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Chapter at a glance:

• Policies provide a key framework for mainstreaming gender.
• Only 28% of institutions have stand alone gender policies. These include the universities of Botswana

and Tanzania.
• Others universities with media studies departments either have draft policies; affirmative action

provisions; or no specific provisions on gender.
• Less than half of the institutions (44%) have some form of sexual harassment policy, and only nine

universities have stand alone sexual harassment policies.
• Neither the gender nor sexual harassment policies are well known or implemented.

From left: Jennifer Elle Lewis (GMDC); Emily Brown (PON) and David Kerr (University of Botswana) during a GMDC Advisory Group meeting.  
Photo: Colleen Lowe Morna
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The principles and standards for incorporating
gender into institutional practices and procedures
start with the policy framework. Evidence shows
that across all sectors and institutions in society,
gender is  unlikely to be systematically
mainstreamed unless there are policies, guidelines
and procedures that clearly spell out institutions'
commitment to gender equality and equity, a
roadmap for achieving equality and the setting of
clear targets for measuring how well the institutions
are doing to achieve their goals. This chapter
summarises the overall findings on the gender and
sexual harassment policy frameworks and cites
specific examples from the 25 institutions audited.

Gender policies

Institutional policies for gender mainstreaming can
take several forms:

• A stand-alone gender policy which gives visibility
to an institution's commitment to gender
equality; or

• Gender is mainstreamed into all institutional
policies (Human Resources, Conditions of Service
Curriculum Development, Codes of Conduct and
Procedures, among others) to ensure that it
becomes a living document in all aspects of an
institution's operations.

In addition to gender policies, institutions may also
have special measures (such as quotas) to address
gender, racial and other imbalances in order to
guide recruitment, staff development, enrolment,
among others.

Of the institutions surveyed for this audit seven
(28%) had stand alone gender policies (see Figure
nine). The institutions with gender policies include
the Universities of Botswana; Fort Hare;
Johannesburg; Limpopo; Witwatersrand; Dar es
Salaam and Zambia.

In the September 1989 University of Botswana
Keynote Paper for National Development Plan 7,
one of the objectives specifically speaks to gender
within the academy: “To increase gender awareness
in all programmes at the University and to
strengthen the role of the University in enhancing
women's contribution to development.” (UB 2009).
In 1991, the university established a Gender
Programme and Policy Committee (GPPC) of the
Academic Planning Committee to monitor the
implementation of the gender objective as stated
in the Keynote Paper.

In the University's Strategic Plan to 2016 and
beyond, it is noted that to achieve its vision and
mission the University values equity as an important
element to ensure equal opportunity and non-
discrimination on the basis of personal, ethnical,
religious, gender or other social characteristics. In
the same plan it is set as an objective, that to
enhance human resources for excellence in delivery,
gender balance must be insured in management
and development programmes should be provided
to achieve this. (UB 2008)

The University of Dar es Salaam in Tanzania also
has a stand-alone gender policy which demands
top-level commitment to gender equity, the
retention of affirmative action policies (including
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Figure 8: Proportions of institutions of higher
learning with stand alone gender policies

If it weren't for the concerted, specific efforts targeted at
mainstreaming gender in society in general, and in
journalism curriculum in particular, human progress will
be retarded and incomplete.

-Dr. Tjama Tjivikua, Rector, Polytechnic of Namibia
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policy, but it does stipulate in its enrolment
guidelines that 30% of the total available places in
all departments should be reserved for female
applicants only. The University has plans to develop
a gender policy as part of its strategic plan.

Affirmative Action Policies also guide initiatives to
redress racial, gender and other imbalances at PON
and the University of Namibia (UNAM). These
policies are in-line with national guidelines provided
for all institutions and employers by national laws
and the Employer's Guide to Affirmative Action in
Namibia, published in 1997 by the Namibia
National Chamber of Commerce and Industry. This
guide provides Namibian employers with
information on how to design and implement an
affirmative action policy. Neither institution has a
gender policy.

The University of Namibia's Affirmative Action Policy
and Procedure sets out the provisions on how the
University will reach its ultimate goal of “80%
Namibianisation, during our second 5 year
development Plan, leaving 20% for international
exchange scholars”.31 Specific provisions are
outlined in Box 2.

those which would strengthen academic women's
presence and research profile), regular monitoring
and reporting, ongoing research and linkages with
stakeholders beyond the campus, and attention to
sexual harassment in the university.29

The University of Dar es Salaam policy was
developed in 2006 by the Gender Centre, a
department of the university that provides
guidance and monitors the mainstreaming of
gender in curriculums, programs and admissions,
among other areas of university operations. The
institutional gender policy is to be applied by the
university and its constituent colleges.

