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ABSTRACT 

The study examines the Challenges Facing Women in Public Sectors and focus in Urban 

District of Zanzibar. Likewise, it explored the measures that could be taken to reduce 

these challenges facing women in public sectors in these areas to both individual and 

institutions. It involved theoretical frameworks such as Feminist Theory and 

Empowerment Theory. A case study design was employed involving mostly qualitative 

method, but also quantitative in somehow in both data collection and analyses. 

Information was collected from 86 participants in order to get a deeper understanding of 

the cases, selected by simple random sampling from the government and the community 

from Urban District in Zanzibar. The data was analysed by using Statistical Package for 

Social Sciences (SPSS). 

 Data was collected through questionnaire, interview, focus group discussion and 

analysed. The results show the challenges facing women exist in all selected groups such 

as women doctors, women teachers, women administrators and community members was 

poor infrastructure, Occupational segregation, unfair treatment, gender imbalance and 

sexual harassment. Moreover, the study identifies various causes of gender inequality in 

public sectors such as education, poor performance stereo type and male dominance. 

However the governments recommended to ensure human rights are followed, Safe and 

security, gender balance so as to mitigate the challenges facing women in public sectors 

in Urban District of Zanzibar. Additionally the findings of this study significantly offer a 

framework of understanding the challenges facing women in public sectors in Zanzibar 

and are served as a source of information for women themselves, other stakeholders and 

policy makers. 
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND TO THE STUDY 

1.1 Introduction 

 Women have been the vital in the history of the world. In fact high status for women 

employment and work performed by them in a society is a significant indicator of a 

nation’s overall progress. Undoubtedly, without the active participation of women in 

national activities, the social, economic or political progress of a country would 

deteriorate and become stagnant.  

However ironically and tragically, women employees in general are not taken very 

seriously by their superiors, colleagues, or society at large. Commission on Gender 

Equality (1999) explains that, traditionally Zanzibar women have been home makers. 

However due to proper education and better awareness, in recent years and increasing 

cost of living has made them to go out to choose careers.  

Although Zanzibar women have started working outside their homes but they still have a 

long way to go culturally, socially and economically so as to bring in positive changes in 

the mind set of people. It is generally perceived that gender bias against working women 

starts right from the stage of recruitment (Commission on Gender Equality 1999). 

In spite of the fact that, economy requires a lot of women to push into the labour force, 

their work is not acknowledged. Their value is ignored in case of payment, extreme 

benefits and access to attractive jobs. Furthermore, Women have the responsibilities to 

effectively manage their multiple roles in domestic as well as professional lives. 

Therefore women are playing an essential role in every phase of life such as socially, 

politically and economically (SADC Gender Protocol, 2010). 
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1.2 Background to the Study 

1.2.1 Challenges Facing Women in Public Sectors in Global Context 

Global changes have been the massive path ways through development in the world and 

these ensured women are getting equal treatment to men in all spheres. There has been 

noticeable considerable advances in gender equality in recent years politically, 

economically and socially hence gender disparity remains pervasive in many dimensions 

of life world-wide (Crystal et al; 2007). 

The United Nation (2007) Universal Declaration on Democracy also suggested that, there 

should be a representation of all women in parliament. This should ensure that the level of 

participation for women is attained. American feminists have identified laws as the 

instrument of male supremacy since their first national gathering at Seneca Falls, New 

York in 1984. 

 This feminism arose from women’s growing recognition that earlier victories had no 

succession in establishing equal sexes (Crystal et al; 2007). Fagenson (2003) comments 

that, while majority of women are still faces discrimination and gender bias, in the last 

few decades, a good number of women successful in politics, technology, business also 

they work as lawyers, nurses, doctors, social workers, teachers, secretaries, managers and 

officers.  

Therefore there is no profession today where women are not employed however it is true 

that employed women face gender discrimination, insecurity, sexual harassment, gender 

imbalance as well as occupational segregation in their work place (Fagenson 2003).  

