chances of 

promotion and 50 percent attributed it to women having to spend more time taking care 

of their families. The research also found that one in 20 women experienced work-place 
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sexual harassment. From the study, it has been learnt that a large sample yields precise, 

valid and reliable findings. This is so because as the sample size increases, the sample 

tends to get closer and closer to the population, thereby allowing for a meaningful 

generalization of the findings. 

A survey was conducted by the Nordic Gender Institute (NIKK) in 2007 in Norway, to 

find out more about men, women and gender inequality. The title of the study was 

“gender equality and the quality of life”. Its aim was to find out men’s attitudes and 

understanding of gender equality in relationships, the family, working life and society. 

The survey had a sample of 2,805 women and men who answered a questionnaire with 

350 questions and statements on gender equality. The response rate was 41 percent. 

The results showed that 80 percent of the male respondents and 70 percent of the female 

respondents reported that equality in their homes was rather good. It was also revealed 

that more men than women experience violence outside of the home, both as 

perpetrators and victims. About 60 percent of the men reported that it was important to 

have a job that can be combined with having children and a family. The survey also 

revealed that most employees in gender-segregated jobs reported that they would like 

better gender balance at work. The developments in Norway are relevant for 

understanding how gender equity in the workplace can be achieved. Hence the need for 

a similar study to be conducted in Zambia to check what is in place to promote gender 

equity in the workplace. 

Another study was carried out in 2004 by Helsinki University of Technology in Finland 

to assess if the Gender Pay Gap could be reduced by reforming wage systems. The study 
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revealed that the most important factors in reducing the Gender Pay Gap were sufficient 

managerial skills in making assessments, equality in the evaluation of the requirements 

of the job and the competence of the person in question. The researchers assessed the 

wage and salary systems based on the demands of the jobs, personal competence and job 

performance in municipal and industrial work places. The study involved 5 local 

authorities, 3 chemical companies, 1 food producer and 2 technology companies, 

respondents were sampled and given questionnaires to answer. 

According to the findings, the municipal sector did not show a significant narrowing in 

the Gender Pay Gap between men and women. In several industrial organizations, pay 

systems appeared to have significantly reduced differences the in Gender Pay Gap, in 

particular in the chemical industry where the gap was reduced to 30 percent. It can be 

learnt from this research that when conducting a research on issues such as inequality 

between men and women, it was important to have a diverse sample so that 

generalizations of the findings can be made with a lesser margin of error. 

In a separate case, the Government of South Africa conducted an analysis of gender 

equality in the National Public Works Programme in South Africa in 1998.
33

 The aim 

was to assess women’s share in employment as compliance to the Government’s 

commitment to implementing CEDAW. An appropriate starting point in reviewing 

women’s representation in employment is the proportion of jobs occupied by women 

compared to the proportion of women in the target unemployed population.
34

 If the 

women’s share of employment created is less than their share of the unemployed 

                                                 
33

 Elson Diane, Budgeting for Women’s Rights: Monitoring Government Budgets for Compliance with 

CEDAW,2006. 
34

 ibid 



21 

population, then the employment programme is discriminatory against women. The 

Government of the Republic of South Africa allocated R250 million between 1994 and 

1998 to create gender responsive employment for men and women in the Community 

Based Public Works Programme. A 1997 evaluation of the programme found out that 

quality of the assets produced was exceptionally high compared to similar programmes 

elsewhere in the world. 599 projects were well distributed geographically with respect to 

the relative poverty profiles of the nine provinces.  

The findings show that, of those employed on the projects, only 41 percent were women. 

While the figure was lower than the female proportion of the population in the rural 

areas in which the project operates, it was almost certainly higher than would have been 

the case without explicit targeting. However, the evaluation suggests that women were 

usually assigned to more menial jobs with lower average wages and shorter employment 

periods than men.   Women were also less likely to receive training. The Department 

used the evaluation results to improve on their strategies and targeting. In a nutshell, the 

evaluation suggested that the programme was operating in a way that discriminated 

against women. This study shows that gender equality initiatives in the workplace need 

to go beyond quantity to quality. It also highlights the need for objectivity in addressing 

gender equity in the workplace. 

A different research was conducted by Neal B.M. in 1993, focusing on employees who 

had care giving responsibilities. The study assessed the impact of these responsibilities 

on the employees’ work. It also looked at programmes and policies in place to ease the 

negative impact of such employees on productivity. The study described and analysed 

the full range of work schedule policies, benefits and workplace programmes developed 
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for care-givers. It concluded that people who had responsibilities of looking after 

children or sick adults were usually stressed and absent from work.
35

 The findings of the 

study written in the form of a book recommend that many individuals with care giving 

responsibilities can benefit with help in looking after their children. Such help may 

include provision of child care facilities near the workplace or allowing them to work 

from home. This study only examined the impact of care giving and did not look at other 

issues which affect women in the work place.  

The literature review showed that there was a gap in comprehensively understanding the 

promotion of gender equity in the work place. Most studies undertaken did not identify 

the measures in place and how these measures contributed towards gender equity. This 

study, therefore, was designed to fill these gaps by investigating the actual measures 

implemented to promote gender equity and how they have contributed to the creation of 

an enabling environment for both men and work to work effectively. It was also meant 

to show what is working and what is not working in Zambia. The study was also a 

reality check to the policies in place. In addition, it also investigated the needs of male 

employees and not only those of women as in the above cases. For gender justice to take 

place in the work place there is need for a balanced study which looks at both male and 

female employees objectively. 
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METHODOLOGY 

Sources of Data and Location of the Study 

The study was undertaken in Lusaka and Chongwe districts. Lusaka was chosen because 

most of the information sources on policies in the workplace were found there and also 

due to its proximity to the University of Zambia where most of the processing of the 

data took place. The Ministry of Local Government Headquarters is also located in 

Lusaka with some of its staff in Chongwe at the Chalimbana Local Government 

Training Institute. The Ministry of Local Government had been chosen because it is a 

Government institution hence it is obliged to follow Government policies (in this case 

the gender policy). The study findings can be generalised to other Government 

institutions because most of them are similar in nature. 
36

Government is also the largest 

employer hence studying a Government institution gives greater external validity to a 

study. This implies that the study can be better generalised to Zambia. Another 

important factor is that the Ministry was accessible to the Researcher hence collecting 

data was easier. 

Data was collected from Cabinet Office; the Gender in Development Division; the 

Ministry of Local Government and Housing Headquarters (which also includes 

Chalimbana Local Government Training Institute in Chongwe); Zambia Association for 

Research and Development (ZARD); the University of Zambia – Gender Department 
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and Library; and gender experts from Longwe Clark and Associates; and the Non-

Governmental Organisations Coordinating Council.  

Sampling Procedure 

The stratified sampling method was used because the employees in the Ministry of 

Local Government and Housing are stratified according to management levels known as 

divisions, that is, Division one, Division two and Division three. According to the terms 

and Conditions of Service for the Public Service, “Division one (1) Officer” means an 

officer whose basic salary is in the salary scale GSS7 or equivalent and above. “Division 

two (2)” means an officer whose basic salary is in salary scale GSS/08 to GSS/13 or 

equivalent. “Division three (3) Officer” means an officer whose basic salary is in salary 

scale GSS/14 to GSS/15 or equivalent. Division one is the highest level of management 

while division three is the lowest.  

The principle behind stratified random sampling is to divide a population into different 

groups, called strata, such that each element of the population belongs to one and only 

one stratum.
37

 Then, within each stratum, random sampling is performed using the 

systematic/interval sampling method.  This enabled the study to reflect the views of 

every level of management in the Ministry because respondents were picked from all 

levels of management. The differences in knowledge among the strata can also be 

assessed and later the whole sample combined for analysis. 
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Sample Size  

There was approximately 227 employees at the Ministry of Local Government and 

Housing Headquarters falling under Division one, Division two and Division three at the 

time of the study.   Ideally, all the elements in the population should have been sampled 

in order to attain better parameters of the population.
38

 However, costs and time 

implications had to be taken into consideration in order to come up with a feasible 

sample size. In order to get a clear picture of how the Ministry operates and be able to 

get a sample using the stratified sampling method, a meeting was held with the Director 

and the Assistant Director of the Department of Human Resource and Administration. 

The sample was subdivided as follows: 

 Six were key informants from the Gender in Development Division; Cabinet 

Office; The Director and the Assistant Director - Ministry of Housing and Local 

Government - Human Resource and Administration Departments and two gender 

experts. 

 A total number of 96 employees were to be interviewed. Equal numbers of men 

and women were supposed to be picked from each level. In cases where it was 

not possible to pick an equal number of male and females, the sex with the larger 

number was picked to ensure that the percentage of the strata was met.   
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Table 2: Sample Distribution by Level of Management in the Ministry of Local 

Government and Housing 

Management 

Level 

Proposed 

Sample(no) 

Representative 

Sample Size(n1) 

 

Collected 

Samples(nf) 

Division 1  26 33 15 

Division 2 40 37 28 

Division 3 30 43 25 

Total 96 103 68 

 

The researcher targeted a sample size no=96, however, not all respondents responded 

due to various reasons ranging from being too busy and not available at the time of 

collection among others. A total of nf=68 questionnaires were collected at the end of the 

data collection period as shown in the table above. But after using other statistical 

methods of determining a representative sample size it was found that the sample size 

should have been n1=103. Therefore, the collected sample will not affect much the 

precision and accuracy estimated at 90% confidence level (CI) with an error margin of 

0.1. Note, that the bigger the sample size the smaller the margin of error. 

Thus inferences about the population can be made by the authorities and other 

researches with certainty using the estimates derived from this dataset.  

Method of Data Collection 

To collect primary data interviews were used to collect information from key informants 

using interview guides. Interviews accorded an opportunity to get more information. 

However, they take up a lot of time thus they were only used for collecting information 

from key informants. Information was captured using a tape recorder (for those who 
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agreed) and by hand. The recorded information was used to check if everything was 

written down during the interview. 

The rest of the primary information from the employees was collected using semi-

structured, self administered questionnaires. The questionnaire contained both close-

ended and open ended questions. The open ended questions were minimized in order to 

make the analysis easier (Both the interview guides and questionnaire are attached). 

Secondary data from the internet, relevant Government documents and other literature 

was also reviewed.  

Pretesting of Data Collection Instruments 

Before the collection of data, a pretest was conducted in order to test the adequacy of the 

instruments. This helped to assess if the questions were clear, how long each interview 

would take and how long it took for a person to fill in a questionnaire. The pre-test was 

conducted on five people, two from the University of Zambia, Department of Political 

and Administrative studies, two from the Ministry of Education and one from GIDD. 

After the pre-test appropriate amendments were made to the questionnaire design and 

style of data collection, for instance some words were found to be ambiguous thus they 

had to be changed to make the questionnaire easy to understand. Some questions were 

deleted because they were similar and double question sentences were divorced.  

Collecting data without a preliminary model is not a sound practice.
39

 This exercise 

improved the questionnaire. 
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Data Analysis 

Quantitative Data was analysed using SPSS (Statistical Package for Social Sciences) 

version 11.0 computer software while open ended questions or responses were analysed 

using qualitative methods such as grouping similar responses and/or coding them. A 

template was formed in SPSS were all the data from the questionnaires was entered 

before analysis could start. All questions were represented by sentences or statements 

and each answer in the multiple choice questions was given a number code. Responses 

from the open ended questions were grouped together and also coded for data entry. 

After data entry, tables were generated which were then used for interpretation and 

analysis of the data. 

Duration 

The study took one year, beginning from 2011 to April, 2012.  

Limitation 

The sample was too small for extensive generalisation. The study could not take up a 

bigger sample due to financial and time resource constraints. However, the study can 

still be largely generalised especially to Government ministries and other spending 

agencies because the structures and systems of management are the same. Government 

is currently the largest employer in Zambia. 

Another important limitation to note was the luck of baseline data to use for measuring 

the success of the National Gender Policy. The Researcher could not find information 

showing what the situation was before the policy. The availability of comparable data 

remains limited and poorly utilised.  
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Layout of the dissertation 

In order to adequately address the subject under consideration, the dissertation is divided 

into four distinct but related chapters. Chapter one being the introduction, gives the 

background information on the subject, outlines the objectives of the study, the 

rationale, literature review and the methodology used.  

Chapter two, on the other hand, discusses the human resources function in the public 

sector in relation to the Ministry of Local Government and Housing Headquarters and 

gives a background on the Ministry of Local Government and Housing. Chapter three 

shows the main findings of the study, and chapter four analyses the findings of the study 

and provides recommendations. 
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CHAPTER TWO: BACKGROUND: GENDER AND THE MINISTRY OF 

LOCAL GOVERNMENT AND HOUSING 

Introduction 

This chapter provides the context to the findings of this study. It shows the demographic 

characteristics of the respondents and also endeavors to give an insight into the Ministry 

of Local Government and Housing (MLGH) to enhance the reader’s understanding of 

the institution. It also gives the gender picture of the Ministry and a synopsis on human 

resources management in the public service. 

