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GENDER POLICY FOR LADY BAND LIMITED 
 
1.0 Aim of the policy 
The aim of this policy is to instill gender sensitivity in the coverage of news, in tackling 
internal issues as relates to employment, promotions, and assignments of duties, and dealing 
with our external publics who consume our services.  

 
 

2.0 BACKGROUND 
Performance of Tanzania on gender issues for the past two and half decades has not been 
impressive in all the sectors-political, economic, and social. In the political sector, women 
representation is yet to meet the target set by the SADC Protocol on Gender and 
Development adopted in 2005 by Heads of States. This poor representation has been 
prevailing in the country for a long time. In 1975, only 7 percent of the members of 
parliament were women.  
 
And between 1980 and 1990, this percentage had increased to 11 per cent of the total 
numbers of 248 MPs who in parliament then. By 2000, the percentage of women MPs stood 
at 22 percent. This increase can be attributed to the intense lobbying and advocacy that 
followed the Beijing Conference held in 1995.  At the moment, slightly above 30 percent of 
the MPs are women, still far below the 50 per cent SADC Protocol target. 
 
According to MKUKUTA Implementation Report 2008/2009, there are no specific mechanisms 
in place to define how women will be mainstreamed in all decision making levels of 
government.  Like in the political arena, Tanzania women still lag behind in other sectors. In 
2009, Tanzania’s performance on gender economic empowerment and advancement was 
ranked 73rd by the Gender Gap Index (GGI) report published by World Economic Forum, the 
worst performance by the country in the recent times. 
 
This poor performance started after 2006, the year the country was ranked 23rd. In 2007, it 
fell to position 34th in the ranking and 38th in 2008. Gender Gap Index (GGI) looks at a 
country’s performance based on various indicators: Economic participation and opportunity, 
education attainment, political empowerment, and health and survival.  On economic 
participation and opportunity sub index docket, Tanzania ranked 10th on estimated earned 
income, 40th on wage equality for similar work done, 92nd  on the number of women who are 
legislators, senior officials and managers, and 91 when it came to women professional and 
technical workers. 
 
Such poor showing on gender issues can be blamed on cultural, religious, education, and 
economic factors, among others, which continue to deny women access to elective and 
decision making positions. To address these issues, Tanzania has signed and ratified the 
SADC Protocol on Gender and Development, the Convention on the Elimination of All forms 
of violence Against Women, the Beijing Platform of Action, and the Maputo Plan of Action, 
which detail the sexual and reproductive health rights of citizens, especially women. The only 
problem is domesticating these issues and translating policy into practice. 
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3. Gender and media issues in Tanzania  

The Gender and Media Progress Study (GMPS) report, 2010 that looked at the progress 

made in the treatment of gender issues in the Tanzania media since 2003 when the Gender 

and Media Baseline study was conducted, presents a mixture of good and bad news. But 

overall, the GMPS shows much has not changed in the seven year period when it comes to 

fair coverage of women and men views and on composition of reporters in the Tanzania 

media. 

Whereas there was a 5% rise in the use of women as news sources in Tanzanian media in 

the seven year period, from 16% in 2003 to 21% in 2010; men still dominate the media as 

sources of news (79%).  Only one in every four people interviewed in the Tanzanian media 

is a woman. 

The GMPS found issues of gender equality to be low on media news agenda compared to 

politics, business, sports, and law, areas dominated by men. The study shows women to be 

valued by Tanzania media as sources of images than sources of news, with women aged 20-

34 years and 35-49 years more than twice likely to have their images appear in the 

newspapers than images of men in the same age bracket.   

Men are the main sources of views coming from experts or spokespersons. Majority of the 

men interviewed in Tanzania media were sportspersons (96%), Scientist (89%), Politician 

(87%) or Business person (87%), areas that receive greater media coverage than student 

(62%), homemaker (67%), Beauty/fashion (67%) and sex worker (100%) category where 

women were interviewed.  

 On gender based violence, while the women are the main victims of this form of violence, 

the GMPS shows reporters in the Tanzanian media two and half times more likely to 

interview men on GBV issues than women.  When it came to who reports in the media, men 

continued to dominate with close to three quarters (72%) of the reporters in Tanzania media 

being men, while women constituted a paltry 28%. 

 

The Glass Ceiling, another study conducted in 2008 to establish the where women and men 
are in the media structure and decision making positions, came up with disturbing findings. 
Only 21 percent of the media companies in Tanzania had specific targets for achieving 
gender equality, compared to the SADC regional average of 54 percent.  
 
