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Abstract

The paper assesses the existing gender policy document in fourteen (14) selected agricultural fac-
ulties and colleges in tertiary institutions in Africa. This paper is an output of research report on
Programme of Strengthening Africa’s Strategic Agricultural Capacity for Impact on Development
(SASACID) implemented by the African Network for Agriculture, Agroforestry and Natural Re-
sources Education (ANAFE). Data for the study were collected from 207 respondents (8 deans of
ANAFE SASACID pilot institutions, 36 academic staff/lecturers of SASACID pilot institutions and
163 students of SASACID pilot institutions) through the use of online survey. Data collected were
analysed and presented using frequency, percentage and charts. Results of the survey revealed
that 25.0% of the institutions studied indicated that they had a formal gender policy document in
place in their institutions with regards to staff recruitment and students’ admission, while about
25.0% had an informal gender practices on staff recruitment and students’ admission. Higher
proportion (60.0%) of the institution had neither a formal policy document nor informal practices
as regards staff recruitment and students admission. Some of the constraints faced by the Institu-
tions with a gender policy were insufficient female applicants in agricultural courses, societal
norms and remote location of some of the faculties/colleges of agriculture. To encourage both
males and females to study agriculture in higher institutions of learning and to create and sustain
a fair and just academic environment where both have equal opportunities, there is a need to have
a gender policy document and the need to create awareness.
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1. Introduction

Agriculture is vital to people and economy of Africa, and many of those involved in agriculture as a business are
women. Their input to the business of agriculture is essential. The vast continent has 60% of the world’s uncul-
tivated arable land, and most of it is unfarmed. In other parts, the potential for irrigation-based agriculture re-
mains underutilized [1]. Forests, trees on farms and agroforestry systems contribute to food security, nutrition
and livelihoods in several ways, including as a direct source of food, fuel, employment and cash income. They
are fundamental to the survival of forest-dwellers; especially smallholders farm families, and are important pro-
viders of ecosystem services, including maintaining or restoring soil fertility, protecting watersheds and water
courses. Agroforestry could complement forestry sector efforts in sustainable forest management by providing a
set of tree-based conservation and production practices for agricultural lands [2].

The growing demand for existing markets, land and water can go a long way towards success in sustainable
agriculture, forestry and agroforestry, other factors, such as good inputs, infrastructure, access to financing, and
supportive government policies are also important. The Most important, behind most of these factors are the
people that make this sustainable agriculture a reality—which brings us to the crucial importance of education
and training. Being successful in today’s agriculture, especially agribusiness, sectors demand education and
training not only imparts technical skills but also trains students (both male and female) to be good communica-
tors, capable managers, or quick-thinking entrepreneurs.

In many Africa institutions of higher education, gender issues are regarded with fear and trepidation. Gender
advocates are stigmatized and viewed as promoting westernized, un-African and donor-inspired agenda. These
attitudes especially from men are often masked with ignorance about gender issues and influence of existing
gender biases; stereotypes in the society are being internalized and acted out in higher education context [3].
Over the past decade, African higher education institutions, Universities in particular, have been very keen to
mainstream gender into their core functions of teaching, learning, research and administration systems. The pro-
portions of women who are able to secure academic positions are largely dependent on their enrolment and com-
pletion of higher education [4]. Older institutions and some of the recent ones in Africa did not adopt any poli-
cies on gender equity until recently. This might be because the Europeans who were instrumental to the estab-
lishment of the institutions at that time had not adopted any gender-equality policies in access, output, and out-
come in their own countries [5] [6].

If gender is regarded as one of the tenets of development, then mainstreaming gender in universities and col-
leges becomes an important matter that requires urgent attention, as it goes beyond effecting social justice and
equity. It is equally a potent means for an exponential increase of the much-needed capacity in national devel-
opment. However, today gender has become one of the most important areas by which the quality and effective-
ness of an academic institution is judged. A gender policy provides an institutional framework within which ac-
tions on gender can be taken at all levels. It provides a framework that enables partner institutions to undertake
initiatives that are mutually beneficial and lead to the promotion of gender justice and equity. An effective gend-
er policy is supported by detailed rules and regulations to guide the institution towards more effective equity and
equality strategies [3].

