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Abstract

This dissertation is a study of the prospects dralenges of gender mainstreaming
in water sector policies or policies that have ueficed operations of the
MEWD/DWA mainly the Gender Policy (2000) and thetiNaal Water Policies
(1994 and 2010) and their implications for gendegtfoas to be undertaken by the
Ministry of Energy and Water Development. The atsimn gender will have an
implication on the composition of the ministry grms of gender and either promote
sensitivity to gender or promote gender blindn@$® study also aims at assessing
the institutional arrangement of the Ministry ategent and how receptive the
organisation is to the IWRM principle that womenosld be involved in the
provision, management and safeguarding of wataff &wareness and perceptions
towards gender are also discussed.

The study revealed that although there is somataiteto gender mainstreaming in
the ministry, there is lack of commitment in teraiswritten policy on how this is to
be done. There is neither a clear strategy norttee set benchmarks as to how
progress is to be monitored. The findings of thedgtalso indicate that the
employees of the department generally were notseghto gender sensitive practice
in the workplace. The MEWD/DWA has one gender fopalnt person whose
functions are not clear and gender is not really plathe main agenda as this person
has an entirely different job description in whigender is not embedded. The
staffing statistics of the DWA also indicate thhe tdepartment has a rather large
number of men as compared to women in the techarm@imanagement fields whilst
the larger number of women is employed in admiaiste jobs such as typing or
clerical work. This indicates that there is needh&ve policies that promote gender
balancing if women are to be encouraged to comardbend participate in decision-
making in the water sector.

In view of the findings of this study, it is recoranded that the MEWD/DWA
should have an internal gender policy to guide gerttion in the institution. The
study also recommends a central gender-mainstrgaminit with policy
responsibility to guide the overall gender mairatneng process. There is also need
for gender-sensitive budgeting, capacity buildimggender-mainstreaming and the
development of indicators that will guide the ganghainstreaming process.
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CHAPTER 1

1.0 Introduction
Gender mainstreaming is the process of assessingnplications for women and

men of any planned action, including legislation)ipes and programmes in all
areas and at all levels. It is a strategy for mgkiomen's as well as men's concerns
and experiences an integral dimension of the desigplementation, monitoring and
evaluation of policies and programmes in all poditi economic and societal spheres,
so that women and men can benefit equally (GWA 3200his study assesses the
prospects and challenges of mainstreaming genderthen water resources
management sub-sector particularly, the Departroektater Affairs (DWA) under

the Ministry of Energy and Water Development (MEWD)

The Ministry of Energy and Water Development, tlglouDepartment of Water
Affairs (DWA) and Water Board have the overall r@sgibility of water resources
management and development. The DWA is respondinewater resources

planning, management and development.

Zambia has been implementing water sector refointe gshe 1990s. Key elements
of the reform are the adoption of the National W#telicy (1994), decentralisation,
enactment of the Water Supply and Sanitation A7) and the simultaneous
establishment of an autonomous water regulator, I$¥@ (1997). In the Water
Resources Management subsector, the new Nationér\VWPalicy by the Water
Resources Action Programme (WRAP) addresses thepaeadigm shift in water
resources management to Integrated Water ResoMiamesgement (IWRM). One of
the principles of IWRM is the recognition that wamglay a vital role in provision,
management and safeguarding of water. It is thexeiflmperative that they take

proactive decisions on how these resources aregedrand developed.

Furthermore, the gender policy, adopted in 2000ndsefgender as an analytical
concept, which focuses on women'’s roles in relatothose of men and recognises
that full participation of women and men in the e@epment process is cardinal to

achieving sustainable development (Gender in D@vaémt Division, 2000).



gender policy inclusive of intersecting identitigfsrace, class, caste, ethnicity, age,
ability, and geographical location is a public smaént of a country’s or an
organisation’s commitment to taking gender issuwefossly, and a framework for
what this means in the context of the organisasiomdrk. A gender policy in water
resources management relates to both of the fallgwi

* The organisation’s work - i.e. women’s and men’s involvement in the plagn
construction, operation, maintenance and managewfedbmestic water supply,
irrigation, sanitation or environmental protection;

« The organisation’s internal culture and staffing —issues affecting female and
male staff at work; for example, recruitment, promotion anairtng opportunities
for femaleand male staff, sexual discrimination and harasgnaem issues such as

child care paternity or maternity leave, and safe travel ageaments (GWA, 2003).