Only 7 percent of the 14 media houses with over 970 employees that participated in the 
study offered child-care facilities, compared to the regional average of 15 per cent. And 57 
percent offered their employees flexible time to attend to pressing family matters. The study 
further established that women constituted only 22 percent of those on boards of directors in 
media houses in Tanzania compared to 28 percent in the region.  
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The findings also showed women to occupy only 21 percent of top management posts in 
media houses in Tanzania, with 30 percent constituting those in senior management. 
Majority of the women (59 percent) were on freelance contracts, while 55 percent were on 
non-permanent contracts. When it came to media with strategies to increase women 
participation in the media, only 7 percent had strategies to fast- track women, with less than 
a third of media houses considering women for promotion. The good news was half of the 
media houses (50 percent) wanted a gender policy to inform how they treat gender issues in 
their content and structure. 
 
In addition to the Glass Ceiling study, the Gender and Media Baseline Study (GMBS) on 
Gender in Editorial in Tanzania contacted by Media Institute of Southern Africa (MISA) and 
Gender Links came up with troubling findings as well. Men in the 50-64 years bracket were 
the dominant voice in the Tanzania media than their female counterpart in the same age 
bracket. It also established that women constituted only 21 percent of the reporters in 
Tanzania’s print media. The study authors concluded that there was need for gender aware 
editorial policy and gender sensitivity training throughout Tanzania’s media.  
 
A follow-up study to the GMBS, the Gender and Media Audience Study (GMAS) conducted in 
Tanzania and the SADC region by Gender Links and Media Southern African (GEMSA) 
Network-Tanzania chapter too revealed the sorry situation of gender issues in Tanzanian 
media. About 83 percent women and 73 percent men interviewed were of the view that 
there is need of equal representation of women and men journalists in the newsroom.  
 
Another 74 percent women and 54 percent men said the news would be more interesting if 
the ideas and views of women were reported more often.  This was further confirmed by a 
study published in 2008 by Eastern Africa Journalists Association. The study found male 
journalists in the region to be least interested in covering gender issues and did not take 
gender seriously. “Newsrooms are not well known for gender friendly culture.  Sexists jokes 
and stereotypes are common,” the study concluded. 
 
This scenario is to blame for the poor coverage of gender and lack of gender perspectives in 
articles published and programmes produced by the media. It is also the reason why men 
dominate in the media as reporters, editors, and managers. 
 
4. How did the policy come about?  
The development of this policy, which is part of the Media Action Plan on HIV and AIDS and 
Gender led by the Southern African Editor’s Forum, went through an extensive process 
facilitated by Gender Links and MISA that lead the policy sector of MAP. This process 
entailed a series of stages: extensive consultations with Lady Band management, situational 
analysis of gender issues in Lady Band, a policy seminar, the establishment of a task team 
with departmental representatives, and the circulation of several drafts of the policy before 
its presentation to the Board.  
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5. GENDER POLICY FRAMEWORK 
This proposed policy is informed and drafted within the framework of the SADC Protocol on 
Gender and Development with reference to provisions on media; Protocol to the African 
Charter on Human and Peoples' Rights on the Rights of Women in Africa; and The Media 
Council of Tanzania Gender Code of Ethics. 
 
Some of the Media provisions in the SADC Protocol on Gender and Development include: 

 Ensure gender is mainstreamed in all information, communication and media 
policies, programmes, laws and training in accordance with the Protocol on 
Culture, Information and Sport. 

 Take measures to promote the equal representation women in the ownership of, 
and decision making structures of the media accordance with Article 12.1 that 
provides for equal representation of women in decision making positions by 
2015. 

 Take measures to discourage the media from: Promoting pornography and 
violence against all persons, especially women and children; Depicting women 
as helpless victims of violence and abuse; Degrading or exploiting women, 
especially in the area of entertainment and advertising, and undermining their 
role and position in society; and Reinforcing gender oppression and stereotypes 

 Encourage the media to give equal voice to women and men in all areas of 
coverage, including increasing the number of programmes for, by and about 
women on gender specific topics and that challenge gender stereotypes. 