For centuries women have been subjected to exploitation and torture, physically, sexually 

and mentally. There are innumerable challenges facing them both at home and workplace. 
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What we generally see today, in addition to various media and journal reports is that, in 

the workplace women face mental stress, sexual harassment, discriminatory practices, as 

well as insecurity issues (Martin, 1989). 

Andal (2002) argues that, women in the workforce earning wages also women have been 

challenged by inequality in the workforce in economic, social and political. Moreover 

Andal further added that empowerment of women is essential for the development of any 

society to the process of uplift economy of any country. 

According to Robin (2002), status of women can be broadly defined as the degree of 

socio-economic equality and freedom enjoyed by women. Economic, social and cultural 

factors interplay for reinforcing gender differences in ownership, control and access to 

land through inheritance, marriage or informal networks (Robin 2002).   

However, women’s economic well-being is usually enhanced by women acquiring 

independent sources of income that increase self esteem and improved conditions of their 

households and the overall level of development in their communities. Andal (2002) 

explains that, in Developed countries like USA, the gender gap in the ownership and 

control of property is the most significant in economic wellbeing, social status and 

empowerment of women. Women have been playing vital roles in households since ages 

(Andal 2002).  

Now women are also recognized for their value in the workplace and are engaged in wide 

range of activities of work in addition to their routine domestic work. Building a society 

where women can breathe freely without fear of oppression, exploitation and 

discrimination is the need of the hour, to ensure a better future for the next generation 

(Andal 2002). 
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1.2.2 Challenges Facing Women in Public Sectors in African Context  

Rosener (1990) elaborates that, Rwandan women achieved 56% of parliamentary seats 

just 14 years after a devastating genocide which makes Rwanda to be the first country to 

break the halfway mark. Mechanism for reaching gender equality included a gender 

ministry with substantial mandate, women councils elected at the grassroots and 

represented at the national level. Therefore Gender progressive constitution shaped by 

women in government and civil society. 

However Martin (1989) comments that, in spite of the efforts of transforming both the 

country and the public service to embrace national priorities of development and 

economic growth, challenges persist for women across the public sectors. For example, 

while women have the potential and ability to be leaders, they often lack opportunities, 

resources and support for realizing their potential. 

1.2.3 Challenges Facing Women in Public Sectors in Tanzanian Context  

Commission on Gender Equality (1999) says that, women contributions to economic 

activity in Tanzania are well recognized. In 2006 World Economic Forum Global Gender 

Gap report says that Tanzania was ranked number 1 globally out of 115 countries, in 

terms of women economic participation of both government and civil society articulates 

the importance of gender equality, and numerous policies and strategies identify the need 

for continued progress.  

As a part of its commitment to achieving the Millennium Development Goals (MDGs), 

especially MDG 3, relating to the empowerment of women, Tanzania has addressed 

gender issues in the area such as policy implementation. The National Development 

Vision 2025 aims at attaining “gender equality and the empowerment of women in all 
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socio-economic and political relations and cultures” (Commission on Gender Equality 

1999). 

 In 2000 Tanzania adopted a Women and Gender Development Policy (WGDP), to ensure 

gender main streaming in all government policies, programs, and strategies. Zanzibar 

vision 2020 states that, women are found as housewives who take care of their families 

especially their children. From centuries, women had not been permitted to pay their 

duties as an equal part of the society around the globe (Commission on Gender Equality 

1999). 

 Women have good morale as men and have the similar emotions and abilities. In 

Zanzibar, the ability of women labor force has not been brought into work properly 

because of unwell organizing participation, lack of guidance, desire of job opportunities, 

social background and insufficient economic incentives (Commission on Gender Equality 

1999). 

Women workers have to do extra work physically and psychologically. Their work for 

their families is more valuable as compared to their work in the office. It is main thinking 

that working in the office for women affects their duties at home. In spite of all 

restrictions, Zanzibar women are aware of their demand of work and they are motivated 

to work for themselves, their families and their country. 