According to the UNDP (2005), there is little atien to gender concerns in the
water governance structures or processes. Thidgmnobeeds to be addressed and
constraints to mainstreaming gender in water unsbihs identified. Institutions are
grounded in norms, culture, market systems ancigslithat often perpetuate gender

inequalities.

1.1 Rationale
One of the principles of IWRM is the recognitioratiwomen play a central role in

the provision, management and safeguarding of whter therefore very important
to examine the extent to which the Ministry of Ener and Water
Development/Department of Water Affairs, as custndiof the resource, have gone
to implement this principle as well as the measubesng taken for future
improvements. This is a critical component if dttae IWRM process is to be a

success in Zambia.

Gender policy development and implementation regair on-going strategy for the
capacity building of all members and partners efitistitution or organisation. Both
women and men should be recognised as centraktprthvision, management and
safeguarding of water. The implementation of agyotlepends to a large extent on a
supportive institutional framework. It is therefonecessary to pay attention to the

organisation itself. Policy development is not aeoff process. It is important to re-



visit gender policies that have been in existenoe $ome time, evaluate
performance, review lessons learnt, and develop Eohch revised policy

commitments accordingly.

There are clear benefits that accrue when gendansir@aming is adopted as a
strategy. Gender mainstreaming not only makes th®als problem of gender
inequality visible but also makes full use of hurmasources, by recognising women

and men with similar capacities and opportunities.

1.2 Hypothesis
Low patrticipation of women in the water resourcesnagement sub-sector is as a

result of the absence of gender mainstreaming ipeliand strategies in water

institutions.

1.3 Objectives of the Study
T he objectives of the study were as follows;

1.3.1 General Objective/Aim
To identify the main challenges or constraints ten@er mainstreaming in water

institutions and thereby suggest solutions to tipesblems.

1.3.2 Specific Objectives
* To find out whether the DWA or the MEWD has an &R policy on gender

and the details on how the policy is being impletadn

e To examine the policy itself — this should be dedion the basis of the
situation analysis and comprise an explanation bfy ihe organisation
considers gender issues to be important.

e To examine the organisation’s vision of gender-geespractice, and the
various ways in which this understanding will irghce the organisation’s
work in management and development of water regsurc

» To find out the extent to which gender issues aergpriority in terms of
funding and capacity building.

* To examine staff knowledge, skills, commitment g@mdctices in relation to
gender issues, and an examination of gender isHtmding staff (such as
gender differences in promotion opportunities owsd harassment at work)



1.4 Problem Statement
According to WRAP-MEWD (2003), very few women aren@oyed as water

resources managers in the water resources manapesubssector. Inadequate
participation of women in water resources managérhas been attributed to low
levels of literacy for women compared to men. Teadgr responsive approach to
the management of water recognises that by virtukeir traditional roles, men and

women face different environmental issues and #e austodians of different

environmental resources and therefore, the lacknoivledge among women and
men of environmental issues is a problem. Theralss the problem of lack of

training for women on new technology. The perceamtay women that are

adequately trained is very low as compared to miémere is need for women in

higher positions to serve as role models and dmrti significantly to decisions at
management level. This situation can only be impdothrough formulation and

implementation of a gender policy that will targje¢ balancing of the genders in the
sector (GWA, 2003).



CHAPTER 2

2.0 Literature Review
Gender mainstreaming is a newly emerging concapeaperience that still needs to

be built upon and has many challenges. Magosvoregwad (2010) point out that in
most government institutions, there is no budgetgEnder mainstreaming. In some
instances, gender equality is not seen as a nafwiwaity but as a donor-imposed
agenda. In the absence of strong national alll@s, makes it more difficult for
organisations to promote gender equality.

“Gender mainstreaming is the process whereby getwiazerns are raised routinely
within everyday operations of an institution or angsation and resolved in a gender-
just manner in normal operations” (Women in Devatept, 2006). Murison (2009)
points out that it is a methodology to achieve geretjuality. Gender mainstreaming
is not about addition of a woman’s component omesaegender equality component
into an existing activity. It goes beyond incregswomen’s participation but rather
bringing the experience, knowledge and interestmmef and women to be on the
development agenda. It requires changes in gdaddegies and actions so that both
men and women can influence, participate in andefitefrom the development

process.