Background Information 

The Ministry of Local Government and Housing falls under the Local Government and 

Decentralization Sector of the national economy. It is funded mainly by the 

Government, with additional funding coming from Cooperating partners such as Japan 

International Cooperation Agency (JICA) and the United Nations Development 

Programme (UNDP). The Ministry is charged with the administration of the local 

government system and the provision of municipal services. The Ministry of Local 

Government and Housing is multi-functional in nature and oversees the implementation 

of delegated functions and responsibilities by the local authorities through managing the 

social, economic and political spheres of governance. According to Government Gazette 

number 547 of 2004, the Ministry has been assigned the following functions:- 

 Co-ordination of Local Government Administration; 

 Regulation and provision of social amenities; 
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 Urban and Regional Planning; 

 Valuation of property; 

 Chiefs’ Affairs and House of Chiefs; 

 Water Supply and Sanitation; 

 Provision of housing; 

 Provision of municipal infrastructure services and support services; 

 Co-ordination of the implementation of the National Decentralisation Policy; and  

 Provision of feeder, community and urban roads.
40

  

The Ministry of local Government and Housing has eight departments, namely, the 

Department of Human Resources and Administration; the Department of Local 

Government Administration; the Department of Physical Planning and Housing; the 

Department of Government Valuation; the Department of Infrastructure and Support 

Services; the Chalimbana Local Government Training Institute; the House of Chiefs; 

and the Decentralization Secretariat.
41

 At the time of the study, the MLGH headquarters 

was made up of their main office in Lusaka as well as the Chalimbana Local 

Government Training Institute in Chongwe.  

 

The Human Resources Function in the Government and Gender Equity  

The Zambian public service has well-defined and highly centralized processes for 

human resources management. Human Resources Management Policies and Procedures 

in the public service are made up of the Terms and Condition of Service; Service 

Commission Regulations; Service Commission Policies and Procedures for Employment 
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in the Public Service; and; Disciplinary Code and Procedures for Handling offences in 

the public service. 
42

 Apart from these policies, the Secretary to the Cabinet and/or the 

Permanent Secretary, Public Service Management Division (PSMD), issues 

administrative circulars and instructions from time to time to complement the policies 

and procedures. PSMD has the mandate to provide a clear human resources policy 

framework and monitoring its implementation by line Ministries in order to ensure 

effective human resources management in the Public Service.
43

 Therefore, all line 

Ministries such as MLGH, provinces, districts and spending agencies are required to 

adhere to these policies and procedures in managing human resources.  

Most Government human resources documents such as Service Commission Policies 

and Procedures for Employment in the Public Service, do state that no one should be 

discriminated against due to his or her sex in appointments, promotions and in any form 

of treatment. However, they do not state any strategies of ensuring that gender is 

mainstreamed as stated in the National Gender Policy.  

The Secretary to the Cabinet issued a circular which instructed all ministries to adhere to 

the National gender Policy and to appoint Gender Focal Point persons preferably within 

their planning units and the appointees were expected to be at a fairly senior level of 

management.
44

 That was meant to put the National Gender Policy in motion so that 

Ministries could start implementing it. In addition, the Government developed a strategy 
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and implementation plan for engendering the public service to accelerate and 

institutionalise gender mainstreaming in the public service.
45

 

Appointment, acting appointment, promotion, transfer, secondment, termination of 

appointment, resignation and retirements in the public service are done by the PSMD in 

consultation with the MLGH. According to the Director of Human resources at MLGH, 

this system is the same in all government ministries and therefore, the conduct and 

management of human resources is the same in all ministries. These processes define the 

information flows between the central Public Service Management Division, ministries, 

departments, regional and district offices. This implies that the ministries only 

recommend and the final authority is based on the service commission. MLGH positions 

are open to any Zambian regardless of their sex who meet the qualifications of the 

specific position. The Ministry stated that it considers gender in the recommendation of 

employees for promotion. 

The MLGH has its own Human Resources and Administration Department which keeps 

records of all employees in the ministry. However, at the time of this study, the 

information available was not gender disaggregated. Therefore, it was difficult to know 

out rightly how many of the employees were female and how many were male. The 

researcher had to work with the Human Resources department to come up with a gender 

disaggregated table showing the distribution of employees by grade or division. The 

ministry indicated that it was in the process of disaggregating data on its employees by 

gender to make it readily available when needed. The current public service human 

resources information system was successfully introduced and was used to support 
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establishment control and to run the payroll. Its implementation involved extensive 

planning, stakeholder involvement, communications and other management 

considerations. However, it does not give gender disaggregated information. 

The table below shows the total numbers of employees employed at the Ministry of 

Local Government and Housing headquarters during the study. The table shows that 

there are more male 59% compared to female 41% at the MLGH Headquarters.  In the 

higher management level of the hierarch, there are more male 74% of the positions in 

decision making positions compared to female on the same level accounting for about 

26% of the positions. The opposite is true in the middle management level 70% of the 

positions are held by female compared to male with about 30% of the positions. In the 

lower level, 63% of the positions are held by male with about 37% of the positions being 

held by female. 

Table 3: Staff Distribution by Management Levels and Sex 

Management Levels Female Male Total 

No. % No. % No. % 

Super Scale Fixed 1 33 2 67 3 100 

Division 1 16 26 46 74 62 100 

Division 2 32 70 14 30 46 100 

Division 3 43 37 73 63 116 100 

Aggregate - females/ males 92 41 135 59 227 100 

Source: MLGH, 2011 

Therefore, at MLGH it is clear that most of the female employees occupy middle and 

lower positions. However, the situation of women is improved in super scale 33%, 

middle level 70% and lower level 37% respectively. The super scale comprises of 

political appointees -the minister and deputy minister and the Controlling Officer - 
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Permanent Secretary of the Ministry. The overall percentage share of women (41%) is 

above the threshold of 30% of public office positions to be held by females. 

Figure 1: Distribution of Staff by Gender and Age Band 

 

The figure above shows staff age group by sex in increasing order of respondents from 

age groups <21years ,31 to 40, 21 to 30, 41 to 50, and over 51years respectively. The 

table above shows staff age group by sex in increasing order of respondents from age 

groups 31 to 40, 21 to 30, 41 to 50, 51years and <21years respectively. Most of the 

respondents about 64.5% are male in the age group 31 to 40 years compared to about 

35.5% in the same age group. In the age group 21 to 30, females are 55.6% while male 

are 44.4%. Men constitute 86.7% and 13.3% are women in the age group 41 to 50 years; 

about 66.7% male were in the age group 51+ years and 33.3% female. 

Upon further investigation, a key informant stated that for purposes of planning for 

human resources management, it is important to know the age distribution of the 

members of staff in order to understand their various needs for improved outputs. It was 

stated that gender needs also differ across ages and hence the need to consider the age 

variable when looking at gender and human resources. For instance, women in the 
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reproductive age in the MLGH often require different incentives compared to those that 

are not in the reproductive stages.  

Table4: Distribution of Staff by Gender and Marital Status 

Employee 

marital status  

Summary 

 
Staff Sex  

Total 

Male Female 

 

Single  

Count 4 12 16 

% within marital status 25.0% 75.0% 100.0% 

 

Married 

Count 39 9 48 

% within marital status 81.0% 19.0% 100.0% 

 

Widowed 

Count 0 2 2 

% within marital status  

0 

 

100.0% 

 

100.0% 

 

Separated 

Count  

0 

 

1 

 

1 

% within marital status  

0 

 

100.0% 

 

100.0% 

 

Divorced 

Count  

1 

 

0 

 

1 

% within marital status 100.0% 0 100.0% 

Table 4 shows more male, about 81% are married compared to about 19% of female. 

While very few about 25% of male, 75% female of those who have never married and 

with a trace of widowed, separated and divorced responded to the study. Studies have 

shown that there are differences in needs between married and unmarried members of 

staff; hence it is important to establish such statistics in order to plan accordingly. This 

also shows that men and women are not two homogenous groups. Therefore, other 

characteristics which distinguish them have to be examined. 
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Table 5: Distribution of staff by Highest Level of Education Attained by Gender 

Employee highest level of 

education attained  

Summary 

 
Staff Sex  

Total 

Male Female 

 

 

Primary 

Count 1 - 1 

% within highest level of 

education attained 

100.0% -  

100.0% 

 

Junior Secondary 

Count 2 - 2 

% within highest level of 

education attained 

100.0% - 100.0% 

 

Senior Secondary 

Count 9 1 10 

% within highest level of 

education attained 

90.0% 10.0% 100.0% 

 

Certificate or Diploma 

Count 14 17 31 

% within highest level of 

education attained 

45.2% 54.8% 100.0% 

 

Degree 

Count 14 5 19 

 

% within highest level of 

education attained 

 

73.7% 

 

26.3% 

 

100.0% 

 

Postgraduate 

Count 4 1 5 

% within highest level of 

education attained 

 

80.0% 

 

20.0% 

 

100.0% 

 Table 5 shows that about 54.8% of female staff compared to about 45.2% male staff 

had school qualifications which were either certificate or diploma holders. Note, that 

very few respondents with primary school qualifications as their highest level of 

education attained responded to the study. The table also shows that there are fewer 

females and more male with higher qualifications such as degree and post graduate 

degree. This perhaps explains the small number of females in the division one.  
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Table 6: Distribution of Staff by Gender and Department 

 

Name of Department 

 

Summary 

Staff Sex  

Total 

Male Female 

 

House of Chiefs 

Count 1 1 2 

% within name of department 50.0% 50.0% 100.0% 

Human Resources and 

Administration  

Count 26 18 44 

% within name of department 59.1% 40.9% 100.0% 

Government Valuation Count 5 2 7 

% within name of department 71.4% 28.6% 100.0% 

Infrastructure and Support 

Services 

Count 5 1 6 

% within name of department 83.3% 16.7% 100.0% 

Chalimbana Local 

Government Training 

Institute 

Count 5 - 5 

% within name of department 100.0% - 100.0% 

Local Government 

Administration 

Count 2 1 3 

 

% within name of department 

 

66.7% 

 

33.3.% 

 

100.0% 

Decentralization Secretariat Count - 1 1 

% within name of department - 100.0% 100.0% 

 

Staff response from the ministry was very high about 59.1% male and 40.9% female 

from the Department of Human Resources and Administration. On aggregate, most of 

the respondents about 65% were drawn from the department of human resources and 

administration. This is because this department is among the largest as it also constitutes 

logistical staff such as drivers, cleaners and guards.   However, efforts were made to get 

people from all departments. Training staff from Chalimbana Training Institute (except 

those under human resources and administration) were all male. Staff from department 

of Government Valuation with about 71% male and 29% female. It is clear from the 

above table and the cross tabulation below (figure 2) that most technical departments 

have none or less females. 
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Figure 2: Cross Tabulation of Departments by Sex 

 

 

Table 7: Respondents Years of Service by Gender and Duration on the Current Position 
Staff No. of years in the 

current position 

Summary 

 
Staff Sex  

Total 

Male Female 

 

0 to less than 2 years ago 

Count 7 1 8 

% within No. of years 

with the current position 

87.5% 12.5% 100.0% 

 

2 to 4 years ago 

Count 11 15 26 

% within No. of years 

with the current position 

42.3% 57.7% 100.0% 

 

5 to 7 years ago 

Count 14 2 16 

% within No. of years 

with the current position 

 

87.5% 

 

12.5% 

 

100.0% 

8 to 10 years ago Count 5 4 9 

% within No. of years 

with the current position 

55.6% 44.4% 100.0% 

11+ years ago Count 7 2 13 

% within No. of years 

with the current position 

 

77.8% 

 

22.2% 

 

100.0% 

 

The table above shows staff number of years (age bands) in their current positions. 

Listing the respondents by order of size of respondents to the study from bands of 

number of years served 2 to 4,5 to 7, 8 to 10, 11+ years and the least less than 2 years 
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respectively. Most of the respondents about 57.7% are female in the band 2 to 4 years 

compared to about 42.3% male in the same band group, about 87.5% male and about 

12.5% female in the band group 5 to 7 years, 55.6% male and 44.4% female in the band 

group 8 to 10 years, and the least about 88% male and 12% female in the age group less 

than 2 years of staff employed in the ministry. This table helps to assess the upward 

movement (promotions) of female and male staff in the Ministry. 

Table 8: Distribution of staff by Division Qualification and Gender 

Staff highest level of education attained * Staff sex * Management Level Crosstabulation

1 1

100.0% 100.0%

9 1 10

90.0% 10.0% 100.0%

4 4

100.0% 100.0%

1 1

100.0% 100.0%

7 10 17

41.2% 58.8% 100.0%

5 4 9

55.6% 44.4% 100.0%

1 1

100.0% 100.0%

1 1

100.0% 100.0%

2 2

100.0% 100.0%

7 1 8

87.5% 12.5% 100.0%

7 7 14

50.0% 50.0% 100.0%

Count

% within Staf f  highest

level of  education attained

Count

% within Staf f  highest

level of  education attained

Count

% within Staf f  highest

level of  education attained

Count

% within Staf f  highest

level of  education attained

Count

% within Staf f  highest

level of  education attained

Count

% within Staf f  highest

level of  education attained

Count

% within Staf f  highest

level of  education attained

Count

% within Staf f  highest

level of  education attained

Count

% within Staf f  highest

level of  education attained

Count

% within Staf f  highest

level of  education attained

Count

% within Staf f  highest

level of  education attained

Senior Secondary

Degree

Postgraduate

Staf f  highest

level of

education

attained

Senior Secondary

Certif icate or Diploma

Degree

Postgraduate

Staf f  highest

level of

education

attained

Primary

Junior Secondary

Senior Secondary

Certif icate or Diploma

Staf f  highest

level of

education

attained

Management Level

Div ision 1

Div ision 2

Div ision 3

Male Female

Staf f  sex

Total
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Table 8 shows, the number of respondents by management levels 1, 2 and 3, staff 

highest level of education attained by sex. Listing these respondents in order of 

increasing numbers, most (28) respondents were in division 2, 25 respondents in 

division 3 and the least (15) respondents are in division 1.  Listing the respondents 

following that order and by highest level of education attained, most of the respondents 

about 59% female and 41% male are certificate or diploma holders in division 3, 

compared to the same level of education 50% apiece male/female respondents in 

division 3. Note that in division 1 only the most respondents were male 90% all degree 

holders.  