1.3 Statement of the Problem 

The challenges facing women in public sectors have been a common problem worldwide 

while in African countries being the worst. Despite the efforts and various policies to 

improve the status of women in public sectors women are still facing various challenges 

in Zanzibar. 
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SADC Gender Protocol (2010) states that, the existence of poor policy implementation 

and gender discrimination affects the status of women in public sectors. As far as research 

studies are concerned, few researchers have been conducted on the challenges facing 

women in public sectors in Urban District of Zanzibar. The intension of this study is to 

fill the gap which is not fulfilled by other researchers. Consequently this encouraged the 

researcher to conduct this study. 

Therefore, the objective of this study was to assess the challenges facing women in public 

sectors in Zanzibar Urban District for national development in Zanzibar in particular and 

the world in general. This study analyses and examines several efforts made by the 

government of Zanzibar to resolve the challenges of women in public sectors. The 

findings of this research should have some implications to the national labor policy in 

Zanzibar particularly in the higher government institution and the grassroots levels as 

well. 

1.4  Objectives of the Study 

1.4.1  General Objective 

The main objective of this study is to assess the challenges facing women in public 

sectors in Urban District of Zanzibar. 

1.4.2  Specific Objectives 

i. To assess the challenges facing women in public sectors in Urban District of 

Zanzibar. 

ii. To examine the causes of gender inequality in public sectors in Urban District of 

Zanzibar. 

iii. To suggest measures to overcome the challenges facing women in public sectors 

in Urban District of Zanzibar. 
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1.5 Research Question 

The following are the question that become the basis of the study 

i. What are the challenges facing women in public sectors in Urban District of 

Zanzibar? 

ii. What are the causes of gender inequality in public sectors in Urban District of 

Zanzibar? 

iii. What are the possible measures to overcome the challenges facing women in 

public sectors in Urban District of Zanzibar? 

1.6 Significance of the Study 

The study is in the line with global Millennium Development Goals and the   Convention 

of the Discrimination against all forms of discrimination against women where the former 

aims at empowering women to ensure sustainable development and the later talks about 

promoting gender equality (United Nations Committee on the Elimination of 

Discrimination against Women 1989). The study is also aims at generating new 

knowledge of the next researchers and academicians who will study about the challenges 

facing women in public sectors in Urban District of Zanzibar. 

Not only that but also the study helps institutions and organizations that have employed 

women to set policies and conditions that will be manageable to women in public sectors. 

Moreover, the study helps the society to recognize roles of women in the society and 

provide support and empower them. 

 Furthermore this study helps employed women to gain knowledge on the challenges and 

solutions of their situation. Additionally, the study ensure stable and sustainable 

development in Tanzania particularly in Zanzibar by allowing women to occupy different 

leadership positions as their male counterpart.  
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1.7 Conclusion  

The chapter has provided the study with an overview about the background information 

regarding the challenges facing women in public sectors in Urban District in Zanzibar. 

Together the study describes the background information, states the problems, research 

objectives and questions, as well as significance and structure of the study. The next 

section analyses the literature review concerning this domain. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

Literature review involves examining documents such as books, magazines, journals and 

dissertations that are relevant to the study in which the researcher is about to conduct 

(Kombo and Tromp, 2006).  

Thus, this chapter reviews the literature related to various challenges facing women in 

public sectors in Urban District of Zanzibar. Specifically the chapter reviews  literatures 

about employed women at global level and employed women in Africa, Furthermore the 

chapter reviews literature in Tanzania and Zanzibar in particular, and ending up with 

conceptual framework and knowledge gap. 

2.2 Definition of the Key Terms 

2.2.1 Public Sector 

The Institute of Internal Auditors (2011) states that, in general terms  the public sector 

consists of governments and all publicly controlled or publicly funded agencies, 

enterprises, and other entities that deliver public programs, goods, or services. 

2.2.2 Employed Women 

Employed women refer to a woman who works for a job, also a woman who earns salary, 

wages or other income through regular employment outside the home in a manual or 

industrial labor (www.the freedictionary.com/working women). 

 

 

 

http://www.the/
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2.2.3 Gender 

Bradley (2008) says that gender refers to the relationship between women and men. He 

further added that gender refers to the socially constructed roles, behaviours, activities 

and attributes that a given society considers appropriate for men and women. 