 Take appropriate measures to encourage the media to play a constructive role in 
the eradication of gender based violence by adopting guidelines which ensure 
gender sensitive coverage 

 
Other international instruments that inform this policy are:  the Windhoek Declaration on 
Media Freedom in Africa; the Beijing Platform of Action, the United Republic of Tanzania 
Constitution; Tanzania’s Women and Gender Development Policy; and the Convention on the 
Elimination of All Forms of Discrimination Against Women (CEDAW).   Also informing the 
provisions of this policy is Gender Code of Ethics of the Media Council of Tanzania, which 
regulates the operation of the media industry in Tanzania. The Code calls on members to 
increase programmes on gender specific topics and allow more women to be involved in the 
production of such programmes. The code further provides that Media houses shall at all 
time give fair and equal space to men and women in their reporting in all their diversity. 
Generally, the key principles enunciated in all these instruments include:   

 Equality between women and men  
 Recognition of differences and inequalities among women:  
 Women’s rights are human rights:  
 Customary, cultural and religious practices are subject to the right to equality:  
 Affirmative action is a legitimate way of redressing structural discrimination.  
 Empowerment of women is key to gender equality. 
  Gender equality also involves changing the attitudes of men and engaging men as 

partners.  
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 The Policy Statement 
 

WORK PLACE ISSUES 
Lady Band Limited acknowledges that for the company to have a productive workforce, 
certain basic requirements as regards gender representation, work environment, 
recruitment, promotions, and family friendly environment, have to be attained. To realise 
these requirements, the company will pursue the following policies.  

 
6.0 On Board and Staff composition 
 
6.1 Lady Band shall ensure that by 2015, there is parity between its male and female 
employees at all levels of decision making. 
 
6.2 Lady Band shall ensure, by 2015, at least 40 percent of those in senior management 
positions are women. 
 
6.3 The management of Lady Band will regularly evaluate the fulfilment of these 
requirements. 

 
7.0 On Affirmative action and staff development 
 
7.1 All employees of Lady Band will enjoy equal access to any career development 
opportunities offered by the company or other external organizations.   
 
7.2 These opportunities, in particular trainings, will be offered at times conducive to both 
female and male employees. 
 
7. 3 Lady Band will come up with a system detailing how female employees are to be 
mentored to attain same skills as their male counterparts.  

 
8. 0 On recruitment and selection of employees 
 
8.1 Whenever there is vacancy, Lady Band will advertise in all media houses, taking into 
account their accessibility to both men and women. 
 
8.2 Lady Band will at all times encourage women to apply whenever such vacancies arise.    
 
8.3 To realise the gender parity among its staff, Lady Band will ensure that the recruiting 
panel is gender balanced and at least 30 percent of those shortlisted by the panel for 
interviews are women. 
 
8.4. Ensure that at least 30 percent of those finally employed during such interviews are 
women.  
 
9.0 On Condition of Service 
 
9.1 Lady Band will constantly review the terms of its employees to ensure that both female 
and male employees enjoy, equally, the benefits that come with permanent employment. 
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10.0 On Family friendly practices and environment 
 
10. 1 Lady Band appreciates the need for both female and male employees to enjoy 
parenthood, and will therefore abide by the national laws which require female employees to 
get three months maternity leave and three days paternity leave for male employees.  
 
10.2 All pregnant women will not suffer any undesirable treatment because of their status. 
 
10.3 Lady Band will put in place measures that guarantee the safety of its female employees 
when they are required to work late in the night or before dawn. 
 
11. On Sexual harassment and other forms of work place harassment 
Noting that Lady Band is not immune from cases of sexual harassment of employees, the 
company will follow the Code of Good Practice Sexual Harassment attached on annex A, 
when dealing cases of this nature. 
 
12.0 On the Job Experience and capacity building 
 
12.1 Lady Band will encourage and facilitate women to go into non-traditional areas that 
have remained a preserve of men. 
 
12.2 Both male and female employees of Lady Band will be accorded equal training 
opportunities to be offered at times appropriate to them. 
 
12.3 Lady band will establish mechanisms of training both female and male employees in 
the areas they are underrepresented.  
 
13.0 On Promotions 
13.1 To ensure promotions are free from any suspicions, Lady Band shall conduct its 
promotion of employees in manner that is transparent and meets the guidelines set out by 
the employees. 
 
13.2 No employee shall be victimized for questioning such promotions if he or she feels it 
failed to me the requirements of section 13.1 

 
14.0 Editorial Content 
Recognizing that the editorial department is the key function of Lady Band in carrying out 
the companies day to day business; and appreciating that this department plays a crucial 
role in helping solve the gender equalities and inequities in our society; the policy of the 
company shall be to: 
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14.1 Have a gender beat that is accorded similar status as other beats like political and 
economic beats  
 
14.2 Ensure both female and male reporters are assigned to cover ideas generated under 
the gender beat. 
 
14.3 Give equal space to the views of women and men on topical issues affecting the 
country and beyond. 
 
14.4 Regularly train and empower managers, editors, and reporters with skills on gender 
analysis and gender sensitivity reporting. 
 