Gender mainstreaming means addressing gender issaks&spects of development
including decision-making structures, planning jesses, policy making, budgeting,
policies and practices of institutions (Women inridgement, 2006). Thus gender
mainstreaming is fully reflected along with othere priorities, in the mindset of an
organisation’s leadership and staff, its valuespuece allocations, operating norms
and procedures, performance measurements, accotiegbcompetencies and its

learning and improvement processes. The aim is eeeldp interventions that

overcome barriers preventing women and men fromnigaequal access to the

resources and services they need to improve fkelihoods.

2.1 Zambia’s National Water Policies and Gender
Zambia’s water resources are yet to be fully expetbfor the benefit of its people in

order to enhance their productive ability for imyped livelihoods. In order to



achieve this, the government of the republic of Bemin 1994 formulated the
National Water Policy which led to significant clgas in the water sector. However,
in view of the new challenges and modern approatitegshave evolved, regarding
the management of water resources, the Ministiyrafrgy and Water Development
in consultation with other stakeholders undertoalewsion of the National Water
Policy (MEWD, 1994) in order to provide a compresige framework for

sustainable development, management and utilisatiothe water resources. The
revised National Water Policy embraces modern fpies of water resources

management.

According to the National Water Policy (MEWD, 201Ghe management and
development of water resources from the loweshéohighest level require effective
participation by both genders. In order to achiéws, the following measures are to
be implemented:

I. Accelerate the representation of women at all kvel all spheres of
water resources management.

i. Gender mainstreaming in water sector programmesk bailarticulated
with full involvement of women in the developmemdaimplementation
of the water policy.

ii. Appropriate and gender sensitive technology shalhbroduced.

Iv. Ensure gender balance by defining the key roles empmmen and
children so that there is no gender discriminaiiothe ownership and

management of the various water schemes operatednyunities.

2.2 Zambia’'s National Gender Policy — 2000
With regard to water related issues, the Natioreder Policy stresses water supply

and sanitation functions rather than managemedéweelopment of the resource. The
policy states that in order to resolve problemdagpeing to the provision of safe and
clean water and good sanitation, which affect wonmmemme than men, government
will:
I. Promote and encourage the involvement of womenhm decision
making process in the provision of safe and cleatemwand improvement

of sanitation facilities.



. Encourage partnership between men and women iprdwesion of water
and sanitation

iii. Devise a mechanism to ensure that water and ganitdacilities
companies provide affordable accessible clean wateugh a regulator

Iv. Establish investment mechanisms to ensure that rweaggculation
systems take into account issues of hygiene toeptewater-borne
diseases.

V. Promote and mount awareness campaigns through ¢aérand other
means of information dissemination on the importaio¢ hygiene at
household and community levels in urban, peri-urdnaeh rural areas, and

Vi. Ensure use of gender friendly technology in watgpsy and sanitation

to all members of the community especially perseitis disability.

In view of the lack of attention to the internakiitutional arrangement of water
resource management institutions, it is necessarthé MEWD to devise an internal
gender policy that will address the issue of balenthe genders in management as

we work towards the implementation of IWRM.

2.3 Institutional Arrangement and Gender
Institutional arrangements are necessary to enswe only the efficient

implementation of programmes but also to make gatgender is considered in the
process. According to Mulenga et.al (2002), a retajfap in most organisations,
which are responsible for the provision, managen@ntegulation of water and
sanitation services is the absence of internal gemblicies to indicate their
commitment to gender in the sector. In most insangater and sanitation agencies
also do not have departments dealing with gendéatece issues and all
considerations are left to the departments of getit® are housed in a different
ministry. In organisations with departments dealnth gender more often than not,
these departments are under-resourced and the latkffthe necessary gender
training to guide them in their work and there @ gender equity. In cases where
departments of gender are co-opted in water andatan committees their roles

and powers are not clearly stated.



In the IWRM/WE Implementation Plans, it is realigbdt although issues of gender
play a crucial role in water resources managenikatmajor challenge in the water
resources management sub-sector is to build cgpacihderstanding and
implementation of gender considerations so thagmammes put in place reduce
inequalities and enable integration of the know&d§both genders thus increasing
their sustainability (ZWP-MEWD, 2008).

An organisation’s structure, policies and cultugeyern the kinds of programmes
that it is capable of producing. It is logically pwssible for an organisation
consistently to produce projects and results thatavariance with its own internal
practices and culture. A gender mainstreaming esisatis likely to require
considerable internal scrutiny and strong alliartmetsveen these, collectively to gain
greater influence and control over the determinahigolitics or economics and the
quality of life in the community (Masgovongwe €t2810).