Table 9: Distribution of Staff by employment category and gender 

Staff highest level  of education attained * Staff sex * Employee category Crosstabulation

1 1

100.0% 100.0%

2 2

100.0% 100.0%

7 1 8

87.5% 12.5% 100.0%

14 17 31

45.2% 54.8% 100.0%

14 5 19

73.7% 26.3% 100.0%

4 1 5

80.0% 20.0% 100.0%

1 1

100.0% 100.0%

1 1

100.0% 100.0%

Count

% within Staf f  highest

level of  educat ion attained

Count

% within Staf f  highest

level of  educat ion attained

Count

% within Staf f  highest

level of  educat ion attained

Count

% within Staf f  highest

level of  educat ion attained

Count

% within Staf f  highest

level of  educat ion attained

Count

% within Staf f  highest

level of  educat ion attained

Count

% within Staf f  highest

level of  educat ion attained

Count

% within Staf f  highest

level of  educat ion attained

Primary

Junior Secondary

Senior Secondary

Certif icate or Diploma

Degree

Postgraduate

Staf f  highest

level of

education

attained

Senior SecondaryStaf f  highest

level of

education

attained

Senior SecondaryStaf f  highest

level of

education

attained

Employee category

Permanent  basis

Contract basis

Temporal basis

Male Female

Staf f  sex

Total

 

The table shows, the number of respondents by employee categories such as permanent, 

contract and temporal basis, staff highest level of education attained by sex. Listing 
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these respondents in order of increasing numbers, 66 most respondents are employed on 

permanent basis of which 64% are male and 36% female, and only 1 in both contract 

and temporal basis employment categories. Note that no female respondents employed 

in the contract and temporal basis responded to the study during the reference period.  

Conclusion 

This chapter has shown the gender picture of the Ministry of Local Government and 

Housing. From the statistics presented the Ministry is gender imbalanced in terms of the 

numbers of females compared to males, with males being the majority. Females are also 

very few in the super scale (this is where the Minister, Deputy Minister and Permanent 

Secretary are) and in division one which constitutes heads of departments and Directors 

among others. It can thus be concluded that decision making in MLGH is male 

dominated and hence raises questions of how conducive is the working environment for 

both men and women and to what extent are the needs of both male and female 

employees met in order to optimize their potential in contributing to the objectives of the 

Ministry. 
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CHAPTER 3: AWARENESS OF THE NATIONAL GENDER POLICY AND 

MEASURES IN PLACE TO PROMOTE GENDER EQUITY IN THE MINISTRY 

OF LOCAL GOVERNMENT 

Introduction 

This chapter presents the main findings of the study starting with employees’ 

understanding of gender. It investigates the awareness of the National Gender Policy and 

what measures have been implemented to promote gender justice in the workplace. It 

further looks at the design of work in the Ministry in relation to the National Gender 

Policy pronouncements. In the same vein, the working environment in the ministry is 

probed to assess if it is conducive for both men and women as a basis for gender equity. 

Towards the end, the chapter brings out what the respondents think should be done to 

promote gender equity and some general comments on the study. 

Awareness activities in the Ministry  

All government ministries are expected to have awareness raising activities on gender 

equity using the National Gender Policy 2000, as the guiding document. This can be 

done through gender training, talks on gender equity, gender awareness raising 

workshops and using days such as the International women’s day which is 

commemorated on the 8
th

 of March every year to raise awareness on the importance of 

gender equity to national development. In addition, all government ministries, provinces 

and government spending agencies are expected to implement measures set in the policy 

according to their area of work. 
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To measure awareness, respondents were asked if they knew about the National Gender 

Policy and thereafter to explain their understanding of gender in their own words.  

Figure 3: Familiarity with the National Gender Policy 

 

Of the total number of the respondents, 53.7% expressed ignorance on the National 

Gender Policy and 46% said that they are familiar with the policy. Compared to the total 

percentage scenario, the males have a higher percentage, 51.2%, of those who are 

familiar with the National Gender Policy compared to 48.8% who responded that they 

were not familiar with the National Gender Policy. Females on the other hand had a 

similar pattern to that of the total respondents with 37.5% and 62.5% for those familiar 

and those not familiar with the National Gender Policy respectively. 

Among the reasons given for the lack of familiarity or knowledge of the National 

Gender Policy are that some have just heard about it; there is no adequate publicity, lack 

of access to the policy, no chance to read the policy; the document does not exist; and 

some have no idea about it.  For those who are familiar, they stated that the National 
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Gender Policy is a document that talks about equity of male and female; and some said 

it is a document that shows that regardless of sex, everyone can do all sorts of work.  

Figure 4: Respondents Understanding of the Term Gender 

 

The chart above depicts how the respondents understand gender. 41.2% understand 

gender as the social attributes and opportunities associated with being male or female. 

38.2% defined gender as equal opportunities for male and female at work. 5.9% 

understood gender to mean studying the rights of men and women, and another 5.9% did 

not respond to this question. Few respondents thought it meant empowering the girl 

child while another 1.5% thought it meant limitless opportunities that humans encounter 

as male and female. 
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Figure 5: Level of Knowledge about the National Gender Policy by Division 

 

The study found that those in top management (division one) had more knowledge of 

the content of the National Gender Policy than the rest of the employees. The graph 

above shows different knowledge levels of the policy by division. 6.7 % from division 

one, 21.4% from division 2 and 33.3% from division three said they have only heard 

about the national gender policy through hear say but have never seen it. Others stated 

that they have not read the policy. Among these are 6.7% from division one, 32.1% from 

division two and 16.7% from division three. 60% of respondents from division one, 

17.9% from division two and 12.5% from division three said they have read and applied 

the policy. 26.7% from division one, 28.6% from division two and 37.5% from division 

three did not state their position on the level of knowledge on the National Gender 

Policy. 

Gender equity entails that all employees should be treated fairly regardless of their sex 

and should all be remunerated based on the work and position in the civil service. The 
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Republic of Zambia’s Service Commission Policies and Procedures for Employment in 

the Public Sector (2003) states that all employees must be treated fairly regardless of 

gender. Interviews with key respondents in the Ministry revealed that all members of 

staff are treated the same regardless of their sex. There are no specific activities meant 

for either women or men, everyone is free to engage in any activity and work in any 

field they wish to as long as they have the right qualifications. They also said that even 

though they do not have anything written in detail, the Human Resources Department 

does take the different needs and responsibilities of men and women into consideration. 

The following graph shows the perceptions of the respondents on the treatment of male 

and female employees in the Ministry.  

Figure 6: Perception of how Men and Women are treated in the Ministry 

 

Both the male and female staff generally felt that staff were treated equally with 72.7 % 

and 70.8 % respectively indicating that staff were treated equally. Only 27.3 % males 

and 29.2 % females indicated that staff were not treated equally. Evidently, there was an 
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insignificant percentage difference between the males and females who felt that staffs 

were not treated equally.   

Consistently, the aggregate result showed that 71.0% of the respondents felt that both 

female and male staff at the ministry are treated equally compared to 29.0% of the 

respondents who felt that staff  are not equally treated. Among the reasons forwarded for 

unequal treatment included the view that gender was just on paper as the institution was 

male dominated; men feeling that they were more superior to females; and the 

perception that women were more favoured than males. Others felt that women were not 

in top management positions; men do better in technical positions; and that treatment in 

the Ministry depended on individual relationships with supervisors. It was also felt that 

some people were promoted without the necessary qualifications.  

Earlier on during an interview with a key informant, it was stated that in an effort to 

increase the number of women in management positions, the Ministry deliberately 

recommended more women for promotion to PSMD. These needed to have the 

necessary qualifications for the jobs. This measure was taken because the Ministry had 

noted with concern that the number of women in decision making positions was much 

lower than that of men. Some of the contributing factors to this could be attributed to the 

low education levels of females in the Ministry found during this study. 

Figure 7: Does the Ministry Penalise Staff who Discriminate based on Gender? 
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Respondents were asked whether the Ministry penalized acts of gender based 

discrimination that were evident or reported. The pie chart (Figure 7) shows that 72% of 

the respondents said that the Ministry did not penalize while 28% said the ministry did 

penalize against acts of gender based discrimination.  

Table 10: Staff Opinion on Facilities for Breast Feeding Workers 

 Staff sex  

Total Male Female 

Facilities that are 

in place for 

breastfeeding staff 

Time allowed to go home for breastfeeding 

during working hours 
 

72.7% 
 

27.3% 
 

100% 

Breastfeeding room 100%  100% 

None 58.3% 41.7% 100% 

Maternity leave 100%  100% 

I am not sure 50% 50% 100% 

Have no idea 100%  100% 

 

As stipulated in the National Gender Policy, all workplaces are supposed to have 

nurseries nearby where mothers can leave their children and go to breastfeed at regular 

intervals. Table 21 shows that the Ministry has not put in place facilities for breast 

feeding staff but instead allows staff who are breastfeeding to take some time to go 

home to breast feed as confirmed by 72.7%  male staff and 27.3% female staff. 50% a 

piece both male and female staff were not sure of what type of facilities existed at the 

ministry. Women are also allowed to go on maternity leave for 120 days with pay which 

allows them to breast feed. 

 On further interrogation, it was discovered that the arrangement of going home to 

breastfeed depends on the relationship and trust between supervisors and employees. 

The more an employee proves to be trust worthy and that they are able to meet their 

work targets even if they are allowed to go and breast feed during working hours, the 

easier it is. In instances where the affected employee does not show much commitment 

to her work and is not trustworthy such arrangements become difficult. The building of 
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crèches  for  children near working places as stipulated in the National Gender Policy 

has not yet been done and may not be done any time soon because it is very expensive. 

It was revealed that in fact all government ministries have not built crèches and are less 

likely to do so in the near future mainly due to lack of resources. 

Figure 8: Male Respondent's response to the Provision of Paternity Leave 

0.0

20.0

40.0

60.0

80.0

100.0

Taken Leave 
Once

Never Taken 
Paternity 

Leave

Not Allowed 
to take Leave

Did Not State

4.5

88.6

2.3 4.5

Taking Paternity Leave

 

The figure above shows that out of the male respondents, 88.6% have never taken 

paternity, 4.5% of the respondents took paternity leave once and the other respondents 

could not give any indications with 2.3% of the respondents indicating that they are not 

allowed to take paternity leave in the ministry. Reasons given for the low levels of 

respondents taking paternity leave include the fact that it is a fairly new entitlement 

introduced in the Civil Service Conditions of service revised in 2003 and is not widely 

known nor publicized among employees; some male employees felt it was not their 

responsibility to look after children and it is against their culture; lack of manpower or 

low levels of human resources; some did not know about it while some stated that it was 

not in their conditions of service; and some said they took vacation leave.  
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The senior management in the Human resources department however, said they have 

been encouraging men to take paternity leave especially when they ask for permission to 

attend to their wives when they have just delivered. In spite of this encouragement, the 

Assistant Director in the Human Resources Department observed that “men are 

indifferent to paternity leave.” She however stated that the fact that men are usually 

asking for permission when their wives deliver implies that paternity leave is still 

needed in Zambia. She also echoed the fact that most men still think the child care 

giving is a woman’s job.  

Respondents were asked to give reasons of what problems keep them away from work 

in order to understand their personal needs. As shown in Figure 9 below, 44.1% 

respondents gave attending funerals as the most common reason for missing work, 

followed by13.2 - attending to patients. Out of the total male respondents, 45.5 % 

attributed attending funerals as the main reason for missing work closely matched by a 

41.7% point for the females who gave the same reason for missing work.  

Figure 9: What Keeps Employees away from Work 
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Table 11: Staff Participation in Gender Specific Activities 

 

Type of Activity 

Staff sex  

Total Male Female 

Gender training 66.7% 33.3% 100% 

Gender awareness campaigns 66.7% 33.3% 100% 

Gender workshop 80% 20% 100% 

None 64.2% 35.8% 100% 

Not stated  100% 100% 

 

The table above shows that some of the gender-specific activities the ministry 

implemented to date are training workshops, gender awareness campaigns and gender 

training. Statistics shows that more men participated in these gender specific activities 

organized by the ministry over time.  

During interviews with key respondents, it was reported that MLGH undertakes gender 

awareness talks with their members of staff usually during HIV/AIDS talks. The current 

Gender Focal Point person, however, said she had not held any sensitization activities 

from the time she joined the Ministry. She had just been with the Ministry for three 

months and employed as a senior human resources officer, as such she did not have 

much information. These activities are supposed to be reported to GIDD on a quarterly 

basis. An interview with GIDD revealed that they had no reports on file from the MLGH 

to demonstrate that the Ministry has been reporting. Neither MLGH could confirm 

having sent a report to GIDD.  A challenge to raising awareness is the lack of financing 

as most resources for gender are allocated for international women’s day and the sixteen 

days of activism, according to GIDD. 
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Figure 10: Knowledge of the Existence of the Gender Focal Point Person in the 

Ministry 

 

All Ministries are supposed to have a gender focal point person to spearhead gender 

related activities in the Ministry.
46

According to GIDD, Gender Focal Point persons are 

also supposed to submit quarterly reports and comprehensive reports during the by-

annual meetings with GIDD on gender related activities in their areas of work. The pie 

chart above shows that the majority of the respondents were not aware of the existence 

of the Gender Focal point person at the Ministry. 48.5% said they had no knowledge of 

the existence of the Gender Focal Point Person; 39.7% said they were aware; and 11.8% 

did not give a response. The existence of gender focal point person or expert is of 

paramount importance as far as gender equity advocacy in the ministry is concerned. 