14.5 Sanction for publication only those stories with a variety of sources of both male and 
female, except in unique circumstances where single is unavoidable. 
 
14.6 Publish stories that raise questions about gender injustices in the society and shame 
those who perpetuate such vices. 
 
14.7 Prohibit the publication of stories that reinforce or perpetuate gender stereotypes. 
 
14.8 Prohibit the use of sexist language or one that demeans women and glorifies men. 
 
14.9 Use a gender sensitivity reporting guideline to inform all stories done by Lady Band 
employees. 

 
15.0 SALES AND MARKETING 
 
15.1 In line with the provisions provided in sections 14.7 and 14.8, Lady Band will not 
accept for publication advertisements that debase or perpetuate gender stereotypes. 
 
15.2 Whenever sales and marketing department conducts consumer surveys, the data 
collected shall be disaggregated on gender basis.  

 
11.0 MANAGEMENT SYSTEM 
 
Recognizing that for speedy and successful implementation of this policy there needs to be 
appropriate structures in place, management of Lady Band Ltd will: 
 
11.1 Establish a Committee, to be known as a Gender Committee, to oversee and advice on 
the implementation of this policy. 
 
11.2 Membership of the committee shall be drawn from all the departmental or functional 
areas: Editorial, Human Resource, and Marketing departments.  
 
11.3 Select a representative from each department to act a gender champion to coordinate 

the implementation of the policy in the respective departments.  
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11.4 Ensure the gender champions submit, on a monthly basis, a report to the Gender 
Committee on the progress made in the implementation of the policy in their respective 
departments.  
 
11.5 Using the reports of the gender champions and any other information in regard to the 
implementation of the policy, the Gender Committee will prepare a harmonized status report 
on the implementation of the policy. 
 
11.6 Circulate the status report to all Lady Band employees.  

 
12. Process 
 
12.1.1 The Gender Committee once formed will decide how it will conduct its business and 
the regularity of its meetings. 

 
13.0 Informal Structures 
 
13.1 Lady Band Limited will encourage the formation of groups that contribute positively to 
the realization of this policy. 
 
13.2 Management will accord such groups the full support they require to enable them 
function properly. 

 
14. Monitoring and evaluation 
Lady Band Ltd places premium value on monitoring and evaluation as key measures to 
guarantee the successful implementation of this policy. In this regard, the company’s policy 
will be to: 
 
14.1 Produce quarterly reports on the status of gender implementation in the company. 
 
14.2 Circulate the report to all employees for their opinion and recommendations  
 
14.3 Through the gender committee, provide a schedule of implementing the 
recommendations made in the quarterly report. 
 
14.4 Have the Gender Committee provide monthly briefs to the top management and the 
board on the policy implementation either through physical meetings or the internet. 
 

-0- 
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ANNEX A 
Code of good practise on sexual harassment 

To encourage and promote the development and implementation of policies and 
procedures that will lead to the creation of workplaces that are free of sexual 
harassment where employers and employees respect one another’s integrity, dignity, 
privacy and their right to equity in the workplace. 
 
Application of the Code  
Although this code applies to the working environment, as a guide to employers, 
employees and applicants for employment, te perpetrators and victims of sexual 
harassment may include: 

 Owners 
 Employers 
 Managers 
 Supervisors 
 Employees 

 Jon applicants 
 Clients 
 Suppliers 
 Contractors 
 Others having business dealings 
 
Nothing above confers the authority or obligation on employers to take disciplinary 
action in respect of non-employees. 
 
A non employee who is a victim of sexual harassment may lodge a grievance with the 
employer of the harasser, where the harassment has taken place (workplace) or in the 
course of the harasser’s employment (retained). 
 
Defining Sexual Harassment 
Sexual harassment in the working environment is a form of unfair discrimination and is 
prohibited on the grounds of sex and/or gender and/or sexual orientation. 
 
Test for sexual harassment 
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Sexual harassment is unwelcome conduct of a sexual nature that violates the rights of 
an employee and constitutes a barrier to equity in the workplace. 
 