2.2.4 Gender Equality  

Gender equality refers to the equal rights, responsibilities and opportunities of women and 

men and girls and boys. Gender equality implies that the interests, needs and priorities of 

both, women and men are taken into consideration, recognizing the diversity of different 

groups women and men (for example women belonging to ethnic minorities, or women 

with disabilities). Gender equality is both a human rights principle and a precondition for 

sustainable development.  

However, in working area Gender equality is achieved when people are able to access and 

enjoy the same rewards, resources and opportunities regardless of whether they are a 

women or a man. The aim of gender equality in the workplace is to achieve equal 

outcomes for women and men, not exactly the same outcome for all individuals. 

(http://www.health-genderviolence.org/training-programme-for-health-

careproviders/facts-on-gbv/defining-gender-and-gender-equality/19). 

2.2.5 Gender inequality 

Gender inequality refers to unequal treatment or perceptions of individuals based on their 

gender. It arises from differences in socially constructed gender roles as well as 

biologically through chromosomes, brain structure, and hormonal differences. However 

in the work place Gender inequality sometimes called sex discrimination, means 

receiving unequal treatment based solely on gender. Women are most commonly the 

subject of gender inequality in the workplace.  

http://thelawdictionary.org/discrimination/
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(http://thelawdictionary.org/article/what-is-gender-inequality-in-the-workplace/.) 

2.2.6 Application of the Theories Relating to the Study 

Kombo et al. (2006) states that, theoretical review is a collection of the interrelated ideas 

based on theories and its reasoned set of prepositions, which are derived from data or 

evidence. A theoretical review accounts for clarifying the ways things are based on 

theories. 

The study however is related to feminist theory and empowerment theory since they are 

most applicable with the issue of the challenges facing women in public sectors. The 

theories aims at exploring the nature of gender inequality in the world as it examine and 

focus critical reasons about the gender inequality. Hence it provides room towards 

promoting women rights and interest.  

2.2.6.1 Feminist Theory 

Bradley (2008) notes that, feminist political economy approach is a political economy 

framework originate from Marxist perspectives. Political economy focuses on the patterns 

of uneven development within a capitalist system and their differential economic and 

social effects of a global market economy that has been emerging since the 16
th

 century 

(Merchant, 2002).  

Some political economists are now beginning to pay attention to the interrelation between 

macroeconomic policies and social frameworks. Schoeph (2002) highlights that, this 

study shows that women have been more devastated than men by these processes which 

have contributed to occupational sex segregation in the work force in all levels. 

Understanding the social relations within organizations implies understanding power 
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relations, struggles over access to positions in the workforce who controls the decision 

making processes as well as how labour is organized.  

These aspects are highly gendered and reflect the social construction of gender and the 

assignment of specific roles responsibilities and expectations to women and men. 

Schoeph (2002) comments that, the feminist political economy approach influences by 

examinations of the structures or organizations that exist in a society and perpetuate male 

bias.  

This structure centers a certain perspective as  Schoeph (2002) advances the view that, it 

is the disadvantageous position of women in organisational structures to be few in 

number, little in power, limited in access to resources  of which  all this shape and define 

the behaviour of women.  

Moreover, he also argues that the perspective is based on the premise that although men 

and women are equally capable and committed to assuming positions of leadership, the 

problem of gender discrimination is institutionalized in structures. A key aspect of 

eradicating gender discrimination in the workplace relate to fundamental changes to 

eliminate inappropriate discrimination in institutional policies and practices. 

Elson (2007) identifies that, political economy approach is extremely useful in 

highlighting the historical international and national dimensions of women’s participation 

in the workforce. This perspective tells to look at national and international imperatives 

that shape the existing environment and future intervention options and priorities for 

women so as to empower them in all aspects of life socially, politically and economically.  
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Furthermore this theory aiming at exploring the nature of gender inequality in the world 

as it is examines and focuses on critical reasons about gender inequality hence it provide 

room toward promoting women’s rights and interest ( Elson 2007). 