In view of the above scenario, the question is: do tertiary agricultural education institutions in Africa have
gender policy in their programme? The purpose of this study is to assess the existing gender policy in selected
tertiary agricultural education institutions in Africa by using pilot institutions of African Network of Agriculture,
Agroforestry and Natural Resources Education (ANAFE) as a case study. ANAFE is a network of 140 Universi-
ties and colleges in 35 African countries, focusing on mainstreaming integrated education and training pro-
grammes in Agriculture, Agroforestry, Forestry and Natural Resources within African colleges and universities.

2. Research Method

The study was conducted in June, 2013 using the African Network of Agriculture, Agroforestry and Natural
Resources Education (ANAFE) pilot institution. ANAFE is a network of 140 universities and technical colleges
in Africa and is launched in 1993 to address policy and institutional barriers in the establishment of agroforestry
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education. In 2003, ANAFE’s mandate was expanded to encompass reforming education and training pro-
grammes in Agriculture, Forestry, Agroforestry, and natural resources to make them more responsive to devel-
opment needs. ANAFE initiated and implemented a programme called “Strengthening Africa’s Strategic Agri-
cultural Capacity for Impact on Development” (SASACID). The programme was launched in the year 2011.
Sixteen ANAFE institutions were used as Pilot Institutions (Pls) for the programme. This research was con-
ducted in all the sixteen pilots institutions used by ANAFE. Out of these, fourteen ANAFE institutions that
submitted their survey were used for the study. The fourteen (14) ANAFE pilot institutions in Africa that re-
sponded to this study include Botswana College of Agriculture (Botswana), ENSA-University of Thies and
Gaston Berger University (Senegal), Kenyatta University (Kenya), Mulungushi University (Zambia), Nyabyeya
Forestry College (Uganda), Polytechnic University of Bobo Dioulasso (Burkina Faso), University of Dschang
(Cameroon), University of Ghana (Ghana), University of Nsukka (Nigeria), University of Kordofan (Sudan),
University of Pretoria (South Africa) and Zimbabwe College of Forestry (Zimbabwe) as indicated in Table 1.
Three versions of the same survey instruments were developed and administered to the three target groups: the
Pilot Institutions (PI survey), staff members (staff survey), and students (student survey). The survey instruments
were validated by field administration to ensure that the instruments collect what it is meant to collect. These in-
struments were sent to these three groups of respondents (deans of faculty, lecturers and students) using email.
The respondents prefer to be anonymous. The completed survey instruments were also returned by the respon-
dents through email. The survey instruments for the PI focused on four areas: a brief institutional profile, a hu-
man resource profile, gender policy, and questions around enrollment, such as number of students in agricul-
ture/agribusiness programmes. The staff survey collected biographical information as well as information about
the courses staff members taught, followed by a set of questions that asked respondents to describe and evaluate
the gender policy at the institution. The survey to the students collected basic biographical information on the
students’ motivation for their field of study, and sought to establish the students’ awareness of the gender policy
at their various institutions. A total of fourteen (14) institutions, representing 87.5% of the response rate, thir-
ty-six (36) academic staff (lecturers) representing 56.3% of the response rate and one hundred and sixty three
(163) students responded to the survey representing 84.0% of the response rate were used for the study. Data
collected were analyzed and presented using descriptive statistics such as frequency, percentages and charts.

3. Results and Discussion

3.1. Existence of Gender Policy or Practices on Staff Recruitment

Data in Table 2 show that only two (2) institutions out of those surveyed, have a gender policy or practices in
their institution as regards to staff recruitment. The institutions are: Nyabyeya Forestry College, Uganda which
established its gender policy in the year 2009 and the University of Kordofan, Sudan which established its

Table 1. List of the institutions and respondents that participated in the survey.