Lack of knowledge by staff might suggest very low activities or low staff participation 

in gender specific programs organized by the ministry.  

 

                                                 
46

 Office of the President, Cabinet office, Circular number 7 of 1996 



54 

Are jobs in the MLGH designed in a way that allows for both men and women to have a 

healthy working and family life? 

Job design or the structuring of a job to satisfy the technical/ organisation requirements 

of work and the human requirements of the person performing the work can be used to 

ensure gender equity. In designing jobs, there is need to take into account the different 

individual’s needs into the production process in order to improve job satisfaction.  

Some common needs include time to attend to family matters and rest. The Zambian 

Government calls for gender mainstreaming in the labour sector in order to promote 

equity. To assess this, key informants in the Human Resources Department at MLGH 

and at the GIDD in Cabinet Office were interviewed.  

Both the MLGH and GIDD said jobs in the public sector including in MLGH are not 

designed to allow for gender equity. It was stated that all jobs are designed the same way 

regardless of the holder. To a certain extent, few females fit in well in certain 

departments of the ministry because jobs are not designed with gender flexibility 

between men and women. Performance is based on the achievement of tasks allocated to 

the job within a specified period. They however said that the Government through 

GIDD recently launched strategies of mainstreaming gender in the public sector which 

are expected to enhance gender mainstreaming. Furthermore, all institutions are 

expected to report on how gender mainstreaming has contributed to the achievement of 

their goals and objectives.
47

Both men and women are given the same tasks depending on 

their department and expected outputs for a particular job. However, depending on the 

supervisor, pregnant women for instance, can at times be excused from doing hard 
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manual jobs and given easier tasks until they deliver. This is dependent on the 

supervisor. 

To get the majority views, respondents were asked whether their jobs did take into 

account their individual needs such as time to spend with their families in relation to 

their working hours. 

Figure 61: Do working hours allow members of staff to work and attend to family 

matters? 

30.9%

10.3%
5.9%

1.5%

16.2%

33.8%

1.5%

0.0%

5.0%

10.0%

15.0%

20.0%

25.0%

30.0%

35.0%

40.0%

Yes No No,we are 
usaually 

busy

No, 
outside 
working 

hours

Yes,get 
permission

Yes,it 
helps us 

attend to 

personal 
issues

No,only 
when 

necessary

Do Working Hours Allow Family Time?

 

The figure above shows that the majority of people (33.8%) in the Ministry felt that their 

working hours and tasks allocation helps them to attend to personal issues; 30.9% said 

yes but did not give reasons; and 16.2 % said yes – they get permission to attend to 

personal matters. Very few respondents said no, these are 10.3%, 5.9% said no – they 

are usually busy; and 1.5% each said no, they can only attend to family matters outside 

working hours and when necessary. Further information from the Human Resources 
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Department revealed that women have more family related problems such as looking 

after sick relatives and children and hence they usually ask for more permission to stay 

away from work compared to their male counterparts. The appraisal system used in 

government assumes that the more time one spends in the office, the more work they 

perform. This is rigid, because it is not always true that those who spend more time at 

work produce more results. 

Figure12: Distribution of staff leave patterns by gender 

 

To investigate how often employees took vacation leave, respondents were asked how 

often they went on leave in a year. The graph above shows that 62.7% of men went on 

leave once in a year compared to 37.3% female; while the same percentage, 50%, of 
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men and women reported that they usually took leave twice per year; and another group 

equally took leave three times a year. Note that some male respondents have never taken 

leave as at the time of the study, these represented 11% of the total number of male 

respondents. This could imply that women require more time off than men.  

In order to improve efficiency in the management of tasks, the public service offers 

additional training to its members of staff. To improve equity between men and women 

in the public sector, the policy states that both men and women should be trained and 

that all workshop delegations must consist of equal numbers of men and women to 

ensure that skills are developed among everyone. This study revealed that 48.5 of the 

total respondents out of which 67% are male and 33% female have had additional 

training; while 48.5 percent of the respondents reported that they had not attended any 

additional training since joining the ministry.  

When asked the number of years they would be comfortable with to go for training, 

most respondents indicated that they would be comfortable with courses that takes two 

years or less due to family responsibilities. Furthermore, 60% of male respondents and 

40% females reported taking additional training prior to the study. It was also found that 

employees who are not married are less likely to go for long term training. 

To know what incentives staff needed to begin with, it was found that most members of 

staff (both men and women) are motivated by monetary incentives than any other 

incentives offered by the Ministry. 



58 

 
From the table above 66.7% male and 33.3% female cited that money motivated them 

most about work, 52.1% male and 47.9% female respondents mentioned that the good 

working environment, very few 100% cited exposure, ability to combine work and 

attending to family matters, adding value to people’s lives, and busy schedule motivated 

them about working  at the ministry.  

Respondents were further asked to suggest some incentives they would require to 

motivate them, have a healthy working and family life, and ultimately improve 

efficiency. The table below shows the suggestions by respondents. 

 

Table 12: Staff Opinion of what Motivates them about work  
gender  

 

66.7% 33.3% 100.0% 

100.0% 100.0% 

52.1% 47.9% 100.0% 

100.0% 100.0% 

1000% 100.0% 

100.0% 100.0% 

100.0% 100.0% 

100.0% 100.0% 

   

Money 

Flexible allowing staff 
attend to family matters 

Good working 
environment 

Exposure & meeting 
other people 

None 

Money, good 
environment & attending 
to family matters 

Adding value to peoples 
life 

What 
motivates 
staff most 
about 
work? 

 

Male Female 

Staff sex 

Total 
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The table above shows about 86.0% male and 14.0% female saying introduction of 

Housing, transport, education, medical and insurance allowance, 80.0% male and 20.0% 

females needed time to be with their respective families, 75.0% male and 25.0% cited 

Table 13: Respondent’s Suggestions on Incentives 

 

 

 
 

  

75.0% 25.0% 100.0% 

100.0% 100.0% 

83.3% 16.7% 100.0% 

40.0% 60.0% 100.0% 

50.0% 50.0% 100.0% 
80.0% 20.0% 100.0% 

100.0% 100.0% 

100.0% 100.0% 

100.0% 100.0% 

100.0% 100.0% 

85.7% 14.3% 100.0% 

100.0% 100.0% 
100.0% 100.0% 
66.7% 33.3% 100.0% 
71.4% 28.6% 100.0% 

100.0% 100.0% 
100.0% 100.0% 

80.0% 20.0% 100.0% 

100.0% 100.0% 

100.0% 100.0% 

100.0% 100.0% 

   

Access to loans 
Medical Allowance or 
scheme 
Increased subsistence 
allowance 
Do own or private 
business 
Not stated 
Time to be with the family 
 A clean environment 
 Access to loans & good 
sanitation 
Access to loans, good 
sanitation & 
Entertainment allowance 
Recognition and 
allowances 
Housing, transport, 
education, medical & 
insurance allowance 
Allowances and loans 
Security 
Further training 
Allowances and awards 
Good working conditions 
Non practicing allowance 
Education & medical 
Allowances 
 Medical & increased 
housing allowances 
Free transport & medical 
scheme 
Increase housing & 
subsistence allowances 

Incentives 
that Staff 
need to 
have a 
healthy 
working 
and life 

 

Male Female 
Staff sex 

Total 
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access to loans, 67.0% male and 33.0% female cited further training as some of the 

incentives they would require to be motivated.  

Is the working environment conducive for men and women in the Ministry of Local 

Government and Housing? 

The working environment at MLGH meets the general standards of a working place  but 

does not take into account gender inequities that arise from the culture of employees, for 

instance paternity leave was introduced yet very few men have taken it citing that their 

culture does not allow them. Male and female staff at the ministry freely mix with the 

opposite sex and supervisors, and have adequate sanitation. However, no deliberate 

actions have been taken to increase the number of women in decision making positions 

or improve their education levels.  

Key respondents spoken to during the study cited that women’s reproductive role makes 

it difficult for them to further their education in order to compete on leveled playing 

fields. They also said that they are aware of some cultural and traditional duties which 

women have that hinder their progress at work. The ministry has not held discussions to 

get the views of the employees on improving the working environment. The 

environment is not friendly to breastfeeding mothers and crèches have not yet been built 

and it is very unlikely that they will be built in the near future as stated in National 

Gender Policy.   

All employees in the sample were asked to state and give reasons on whether the office 

environment caters for their needs as women and men. The table above shows a gender 

disaggregated picture of the responses and reasons given. A total of 67.0% male and 

33.0% female thought the office environment do no meet their needs, 65.0% male and 
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35.0% thought the office environment caters for their needs while 57.0% male and 

43.0% female could not say yes or no but thought that it depended on the supervisor or 

could not give any reason. Others thought there was room for improvement, while others 

thought it depends on the supervisor. On aggregate, the study shows that 76% of the 

respondents indicated that the ministry caters the needs of both sexes while only 13% of 

the respondents indicated that the ministry does not cater for both sexes. 

The following were some suggestions forwarded by members of staff to improve the 

working environment in order to cater for the needs of both men and women. 

The table below shows that most of the respondents 61.9% male and 38.1% female cited 

good office environment and sanitation, 87.5% male and 12.5% female of the 

respondents said private offices are some of the basic facilities required for one to 

perform better as an employee in the ministry. Very few people stated that they needed 

good sanitation and a nursery near the office for babies. 

Respondents were also asked if they are comfortable working in an environment where 

they are the only female or only male. The findings show that the majority of the 

respondents, 78% out of which 71.7% were male and 28.3 % were female indicated that 

they would work in a place where they are the only male or female, while about 19% 

representing 61.5 female and 38.5% male said they would not work in a place where 

they are the only male or female. Some of the reasons given by those who said yes 

included that they would not mind as long as the opposite sex was qualified and that all 

people are equal. Those who said no said they feel intimidated to work with the opposite 

sex. 
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Table 14: Staff opinion on facilities required to performing better 

 

The study also investigated if employees were comfortable being supervised by the 

opposite sex. The figure below shows employees responses on their levels of 

comfortability when supervised by a person of the opposite sex. This investigation was 

important to understand if there are gender specific preferences for supervisors. 

Figure 7: Employee's opinion on being supervised by the opposite sex 

 

 

61.9% 38.1% 100.0% 

25.0% 75.0% 100.0% 

87.5% 12.5% 100.0% 

100.0% 100.0% 

63.6% 36.4% 100.0% 

100.0% 100.0% 

   

Good office environment & 
sanitation 

Nursery for babies nearby 
Private offices 

Good sanitation and 
private offices 

Not stated 

Good sanitation & nursery 
for babies nearby 

What 
facilities are 
required to 
perform 
better 

 

Male Female 

Staff sex 

Total 



63 

77.9% of the respondents said yes, they were comfortable working with the opposite sex 

but did not give a reason; 13.3% said yes they were comfortable being supervise by the 

opposite sex as long as they supervisor is qualified for the job; 2.9% said yes, because 

you can learn from the opposite sex; another 2.9% did not respond to this question; 1.5% 

said no without giving a reason while an equal percentage said no, they would not be 

open in case of problems. 

What has worked and what has not worked in promoting gender equity? 

Some of the specific positive changes seen in the ministry as a result of the Labour, 

Employment and Social Security strategies outlined in the National Gender Policy, 2000 

include:  

 Revision of human resources policies and guidelines to be gender 

sensitive. 

 Appointment of gender focal point person in the ministry to spearhead 

advocacy around gender equity. 

 Revision of the Civil Service Conditions of service to include paternity 

leave. Men are entitled to five days off when they have a baby. 

 Although it is not written, the recommendation of more females for 

promotion to PSMD in order to increase the number of females in 

decision making positions. 

 Checklists and guidelines instrument developed by GIDD on 

mainstreaming gender in the public sector. 
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Some challenges cited by respondents included: 

 People’s culture influences the way they behave at work. 

 Cultural contrast – for example, the pronouncement to build crèches may 

not work properly in Zambia because women would not breastfeed in the 

open area. 

 There has been less practice and more talk on gender from the time the 

policy was launched. 

 Men feel threatened and look at gender as something for women only. 

Respondents were asked to give their opinion on what can be done to promote 

gender equity in the ministry. The following were their responses: 

 Women should do courses done by men. 

 The ministry should hold more sensitization workshops. 

 The Government should implement the gender policy in full. 

 Women and men should be sent for further training. 

 Give equal opportunities to women and men. 

 Send more women for further training. 

 Resources should be allocated. 

Finally respondents were asked to give general comments on the study. Responses were 

as follows: 

 It’s a good study and should be encouraged. 

 Gender equity should emphasize on performance. 

 It should have been designed to capture real issues. 

 Identify gaps and inform GIDD. 
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 There is too much talk about gender and less practice. 

 The study is relevant for policy making. 

 This study is able to provide the insight on what is happening in the ministry. 

 Its good for learning, learnt something. 

 The promotion of gender excludes men. 

 It was nice having been asked such questions as it had built on their knowledge.   