2.4 Definition of Terms as used in this Study
Gender is defined by FAO as ‘the relations between med &omen, both

perceptual and material. Gender is not determinelddically, as a result of sexual
characteristics of either women or men, but is tooged socially. It is a central
organizing principle of societies, and often gowgetime processes of production and
reproduction, consumption and distribution’ (FA®9Z). Despite this definition,
gender is often misunderstood as being the promatiovomen only. However, as
we see from the FAO definition, gender issues foonswomen and on the
relationship between men and women, their rolesess to and control over

resources, division of labour, interests and needs.

Gender describes the characteristics that a society ltureudelineates as masculine

or feminine.

Sexrefers to biological differences; chromosomespmral profiles, internal and

external sex organs.

So while your sex as male or female is a biolodiaet that is the same in any
culture, what that sex means in terms of your germle as a ‘'man’ or a ‘'woman'in

society can be quite different cross culturally.



Gender Equity is the process of being fair to women and men. Asuee fairness,
strategies and measures must often be availalslentpensate for women's historical
and social disadvantages that prevent women andnm@notherwise operating on a

level playing field. Equity leads to equality.

Gender Equality requires equal enjoyment by women and men of dgeralued
goods, opportunities, resources and rewards. Wgeneler inequality exists, it is
generally women who are excluded or disadvantageaelation to decision-making

and access to economic and social resources.

Therefore a critical aspect of promoting genderaditjuis the empowerment of
women, with a focus on identifying and redressimgv@r imbalances and giving
women more autonomy to manage their own lives. &eeduality does not mean
that men and women become the same; only that s¢oespportunities and life
changes is neither dependent on, nor constrainedhbyr sex. Achieving gender
equality requires women's empowerment to ensuredbeision-making at private
and public levels, and access to resources arenget weighted in men's favour, so
that both women and men can fully participate asakgartners in productive and

reproductive life.

2.5 Conceptual Framework as used in this Study
This study is guided by the ‘Gender and Developm@&WwD) approach. This is an

analytical approach which considers both women'sd amen’s roles and
responsibilities within the community and theiratgnship to each other. Since
1993, GAD has aimed to promote, inspire and supgextelopment policy and
practice which furthers the goal of equality betw@e®men and men. The shift from
Women in Development (WID) to GAD took place in tbentest of deteriorating
economies in the North and increasing indebtedimesise South promoted by the
financial institutions with their emphasis on econo liberalisation, market led
growth, the rolling back of the state and cuts ublr expenditure. A corresponding
shift took place in relation to women whose mu#iptoles in society were
increasingly recognised by development agenciegrefbre, the aim of GAD is
sustainable reshaping of the power variables, imakgarticipation of men and

women in decision-making positions (Moser 1993).



CHAPTER 3

3.0 Methodology and Analysis of Data
This chapter presents the methodology and anabyslata. This consists the sample

size and sampling procedure, methods and techniglueésta collection and data

analysis.

3.1 Sample Size and Sampling Procedure
The sample size was 30 employees of the DepartroerWater Affairs. The

sampling frame is the total number employees indéqgartment which was found to
be 261. These were further broken down into fotegaries, namely management,
administrative, technical and support staff. Tharfaere the basis for stratified
sampling and within these strata; purposive sargphias employed in order to have

gender balance among the respondents.

3.2 Methods and Techniques of Data Collection
Data needs were met through the Human Resourcedseeémm MEWD, Human

Resource Department. A questionnaire was admiedtéo the MEWD/HRD
(Appendix I) whilst another questionnaire (Appent)xwas administered to a given
sample of employees in order to assess their@dstand perceptions towards gender
as well as to assess their level of awareness. deti@ls of the respondents to
Appendix Il are broken down as illustrated in TaBle, 3.1, 3.2, 3.3 and 3.4.