Institution Country Deans Survey Staff Survey s;ﬂ?i:}tls
Botswana College of Agriculture Botswana X X X
Gaston Berger University Senegal X X X
Kenyatta University Kenya X X
Mulungushi University Zambia X X X
Nyabyeya Forestry College Uganda X X X
Polytechnic University of Bobo-Diuolasso Burkina Faso X X X
Université de Thies Senegal X X
University of Dschang Cameroon X X
University of Ghana Ghana X X
University of Nairobi Kenya X X
University of Nigeria, Nsukka Nigeria X X
University of Kordofan Sudan X X X
University of Pretoria South Africa X
Zimbabwe College of Forestry Zimbabwe X X X

X = Survey response submitted.
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Table 2. Existence of Gender policy with regard to staff recruitment.

Ay il e
Botswana College of Agriculture, Botswana X
Gaston Berger University, Senegal X
Mulungushi University, Zambia X
Nyabyeya Forestry College, Uganda X
Polytechnic University of Bobo-Dioulasso, Bobo-Diuolasso X
Université de Thies, Senegal X
University of Kordofan, Sudan X
Zimbabwe College of Forestry, Zimbabwe X

gender policy in the year of 2001. According to the respondents, University of Kordofan, Sudan have the gender
policy as regards staff recruitment because of the need to meet gender balance in the Faculty and avoid unfair-
ness towards females so as to provide equal opportunities for increasing the proportion of female staff at the in-
stitution.

Further analysis shows that, through the policy, institutions hoped to recruit more female staff members and
provide existing staff members with opportunities for a successful academic and scientific career. Specific prac-
tices used to recruit and retain more women include: a bias in recruiting exceptional female students immediately
after graduation; providing scholarships for female staff members to study in the country and/or abroad; mini-
mizing the teaching load in case of pregnancy and providing time off for maternity leave; and deliberately re-
taining some positions for women (i.e., setting up a quota system).

Mulungushi University, Zambia and Université de Thies, Senegal indicated that though they have no formal
gender policy as regards staff recruitment, informal practices do exist to promote gender balance. The remaining
four institutions (Botswana College of Agriculture, Gaston Berger University, Senegal, Polytechnic University
de Bobo Dioulasso, and the Zimbabwe College of Forestry) reported having neither a formal gender policy nor
any practices in place on staff recruitment.

A formal workplace gender equality policy can assist an organization or institution to provide both women and
men access to equal opportunities; including equal remuneration for work of equal or comparable value; remove
barriers to the full and equal participation of women in the workforce [7]. Many organizations as noted by [8]
have gender policies or strategies in place that aim to improve the status of women, some of which address the
issue of recruitment. Most of these strategies outline specific targets for recruitment of women to achieve orga-
nizational goals with regard to gender balance. For example, United Nations Gender Balance Strategy for the
United Nations Secretariat: A Strategic Action Plan, 2010-the strengthening of recruitment and selection is a
main focus, and concrete actions are identified to achieve this goal. Also, UNDP Gender Equality Strategy,
2008-2011 and UNESCO Priority Action Plan for Gender Parity include recruitment as one of its basic axes,
along with training and mentoring and work life balance.

Interventions in many African Higher Education Institutions were largely driven by International resources. Of
important note is the Carnegie Corporation of New York and the UK Department for International Development
(DFID). Key intervention in gender mainstreaming in Universities were hinged on Women’s Access to Higher
Education, Gender Equity in Staff Development and Curriculum Transformation. Gender initiatives include the
establishment of a Women and Documentation Centre providing a forum for research, advocacy and documenta-
tion of women’s issues in collaboration with other private and non-governmental organizations. University cur-
ricula experienced transformation through engendering and staff development support were provided to increase
women’s access to capacity development that can be reflected in quality of researches and publication by women,
enhanced curriculum delivery and mentorship [4].

Academic support in the form scholarship opportunity was created for female students to improve their chance
for completing their career in record time. Although gender courses have been introduced into various faculties
and departments, these efforts have usually been ad hoc and based on the commitment of individual Lecturers,
Deans, and Vice-chancellors. All these efforts have culminated into a concerted, well-synchronized policy and
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plan for integrating gender into the university as a whole. Only very few universities have in place plans and
policies for equal opportunity in employment, or against sexual harassment, racial, ethnic and sexual discrimina-
tion. African universities, with a notable role of training the future minds of African leaders, must necessarily
embrace gender equity principles as core values. To have a structured, and informed change, African Universi-
ties need to embrace a system wide gender policy which will guide actions, and plans to bring about gender eg-
uity and gender justice within and outside the university system [9].