Factors that should be taken into account as a test for sexual harassment 
cases are as follows: 
 Whether the harassment is on the of sex and /or gender and/or sexual orientation; 
 Whether the sexual conduct was unwelcome; 
 The nature and extent of the sexual conduct’ 
 The impact of the sexual conduct on the employee (victim) 
 
Factors to establish sexual harassment 
 Harassment on a prohibited ground 
 The grounds of discrimination to establish sexual harassment are sex, gender, and 

sexual orientation 

 Same sex harassment can amount to discrimination on tea sis of sex, gender and 
sexual orientation. 

 
Unwelcome conduct 
 There are different ways in which an employee may indicate that the sexual conduct 

is unwelcome, including non-verbal conduct such as walking away or not responding 
to the perpetrator, 

 Previous consensual participation in sexual conduct does not necessarily mean that 
the conduct continues to be welcome 

 Where a complainant has difficulty indicating to the perpetrator that the conduct is 
unwelcome, such complainant may seek the assistance and intervention of another 
person such as a co-worker, superior, HR official, family member friend, counsellor. 

 
Nature and extent of the sexual conduct  
The unwelcome conduct includes but not limited to the listed examples: 
 
Physical conduct 
 Touching 

 Fondling 
 Groping/grabbing of private parts 
 Brushing against someone’s body 
 Kissing 
 Strip search by or in the presence of the opposite/same sex 
 Sexual assault 
 Rape 
 
Verbal Conduct 
 Innuendos 

 Suggestions 
 Hints 
 Comments with sexual overtones 
 Sex-related jokes or insults 
 Graphic comments about a person’s body made in their presence or to them 
 Inappropriate enquiries about the person’s sex life 
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 Whistling of a sexual nature 
 Sending by electronic means or otherwise of sexually explicit text 
 
Non-verbal conduct 
 Unwelcome gestures 

 Indecent exposure 
 Display or sending by electronic means or otherwise of sexually explicit pictures or 

objects 
 
Victimisation 
 Victimisation occurs where an employee is victimized or intimidated for failing to 

submit to sexual advances 
 
 
Quid pro quo/coercive harassment 
Quid pro quo/coercive harassment occurs where a person, an employer, owner, 
management (all levels of management) or co-employee influences or attempts to 
influence an employee’s employment circumstances such as engagement, promotion, 
training, discipline, dismissal, salary increments or other benefits by coercing or 
attempting to coerce an employee to surrender to sexual advances through the 
application of sexual faravouritism. 
 
Sexual favouritism 
Sexual favouritism occurs where a person of authority rewards only those who respond 
to his or her sexual advances 
A single incident of unwelcome sexual conduct may constitute sexual harassment  
 
Impact of the conduct 
The conduct should constitute an impairment of the employee’s dignity if the following is 
taken into account: 
- The circumstances of the employee and  
- The respective positions of the employee and the perpetrator in the workplace 
 
Guiding Principles 
 Employers should create and maintain a working environment in which the dignity  
 Of employees is respected 
 A safe working environment should be created and maintained in which 

complainants of  sexual harassment will not feel that their grievances are ignored or 
trivialized, or fear reprisals. 

 
The following guidelines can assist in achieving these ends: 
 Employers/management and employees are required to refrain from committing acts 

of sexual harassment  
 All employers/management and employees have a role to play in contributing 

towards creating and maintaining a working environment in which sexual 
harassment is unacceptable  
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 Employers/management and employees should attempt to ensure that the employer 
or its employees do not subject persons such as customers, suppliers, job applicants 
and other who have business dealings with the employer to sexual harassment 

 Employers/management should take appropriate action in accordance with this code 
where instances of sexual harassment occur in the workplace. 

 
Employer’s responsibilities  
 Employers/management must adopt a sexual harassment policy, which should take 

into cognizance the provisions of the sexual harassment code. 

 Employers/management must effectively communicate the policy to all employees 
including all levels of management.  

 Employers/management and employees are required to refrain from committing acts 
of sexual harassment.  

 Employers/management must create and maintain a working environment in which 
the dignity of employees is respected. 

 A climate in the workplace must be created and maintained in which complainants of 
sexual harassment will not feel that their grievances are ignored or trivialized or fear 
reprisal.  

 Employers/management must take appropriate action in accordance with this code 
where instances of sexual harassment occur in the working environment.     

 
Sexual Harassment Policies 
Employers should, subject to any existing collective agreements and applicable   
statutory provisions in respect of sexual harassment, adopt a sexual policy, which should 
take Cognizance of and be guided by the provisions of this code. 
 
The contents of sexual harassment policies should be communicated effectively to all 
employees.  
 