2.2.6.2 Empowerment Framework 

This framework is advocated by Greenberger (2006) and Lee (2003). They further explain 

that, empowerment is a process that enhances the ability of disadvantaged individuals or 

groups to challenge existing power relations, which places them in subordinate economic, 

social and political positions.  

Therefore the empowerment approach advocates social transformation so as to reshape 

social institutions and organizations to include women’s and men’s varied perceptions to 

benefit both. Rao and Kelleher (2005) also defines that, women’s empowerment as the 

capacity of women to be economically self sufficient and self reliant with control over 

decisions affecting their life options and freedom from violence and discrimination.  

They suggest that women’s empowerment must focus on increasing women’s ability to be 

economically self sufficient that is earn an income, own assets and manage their own 

finances. Increasing women’s confidence and ability to know and negotiate for their 

rights in the household and the community and increasing women’s control over their 

bodies, their time and their movement. 

Greenberger (2006) explains that, working towards gender transformation is 

conceptualized in terms of increasing women’s and men’s abilities to analyze and reshape 

socially constructed gender relations in order to transform power dynamics. Equitable 

access and control over public and private resources as well as equitable participation in 

the households, community and national decision making are crucial aspects.  
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Also there is a need to reshape social institutions and organizations to include women’s 

and men’s varied perceptions to benefit both. He further added that, the entitlement and 

empowerment approach focuses on women’s relative position to men and ability of 

women to challenge male oppression (Greenberger 2006). 

 Equality of the rights over resources and opportunities is viewed as a fundamental aspect. 

This approach calls for transformation of society and organizations by addressing 

women’s practical and strategic needs. Acker (2000) supports that, the features of the 

women principals’ leadership approach are participatory and transformational.  

The importance of this finding is that it reflects that women as leaders are leaning to the 

transformational approach because it favours their feminine values of nurturing and 

caring. In this view, it could be argued that the rationale of empowerment theory should 

be geared towards enhancing transformative approaches to women leadership (Acker 

2000). 

Strategic needs are those needs that are formulated from an analysis of women’s 

subordination to men. They focus on strategic and mechanisms that will lead to the 

restructuring of power in society. The more women earn the more independent they 

become in terms of their survival (Merchant 2002).  

Generally, a theoretical framework explains how it relates to the challenges facing women 

in public sectors. Women as leaders would have been empowered via the use of the 

transformational approach because it favours their feminine values of nurturing and 

caring. In this view, it could be argued that the rationale of both theories should be geared 

towards enhancing transformative approaches to women leadership in public sectors. 
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2.3 Empirical Review 

In this part the researcher reviewed various studies that have been done by other 

researchers towards the challenges facing women in public sectors. This section presents 

the experiences from other countries; the experiences involve worldwide, Africa, 

Tanzania and Zanzibar in particular. 

2.3.1 Challenges Facing Women in Public Sectors Globally  

Fagenson (2003) states that, globally in spite of the golden age of women which was 

attended in Berlin Conference of 1995 women continues to be deprived when it comes to 

public participation. In spite of the mainstreaming of more women into public life in the 

last 17 years (1995 -2012) in USA, women remain discriminated against in terms of 

challenges they face in their positions.  

This is common when women getting education and hold more jobs worldwide than ever 

before. In UK, the growth of women’s employment has been only in part time jobs, 

predominantly in the service industry.  

According to (World Bank 2000) men form 75% of employees in the personal and 

protective services and sales, women only hold 24% of all management positions, and 

only 9% of directorships. Likewise in China, equality remains an elusive ideal and 

women still face significant challenges in climbing up the managerial hierarchy (Cooke, 

2004).  

Despite the fact that, women find the right way to management career in China they still 

fail to be promoted as quickly or as frequently as men. This could be due to current laws 

and policies empathizing with women through a feudal traditional social values system 
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which tries to defend women by preventing them from setting foot into certain domains of 

the men’s world (Cooke, 2004).  

These laws and policies may be well intended, but they exclude women from significant 

areas of modern life (Cooke, 2004). However, (Cooke, 2004) argues that most of women 

continue to suffer from occupational segregation in the workplace in public life which 

separates them from top level management and professional positions.  