Table 3.0: Age of Respondents

Age (Years) Percentage of Respondents
20-30 29
31-40 43
41 -55 29

Table 3.1: Sex of Respondents

Sex Percentage of Respondents
Male 65
Female 35

10



Table 3.2: Type of job

Job Category Percentage of Respondents
Management 26
Administrative 27
Technical 27
Support 20

Table 3.3: Number of years of Service

Number of years of service % Respondents
1-5years 57 %
6 — 10 years 14 %
11 — 15 years 14%
> 16 years 14%

Table 3.4: Level of Education

Level of Education % of Respondents
College Certificate 36.7%
Diploma 36.7%
Degree 23.3%
Post Graduate 3.3%

3.3 Data Analysis
The Gender Policy (GIDD, 2000) and the National &/dolicy (MEWD, 2010)

were the main policy documents and they were agedlys determine implications

for gender in the water resources management stbrse

Data was collected, organized, examined and redewsng quantitative and
qualitative analyses. Quantitative data was codeblpgercentage tables and figures
were done. Qualitative data was analyzed usingyacal comparison. A method of
agreement and differences forms the basis for acalycomparison. The researcher
first compared responses of each respondent agaimst respondents, and second,
he compared the primary data against existing igsliand literature review.
Similarities and differences between the collectath and theory were at the core of
qualitative data analysis.

11



CHAPTER 4

4.1 Presentation and Discussion of Results
This chapter presents the findings of the study@diadusses some of the challenges

and prospects for gender mainstreaming in the MEWIDA. As custodians of the
water resource in terms of management, planning poicty formulation, the
composition of its human resource in terms of gerslanportant.

4.1 Policy and Action Plans
It was found that the Ministry has no internal gemnplolicy but strongly relies on the

Gender Policy (2000) which is housed in the Gendebevelopment Division, a
different institution altogether. This poses a t@raje as it lacks attention to the
internal institutional arrangement of water reseursanagement institutions. The
gender policy also emphasises the water supplysandation functions rather than
water resource development and management. It ftmerdails to address the

importance of gender in the water resources managesub-sector.

The newly adopted National Water Policy (MEWD, 2p18 a tremendous
improvement on the subsequent water policy of 18&# regard to attention to
cross-cutting issues such as Gender, HIV/AIDS aftichd&e Change. In the new
policy, it is recognised that the management anceldpment of water resources
from the lowest to the highest level require effexiparticipation by both genders.
This is to be done by implementing the following:

* Accelerate the representation of women at all kewelall spheres of water
resources management.

* Gender mainstreaming in water sector programmesheilarticulated with
full involvement of women in the development andpiementation of the
water policy.

* Appropriate and gender sensitive technology shalhbroduced.

* Ensure gender balance by defining the key rolesemmen and children so
that there is no gender discrimination in the owhgr and management of

the various water schemes operated by communities.
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4.2 Gender Practice in the Ministry
It was found that the Ministry has only one genfieal point person whose duties

were unclear. Although the Ministry is presenttswwork countrywide, it was found
that the gender focal point person is only basethatMinistry Headquarters in

Lusaka.

In terms of resources, gender is allocated veryitdanresources if any at all.
According the Human Resources Department, tharsually only a small allocation
to gender from the Gender in Development Divisiohiol is usually used for
‘Women’s Day’ activities. This means that therencsfunding for capacity building
on gender and gender actions on the ground targeteaproving gender awareness
in the Ministry.

4.3 |Is the Ministry an Equal Opportunity Employer?
According to some officials interviewed at MEWD/HRIhe Ministry gives equal

opportunity in terms of appointment at first eninyo the system. This is usually
based on the individual's qualification and notithgeender. However, one of the
challenges of gender mainstreaming is that woman dhe already married when
posted or transferred to different locations frdreit spouses usually decline these
opportunities therefore increasing chances of ltanwre men than women in the

department.

The equal opportunity policies of the Ministry al®wmver issues of training,

promotion and other incentives whereby women ace@maged to participate.

4.4 Staffing Statistics in the DWA
In this study, the staff of the Department of Wakéairs were categorised into four

(4) major groups of employees, namely:
a. Management/Core functions staff — those that are involved in
decision-making or support decision-making (camgyout functions
of planning, organising and leading).
b. Administrative staff — those that support the day-to-day running of
the Department to function in an orderly manner Eigman resource

personnel, typists/secretaries, registry staff etc.
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c. Technical staff—directly involved in technical work on the ground
e.g. Drillers, hydrological/learner technicianshdeatory technicians
etc.
d. Support staff — those not directly involved in water resources
functions but render support to these functionsragchanics
The composition of women and men in the DWA, incadance with the Human
Resource records, indicate that only 20.6% of tha& number of staff is composed
of women (Figure 4.0).