3.2. Existence of Gender Policy on Staff Recruitment

Results in Table 3 obtained from the staff (academic staff) on the existence of gender policy in their respective
institutions with regard to staff recruitment reveal that all (100%) staff who responded to the survey from the
University of Kordofan, Sudan, confirmed that the institution has a gender policy on staff recruitment. This is in
conformity with the early findings from the University authority that there is a gender policy on staff recruitment.
In Nyabyeya Forest College Uganda, only 20% of the staff affirmed existence of a formal gender policy with
regard to staff recruitment while 80% said what was in place were informal practices. The discrepancy in re-
sponse between the principal contact person for the institution and the staff could be as a result of the communi-
cation gap.

For Polytechnic University of Bobo-Dioulasso Burkina Faso, Botswana College of Agriculture, and Zim-
babwe College of Forestry, all (100%) of the respondents confirmed lack of a formal policy on gender with re-
gards to staff recruitment. This is also in agreement with the earlier findings from the University authority as in-
dicated in Table 2. There is no formal gender policy in the institution. About 50% of the staff of the Gaston
Berger University, Senegal reported that there is no formal gender policy in the institution while 33.3% and 16.7%
of the academic staff asserted that there is a formal gender policy and informal practices on staff recruitment in
their university. Half of the staff alluded to the earlier findings that there is no formal gender policy in the insti-
tutions. The other half with varied opinion could also be as a result of their perception that informal practices
equate to existence of gender policy on gender recruitment.

Academic staff reported that while their institutions have no formal gender policy, informal practices do exist.
Some of these practices are: encouraging women to apply for positions and funding opportunities; creating an
environment where women are respected and protected as per traditions and beliefs; promoting women into lea-
dership positions; setting a quota of at least 30% women on staff; zero tolerance for gender-based harassment
and discrimination among employees; and decent accommodation is made available for female lecturers. Ac-
cording to staff respondents, institutions with a formal gender policy for staff indicated that those policies were

Table 3. Existence of gender policy on staff recruitment.

Formal & Informal  Formal Policy

Formal Gender . -
Practices or Practices

Institution

Policy (%) (%) (%)

Botswana College of Agriculture - - 100

Gaston Berger University, Senegal 33.3 16.7 50.0

Kenyatta University, Kenya 20.0 40.0 40.0
Mulungushi University, Zambia - 100.0 -
Nyabyeya Forestry College, Uganda 20.0 80.0 -

Polytechnic University of Bobo-Dioulasso, Burkina Faso - - 100.0
University of Dschang, Cameroon - 100.0 -
University of Ghana, Ghana - 100.0 -
University of Kordofan, Sudan 100.0 - -

University of Nairobi, Kenya 66.6 - 334

University of Nigeria, Nsukka, Nigeria - - 100

Zimbabwe College of Forestry, - - 100
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put in place between 2008 and 2011. They also asserted that the overall objectives of the policy and practices
were to create and sustain a fair and just academic environment where men and women have equal opportunities,
voice, rights and access to resources, so that all categories of persons can realize their full potential and contribu-
tion within a community of scholars with a culture of mutual respect. Some also asserted that this is to imple-
ment government policies and international conventions and guidelines on gender, disability, and marginaliza-
tion which have forced the University to formulate and implement strategies addressing gender policies.