The sexual harassment policies should include at least the following statements, that: 

 Sexual harassment is a form of unfair discrimination on the basis of sexual and/or 
 gender and/or sexual orientation which infringes the rights of the complainant and  
 constitutes a barrier to equity in the workplace 
 Sexual harassment in the workplace will not be permitted or condoned (retained) 
 Complainants in sexual harassment matters have the right to follow the procedures 
 in the policy and appropriate action must be taken by the employer 
 It will be a disciplinary offence to victimize or retaliate against an employee who in 

good faith lodges a grievance of sexual harassment  
 The procedures to be followed by a complainant of sexual harassment and by an  

employer when sexual harassment has occurred should be outlined in the policy. 
 
Procedures  
In terms of the Code, employers are expected to: 

 Develop clear procedures to deal with sexual harassment  
 These procedures should enable the resolution of problems in a sensitive, efficient 

and effective way. 
 
Reporting Sexual Harassment  
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 The Incident of sexual harassment must be reported as soon as is reasonably 
possible, without undue delay taking into consideration the power dynamics between 
the harasser and the victim, and the trauma that is involved in sexual harassment 
cases.  

 
Sexual harassment may be reported to the employer by the following people: 
 By the complainant  
 By any other person aware of the sexual harassment: a friend, colleague, HR official 
 acting on the request of the complainant – where the complainant has indicated that 

she/ he wishes the employer to be made aware of the conduct. 
 Where the sexual harassment is of a particularly serious nature, the complainant 

should  

 Be encouraged to inform the employer.  
 
Obligations of the Employer  
Where the sexual harassment has been brought to the attention of the employer, the 
following steps must be taken: 

 Consult all relevant parties 
 Take the necessary steps to address the complainant in accordance with this Code 

and the employer’s policy and 
 Take the necessary steps to eliminate sexual harassment 
 
Steps to take on receipt of a complaint should include but not be limited to 
the following: 
 Advise the complainant of the informal and formal procedures available to deal with    

 sexual harassment 
 Where reasonably practicable, offer the complainant with advice, assistance and  
 counselling, including during any disciplinary enquiry that may be instituted 
 
Advice and assistance  
 A complainant of sexual harassment may require advice and assistance (processes) 

including counselling 

 As far as practicable, employers should designate a person outside the management 
who complainants may approach for confidential advice and/or counselling such as: 

 An employee who performs such a function  
 A trade union representative  
 A co-employee 
 A professional engaged to perform such activity 
 The designated employee should have appropriate skills and experience including  
 counselling and labour relational skills  
 The designated employee should properly be trained and given adequate resources. 
 
Steps to be taken when advising the complainant on how to deal with a 
sexual harassment case: 
 Advise the complainant that there are formal and informal procedures which could 

be followed to deal with the problem 

 Explain the formal and informal procedures to the complainant 
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 Advise the complainant that she/he may choose which procedure should be followed  
by the employer, except that in certain limited circumstances, the employer may  
choose to follow either the formal or informal procedure 

 Advise the complainant that the matter will be dealt with confidentially if the  
 Complainant so chooses.  
 
Informal Procedure 
 The complainant or another appropriate person explain to the perpetrator that the 

conduct in question is not welcome 

 That the conduct offends her/him 
 That the conduct makes her/him feel uncomfortable 
 That it interferes with her or his work 
 
Or 
 An appropriate person approaches the perpetrator, without revealing the identity of 

the complainant, explains to the perpetrator that certain forms of conduct 
constitutes sexual harassment  

 That the behaviour is offensive and unwelcome 
 -That the behaviour also makes other employees feel uncomfortable, and interferes 

with their work (indirect harassment)  
 An employer should consider any further steps which can be taken to assist in 

dealing with the complainant  
 
Formal Procedure  
A complainant may choose to follow a formal procedure, either with or without first 
following an informal procedure 
 
In the event that the complainant chooses not to follow a formal procedure, the 
employer should still assess the risk to other persons in the workplace (not only confined 
to employees) where formal steps have not been taken against the perpetrator. 
 
In assessing the risk, the employer must take into account all relevant factors including 
the severity of the sexual harassment and whether the perpetrator has a history of 
sexual harassment   
 
If it appears to the employer after a proper investigation that there is a significant risk of 
harm to other persons in the workplace, the employer may follow a formal procedure, 
irrespective of the wishes of the complainant, and advise the complainant accordingly. 
 