Again even few of them are trying to occupy top leadership position but they face serious 

challenges that can restrict their performance in those positions. This is a serious concern 

as it reinforces existing stereotypes of women’s ability to perform at the top level of 

public life and thus perpetuates a vicious cycle of marginalization and disempowerment 

of women (Cooke, 2004). 

2.3.2 Challenges Facing Employed Women in Public Sectors in G20 Countries  

Women across the G20 countries such as US, Germany, France, Britain, Canada, Brazil 

Australia Turkey, Mexico, Argentina South Korea, Russia, have notes the experiences 

they face in their work place. Those challenges are;  

Gender bias is one among the challenge that many women experience at their work place. 

Though we can say that corporate offices are bridging the gender gap slowly, private 

institutions and government offices are still way far behind. Jobs that require frequent 

travel, physical exertion etc, are still open for men only as they are considered more 

eligible than women (Thomson et al; 2016). 

 Many companies while hiring women employees ask them openly about their marriage 

and further family planning as they cannot afford the maternity leaves and other 

flexibility bonus (Thomson et al; 2016). They further argues that, in their work place 
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sexual harassment is one of the most shameful and heart wrenching challenge that a 

women faces.  

Many men have the notions that, working women are compromising in nature which is 

the foundation for such cruel deeds. To restrict this challenge, there are social welfare 

organizations discussing women empowerment on multiple forums and have raised voice 

against harassment of women at workplace (Thomson et al; 2016).  This technique has 

forced the law and order to include several severe punishments against these ruthless 

men.  

Women who stand up for their self-respect do not fail to voice out their difficulties but in 

expert and worried women still need to be fed with courage and must be taught to fight 

back against these unforgiving men and show them their place (Thomson et al; 2016).  

Lastly but not the least the most threatening challenges for women at work place is their 

security, more and more cases of physical attack and abuse being reported in news 

channels, women need to learn the art of self-defence for their security.  

Many organizations have employed special security services for helping their women 

employees to get back home at late nights. Not just working women but every girl should 

always be prepared to face the wrath of uncivilized men and hence must equip themselves 

with defence mechanism (Thomson et al; 2016). 

2.3.3 Challenges Facing Employed Women in Public Sectors in Asia 

 Qureshi (2000) explores different problems facing by women working in Faisalabad 

hostels. Using interview schedule she found that due to the absence of working women 

from their homes, the health of their family member especially their children suffered as 

they cannot give enough time to spend with their families. 
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Rakhshanda et al. (2005) discusses that, the socio economic problems facing women 

employed in different sectors in urban areas of Faisalabad District. They found that most 

of the employed women connected their services to contribute the financial duty of the 

family for improving their standard of living. The household decreases the volume of 

contribution of women and burden on women is relaxed. 

Kotwal et al. (2008) examines the impact of work and environment on the women living 

in areas of Jammu city, they lack education, and so they are forced to work in low paid 

sectors. The dual task (paid and unpaid jobs) and the poor environment become more 

demanding on the health of the women and so women experience weakness, tiredness, 

breathlessness, poor appetite, and frequent illnesses. 

Women’s working in some industries, factories, banks, hospitals etc. complains that, they 

do not get time to look after and taking care for their babies. The efficiency of a working 

woman is always suspected and questioned by most people especially their male 

counterparts. In the upper class it is generally seen that all qualifications remain similar 

still men are usually preferred (Kotwal et al. 2008).  

Authorities are doubtful whether women would be able to handle male subordinates, take 

independent decisions, cope with crisis and manage their duties properly (Andal, 2002). 

However, Kotwal et al. (2008) argues that sexual harassment is another serious problem 

facing working women at one time or another whether in the organized or unorganized 

sector, illiterate and low paid workers or highly educated and highly paid executives.  

This is mostly from other male employees or their superiors. Women tend to hold lower-

level positions than men even when they have sufficient skills to perform higher level 

jobs. Furthermore Kotwal et al. (2008) state that, most of women workers do not have 
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any social security or access to health care benefits. As a result, the work related to 

illnesses, like mental pressure and other health problem.  