This policy covers issues such as: measures to
increase women's representation in staff and
student ratio; university governance; hiring of staff;
admission of students in various faculties and
courses; academic performance of male and female
students; and curriculum development.

Several respondents said that they are in the
process of developing a policy or have draft policies.
Midlands State University in Zimbabwe has a draft
gender policy. The University of Mozambique;
Polytechnic of Namibia; University of Namibia,
National University of Science and Technology and
University of Zambia are interested in developing
gender policies.

Affirmative action

The most common form of formal gender equity
policies in universities in Southern Africa is the
development of affirmative action opportunities
for women students30 to increase the number of
female students. The audit found an example of
this approach at the University of Zambia in Lusaka.
The institution currently does not have a gender

29  Jane Bennett, Exploration of a “Gap”. Strategising Gender Equity in African
Universities, Feminist Africa Intellectual Politics, Issue 1, 2002, African Gender
Institute, University of Cape Town, 48.

30  Jane Bennett, Exploration of a “Gap”. Strategising Gender Equity in African
Universities, Feminist Africa Intellectual Politics, Issue 1, 2002, African Gender
Institute, University of Cape Town, 44.

Namibian student, Salome Nzuma, at Business Unusual Training.
Photo: Jennifer Elle Lewis

31  UNAM's Affirmative Action Policy and Procedure document.
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whether they qualify for the post; whether they are
from a disadvantaged group; and for academic
appointments, we look at the departments' current
staff demographics,” Dr. Tjivikua said. And, while
the Rector says that he believes “management's
gender sensitivity” permeates to all departments
and is “second nature” in the institution, he agrees
that gender mainstreaming needs to become
institutionalised, and that PON needs the capacity
to develop a “customised” gender policy.33

All the South African institutions in the study have
to submit an Employment Equity Plan (EEP) to the
Department of Labour as required on institutions
with 50 or more employees submit the EEP. The
EEP must state strategies to ensure diversity with
regard to race, sex and people with disabilities. For
example the University of Fort Hare policies include
the following clauses:

1.19 The University, through its employment
equity policy, commits itself to:

1.19.1 be an equitable educational institution
that offers a nurturing and challenging
workplace and employment climate,
respectful of human diversity and the

PON's Affirmative Action Policy and Plan also
focuses on “Namibianisation” of the institution to
address historical balances. Overall, the tertiary
institution's Affirmative Action Plan is gender-blind
in that it does not include strategies, objectives
and action steps that focus specifically on women,
nor are women listed as a specific 'target group'
within the Plan. Women, along with persons living
with disabilities fall within the category of “persons
from designated” groups.

“While we do not have a gender policy and gender
is not written explicitly in our policy documentation,
we give a fair chance to all,” the Rector (Head) of
PON, Dr. Tjama Tjivikua, said in an interview. “In
practice, we are a gender-sensitive institution
because 52% of the students are women and out
of the 15 members of PON's management team,
eight are women.”32

According to Dr.Tjivikua, although the recruitment,
staff development and other institutional policies
may be silent on gender, women are considered
in the category of “disadvantaged group”, which is
a criteria considered in recruitment and other areas.
“We look at whether the person is a Namibian; at

Box 2: University of Namibia's Affirmative action goals

Goal 2.3 states that there are no discriminatory practices, implicit or explicit, in existence anywhere in UNAM;
Goal 2.4 states that all forms of sexual and racial harassment are eliminated;
Goal 2.5 states that no barriers to employment shall exist in the workplace that have the effect of unfairly
restricting the employment and promotion opportunities of any person, especially people from historically
racially disadvantaged groups, women and people with disabilities; and
Goal 2.6 states that all efforts are to be taken to ensure the enhancement of currently under represented
categories of persons at all levels in the organisation with the emphasis on designated groups. A corollary
focus shall be the long-term objective of reflecting the demographics of the Namibian population.
While Goal 2.6 does not list those included in the “under represented categories of persons”, throughout the
policy specific reference is made to women, among others.