A number of United Nations system organizations make reference to gender balance in their recruitment poli-
cies and procedures. UNIDO, for example, refers to the goal of 50/50 gender balance in its administrative in-
struction on succession planning. United Nations Relief and Works Agency mentions candidates of the underre-
presented gender in its guidance for final selection. Frequently, however, no specific guidance is provided
beyond the vague phrase of giving “due respect to gender balance” [8]. There are large gender disparities be-
tween women and men in higher education institutions. A study by the Institute of Education, London University,
as part of its study entitled Gender Equity in Commonwealth Higher Education in 2005, shows that there is
gender in enrolments only in South Africa, out of the four African countries in the study. The study outlines the
challenges of social class, poverty, race and the quality of earlier education complicate the picture. There is a si-
zeable gender gap in the staffing situation at all levels. However it is particularly striking at the higher deci-
sion-making levels, where in four Commonwealth African universities, the percentage of women at professor,
associate professor and senior lecturer level is decidedly lower than the percentage of men. At the lowest level of
academic appointments, that of assistant lecturer, the percentage of women is surprisingly low, indicating that
there is little focus on gender equity and gender equality in the staff development programme in these institutions

3.

3.3. Gender Policy and Practices on Enrolment of Students

Table 4 focused on gender policy and practices with regard to student enrollment. Three institutions have a
gender policy with regard students’ enrolment. The institutions are: Nyabyeya Forestry College Uganda, Poly-
technic University of Bobo-Dioulasso Burkina Faso and University of Kordofan Sudan. It is of interest to know
that the Polytechnic University of Bobo-Dioulasso does not have a gender policy for staff recruitment, but have
a formal gender policy for students’ enrolment. The reasons for this as pointed out by the management is to in-
crease the number of female students in agricultural education programmes; increase the number of women
working in senior positions in agriculture; and to mitigate poverty affecting women.

Botswana College of Agriculture and Zimbabwe College of Forestry had no formal policy or informal gender
practices in place. Instead, these institutions reported that students are recruited by merit, their choice of pro-
gramme and, where it applies, their ability to pay, without regard to gender issues. Mulungushi University Zam-
bia and Université de Thiés Senegal reported that, though they had no formal policy, informal practices were in
place. In contrast, Gaston Berger University reported having no formal policy but rather informal practices.
These informal practices, to encourage students’ enrolment include: granting additional scholarship funding for
female agricultural students, provide social services for women at the university.

Table 4. Gender policy on enrolment of students.

Formal or No Formal
S Formal .
Institution 8 Informal Policy or
Gender Policy - A
Practices Practices
Botswana College of Agriculture, X
Gaston Berger University, Senegal X
Mulungushi University, Zambia X
Nyabyeya Forestry College, Uganda X
Polytechnic University of Bobo-Diuolasso, Burkina Faso X
Université de Thies, Senegal X
University of Kordofan, Sudan X
Zimbabwe College of Forestry, X
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Studies have shown that there is no gender equity in university education in Africa, and there is a need to en-
sure adequate representation of women in higher education [10]. A desk study of a selection of African higher
education institutions shows that there is a sizeable gender gap, related to particular areas and levels of study. At
undergraduate level, more women cluster around certificate and diploma courses than degree courses. At gradu-
ate level, there may be fewer women at master’s and doctoral level. Global inequity between the education of
men and women has been internationally recognized as a human rights and development challenge for several
years [11]. This recognition has been manifested through several international accords, including the Convention
on the Elimination of All Forms of Discrimination Against Women (1979); Education for All (1990); the Beijing
Platform for Action (1995); the Dakar Framework for Action (2000); the Commonwealth Plan for Action for
Gender Equality (2005-2015); regional protocols such as the African Union’s Gender Policy (2009); and
sub-regional protocols such as the Southern African Development Community’s (SADC) Protocol on Gender
and Development (2008-2015). Most notably, the international community met at the Millennium Summit of the
United Nations in 2000 to adopt the United Nations Millennium Declaration (Resolution 55/2) in September
2000 and subsequently the 8 Millennium Development Goals (MDGS).

3.4. Proportion of Students of the Awareness of Gender Policy on Enrolment

Data in Figure 1 show that more than half (55.0%) of the students were not aware of the existence of a gender
policy in their various Faculty or Department in the institutions. This is significantly higher than the 25% re-
ported by Pls. However, the difference may be due to the fact that gender policy exists in institutions where ad-
ministrators did not respond to the survey request, while the students did.