Conclusion 

This part of the study tried to investigate the measures in place to promote gender equity 

in the Ministry. It probed the design of work, by looking at issues of equal distribution 

of work, working hours, leave entitlements, internal and external training and workshop 

opportunities, promotions (are they gender sensitive?),  and interaction among staff. The 

findings show that a lot of measures have not been implemented and that a lot of 

employees are not aware of the contents in the policy. One of the key respondents said 

the national gender policy was not crafted based on reality and did not take into account 

the culture on the ground in organizations. It was also found that there was inadequate 

financing for activities to promote fairness among men and women in the workplace, 

most ministries only have funds for international women’s day and sixteen days of 

activism. Therefore, it is difficult to undertake most of the pronouncements in the 

policy. GIDD stated that it is not an implementing agency and expects ministries to 

implement gender activities but the gender focal point persons are not specialists in 

gender. The monitoring of gender related activities by GIDD is also hampered by the 

lack of adequate resources which results in the by-annual review meetings not being 

held consistently. They stated that there is need to review the policy. 
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CHAPTER FOUR: THE PROMOTION OF GENDER EQUITY IN ZAMBIA: 

THE STRATEGY OF GENDER MAINSTREAMING IN THE PUBLIC SECTOR 

IN ZAMBIA 

Introduction 

This chapter discusses and   analyses the findings of the research. It starts by explaining 

the strategy for gender mainstreaming in the public sector (which MLGH also follows 

by virtue of being a Government line Ministry). It also contains an extract from the 

National Gender Policy, 2000, section 4.6. on labour, employment and social security.
48

  

Additional directives and circulars on the implementation of gender equity in the public 

sector related to human resources are also discussed as these form part of the 

implementation strategy of the Government of Zambia for the National Gender Policy. 

The chapter further elaborates the achievements and challenges faced by the MLGH in 

promoting gender equity based on the findings.  

Gender mainstreaming in the public sector in Zambia 

The Gender in Development Division (GIDD) was established in 1995 to spearhead 

gender activities in the country. GIDD is one of the four professional and technical 

divisions at Cabinet Office in the Office of the President mandated to coordinate the 

implementation of the National Gender Policy (NGP) and the promotion of gender 

equity and equality in Zambia.
49

 Since Gender is a cross cutting issue (it cuts across all 

sectors), GIDD was strategically placed at the Cabinet Office, the centre of Government 
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Republic of Zambia, Gender in Development Division, National Gender Policy, 2000, Cabinet Office, 

Lusaka. 
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 Republic of Zambia, Gender in Development Division, National Gender Communication Strategy 2010 

-2015, Cabinet Office, November, 2010, p.1. 
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administration to ensure that gender is mainstreamed in the public sector as well as the 

private sector. The main function of GIDD is to work hand in hand with the Secretary to 

Cabinet to ensure that gender is mainstreamed from planning to implementation of 

Government programmes. However, after some years, it was realised that GIDD alone 

was overwhelmed with gender work in the public sector. The division has very few 

officers who are expected to give technical support and guidelines for mainstreaming 

gender in the whole public sector, hence the appointment of Gender Focal point persons 

to spearhead activities on behalf of GIDD in the Ministries. 

GIDD adopted gender mainstreaming as the main strategy to ensure that gender issues 

are addressed in all government line ministries and other spending agencies.
50

 Gender 

mainstreaming is the process of assessing the implications for women and men of any 

planned action, including legislation, policies or programmes, in all areas and at all 

levels. “It is a strategy for making women's as well as men's concerns and experiences 

an integral dimension of the design, implementation, monitoring and evaluation of 

policies and programmes in all political, economic and societal spheres so that women 

and men benefit equally and inequality is not perpetuated”.
51

According to the National 

Gender Policy, GIDD is also supposed to spearhead the networking at national, regional 

and international level, mobilize resources for the implementation of gender related 

activities in the public service, monitor and evaluate policies and programmes to ensure 

gender responsiveness and call for the Gender Consultative forum. Gender Focal point 
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persons are supposed to report on gender related activities in their line Ministries at the 

Gender Consultative forum. 

In order to establish a working framework, GIDD’s first task was to come up with a 

policy on gender. In consultation with a wide section of the public sector, private sector 

and civil society organisations as well as the academia, the National Gender Policy was 

crafted and adopted on 6
th

 March, 2000 to provide overall guidelines to facilitate gender 

responsive development in Zambia. Some ideas were also drawn from International 

Conventions on Gender which Zambia has ratified.  

Below is an extract of part 4.6. of the National Gender Policy on labour, employment 

and social security on which this study is largely premised: 

National Gender Policy (2000)
52

 

 4.6. Labour, Employment, and Social Society 

In order to reverse the gender imbalances in, labour, employment and social security, 

government will:  

(a) establish mechanisms to remove barriers which prevent women‘s effective 

participation in both formal and informal employment; 

(b) encourage implementation of programmes  that ensure equal employment 

opportunities in all sectors of the economy; 

(c) device mechanisms to ensure equal access of women to effective skills training, 

retraining, counseling and placement services that are not inclined to stereotype 

employment; 
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(d) incorporate in Zambian law relevant provision of international conventions  and 

instruments related to employment and labour which Zambia has ratified and 

acceded to; 

(e) create awareness on all relevant international and local legislation related to 

gender employment and social security; 

(f) facilitate the provision of crèches at the place of work and create an enabling 

environment for taking care of children up to 6 years when the mothers are at 

work; 

(g) create awareness and put a mechanism in place for reporting cases of sexual 

harassment to relevant authorities; 

(h) generate data on various forms of gender research and analysis in employment, 

labour and social security taking into account child labour, persons with 

disabilities and retrenches; 

(i) promote and  facilitate operational gender research and analysis in employment, 

labour  and social security taking into account child labour,  person with 

disability and retrenchments; 

(j) facilitate the integration of persons with disabilities especially women into the 

labour market; 

(k) review and enact legislation dealing with child labour to include the informal 

sector; and 

(l) ensure gender balancing in appointment of representatives to international or 

regional institutions and missions abroad.   



70 

To operationalise the National Gender Policy, Government developed guidelines and 

checklist for mainstreaming gender into the public service in 2001. As gender was fairly 

new to most people in the public sector, the guidelines provided sector specific 

guidelines to assist the public service to begin a gender responsive development model. 

However, these guidelines have been said to be inadequate and generic as no orientation 

is given to Gender Focal point persons to utilise them effectively. The Gender Focal 

Point Persons’ lack of knowledge on what had earlier been done in the Ministry to 

promote gender equity demonstrates lack of orientation.  

To ensure timely and systematic reporting on gender and development activities in the 

public sector, Cabinet circulated a standard reporting format and guidelines.
53

 The 

reporting format states that institutions should critically analyse the socio-economic 

situation of women and men using statistics; measures undertaken to mainstream gender 

at policy level, programme, project, activity and resource allocation level; and measures 

aimed at creating awareness on gender, in their specific area of operation. However, 

during the study no reports with such analysis to GIDD were found at the Ministry of 

Local Government and housing to assess how much has been done on the above 

expectations hence most information relied on key interviews from the Ministry. GIDD 

could not confirm receipt of any reports from the MLGH as there were non available 

during the research.  The researcher thus concluded that reports are not submitted or 

they are submitted but not well filed.  

In 2004, the Strategic Plan of Action for the implementation of the National Gender 

Policy was adopted to put the policy pronouncements into action. GIDD was supposed 
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to spearhead the implementation of the strategic plan and also monitor all Government 

Ministries and spending agencies to ensure that they are engendering all activities in 

their ministries. This plan was not fully implemented mainly due to resource constraints 

and lack of political will by Government. 

The Ministry of Gender and Women in development was also formed with a Minister 

and a Deputy Minister to enhance the work of GIDD and give gender a more visible 

presence in Government. However, there was no harmonisation between the Ministry 

and GIDD and it never got its own budget until it was disbanded by the current 

Government. 

At sectoral level, line Ministries such as the MLGH are expected to mainstream gender 

into their respective policies, programmes and budgets. To facilitate this process, 

Gender Focal Point persons preferably appointed from planning units at a fairly senior 

level of management should advocate for gender mainstreaming in their departments.
54

 

This was going to result in a strong coordination machinery to integrate gender into 

sectoral initiatives. The focal point person also has to report on these activities to GIDD. 

Having noted slow progress in the implementation of the National Gender Policy and 

poor results in the public service, GIDD through the Secretary to the Cabinet launched 

the “Strategy and Implementation Plan for Engendering the Public Service” to accelerate 

and institutionalize gender mainstreaming in the public service. This document goes a 
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step further by showing what should be done in each sector and how it should be 

attained.
55

  

Although GIDD reported that they hold gender forums where line ministries report on 

gender related activities, the lack of written reports both at GIDD and at the MLGH 

shows poor monitoring of activities. This shows that the current reporting and 

monitoring system is not working hence the need for a more effective monitoring and 

coordination system. The current system lacks measurable indicators and baselines to 

use as benchmarks for measuring progress on gender equity in the workplace. A factor 

also cited as a limitation to this study. 

In endeavoring to improve monitoring of progress, the Government launched the 

National Gender Monitoring and Evaluation Plan document in May, 2011 at the same 

time with the Strategy and implementation plan for engendering the public service. The 

monitoring and evaluation plan is meant to guide Gender Focal Point persons in various 

ministries and government institutions.  According to GIDD, this plan endeavours to 

guide the collection, analysis, use and dissemination of information that enables the 

tracking of progress made in achieving gender equality and equity for enhanced and 

informed decision-making. The Plan further articulates the linkages, reporting 

relationships, and indicators used to measure outputs, outcomes, and impact of national 

gender mainstreaming interventions based on the new Strategy and implementation plan 

for engendering the public service. The plan has developed indicators in line with 

Central Statistics Office indicators where possible for each sector which should be used 
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for reporting by all government institutions.
56

 This plan has however, not yet been 

implemented. At the time of the study, GIDD was still collecting baseline information 

for the National Gender Monitoring and Evaluation Indicators.  The National Gender 

Policy and the current Sixth National Development Plan (SNDP) will be the main 

instruments for implementing the gender monitoring and evaluation plan. These 

documents are complemented by international agreements such as the Southern African 

Development Community (SADC) Gender Protocol and the Convention for the 

Elimination of All forms of Discrimination Against Women (CEDAW). 

GIDD noted the need to review the National Gender Policy in order to take into account 

new developments in the operating environment as well as Zambia’s new commitments 

such as the ratification of the SADC Gender protocol but is still looking for resources. 

At sectoral level, line Ministries such as the MLGH are expected to mainstream gender 

into their respective policies, programmes and budgets. The Gender Focal point persons 

are supposed to spearhead the process of institutionalizing gender in their respective 

ministries. It is expected that the new plans will result into a stronger coordination 

mechanism to integrate gender into sectoral initiatives, measure results and share best 

practices. The extent to which these new strategies will improve gender equity will 

depend on the commitment to implementation coupled with resource allocation and the 

correct skills mix at MLGH. 

At the time of the study, the MLGH was using the Ministry of Local Government and 

Housing Strategic Plan, 2006 to 2010 as a guiding document for their programming. An 
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analysis of the plan shows that it is did not integrate gender equity in its operations, 

apart from raising of awareness through the celebration of the international women’s 

day. This was augmented by respondent’s ignorance of the existence of the NGP. 48.5% 

of the respondents were not aware of the existence of the NGP. Only 39.7% responded 

that they were aware of the NGP, although not all of them knew the content of the 

policy.  

Achievements towards gender equity 

The pursuit of gender equity in the management of human resources at the Ministry of 

Local Government and housing has achieved some positive results in ensuring that both 

the needs men and women in its workforce are considered and hence improving their 

working environment. There is a general agreement on the need for gender equity in the 

MLGH and most respondents attested to the fact that it is an important factor in 

development. The Government has created institutions such as GIDD and recently a 

Ministry of Gender to spearhead gender activities in the country. The promotion of 

gender equity needs to start with the language used in documents and workplace polices 

used in the workplace and the recognition of both men and women as a required 

resource. The MLGH as part of the Government has put in place some measures in this 

case. 

Revision of Human Resources Management Policies and Procedures 

As a starting point of promoting justice for men and women in the workplace, the 

Government revised its human resources management Policies and Procedures to make 

them gender sensitive among other reasons. Although gender is not clearly integrated in 
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all documents and they do not clearly stipulate how gender equity could be achieved 

through the policies, the main human resources documents do state its importance. The 

Terms and Conditions of service in the Public Service revised in 2003 do not mention 

gender specifically but accord women 120 days as maternity leave and entitle women to 

one day (mother’s day) off every month to attend to motherly functions and in 

recognition of the fact that most women are unable to work sometimes during the month 

due to monthly menstruation. It also accords men five (5) days paternity leave to attend 

to new born babies and attend to other paternity responsibilities. This is in recognition of 

the role that men play in child care, which was not recognized previously. Unlike in the 

past, the current terms and conditions in the public service are the same for both men 

and women. The Ministry also has equal pay for equal work for both men and women. 

The Service Commission Policies and Procedures for Employment in the public service 

states, in its general provisions, that the Government shall actively adhere to the policy 

of an equal opportunity employer in order to enhance gender balance in the public 

service.
57

 These policies and procedures are made under section 21 of the Service 

Commission Act Cap 259 of the Laws of Zambia. This implies that all line Ministries 

must ensure gender balancing in appointments, acting appointments, promotions, 

transfers, secondment, termination of appointment, resignation and retirement of civil 

servants. However, the policies and procedures do not go further to show how this 

should be done, neither are there guidelines to assist human resources departments on 

how they should do this as not everyone has the expertise in gender mainstreaming. 
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Incorporation into Zambian law of relevant provision of international conventions and 

instruments related to employment and labour which Zambia ratified and acceded to 

For an international convention to be judiciable in Zambia, it is first supposed to be 

incorporated into local laws or domesticated. This implies that Zambia may ratify and 

sign a convention such as CEDAW but the Zambian citizens cannot claim the rights 

enshrined in the convention neither can a person sue to enjoy such a right if it is not 

incorporated in the appropriate domestic law. In this vein, Zambia has been 

incorporating some aspects of international law relating to gender and employment in 

bits.
58

Although, the Government has stated that it is committed to domesticating 

international conventions related to gender, Non-Governmental Organisations (NGOs) 

argue that this has been at a very slow pace and has resulted in Zambia’s gender equity 

indicators being poor in all sectors including employment. 