As per available research, a large number of women workers complain of frequent 

headaches, back pain, circulatory disorders, tiredness, and emotional as well as mental 

disorders resulting from performing various activities at the workplace (Kotwal et al. 

2008).  Moreover, the public sectors tend to employ more women compared to the private 

sectors, but women in the public sectors tend to work in low paid jobs in social sectors 

such as education and health (World Bank, 2000). 

Women in workplaces are not often adequately designed where to help them feel at ease 

during work and break time. Such unfriendly and oppressive behavior of employers is not 

a custom of our society; rather it is a worldwide problem, and an offspring of the 

capitalistic approach, in which the real goal of any entrepreneur is profit maximization, 

and not human welfare (Kotwal et al.). 

Harassment at the work place exists in several forms and incidences of harassment at 

office operate against women and if unchecked, these simple remarks and sign can take 

the form of violence causing deep psychological, emotional and mental strain. Such 

Behavior pollutes the working environment and affects performance and productivity 

resulting in economic loss to individuals, family, as well as society (Birley, 1989). 

2.3.4 Challenges Facing Women in Public Sectors in Africa 

According to Nkomo (2009) researchers looking for data across Africa found that, there is 

very little data available for women managers in Africa. However Goetz et al. (2003) 

notes that few figures available show wide disparities, with Egypt at one end of the range 

with only 10% of managers being women, while Botswana at the top end had 30%. The 
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lack of women in the workplace in senior posts is recognized as a problem in most 

African countries.  

Goetz et al. (2003) argues that, we should assess whether the increase of women in 

government is merely a legitimating exercise for the state or whether it creates a space for 

women to advance their needs and interests and to enable them to make policy responses. 

However, many African countries have shown theoretical interest on the challenges 

facing women in public sectors. 

2.3.4.1 Challenges Facing Employed Women in Public Sectors in South Africa 

The national report of the status of women in South Africa prepared for the World 

Conference on women held in Beijing in 1995, and South African women on the road to 

development, equality and peace Beijing Conference Plan of Action 1995 (Commission 

on Gender Equality 1999).  

The same author further states that despite these initiatives and documents, women 

employees fill the lowest ranks of work organizations. Women also find it difficult to rise 

to senior and executive management levels and are not benefiting from government 

policies and legislation to advance in their careers (Commission on Gender Equality 

1999).  

The catalyst cited by Helm (2005) argues that, despite the effort that South Africa has 

made since independence in 1994 in promoting and advancing women in the workplace 

women are still under represented in corporate board rooms. Although worldwide 

presentation of women in top management positions is low, South Africa is still lagging 

behind the rest of the world in terms of its proportion of women directors, and the 

proportion of women in the workforce.   
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Helm (2005) argues that, South African women are allowed easy access only up to senior 

management positions.  The South African women have difficulties in reaching the top 

positions of board directors and chief executive officers. This proves the existence of 

gender inequality for South African women in reaching top management positions.  

The same author writes that, these figures confirm the existence of patriarchy still 

prevailing in South African organisations, preventing women from achieving professional 

roles as decision makers and authority. Transformation  in South Africa has only raised 

awareness about gender inequality but organization  have not develop enough to share 

managerial and leadership responsibility with women.  

However, Mojela (2008) states that, great step have been achieved in empowering women 

in South Africa. South Africa is among the first countries in the world with more than 30 

percent of top executives in government being women. The author further states that the 

constitution of South Africa protects the rights of women in practical terms, women have 

the opportunity for development and advancement. 

2.3.4.2  Challenges Facing Employed Women in Public Sectors in Nigeria 

Women in Nigeria too face challenges at the workplace. According to African tribal 

tradition, women are regarded as subordinate to men regardless of their age or educational 

status. In Nigeria even when women gain access to a managerial career like their male 

counterparts, they face additional problem (Woldie & Ardesua, 2004).    

In Nigerian culture, the traditional women roles of managing the family is still highly 

regarded, and such qualities as supportiveness and submissiveness meet with approval. 