Out of the 45.0% of the students that are aware of the gender policy, Figure 2 shows the proportion of stu-
dents on institution basis that are aware of the gender policy. About 89% and 86% of the students of the Zim-
babwe College of Forestry, Zimbabwe and Nyabyeya Forestry College Uganda were aware of the gender policy
in their institution. This is in line with the previous finding that gender policy exists in those institutions. Al-
though the Zimbabwe College of Forestry does not have a formal gender policy in place, students report they are
aware of the informal practices with the overall aim to have an absence of discrimination of all types (age, sex,
race, etc.) and that this creates a positive and inclusive atmosphere. Also 70.0%, 63.2% and 60.0% of students in
Kenyatta University Kenya, University of Nairobi Kenya and Mulungushi University, Zambia were respectively
aware of the gender policy in their institutions while 52.6% of students of Polytechnic University of Bobo-Dio-
ulasso Burkina Faso were aware of gender policy in their institution. Awareness is very important in executing
gender policy. The low awareness could also affect the implementation of the programme. This could be the
communication channel used by the institution or inability of students reading the university laid down prin-
ciples and law before gaining admission.

55%
60 -

45%
50 A

40 -

30 -

Percentage (%)

20 -

10 A

Aware of the existence of a Not aware of the existence of
gender policy a gender policy

Figure 1. Students’ awareness of gender policy in the institutions.
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3.5. Constraints Faced in the Implementation of Informal Gender Policy

The major constraints faced in the implementation of the formal policy and informal practices on staff recruit-
ments in agricultural faculties in selected institutions as indicated by the staff in Figure 3 include: recruitment of
staff is done at the faculty level (7.0%), not enough female applicants (43.0%), societal norms (36.0%) and re-
mote location of the institutions (7.0%). Remote location of some agricultural colleges/faculties of the institution
presents a barrier for females who may have family and other traditional responsibilities, which come with being
women. Other constraints as indicated in others which constituted 10.0% include: female lecturers fail to con-
centrate at the college/faculties when the family is away; difficult for both spouses to find jobs at same institu-
tion; remote location makes it difficult to obtain additional jobs and consultancies (generally used to supplement
income); and requirement of a PhD for all renewable contract positions.

Zimbabwe College of Forestry, Zimbabwe 88.9
University of Nigeria, Nsukka, Nigeria 7.7
University of Nairobi, Kenya 63.2
University of Kordofan, Sudan 26.7
University of Ghana, Ghana 38.5
University of Dschang, Cameroon 46.2

Université de Thiés, Senegal 27.8

University

Poly Uni. of Bobo-Dioulasso, Burkina Faso 52.6
Nyabyeya Forestry College, Uganda 85.7
Mulungushi University, Zambia 60.0
Kenyatta University, Kenya 70.0

Gaston Berger University, Senegal 16.7

T T T T T T T T 1

0.0 10.0 20.0 30.0 40.0 50.0 60.0 70.0 80.0 90.0

Percentage of student that are aware of gender policy

Figure 2. Proportion of students that are aware of gender policy in various institutions.

M Societal norms

B Other

m Lack of incentives

B Too few female applicants

B Remote location of institutions

m Recruitment is not done at
faculty level

Figure 3. Constraints to implementation of gender policy and informal practices.
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4. Conclusion and Recommendation

Gender equality in education is an integral instrument for economic growth. In global and national discourses,
education is framed as an engine of growth that fuels national economies and sustainable development. Invest-
ment in education for both boys and girls has been shown consistently to be one of the most important determi-
nants of development, with positive implications for all other measures of progress. It is therefore critically im-
portant that policies targeting widening participation for female students also ensure that disadvantaged female
students access such opportunities. At present, formal gender policy documents exist only in few institutions
where they exist, they are introduced recently. Gender-equitable access to higher education must be an integral
part of any strategy to promote long-term development in universities. Therefore, universities and colleges must
be sensitized to the issue and take deliberate steps to redress the imbalance. This paper recommends that institu-
tions should create and sustain a fair and just academic environment where men and women have equal oppor-
tunities, voice, rights and access to resources, so that all can realize their full potential and contribution within a
community of scholars with a culture of mutual respect. This could be achieved when a gender policy is instituted.
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