Appointment of Gender Focal Point Person 

The MLGH has been appointing Gender Focal point persons in line with the Cabinet 

Circular number (9) nine of 1996 to spearhead and report on gender related activities 

undertaken by the Ministry to GIDD. This position has been rotational in the sense that 

the position holders keep changing. At the time of the study, the Gender Focal Point 

person was a senior Human Resources Officer who had just joined the Ministry three 

months before the study and hence had not conducted any activities nor could she 

answer most questions on what the Ministry was planning. 
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Creation of Awareness on the National Gender Policy and all relevant international and 

local legislation related to gender, employment and social security 

Although the Ministry did not have any gender specific awareness activities, awareness 

is raised mainly during international women’s day based on the theme for the respective 

year; and during HIV/AIDS talks. This however, has resulted in employees perceiving 

gender as a women’s issue and hence reducing the much needed support from men. A 

number of studies have shown that men are significant change agents in eliminating 

cultures which are detrimental to the promotion of gender equity in the workplace. The 

insignificant levels of awareness on the National Gender Policy and relevant 

international conventions related to gender, employment and social security are mainly 

attributed to lack of gender skills by staff, particularly, the gender focal point persons. 

Of the total number of the respondents, 53.7% expressed ignorance on the National 

Gender Policy and 46% said that they are familiar with the policy.  A gender 

disaggregation of the responses on the familiarity of the National gender policy showed 

that men were more knowledgeable about the policy than women and those in top 

management were more informed about the policy contents than the lower management 

levels or divisions. Nonetheless, it must be noted that a lot of people in the Ministry 

demonstrated an understanding of gender but this could be attributed to other sources of 

information other than the Ministry. This is because there are modest in-ministry 

activities that can be attributed to raising awareness among the employees. Despite the 

National Gender Policy being in existence for over a decade, members of staff were still 

not aware of its existence, more so its contents and pronouncements on employment, in 

relation to the promotion of  gender equity in the workplace. 
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The Practice of Human Resources Management in relation to Gender Equity in MLGH 

Apart from practicing what is on paper, the MLGH had some good practices in human 

resources management which promote gender equity. The Ministry recommends more 

women (with the required qualifications for respective positions) to PSMD for 

promotion in order to balance the numbers of men and women in top management. This 

has helped to improve the status of women in the Ministry. Breast feeding mothers, in 

consultation with their superiors, are allowed to go home and breast feed during working 

hours as long as they meet their job objectives. Expecting women are allowed some time 

off to attend antenatal clinics. When advertising for jobs both internally and to the 

public, a deliberate move is at times taken to encourage women to apply in order to 

reduce existing imbalances. This is done by writing at the bottom of the advert “that 

women are encouraged to apply.” This gives more women courage to apply for jobs. 

Consequently, this encourages implementation of programmes that ensure equal 

employment opportunities in all sectors. These practices are not documented yet they are 

appreciated by employees and they have proven to work.  

These practices and consciousness among human resources practitioners have to a large 

extent established mechanisms to remove barriers which prevent women‘s effective 

participation in formal employment. It should be noted however, that merit rather than 

gender equity consideration have an upper hand in the practice of human resource 

management in MLGH. Although skills training, retraining and placement services are 

still mainly based on merit and performance, supervisors are conscious of the existence 

of the policy hence they do consider gender equity at their own discretion.  
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Improvements in the Monitoring and Evaluation System for Gender Equity 

Despite coming more than a decade after the National Gender Policy was adopted, the 

review and development of a new monitoring and evaluation system for gender equity in 

the public service with indicators can also be said to be an achievement as this would 

improve the measurement of results in the different sectors. It is yet to be seen if this 

would work considering that the gender focal persons have to feed data into the system 

and it will require funding. 

Challenges 

The implementation of the National Gender Policy has had numerous challenges, more 

so, in the area of human resource management. The Government tended to concentrate 

on areas of the policy which are political compared to those in the productive sectors 

such as section 4.6. Although, a number of documents and strategies have been put in 

place, the main challenge still remains the implementation of the policies by line 

ministries such as the MLGH. There has been piecemeal review of legal frameworks 

and polices which guide the operations of Government institutions. In addition, most 

policy pronouncements have not been marched with the required human and financial 

resources to attain them. The main challenges in implementing the National Gender 

Policy can be grouped into three broad categories namely institutional, skills and 

resource constraints coupled by external factors such as culture and resistance to change 

by the general populace. 
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Institutional Constraints 

As earlier stated, the main institution charged with the responsibility of ensuring that 

gender equity is promoted in MLGH is GIDD which is just a division under the Cabinet 

office. Government’s plan to implement the National Gender policy prescriptions 

through GIDD has not yielded the desired results due to the institutional challenges 

faced by GIDD such as inadequate funding and human resources. This has had spill over 

effects on implementing line ministries such as MLGH. Despite GIDD having the role 

among others to monitor progress on the promotion of gender equity in all Ministries, 

provinces and other government spending agencies, it has been under staffed and has 

suffered from institutional memory drain because of high staff turnover (those who have 

knowledge on gender have gone away with it) hence its inability to adequately function. 

This implies that GIDD has had to heavily rely on Gender Focal point persons to 

undertake activities in the Ministries. 

The Division has also undergone so many politically driven structural changes, for 

instance, under President Chiluba’s regime, a Gender Desk was created at State House 

to bring gender closer to the President, however, this could not work out due to 

complaints that State house was not easy to access by members of the public and interest 

groups. Later on, under President Mwanawasa’s regime, the Ministry of Gender was 

formed with a Minister and Deputy Minister; however, this was not a fully fledged 

Ministry with a budget. Its budgetary allocation still fell under Cabinet Office. This 

hindered the level of activity that could be undertaken by the Ministry in terms of 

spearheading the promotion of gender equity in the Government. Another problem noted 
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by stakeholders was that the Ministry and GIDD never really blended and people did not 

know where to go if they needed assistance.  

Under President Sata’s regime, the Ministry was scrapped off and the gender portfolio 

was moved to the Ministry of labour, sport, gender and youth. A few months later GIDD 

was removed and taken back to Cabinet Office and on International Women’s Day, 8
th

 

March, 2012, the Ministry of Gender was formed again. However, no guidelines have 

been given yet on how it will operate. 

This political interference in the promotion of gender equity by all regimes, some of 

which have posed challenges to the technocrats in executing their work. Gender is a 

sensitive political area hence it has proven to be a tool for gaining political mileage. A 

practice which has not helped the implementing institutions to objectively promote 

gender equity in the workplace. 

Being at Cabinet office means that GIDD is at the apex of Government administration 

but also highly centralized with no structures in provinces.  According to a report by 

Milimo et al (2004) the Gender Structure ends abruptly at district level.
59

 The structure 

is not linked to Local Government institutions such as Area Development Committees 

and Resident Development Committees at the sub district level where committees 

operate. The policy has not been institutionalized into the MLGH, neither has it been as 

widely publicized as it should be. This study indicates an absence of interpretation of 
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82 

policies at low levels of management in the Ministry of Local Government and Housing 

resulting in a lack of understanding, ownership and appreciation by most employees.  

The centralisation of most human resources functions in government also makes it 

difficult for people in Ministries to improve gender equity. MLGH may know the 

pertaining situation in their Ministry yet they can only recommend appointments and 

promotions of staff to PSMD who have authority to make the final decision. The 

bureaucratic nature of government seems to retard the communication of policy 

measures as a result employees are not aware of some measures and hence cannot claim 

them. For instance, most respondents, said that MLGH does not have a mechanism for 

reporting sexual harassment cases and that they do not penalise it. Yet this is an offence. 

The current Human Resources information system being used at MLGH is not gender 

disaggregated as shown in the findings. This makes it difficult to plan for specific 

interventions in promoting gender equity posing a challenge to the implementation of 

the National Gender Policy by the Institution.  For gender equity to be achieved there is 

need to integrate it from the planning level, implementation and in monitoring tools 

(Gender indicators must be included). 

Inadequate skills among personnel 

Since GIDD is a small structure, they cannot  be in all ministries at all times, therefore, 

Gender Focal Point persons were selected in all ministries and government spending 

agencies to push forward the mainstreaming of gender in their workplaces.  In particular, 

the Ministry of Local Government and Housing, had a Gender Focal point person who 

had just joined the Ministry as a senior Human Resources officer. Like in most 
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ministries the gender focal point person for MLGH is female. It was noted that not all 

gender focal point persons have adequate skills to inform the mainstreaming of gender 

in their respective ministries. Gender is a specialised area which requires expertise in 

order to mainstream it, but this was not considered in the selection of a gender focal 

point person. Although GIDD has skilled people to do this, line ministries do not have 

gender experts to mainstream gender and ensure that it is implemented hence the policy 

has lagged behind. 

There is a lack of gender analytical skills which makes it difficult for staff in MLGH to 

translate policy into practice. There is an expectation for these position holders and 

ministries to mainstream gender in the management of human resources, yet no proper 

tools and guidelines are given on how to do it practically. The Gender focal point 

persons are also overburdened considering that they already have responsibilities that 

they are paid for.  

In addition, gender is just an adhoc responsibility which is not appraised in the Annual 

Performance Appraisal System (APAS) used to appraise the performance of employees 

in MLGH. This has a spill over effect on the overall gender mainstreaming in the 

ministry as there is little commitment by the gender focal point person unless the 

position occupant is intrinsically motivated to do so. This could be one of the attributes 

to the slow implementation of the gender policy measures. In the case of MLGH, the 

gender focal point person did not seem to know what the ministry had done, except that 

they planned activities around international women’s day. The key informants at 

Director level had more information on the subject. The position of Gender Focal Point 

person is also female labeled which makes gender equity to be seen as an issue for 
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women only. This results in the lack of support for gender equity from male employees 

who occupy most of the senior positions as shown in the findings. There is an 

expectation for these position holders and ministries to mainstream gender in the 

management of human resources, yet no proper tools and guidelines are given on how to 

do it practically. The Gender focal point persons are also overburdened considering that 

they already have responsibilities that they are paid for.  

Policies recognise the importance of gender, but it has not been integrated fully in 

implementation plans, for instance, in MLGH strategic plan. This is also due to lack of 

skills. For all the tasks expected to be performed by the gender focal persons to be 

attained, it would require employees who have adequate skills on gender, perhaps even 

at University level. Unlike other divisions at Cabinet office, GIDD is aided by Gender 

Focal point persons who lack gender analysis skills and in some instances never been 

trained.  Whereas other divisions are aided by trained personnel in their areas of 

specialisation, for instance, the PSMD functions such as human resources management 

are managed by people who have been trained and are qualified for the function.  

The current crop of senior human resources practitioners lack adequate knowledge of 

how to integrate gender in the practice of human resources. Literature shows that this is 

a new subject area in human resources management which was incorporated in human 

resources literature only recently. The additional trainings that personnel have attended 

on gender are merely short courses in form of workshops or seminars which are too 

short for people to understand and apply this effectively in their work.  
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Inadequate Financial Resources 

Most of the policy pronouncements in the National Gender Policy require a lot of 

financial resources to implement but this remains the biggest challenge. According to 

GIDD, resources allocated for line ministries are usually towards international women’s 

day activities. GIDD itself also lacks adequate resources to monitor the implementation 

of gender equity and are at times unable to hold the quarterly meetings with gender focal 

point persons. Despite financial contributions from other cooperating partners, gender 

still remains underfunded. The importance of funding for the implementation of any 

programme cannot be overemphasized. 

During this study, the lack of implementation of some of the policy pronouncements 

was attributed to lack of financial resources. These include: 

 the provision of crèches at the place of work and creation of an enabling 

environment for taking care of children up to 6 years when the mothers  are at 

work; 

 the promotion and facilitation of gender research and analysis in employment 

labour  and social security. Research and gender analysis are the bedrock for the 

systematic and objective implementation of gender equity in human resources or 

indeed any other field. This has not been done hence planning cannot be based 

on evidence. 

 the generation of gender disaggregated data is also lacking. Gender 

disaggregated data is important for planning gender equity initiatives because it 
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helps the planner to know where the men and women are in the organisation and 

who is benefiting from what conditions of service. The findings show that human 

resources records at MLGH are not gender disaggregated.   

 Awareness creation and training for employees on gender equity has not taken 

place in the ministry due to lack of funds. 

Culture practices still influence the behaviour of people in the workplace  

The study underscores the power of culture in influencing and shaping responses to 

workplace norms, to people’s employment rights, equal employment opportunities, 

human rights and generally to individual well-being. Patriarchy remains dominant across 

divisions, levels of education, and it clearly influences personal relationships, intra-

department interactions and guides responses to policy, including informing household 

and national decisions. It has been argued that even Language, expressed through 

proverbs and other sayings, is a powerful means of sustaining cultural norms in 

organizational behavior that, in the case of Zambia, are found to be gendered against 

women and girls.
60

 Consequently, gender inequities existing in society have resulted in 

the continued challenges faced by MLGH to balance the numbers of women in decision 

making. MLGH headquarters has 227 employees with men dominating division one 

(74%) which consists of decision making positions, compared to women (26%).  