32  Interview with Dr. Tjama Tjivikua, Head of PON, October 29, 2009. Women
hold the following posts in PON's Management Team: Dean of Students,
Bursar, Deputy Bursar, Librarian, Deputy Librarian, head of Centre for
Entrepreneurship Development, head of Planning and International
Relations, Head of Centre for Open Learning. 33 Interview with Dr. Tjama Tjivikua, Head of PON, October 29, 2009.
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Sexual harassment policies

Intimidation of members of staff and students in
academic communities has been a growing area
of concern in institutions of higher learning across
the globe.

There are two types of
harassment cited in
studies that can occur in
higher education against
women - intellectual
harassment and sexual
harassment.

Intellectual harassment

which is defined as “anti-
feminist intellectual
harassment” consists of
attacks on women's

studies programmes and curricula and devaluing
courses or research that address gender issues. This
form of harassment puts pressure on female
professors and students to prove themselves more
capable than their male colleagues.36

Sexual harassment, which includes verbal or
physical conduct of a sexual nature, sexual advances
and requests for sexual favours is based on the use
of sexual inequality to maintain or reinforce power
structures in the workplace or university.37

These forms of harassment may build incrementally
to create hostile environments for women in
institutions of higher education. In 1994, a paper
issued by African-Rights, a London-based NGO,

human dignity of all,  irrespective of race,
gender, pregnancy, marital status, family
responsibility, ethnic or social origin,
colour, sexual orientation, age, disability,
religion, HIV/AIDS status, conscience,
belief, political opinion, culture, language
and birth.

1.19.2 e l i m i n a t e  a l l  fo r m s  o f  u n f a i r
discrimination and to take corrective
action, in the form of positive steps to
r e m e d y  i n e q u i t a b l e  u n d e r -
representation of designated groups
[means black people, women and
people with disabilities] and the lack of
diversity in the composition of its staff,
to equitably remedy the legacy of past
discriminatory practices and policies;

1.19.3 strive to promote and maintain an
environment that empowers all its staff
and students to achieve their highest
potential without fear of prejudice or
bias.

In her article, Exploration of a “Gap”: Strategising
Gender Equity in African Universities, Jane Bennett
of the African Gender Institute (AGI), University of
Cape Town states that there has been less policy
focus on affirmative action when it comes to the
employment of women academics, particularly at
senior levels within university.34 The finding of this
audit of more men as academics in the departments
of journalism and media education and training at
the 25 tertiary institutions audited attests to this.

South African universities, Bennett notes, are
enjoined by the Employment Equity Act to monitor
appointments in order to redress “imbalances” of
race and gender. Yet even here, relatively little
weight is given to headhunting for appropriate
women candidates for positions.35

34 Jane Bennett, Exploration of a “Gap”. Strategising Gender Equity in African
Universities, Feminist Africa Intellectual Politics, Issue 1, 2002, African Gender
Institute, University of Cape Town, 46.

35 Jane Bennett, Exploration of a “Gap”. Strategising Gender Equity in African
Universities, Feminist Africa Intellectual Politics, Issue 1, 2002, African Gender
Institute, University of Cape Town, 46.

36 Julie L. Andsager, Sexual Harassment in Communication Graduate Schools,
in Seeking Equity for Women in Journalism and Mass Communication
Education, A 30-year Update, Ramona Rush, Carol Oukrop and Pamela
Creedon , Lawrence Erlbaum Associates, Publishers, London, 2004. 349.
Andsager uses definitions of intellectual harassment provided by A. Koldony
(1996). Paying the price of antifeminist intellectual harassment in Anti-
Feminism in the Academy, New York, Routledge and J.R. Martin (2000)
Coming of age in academe: Rekindling women's hopes and reforming the
academy. New York, Routledge

37 Julie L. Andsager, Sexual Harassment in Communication Graduate Schools,
in Seeking Equity for Women in Journalism and Mass Communication
Education, A 30-year Update, Ramona Rush, Carol Oukrop and Pamela
Creedon , Lawrence Erlbaum Associates, Publishers, London, 2004. 349.



There is a growing body of research on sexual
harassment within colleges and universities in
Africa. In Southern Africa, several universities have
formed the Southern African Network of Higher
Educational Institutions Challenging Sexual
Harassment and Sexual Violence (NETSH). Members
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include the National University of Lesotho, the
University of Zimbabwe, the University of Zambia,
the University of Swaziland, the University of
Botswana, Stellenbosch University (South Africa),
the University of Western Cape (South Africa),
among others.39

Between 1997 and 2002, the Network developed
programmes to address the issue of sexual
harassment and sexual violence on campus. The
African Gender Institute (AGI) at the University of
Cape Town undertook a research project on the
impact of policies to combat sexual harassment
and sexual abuse at the universities of Botswana,
Stellenbosch (South Africa) and Western Cape
(South Africa).40