The employer’s sexual harassment policy and/or collective agreement should outline the 
following in respect of a formal procedure:     
 With whom the employee should lodge a grievance.  
 The internal grievance procedures to be followed, including provision for the  

 Complainant’s desired outcome of the procedures. 
 Time frames which will allow the grievance to be dealt with expeditiously  
 That should the matter not be satisfactorily resolved by the internal procedures   
 outlined above, a complainant of sexual harassment mat refer the dispute to the 

CCMA 
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 Similarly, an alleged perpetrator of sexual harassment may refer a dispute  
 arising from disciplinary action taken by the employer to the CCMA 
 That it will be a disciplinary offence to victimize or retaliate against a  
 Complainant who in good faith lodges a grievance.  
 
 
Disciplinary Sanctions  
The sanctions must be appropriate to the seriousness of the SH in question. 
The employer may consider the following disciplinary sanctions:     

 Warning (and/or counselling) may be issued for minor instances of sexual  
harassment 

 Dismissal may ensue for continued minor instances of sexual harassment after 
warnings, as well as serious instances of sexual harassment 

 Upon being found guilty of sexual harassment, a perpetrator may be transferred to 
another position in the workplace 

 Transferring the perpetrator to another position in the workplace 
 
Confidentiality  
Cases of sexual harassment must be handled in a manner that ensures that identities of 
the persons involved in the case are kept confidential – how?   
 By ensuring that only appropriate members of management, aggrieved person 

(victim),  representatives, accused, witnesses and interpreter (if required) should be 
present in the disciplinary inquiry. 

 Only appropriate members of management as well as the grievant, representatives, 
accused, witnesses and interpreter (if required) should be present in the disciplinary 
inquiry. 

 Employers are required to disclose to the complainant, accused and/or their 
representatives, such information as may be reasonably necessary to enable the 
parties to prepare for the proceedings in terms of the Code. 

 
Additional sick leave (exhaustion paid sick leave) 
 Where the victim’s existing sick leave entitlement has been exhausted, the employer 

should give due consideration to the granting of additional paid sick leave in cases of 
serious sexual harassment if medical advice requires trauma counselling  

 Where applicable, employers may give consideration to assisting with the cost of the 
medical advice and trauma counselling, where such amounts are not covered by any 
applicable medical aid scheme.  

 
Information and Education  
 Where feasible, the organisation should endeavour to ensure that copies of this code 

are accessible and available in the official languages 

 Employers, and where applicable, employer organizations should include the issue of 
sexual harassment in their orientation, education and training programmes 
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ANNEX B: MCT Gender Code of Ethics 

 

Gender Code of Ethics  

Preamble 

The Media Council of Tanzania (MCT) recognises the importance of freedom of 
expression as the cornerstone of a participatory and functional democracy and that 
women and men in all their diversity have a right to be heard. 

Members of MCT recognise that in fledging democracy such as the United Republic of 
Tanzania, the media plays a critical role in ensuring the realisation of this right and shall 
put in place mechanisms to ensure that the views of women and men, regardless of 
their class, social standing and whether they are from urban or rural areas, are given 
equitable chances to be heard.  

Members also recognise the key role of the media in changing attitudes and mindsets. 
They pledge through this code to strive for gender balance and to challenge gender 
stereotypes in and through the media.  

This code is informed, among others, by the United Republic of Tanzania Constitution; 
Tanzania’s Women and Gender Development Policy; the Convention on the Elimination 
of All Forms of Discrimination Against Women (CEDAW); the African Charter on Human 
and People’s Rights; the Windhoek Declaration on Media Freedom in Africa; and the 
Beijing Platform of Action.  

Definition of terms 

Discrimination means any act, omission, distinction, exclusion or any differential 
treatment which disadvantages or compromises any person either directly or indirectly 
based on sex, race, pregnancy, sexual orientation, age, disability, nationality, and/or 
marital status or other analogous ground.”  

Gender stereotyping means media that portrays a person or persons of a certain 
gender in a manner that exploits, objectifies or demeans.”  

Negative gender portrayal refers to language, attitudes or representations (either 
explicit or implied) which tend to associate particular roles, modes of behaviour or 
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characteristics to people on the basis of gender in a manner that restricts and 
entrenches the role of persons of such gender in society or sections of society.”  

Sexist language is language that unnecessarily excludes one sex or gives unequal 
treatment to women and men”.  

Application 

The Gender Code of Ethics will govern the conduct and practice of all media 
practitioners, media owners, publishers and media institutions that are members of the 
Media Council of Tanzania. 

This Gender Code of Ethics should be read in tandem with the Media Council of 
Tanzania Professional Code of Ethics and shall have equal force in the arbitration of 
cases brought for adjudication.  