Division two, the middle management has more women (70%) than men (30%).In 

division three men are more (63%) compared to women (37%). Attributed to this picture 
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are the low levels of educational attainment by women due to cultural and other 

historical factors. 

In the same vein, some measures have failed to yield the intended results due to cultural 

reasons. Of the total number of male respondents, 88.6% have never taken paternity 

leave citing that child care giving is a woman’s domain and that it is against their 

culture. This shows that there is still alot of sensitisation required on the need to do away 

with cultural practices that are detrimental to promoting gender equity in Zambia. 

Some of the pronouncements such as the creation of nurseries for breastfeeding mothers 

are said to be contrary to the Zambian culture practices because most women would not 

be comfortable breastfeeding in a place where there are alot of other mothers due to 

traditional beliefs. The women in MLGH said they would like to have a nursery nearby 

but not a communal one as is the case in most countries. Therefore, the NGP needs to be 

revised to make it in line with Zambia’s development level (realistic) and improve its 

culture relativism to the local context.  

Other challenges 

Other challenges include, resistance to change by people; lack of political will to 

domesticate international conventions into Zambian law; huge differences in literacy 

levels between men and women as a result of a myriad of factors; low numbers of 

women in decision making positions (both in administration and political positions); 

lack of decentralisation of most Government functions; and lack of a well coordinated 

approach and monitoring system for the promotion of gender equity. Additionally, most 

human resources practices and functions are based on merit while gender equity is only 
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considered depending on the level of consciousness of the officer executing the function. 

Therefore, a human resources officer cannot be penalised for not considering gender in 

executing a function, as opposed to not considering merit. 
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CHAPTER FIVE: CONCLUSION 

The promotion of gender equity in the MLGH has faced more challenges than 

achievements as shown in the above discourse. Some of the achievements of the policy 

include the revision of policies and procedures on human resources management in the 

public service and raising awareness on the importance of gender equity. Although the 

National Gender Policy has been in existence for over a decade, alot still remains to be 

done. The treatment of men and women is no different despite acceptance that they have 

different needs and responsibilities. Jobs are not designed in a way that promotes gender 

equity. On the other hand, measures that have been put in place such as paternity leave 

and the need for gender balancing in appointments, promotions and training 

opportunities are yet to yield results in having both male and female representation in 

organisational decision making positions. 

The complexity of promoting gender equity in MLGH attests that the GAD theory is to a 

large extent right that in promoting gender equity there is need for a deeper gender 

analysis  by examining the social, economic and political structure of organisations and 

considering both the private and public dichotomies of both women and men’s  lives. 

This is important to come up with multi-pronged strategies to attain gender equity and 

ultimately equality. 

The challenge for MLGH is that it has not undergone a holistic institutional change to 

ensure that everything in the organisation, including the organisational culture becomes 

gender responsive. Instead MLGH has only undergone partial changes, as shown in the 

previous chapters and afore discussion, policies and procedures have only been partially 
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engendered and practices are still heavily influenced by culture.  The historical factors 

which have resulted in women having inadequate education to compete for high 

positions and have their concerns raised at decision making levels have not been 

addressed. This has resulted in gender injustice, because the call for gender balancing in 

appointment cannot work without addressing underlying issues. Equal opportunities 

cannot exist in a workplace when the playing ground is not fair, for instance, you cannot 

have someone with a diploma competing for a position with a person who has a degree. 

Certain jobs require a particular level of skills hence the need to introduce measures 

such as positive discrimination or affirmative action when awarding training 

opportunities for the gender which is lagging behind in a particular field. Unlike in 

politics, skills are an important factor in human resources. Every organisation employees 

people to produce a particular product or service which can sell on the market, hence 

skills cannot be compromised. 

The non-integration of gender in all policies could be attributed to the lack of 

mechanisms to ensure equal access of women to effective skills training, retraining and 

placement services that are not inclined to stereotype employment. The current re-

training and training policy is based on merit and does not consider the need to balance 

gender or balance the male/female ratios in management. To ensure justice, measures 

are needed to compensate for historical and social disadvantages that prevent women 

and men from otherwise operating equally. According to the Canadian International 
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Development Agency’s (CIDA) Gender Equality Policy and Tools, equity leads to 

equality.
61

  

The attributes that bring about gender equity are socially constructed and learned 

through the socialization process and are time and context specific; therefore, they can 

be changed through evidence based programming. There is need to look at gender equity 

in an objective way which makes business sense for human resources practitioners to 

buy into it and practice it. People need to be continuously conscientised on the 

importance of gender equity towards Zambia’s human development.  

Recommendations 

The study recommends the following: 

1. There is need for Government to allocate more resources for the implementation 

of the national gender policy, particularly for measures which promote gender 

equity in the workplace. The Ministry of Finance’s budget call circular to 

Ministries now calls for all line Ministries to ensure that their budgets are gender 

responsive. This gives MLGH an opportunity to ensure that resources are 

secured through the budget for gender mainstreaming in the Ministry beyond 

International Women’s day. 

2. The National Gender Policy, 2000, needs to be revised in order to take into 

account latest developments in the field of gender and make it more contextually 

and culturally relevant to Zambia. The measures need to be in line with Zambia’s 
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level of development, for instance, measures such as the building of nurseries for 

breast feeding mothers need to be reviewed, to check if they are attainable. This 

can be spearheaded by GIDD in consultation with all line Ministries and non-

state actors. 

3. MLGH needs to conduct an institutional gender audit or research to find out how 

to improve gender equity in the workplace. 

4. Human resources policies and procedures should not only recognise the 

importance of gender equity in the workplace, but this should be integrated fully 

in the institutional implementation plans, for instance, MLGH management 

should ensure that their strategic plan integrates gender equity. 

5. The Government needs to employ people who are trained in gender up to 

diploma or degree level to be placed in each line Ministry to spearhead gender 

related activities as opposed to appointing anyone as a Gender Focal Person. 

This is because gender is a specialised area of study hence it needs people with 

the appropriate skills to integrate it effectively in an institution.  

6.  There is need for gender disaggregated data for planning. The MLGH human 

resources information system does not show the sex of employees, the planning 

process cannot be gender sensitive.  

7.  Centralisation of most human resources functions in government makes it 

difficult for people in Ministries to improve gender equity. Therefore, there is 
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need for the Government to decentralise some of the human resources functions 

from PSMD to Ministerial level.  

8. For gender equity to be achieved in MLGH, there is need to integrate it from the 

planning level, implementation stage and gender indicators must be included in 

monitoring tools. Thus, MLGH has to mainstream gender in the strategic plan. 

9. MLGH must encourage more women to improve their academic qualifications 

by according them more opportunities for further training to allow them compete 

for high positions in the Ministry without compromising quality. This will be a 

premise for laying a fair ground for both men and women to compete for career 

advancement. 

10.  MLGH must raise awareness among employees especially those in division two 

and three on the provisions of the National Gender policy in order to promote 

ownership and awareness in the workplace. 

11. There is need for GIDD to operationalise its current monitoring and evaluation 

plan for gender equity in the public sector, once baseline information has been 

gathered. This will make it easier for future research to measure the 

achievements in gender equity. 
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APPENDIX A: Questions for Key Informants in the Ministry of Local Government 

and Housing 

THE PROMOTION OF GENDER EQUITY IN THE WORKPLACE: THE CASE 

OF THE MINISTRY OF LOCAL GOVERNMENT AND HOUSING IN ZAMBIA 

Q. 1. Has your ministry fully implemented the provisions in the gender policy on 

employment and social security? 

Q.2. Do you have a Human Resources Strategic Plan? 

Q.3. What is currently in place to promote gender equity in your workplace? 

Q.4 Does the Ministry consider gender equity in recruitment and promotions? 

Q.5. Who is in charge of gender equity issues in your Ministry?……………… 

Q.6. Is their function on gender part of their performance appraisal?………….. 

Q.7. Has your ministry identified any challenges that may have arisen  during the 

implementation and recommended solutions to management for appropriate action?   

Q.8. Does your ministry liaise regularly with a nominated official in other ministries 

on gender equity in the workplace?.............................................................................. 

Q.9. Does your ministry sensitize all members of staff in the ministry on the 

provisions of the NGP ? …………………………………………………………………. 

Q.10. Does your ministry have adequate resources to meet the targets that have been 

set e.g. building of nurseries for breast feeding mothers? 

Q.11. Do you think the measures in the Nation gender policy on employment and 

social security are realistic for Zambia? 

Q.12. What can you suggest to be done to promote gender equality in the workplace? 

Q13. Do you think gender equity makes business logic? ………………………….…… 

Q14. Do you have any Gender indicators in your Ministry’s performance indicators? 

END OF INTERVIEW -THANK YOU! 
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APPENDIX B: EMPLOYEE QUESTIONNAIRE 

PROMOTION OF GENDER EQUITY IN THE WORKPLACE: 

THE CASE OF THE MINISTRY OF LOCAL GOVERNMENT & HOUSING HQ 

      

Employee Questionnaire ID:…… 

 Instructions: 

        1. Please ''shade'' OR ''tick'' the answer that reflects your opinion or viewpoint 

2. Where a pre-determined set of answers is not given, please write your answer in the space/s provided 

Section A:Background Information 

1. Sex:  

       

 

 

(i) Male 

     

 

(ii) Female 

     

 

2. Age:  (i) <20 years 

     

  

(ii) 21-30 years 

     

 

(iii) 31-40 years 

     

 

(iv) 41-50 years 

     

 

(v) > 50 years 

     

 

3. Marital Status: 

     

 

 

(i) Single 

     

 

(ii) Married 

     

 

(iv) Widowed 

     

 

 

(v) Separated 

     

 

 

(vi) Divorced 

     4. Highest level of education attained: 

     
 

 

(i) Primary 

     

 

 

(ii) Junior Secondary 

    

 

 

(iii) Senior Secondary 

    

 

(iv) Certificate/Diploma 

    

 

(v) Degree 

     

 

(vi) Postgraduate 

    
5.Which department are you in? 

     
 

6. When did you join MLGH? 

    
 

 

(i) Less than 2 years ago 

    

 

(ii) 2-4 years ago 

    

 

(iii) 5-7 years ago 

    

 

 

(iv) 8- 10 years ago 

    

 

 

(v) More than 10 years ago 

   

 

7. When did you start serving in your current position? 

 

 

 

(i) Less than 2 years ago 
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(ii) 2-4 years ago 

    

 

(iii) 5-7 years ago  

    

 

(iv) 8-10 years ago 

    

 

(v) More than 10 years ago 

   
8. Are you employed on : 

    

 

 

(i) Permanent basis? 

    

 

(ii) Contract basis? 

    

 

(iii) Temporal basis? 

    
9. In which civil service division are you? 

     
 

 

(ii) Division 1 

     

 

 

(iii) Division 2 

     

 

 

(iv) Division 3  

     

 

Section B: Awareness of the National Gender Policy and Measures in Place  

10. What is your understanding of gender? 

    
 

11. Are you familiar with the National Gender Policy?  

 

(i) Yes 

      

 

 

(ii) No 

      

 

12.Briefly explain your answer in Q 11 ...................................................................................................... ..........................  

13. Are men and women treated the same way in this Ministry? 

   
 

 

(i) Yes 

      

 

 

(ii) No 

      
14. If 'No' to Q13, why not?................................................................................................. ..................................................  

15. Does the Ministry penalise people who discriminate on the basis of sex? 

 
 

 

(i) Yes 

      

 

 

(ii) No 

      
16. What sort of problems usually keep you away from work? 

 

 

(i) Funerals 

     

 

(ii) Attending to a sick child  

   

 

(iii) Baby sitting 

     

 

(iv) If not among the above, please specify: ……………………………………………….…………….… 

 
 

17. What facilities are in place for breast feeding mothers in the Ministry? 

 

 

 

(i) Time allowed to go home for breast feeding during office hours  

 

(ii) Breasfeeding room  

    

 

 

(iii) None 

     

 

 

(iv) If not among the above, please specify? …………………….………………………………………. 

18. Have you ever taken paternity leave? 

  

 

 

(i) Once in two months 
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(ii) Once per year 

     

 

 

 

(iii) Never 

     

 

 

(iv) They are not allowed 

   
19. If no to Q18, why not?.......................................... 

      
 

19. Apart from a salary, what incentives do you need to have a healthy working and family life?............................ 

 
 

20. Have you participated in any of the following activities internally organised by the Ministry? 

 
 

 

(i) Gender training 

    
 

 

(ii)Gender awareness campaigns 

  

 

 

(iii)Gender Workshop 

    

 

 

(iv) None 

     

 

21. To the best of your knowledge does the Ministry have a gender focal point person? 

 
 

 

(i) Yes 

       

 

 

 

(ii) No 

       

 

 

Section C: Design of Work  

22. What motivates you the most about your work? 

 

 

 

(i) Money 

     

 

(ii) Flexibility allowing me to attend to family matters  

 

(iii) Good working environment 

   

 

(iv) Other specify? ………………………………...……………...………………………………………… 

 
 

23. Do your working hours allow you to have time to attend to your family duties? 

 
 

 

(i) Yes 

       

 

 

 

(ii) No 

       

 

 

Briefly explain: …………………………………..……………...……………………………………………………………………….. 

 
 

24. Under the present system, are you aware of people who get promoted because they are male or female without  

the necessary qualifications to carry them out? 
 