The steps for leaders to take to address sexual
harassment on campuses include: (1) carefully
drafted definitions of what constitutes sexual
harassment and clear policies that prohibit such
actions; (2) accessible grievance procedures that
are communicated to and understood by all
members of the academic community; and (3)
ongoing efforts to educate the campus community
about the nature of sexual harassment and its
destructive impact within the community.41

Institutions such as the Polytechnic of Namibia and
the University of Namibia, for example address
sexual harassment in the Disciplinary Codes of
Conduct. These policies and codes of conduct apply
to both staff and students; define sexual
harassment; set out the procedures for dealing
with sexual harassment cases; and the punishment
to be administered.

collated diverse examples of severe abuse in African
universities and schools. Examples were cited from
newspapers, occasional papers, interviews, and
workshop reports, and included 17 institutions in
12 different countries.38

The GIME research focused on sexual harassment.
Of the 25 institutions 11 (44%) have sexual
harassment policies while 56% do not (Figure 10).
The institutions with sexual harassment policies
include the Universities of Botswana; Fort Hare;
Johannesburg; Limpopo; Stellenbosch; Venda;
Witwatersrand; Swaziland; Dar es Salaam; Zambia
and Midlands State University in Zimbabwe.

39 International Development Research Centre, Impact of Policy on Gender-
based Violence in Institutions of Higher Education (Southern African),
http://www.idrc.ca/en/ev-83066-201_102250-1-IDRC_ADM_INFO.html

40 International Development Research Centre, Impact of Policy on Gender-
based Violence in Institutions of Higher Education (Southern African),
http://www.idrc.ca/en/ev-83066-201_102250-1-IDRC_ADM_INFO.html

41 Sexual Harassment in Higher Education from Conflict to Community, ERIC
Digest, http://www.ericdigests.org/1994/sexual.htm
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Figure 9: Proportion of institutions of higher
learning with sexual harassment policies

Source:

38   Jane Bennett, Exploration of a “Gap”. Strategising Gender Equity in African
Universities, Feminist Africa Intellectual Politics, Issue 1, 2002, African Gender
Institute, University of Cape Town, 49.



The majority of the institutions (56%) had no sexual
harassment policy. There is need for further research
to look into the Disciplinary Codes of Conduct or
other policies that address staff and students
conduct to analyse how tertiary institutions address
sexual harassment.

Another area of concern is the treatment of
students while they are doing experiential learning.
Many young women on such attachments say that
they experience high levels of sexual harassment
in the field.

In the Glass Ceilings: Women and men in Southern
Africa media only 28% of the media houses sampled
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had sexual harassment policies. This implies that
journalists and students in the field have little formal
protection from sexual harassment. The
development, publicising and implementation of
sexual harassment policies in the media and
institutions of higher learning is a key priority.

Conclusions

Although universities may have affirmative action
provisions of one kind or the other, stand alone
gender policies are rare. While sexual harassment
policies are more numerous, they are not well
known or enforced.

Box 3: University of Swaziland's Sexual Harassment Policy

As a member of the Southern African Network of Higher Educational Institutions Challenging Sexual
Harassment and Sexual Violence (NETSH), UNISWA has a Sexual Harassment policy which applies to
both staff and students.

The policy defines sexual harassment as:
“Any uninvited, unwanted, unsolicited and unacceptable move or behaviour with a sexual orientation.
That refers to any offensive verbal and non-verbal objectionable advances, whistles, shouts and
comments, physical contact, and gestures, suggestive of a sexual desire or request or demand for
sexual favour, or forced sexual intercourse or rape. This includes any such behaviour that causes
discomfort and/or humiliation, and creates a threatening and intimidating study or work environment,
which is interfering with the academic or work performance of the person to whom it is directed.”

The policy also stipulates that:  “Where a staff member is involved, the office of the Registrar and the
Vice Chancellor shall take the necessary action. Where a member of staff may be the alleged perpetrator
against a student, the Dean of Student Affairs may arrange with the Registrar to talk with the cited
individual.”

Source: University of Swaziland, Sexual Harassment Policy, Student Welfare, p. 2
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Source: http://web.wits.ac.za/Prospective/StudentServices/CCDU/SexualHarassment.htm

Sexual harassment is featured on the University of Witwatersrand’s website. The content is comprehensive
and accessible. This is a good practice institutions of higher learning could emulate.