 
 

Seek the truth and report it as fully as possible (Mainstreaming coverage of 
gender) 

Media houses shall at all times give fair and equal space to men and women in their 
reporting in all their diversity.  

Broadcasters shall increase the number of programmes on gender specific topics as well 
as programmes that challenge gender stereotypes.  

In their coverage of politics, economic issues or war, members shall ensure that 
women’s voices and their issues are heard.  

Media houses should put in place training programmes to improve their practitioners’ 
understanding of current and emerging gender issues and its various manifestations. 

Media practitioners shall be encouraged to continuously research and keep themselves 
abreast of current debates on gender issues. 

MCT shall collaborate with media training institutions to ensure the mainstreaming of 
gender in their curricular. 

Act independently 

Media houses shall take proactive steps to equally seek out the views of both women 
and men in their diversity regardless of their social standing. 

Media practitioners shall at all times strive to be impartial and avoid publicly associating 
themselves with partisan statements or organisations. 

Members shall increase programmes on gender specific topics and allow more women to 
be involved in the production of such programmes. 

MCT recognises that women are not a homogeneous group. Media houses will be 
encouraged to give inclusive coverage of all women that goes beyond differences of 
class, social standing and whether they are from rural or urban areas.  

Minimise harm 
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Media should report all issues as fully as possible but there is a need to balance harm 
and discomfort with alternatives that maximise the goal of truth telling. Therefore media 
houses shall be required to refrain from; 

 Publishing the identity or details of rape or sexual violence victims that could lead 

to the identification. 

 Promoting pornography and violence against women and children. 

 Depicting women as helpless victims of violence and abuse unless the violence is 

integral to the story. 

 Degrading or exploiting women as helpless victims of violence and abuse, 

 Degrading or exploiting women and undermining their role and position in 

society; and 

 Reinforcing gender oppression and stereotypes 

 Publish stories that might incite violence and hatred based on gender. 

 Glamorising violence against women 

1.  Language 

Media houses shall prohibit the use of sexist language in their coverage.  

When editing and selecting facts, details and graphics, media houses shall not 
oversimplify and report gender issues out of context. 

2.  Marketing and advertising 

Media houses should ensure that consistent standards are applied between advertising 
and editorial content. 

Gender stereotyping or negative gender portrayal should not be permitted in 
advertising. 

3.  Workplace issues 

Media houses are encouraged to incorporate gender balance in their recruitment policies 
to ensure equitable representation of women in all levels of decision making. 

Media houses shall be encouraged to ensure that their employees have access to 
training and mentoring programmes that are inclusive of both female and male staff 
with special attention to female staff. 

Media houses should be encouraged to adopt policies that discourage sexual 
harassment. 

Media houses should ensure that both female and male have equal opportunities to 
specialise in reporting any beat in the newsroom. 
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ANNEX C: Defining forms of Gender Stereotypes 
 

1. Blatant stereotype  2. Subtle stereotype  

Articles or images in which women are 
presented in stereotypical roles such as 
victims or sex objects. 

Articles or images that reinforce notions of 
women’s domestic and men’s more public 
roles in ways that make this seem normal, 
e.g. a mother’s agony, rather than parents 
agony over a child.   

Articles or images in which men are 
presented in stereotypical roles such as 
strong entrepreneurs or leaders. 

 
Articles in which women are referred to 
according to personal relationships that 
have no relevance to the story; e.g. a 
woman minister is referred to as the wife 
of someone. 
 

3. Missed opportunities / Gender-
blind (GB)  

4. Gender-aware  

Articles in which there is a lack of gender 
balance (and therefore of diversity) in 
sources, resulting in only one perspective 
being given on an issue.  

4A. Articles and images that challenge 
stereotypes and prompt debate on topical 
gender issues from a human rights 
perspective, such as women pilots or men 
care givers.  

Articles that lack a gender perspective in 
every day issues such as elections or the 
budget, depriving these stories of new and 
interesting angles, such as how cuts in 
grants affect poor women.  

 
4B. Articles that have a gender balance of 
sources; demonstrating different 
perspectives/impact on women and men 
including through use of gender 
disaggregated data; for example how 
many women and men receive certain 
types of grants; what they use them for 
and why cuts may have different kinds of 
impact.  

  
4C. Gender specific: Articles that concern 
inequality between women and men; 
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structures, processes; campaigns to 
advance gender equality such as glass 
ceilings in certain types of occupation.   

 
 

 
 