 

 

(i) Yes 

      

 

 

(ii) No 

      
25. Have you ever been sent for additional training or retraining? 

  
 

 

(i) Yes 

      

 

 

(ii) No 

      

 

26. If you were to be sent away for training, what period would you be comfortable with? 
  

 

(i) 1 year 

     

 

 

(ii) 2 years 

     

 

(iii) 4 years 

     
Briefly explain: ………………………………………..…………….……………………………………………………………… 

 
 

27. How often do you go on leave in a year?  

    
 

 

(i) Once 
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(ii) Twice 

     

 

 

(iii) 3 Times 

     

 

28. For what reason?  

     

 

 

(i) Vacation 

     

 

(ii) Study  

     

 

 

(iii) Maternity / Paternity  

   

 

(iv) Other specify? …………………………………………...……………………………………………………… 

 
 

Section D:Working Environment  

29. Do you think your office environment caters for your needs as a man or woman? 

 
 

Briefly explain:…………………………………………………...……………………………………………………………………….. 

 
 

30. What facilities do you require to perform better as an employee?  
 

 

(i) Good Sanitation 

    

 

 

(ii) Nursary for babies nearby 

   

 

        (iii) Private offices 

     

 

 

31. Would you work in a place where you are the only woman or man? 

 

 

(i) Yes 

      

 

(ii) No 

      

 

32. Have you ever experienced discrimination because of your sex at work? 

 

 

(i) Yes 

      

 

(ii) No 

      
If yes, briefly explain:……………………………………………………………………………………………………………………. 

 
 

33. Are you comfortable working with a person of the opposite sex? 

 

 

(i) Yes 

      

 

(ii) No 

      
If not, briefly explain:………………………………………………………...………………………………………………………… 

 
 

34. Are you comfortable being supervised by a person of the opposite sex? 

 

 

(i) Yes 

      

 

(ii) No 

      
Briefly explain: ……………………………………………………………………………………………………………………………. 

 
 

35. In your opinion, what should be done to promote gender equity at your workplace? 

........................................................................................................................................................................................ 

 

                                    THE END, THANK YOU. 
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APPENDIX C: GENDER IN DEVELOPMENT DIVISION QUESTIONNAIRE 

RESEARCH ON THE PROMOTION OF GENDER EQUITY IN THE 

WORKPLACE: THE CASE OF THE MINISTRY OF LOCAL GOVERNMENT 

AND HOUSING IN ZAMBIA:  

Q. 1. How does the Ministry define gender equity? 

…………………………………………………………………………………………….. 

Q.2. Has GIDD fully implemented the provisions in the National Gender Policy of 2000 

on labour, employment and social security? 

……………………………………………………………………………………………. 

Q.3. Give a reason to your answer in Q2. 

……………………………………………………………………………………………

Q.4. Are you aware of any Ministry which has implemented all the provision of 

National Gender Policy of 2000 on labour, employment and social security? If yes name 

it. 

…………………………………………………………………………………………….

Q.5.What is currently in place and being practiced to promote gender equity in the 

workplace in the public sector? (Please state measures based on the National Gender 

policy and any other that you are aware of) 

…………………………………………………………………………………………… 



100 

Q.5. How are resources allocated for the implementation? And are they adequate? 

…………………………………………………………………………………………… 

Q.4. Who is in charge of gender equity issues in line Ministries? What is their tenure 

of office? 

…………………………………………………………………………………………… 

Q.5. How does GIDD monitor the implementation of the National Gender Policy in 

other ministries particularly on labour, employment and social security or in the 

management of Human Resources? 

……………………………………………………………………………………………

Q.6. What reporting arrangements are there and how often are reports submitted? 

…………………………………………………………………………………………… 

Q.7. What is usually reported on (in terms of content)? 

……………………………………………………………………………………………

Q.8. Do you have any reports from the Ministry of Local Government and Housing? 

(kindly avail some for content analysis). 

……………………………………………………………………………………..  

Q.9. Has GIDD identified any successes and challenges on Human resource 

management that may have arisen during the implementation of NGP? 

……………………………………………………………………………………  

Q.10. What linkages are there between GIDD and the PSMD to foster the 

implementation of the NGP policy pronouncement?  
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Q.11. In your view, are jobs in the public sector designed in a way that takes into 

account differences between men and women? 

…………………………………………………………………………………………… 

Q.12. Do you think the measures in the National gender policy on employment and 

social security are realistic for Zambia? Please give reasons to your answer. 

…………………………………………………………………………………………… 

Q.11. What can you suggest to be done to promote gender equity in the 

workplace?…………………………………………………………………………… 

Q12. Do you think gender equity in human resource management makes business logic? 

…………………………………………………………………………………………… 

Q13. Any comments on the study? 

…………………………………………………………………………………………… 

END OF INTERVIEW - THANK YOU! 
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APPENDIX D: GENDER FOCAL POINT PERSON QUESTIONNAIRE 

Key Respondent (Gender Focal Points): Research on the Promotion of Gender 

Equity in the Workplace: The Case of the Ministry of Local Government and 

Housing in Zambia:  

Q. 1. What is your understanding of gender equity?............................................................ 

Q.2. Are you familiar with the National Gender policy? 

…………………………………………………………………………………………… 

Q.3. What are some of the measures stated in the National Gender Policy on labour, 

employment and social security? 

…………………………………………………………………………………………… 

Q.4. What position do you hold in the Ministry? 

…………………………………………………………………………………………… 

Q.5. What is your role as a Gender focal Point person in your Ministry?(please outline) 

………………………………………………………………………………………… 

Q.6. Do you carry out gender sensitization activities in the Ministry?  

…………………………………………………………………………………………… 

Q.7.If yes to Q.6., state them and also state how many times in a year you hold them? 

……………………………………………………………………………………………

Q.8. Have you been trained or oriented on gender? 

…………………………………………………………………………………………… 
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Q.9.What is currently in place and being practiced to promote gender equity in your 

Ministry? 

…………………………………………………………………………………………… 

Q.10. How often does GIDD monitor the implementation of gender activities in your 

Ministry? 

…………………………………………………………………………………………… 

Q.11. How often do you submit reports to GIDD? (Kindly avail some reports submitted 

to GIDD) 

…………………….……………………………………………………………………… 

Q.12.In your own perspective, mention some successes the ministry has scored and 

challenges faced in the implementation of gender activities particularly those related to 

human resource? 

…………..………………………………………………………………………………… 

Q.13. In your view, are jobs in this ministry designed in a way that takes into account 

differences between men and women (family responsibilities, personal needs, tasks 

given, appraisal system etc)? 

………………………………………………………….………………………………… 

Q.14. What can you suggest to be done to promote gender equity in the workplace? 

…………………………………………………………………………………………… 

Q.15. Any comments on the study? 

…………………………………………………………………………….……………… 

END OF INTERVIEW 

THANK YOU. 
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APPENDIX E: KEY RESPONDENT -GENDER EXPERTS 

RESEARCH ON THE PROMOTION OF GENDER EQUITY IN THE 

WORKPLACE: THE CASE OF THE MINISTRY OF LOCAL GOVERNMENT 

AND HOUSING IN ZAMBIA 

Q.1. To the best of your knowledge, what provisions of  the National Gender Policy of 

2000 on labour, employment and social security (A pull out is attached for your 

reference) have been incorporated into law and/or are being practiced?  

…………………………………………………………………………………………… 

Q.2. What measures are in place to remove barriers which prevent women’s effective 

participation in the Ministry of Local Government and Housing? 

…………………………………………………………………………………………… 

Q.3. Are you aware of any Ministry or Government Department which has implemented 

all the provision of National Gender Policy of 2000 on labour, employment and social 

security? If yes name it. 

…………………………………………………………………………………………… 

Q.4.What is currently in place and being practiced to promote gender equity in the 

workplace in the public sector? Please state all measures you are aware of. 

…………………………………………………………………………………………… 
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Q.5. What mechanisms are there to ensure equal access of women to effective skills 

training, retraining, counseling and placement services that are not inclined to stereotype 

employment? 

Q.6. Mention any successes and challenges on gender equity in Human resource 

management that may have arisen during the implementation of NGP or gender 

mainstreaming in the management of human resources (recruiting, promotions, 

placement, design of conditions of service etc)? 

…………………………………………………………………………………………… 

Q.7. Are you aware of any NGO whose main area of work is advocacy for gender equity 

in the workplace or in human resource management? 

…………………………………………………………………………………………… 

Q.8. In your view, are jobs in the public sector designed in a way that takes into account 

differences between men and women? 

Q.9. Do you think the measures in the National gender policy on employment and 

social security are achievable for Zambia in the near future? Please give reasons to your 

answer. 

Q.10. What can you suggest to be done to promote gender equity in the workplace? 

Q11. Any comments on the study? …………………………………………………….. 

END OF INTERVIEW 

THANK YOU!                                   

 



106 

BIBLIOGRAPHY 

Akina Mama Wa Africa – The Education and Working Group, African Feminist 

Theory and Practice: A Reader, Kampala, 22
nd

 February to 14
th

 March, 1997. 

Bingham Richard D. And Felbinger L. Claire (2002), Evaluation in Practice: A 

methodological Approach,  2
nd

 Edition, Chatham House Publishers of Seven Bridges 

Press, LCC.  

Blackmore et al (1993), Gender Matters in Educational Administration and Policy, 

Falmer Press, London. 

Cabinet Office Circular No. 9 of 1996, 19
th

 July, 1996, Lusaka. 

Cabinet Office Circular Minute of 2001, 18
th

 June, 2001, Lusaka. 

Canadian International Development Agency (2010), Gender Equality Policy and 

Tools, Quebec, Canada. 

Canadian Council for International Cooperation (1991) Two Halves make a Whole: 

Balancing Gender Relations in Development, Ottawa. 

Elson Diane (2006), Budgeting for Women’s Rights: Monitoring Government 

Budgets for Compliance with CEDAW, UNIFEM, New York. 

Eva M. Rathgeber (1997/98), Gender Issues in a Development Context, Insititute of 

Social Studies. 



107 

Ford Lynn E. (2002), Women And Politics: The Pursuit Of Equality, Houghton 

Mifflin Company, Boston New York. 

Gender in Development Division, Cabinet Office, statistics, December, 2008. 

Gender in Development Division (2000), National Gender Policy, Cabinet Office, 

Lusaka, Zambia. 

Gender in Development Division(2010), Strategy and Implementation Plan for 

Engendering the Public Service, Cabinet Office, Lusaka. 

Gender in Development Division, Gender Newsletter, Volumn 02. Issue No. 02, April – 

June, 2011. 

 Government of the Republic of Zambia, Government Gazette number 547 of 2004. 

Helsinki University of Technology, Gender Pay Gap Reduction Through Reforming 

Wage Systems, 2004, Finland 

International Labour Organisation (April, 2009), Rapid Assessment on Women 

Workers Rights Awareness in Zambia, ILO, Lusaka. 

Institute of Social Studies, Gender Issues in a Development Context, ISS, 1997/98. 

Local Government Association of Zambia (2007), Status of Women in Local 

Government in Zambia, ZARD, Lusaka. 

Ministry of Local Government and Housing, 2006 – 2011 Strategic Plan, Lusaka. 

Milimo Mabel C, PhD; Munachonga Monica L., MPhil; Mushota Lillian, LLM; Nyangu  



108 

Nelson, MPS; and Sr. Ponga Auxilia, PhD (2004), Zambia: Strategic Country Gender 

Assessment; A World Bank Report, Lusaka.  

Ministry of Finance and National Planning (2008), Zambia Millennium Development 

Goals Progress Report. 

Neal B. Margarat et al.(1993) , Balancing Work and Care-giving for Children, 

Adults, and Elders,  SAGE Publications inc., London, United Kingdom 

Nordik Gender Institute and the Work Research Institute (2007), Gender equality and 

Quality of Life, Norway 

Republic of Zambia (2011), Establishment Register for Ministries and Provinces to 

Support Estimates of Expenditure for the Year 2011, Public Service Management 

Division, Lusaka. 

Republic of Zambia (2006), Fifth National Development Plan, Ministry of Finance 

and National Planning, Lusaka. 

Republic of Zambia, Gender in Development Division (2010), National Gender 

Communication Strategy 2010 -2015, Cabinet Office. 

Republic of Zambia (2003), Service Commission Policies and Procedures for 

Employment in the Public Service, Public Service Commission, Lusaka. 

Republic of Zambia (2010), Strategic Plan for Public Service Management Division 

(2006-2010), Public Service Management Division, March, 2006. 



109 

Republic of Zambia (2003), Terms and Conditions of Service in the Public Service, 

Cabinet Office, Lusaka.                                                                                                        

Republic of Zambia Gender in Development Division (2007), Zambia’s Fifth and 

Sixth Country Report on the Implementation of the Convention on the Elimination 

of All Forms of Discrimination Against Women (CEDAW), Cabinet Office, Lusaka. 

UNIFEM (2003), CEDAW and the Human Rights Based Approach to 

Programming, New York. 

UNIFEM (2009), Making MDGs Work Better for Women: Implementing Gender 

Responsive National Development Plans and Programmes, A.K. Office Supplies 

Ltd, New York. 

www.gender.gov.zm 

www.lga-zambia.org.zm 

www.mlg.gov.zm 

www.undp.org.zm, 8
th

 March, 2010. 

www.thewip.net , 26
th

 November, 2009. 

ZARD and SARDC WIDSA, (2005), Beyond Inequalities: Women in Zambia, 

Lusaka and Harare.  

Zhou. E (2005), Gender Inequality in the Chinese Work-place,  Beijing 

 

http://www.gender.gov.zm/
http://www.undp.org.zm/
http://www.thewip.net/