90 ~
80 ~
70 A
60 -
50 A
40 A
30 A
20 A
10 -

0 A |

Male Female

Figure 4.0: Number of male and female employedisarDepartment of Water
Affairs, MEWD

These are distributed as indicated in Figure 4.1.

M Core/management
H Admininistration
i Technical

M Support
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Figure 4.1: Distribution of male and female emplegén the DWA/MEWD
according to job type
Within these categories of jobs, men and womenlastebuted as in Table 4.0.

Table 4.0: Distribution of Male and female employeg Job Category

Management Administrative Technical Support
Male 85.9% 23.1% 90.1% 92.4%
Female 14.1% 76.9% 9.9% 7.6%
Total 100 100 100 100

These statistics show that there is low particggatf women in the management and
technical functions of the department with 14.19%d 8r9% respectively. The largest
number of women (76.9%) is, however, involved imadstrative duties (Figure
4.2).
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Management Administration Technical Support

Figure 4.2: Distribution of Male and female emplegevithin the job categories.

4.5 Gender Awareness and Perceptions of Employees
The awareness, perceptions and attitude of stafarits gender issues can be an

indicator of gender actions on the ground or ldwkéof. The findings of this study

on the awareness and perceptions of the staff ORDNEWD were as follows:

4.5.1 Awareness of Policy and Action Plans
In this study it was discovered that very few ergpks are aware of any gender

action being undertaken by the Ministry in termslefiberate policies that promote
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gender equity. Only 10% of the respondents saitltttey had some knowledge of
gender action in the Ministry whilst the larger ruem of respondents (90%) was not
aware.
Most of the respondents (96.7%) were not aware gdrader unit/focal point person
in the Ministry, whilst only 3.3% had knowledge ah existing gender focal point
person.

M 3.3 % Aware

M 96.7% Unaware

Figure 4.3: Knowledge of existence of gender fpoaht person in the MEWD

All of the respondents however, were of the vibat it was very necessary for the
Ministry to have a gender policy. The most commeaspns given as to why it was
necessary to have a gender policy were as follows:

*  30% of the respondents felt that it was importarttdave gender policy in the
Ministry so that there could be representation athbgenders in decision-
making.

« 44% felt that a gender policy would ensure gendguwabty and equal
opportunities for both men and women.

* 36% were of the view that a gender policy wouldphtel promote fairness

and equality in resource accessibility by both nzeld female.

4.5.2 Staff Perception of the Ministry as an Emplogr
The majority of the respondents, that is 90%, vedrine view that the ministry is an

equal opportunity employer as opposed to only 10% wdid not share this view but
rather thought that the Ministry was biased towards. However, according the
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MEWD/HRD, the selection criteria for employmenttive Ministry is based only on
one’s educational qualifications. Gender is thaeefoot a barrier to recruitment or
first appointment since both sexes are given eqgppbrtunity. Furthermore, a large
number of respondents (57.3%) rated senior manag&sredtitude towards gender
iIssues as being negative. However, 28.5% saids#r@br management had a good
attitude towards gender issues whilst 14.2% rdtethtas being fair (Figure 4.4).

70 5 M Opinion of Senior Mgt's attitude
60 -
50 -
40 -
30 -
20 -
g
0 A |

Good Fair Poor

Figure 4.4: Respondents’ opinion of Senior Manageiattitude towards Gender
Issues

4.5.3 Sensitivity to Gender in Job Descriptions
It was strongly felt by 86.6% of the respondent job descriptions are not gender

sensitive. It was cited that women are often disatkged when they are required to
operate heavy equipment or other intense physiogt @.g. borehole drilling or dam

construction. It was also cited that women in therentechnical types of jobs (e.g.
drillers, learner technicians, and engineeringsaasts) usually felt the need to prove
themselves more in order to be accepted as profedsiwho are capable of carrying

out their duties.

4.5.4 Perceived Effect of Gender on Opportunitiedromotion, Training)
Many of the respondents, that is, 86.6%, were ef tiew that one’s sex had an

impact on their opportunities to gain promotionsjrting, secondment etc in the

Ministry whilst 13.3 % felt that one’s gender haol impact on these opportunities.
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Another 56.6% of the respondents felt that men thedadvantage over women as
they were more likely to be given these opportesitior various reasons. It was
generally perceived by these respondents that #le employees in the Ministry
had better qualifications, were more hardworking &ad good relationships with
senior management. However, 43% of the respondaatshe view that women had
better opportunities in recent years as the Ministas trying to promote gender

equality by encouraging increased participatiomwomen at all levels.

4.5.5 Work Environment and Work Culture
Forty-three point three percent (43.3%) of the oesients said that their working

relationships were affected by sex differences whewy worked with co-workers of

the opposite sex whilst 56.6% said they were nfectdd at all and were able to
work well with other co-workers regardless of gemdéis can be attributed to the
gender roles that society attaches to the two se®esenty percent of the
respondents were agreeable that men and womendstouthe same jobs whilst
30% were of the opposing view. Seventy percent (70%ied their work

environment as being safe whilst 30% said it wassate. Some of the women who
said their work environment was not safe complaitied they felt unsafe because

they had to share sanitation facilities with matgptoyees.

4.6 Challenges of Gender mainstreaming in the Minisy
In the study, the following challenges to gendemstaeaming were identified:

I. Limited capacity for gender analysis as not alffsd@aling with human
resources has prior training in gender analysis.

i. Resistance to new concepts and ways of workingaee staff members
may not see gender mainstreaming as their resphitysids may feel that
introducing gender detracts from the main programme

ii. Information and knowledge gap — efforts to prongeader equality have
been constrained by lack of adequate informatiorsen disaggregated
data.

2 Policy development and planning is sometimes geidied and this
makes it difficult to identify and address the dbages related to gender

inequality.
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CHAPTER 5

5.0 Conclusion and Recommendations
5.1 Conclusion
The study revealed that although there is somataiteto gender mainstreaming in

the ministry, there is lack of commitment in terafswritten policy on how this is to
be done. There is neither a clear strategy nortresee set benchmarks as to how
progress is to be monitored. The study also rede#iat the employees of the
department generally were not exposed to gendsitsenpractice in the workplace.
Gender mainstreaming should be fully reflected glaith other core priorities, in
the mindset of the Ministry’s leadership and sté#, values, resource allocations,
operating norms and procedures, performance meansuats, accountabilities,
competencies and its learning and improvement pease The aim is to develop
interventions that overcome barriers preventing worand men from having equal

access to the resources and services they neeybtove their livelihoods.

5.2 Recommendations

In order for the Ministry to contribute substantivéo equality it should have the
following strategies in place.

a. A clear policy on its commitment to gender equalitysupported by a pro-
active drive of management and expressed in aenrifiolicy, mission
statement, objectives and values.

b. There should béull and active participation of women as stakeholders in
the Ministry. Ongoing consultations with women aallvas men, to identify
their priorities, success stories, lessons leandt mechanisms is crucial if
gender mainstreaming is to be successful.

c. The Ministry should havea central gender mainstreaming unit or
committee with policy responsibility and a mandate to guide the overall
gender mainstreaming process. This should be mabyesl gender expert
who will support the incorporation of gender issu@® their programmes.
The gender mainstreaming unit should be responfble

* Internal tracking and monitoring to ensure thaatsigic milestones

are being reached.
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* Monitoring staff recruitment and promotion to makee women are
not disadvantaged.

 Ensuring women are represented at all differentelfevof the
organisation

d. The Ministry should ensure that theregsnder-sensitive budgetingvhich
will incorporate the concerns of both men and wont&ender budgeting will
ensure allocation of resources to develop knowleafggender issues and
implement policies containing a gender perspective.

e. Capacity building to build gender mainstreaming competence is inaobrt
This may mean hiring specialists from diverse sscto conduct training on
gender mainstreaming.

f. Gender-related objectives and indicatorsshould be included in individual
work plans and job descriptions should be gendesisee.
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Appendixes

Appendix I: Questionnaire for MEWD/HRD

Note
* Represents the answer chosen by the Respondent.

A. POLICY AND ACTION PLANS
1. Is there a Gender policy in the Ministry?
a. Yes b. No*
-There is no localised gender policy but genderoast are based on the
gender policy by GIDD, 2000.

2. If yes, when was it developed and who was involved?
Year

Stakeholders:

3. Does it use sex disaggregated data?

a. Yes b. No*
4. lIs its implementation being monitored?
a. Yes b. No*

B. HUMAN RESOURCES

5. Is there a designated gender unit/focal person?
a. Yes* b. No
6. What do they do?
Coordinate women'’s day activities and other issaféscting women.

7. With what resources?
SourceGIDD
List ResourcesEinancial

8. Are other staff members gender aware?
a. Yes b. No*

9. Is sensitivity to gender included in job descripgand assessed at job
evaluations?
a. Yes b. No*

FINANCIAL/TIME RESOURCES

10.1s there funding for capacity building on gender?
a. Yes b. No*

11.1s there funding for gender actions on the ground?
a. Yes b. No*
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SYSTEMS PROCEDURES AND TOOLS

12.1s attention to gender included in routine systemd procedures?
(Information systems, appraisals, planning and toong)?

a. Yes

b. No*

13.Have staff been issued with guidelines on gendenstraaming?

a. Yes

b. No*

WORK CULTURE

Staffing statistics

14.What are the numbers of men and women at eachitette organisation
and according to roles and sectors?

Level Number of Employees
Male Female

Management 73 12

Technical 64 07

Administrative

09 30

Auxiliary/ Support Staff 61 05

Other (Specify) N/A

Policy and Actions

15.Does the organisation have equal opportunity pesiei
a. Yes* b. No
16. If yes, what does the policy cover? (Tick the ayppiate or applicable)

a.
b. promotion*

c. personal emoluments*
d.

e. other

training*

allowances*

(specify)

17.1f yes to Q 15, how is the policy promoted and iempénted? (Briefly
explain)
Through information dissemination to all staff abtwe opportunities

available. All are given equal opportunity reqarseof gender or sex.

18.What are some of the challenges of mainstreamindayan the Ministry?
(Kindly tick the appropriate or applicable)

a.
b. Low levels of education for women in technical diet
C.

d.

e. Lack of training in gender by human resource staff*

Lack of skilled personnel of the female sex*

Lack of consideration by Senior members of staff*
Poor attitude among staff*
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Appendix Il: Questionnaire for Employees of the DWA

Section A: Personal Information

1. Age:
A 20—30 Years
B 31---40 Years
C 41---50 Years
D Above 50 Years
2. Gender:

A Female B Male
3. Type of job:
A. Administrative

B. Technical
C. Other: Specify

4. Highest level of Education:

A Primary level

B School Certificate
C College Certificate
D Diploma

E Degree

F  Post-Graduate

5. Number of years of service in the Ministry/Ddpaant
A.1-5years
B. 6 — 10 years
C. 11 -15years
D. 16 — 25 years

Section B: Awareness of Policy and Action Plans

6. Are you aware of any existing policy on genidethe Ministry or Department?
A. Yes B. No

7. If yes, would you say it is being implemented?
A. Yes B. No

8. Do you think it is necessary for the Ministrytbe Department to have a policy on
gender issues?
A. Yes B. No

24



9. Kindly give a brief reason for your answer t0.Q8

10. Do you think the Ministry is an equal opportyréemployer?
A. Yes B. No
11. If your answer to Q 10 is ‘No’, give a reasonyour answer.

11. How would you rate Senior Management’s attitiodeards gender issues?

A. Poor B. Fair C. Good.
12. Are you aware of a gender unit or gender fpoait person in the department or
ministry?

A.Yes B. No

13. If yes, how would you rate their effectivenesensuring that both women and
men’s interests and views are incorporated in d@eishaking?

A. Low
B. Moderate
C. High

14. Do you think sensitivity to gender is considkire your job description?
A. Yes B. No

15. If No, which of the genders do you think isadigantaged?
A. Male B. Female

16. Does one’s gender affect opportunities sughr@asotion, study, workshops etc.
in the department?

A. Yes B. No

17. If yes, which of the two genders is favoured?
A. Male B. Female

18. Why do you think this particular gender is faxed?
A. They are more qualified
B. More hardworking
C. They have good relations with senior managemefft sta
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Section C: Work Culture

19. Does gender affect your working relationshighvather co-workers of opposite
gender?
A. Yes B. No

20. Do you think your working environment is sabe lboth men and women? (E.g.
transport, toilets and flexibility of working hogrs
A. Yes B. No

21. Do you think male and female staff should dogame technical jobs?
A. Yes B. No

22. Is punctuality usually observed by both womed men in the department?
A. Yes B. No

23. If not, which of the genders reports late farkv(according to your own
observation)?
A. Male B. Female C.iBo

24. Is there fairness in the way disciplinary acti® applied to all workers?
A. Yes B. No

25. If not, which of the genders would you sayaedured?
A. Male B. Female
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