Career women often face a conflict, since the qualities that make them acceptable. In 
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traditional terms can undermine their ability to assert themselves, to assume responsibility 

and to succeed in a career (Woldie & Ardesua, 2004).  

 Access to equal opportunities between men and women are often disadvantaged by 

socio-traditional constraints, religion, as well as the household chores and traditional 

responsibilities. Ehigie &Umoren (2003) views that, by the tradition of some cultures in 

Nigeria, like the Yoruba, Ibo, Hausa and Bini, women are not expected to be involved in 

an occupation that takes them outside matrimonial homes.  

According to the UNICEF quoted by Woldie & Ardesua (2004:80) although no laws 

barring women from particular field so employment in Nigeria (except for work deemed 

“un safe and un healthy” for women) exist, women often experience discrimination this is   

because   the government and traditional taboos affect women.  

The constitution of Nigeria recognizes the principle of “equal pay for equal work without 

discrimination on grounds of sex” and seeks to eliminate discrimination on any ground in 

employment matters. However, Nigerian women encounter informal discrimination in 

employment and often do not receive wages comparable to those received by their male 

counterparts. Woldie & Ardesua (2004:87) also assert that, some women in Nigeria have 

been subjected to sexual harassment in the workplace. 

2.3.4.3 Challenges Facing Employed Women in Public Sectors in Zimbabwe 

Chabaya et al. (2009) argues that, women in Zimbabwe like others in developing 

countries face challenges in their work place. Women have face challenges in advancing 

their careers partly because of discrimination, cultural barriers, customs or other taboos.  
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The Discrimination of women started from the home and also in education and work 

systems. Politically, Women were excluded from decision making and from occupying 

influential political positions because they were regarded as minor (Chabaya et al. 2009).   

2.3.4.4 Challenges Facing Employed Women in Public Sectors in Rwanda  

Since the election of 2008, Rwanda has been the first country to have majority of women 

in Legislature. Rwanda is an example of a developing country that does not have 

spectacular gender equality in other aspects of society, but radically increased its women 

leadership because of national conflict.  

After the genocide that killed 800,000 peoples in 100 days, women in Legislature 

increase56% in 2008 (Hyder 2009). Two pieces of legislature enabled and supported 

women into leadership positions. The security Council Resolution no.1325 argues that 

women took part in the post conflict reconstruction and the 2003 Rwandan Constitution 

included a mandated of 30% reserved seats for all women in legislature.  

Twenty four women gained seats directly after the quota implementation in 2000 (Hyder 

2009). After that many women joined political parties and chose to run again. In addition 

to this one can see working for giving women confidence experience and driving 

women’s participation in leaderships. Hyder (2009) argues that, the decrease of women 

leadership in Rwanda also led to an increase in gender inequality.  

World Focus points out that, those Rwandan voters have elected women in numbers well 

beyond the mandates dictated by the post-genocide constitution. Although women in 

Rwanda still face discrimination, women legislators have influenced major reforms in 

banking and property law (Hyder 2009).  
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A parliamentary women’s committee in Rwanda has also led a successful effort to pass 

ground breaking legislation on gender based violence in part by involving and garnering 

support from their male colleagues even though one can see these as reforms (Hyder 

2009).  

 Women representation provides a kind of reason for the progressive, democratic nature 

of new governments that their core remained authoritarian. Rwanda shows that the 

increase of participation of women in democracy is conducive to progress in gender equal 

legislature and reform (http/www.wikipedia.org/wiki/women in governance, January, 

2013). 

2.3.4.5 Challenges Facing Employed Women in Public Sectors in Uganda 

In Uganda the Forum for Women in Democracy (FOWODE) since 1997 has been 

advocating for gender equity in the national budget, and this has been important condition 

for equality (Chabaya et al; 2009).  

After implementing a project to increase gender awareness and enhancing the capabilities 

of women and parliamentarians and their allies in parliament and civil society to analyses 

bills and policies from gender perspective, FOWODE built skills in budget and financial 

analysis among politicians and activists (Chabaya et al; 2009). 

Gender inequality in the proportion of women is relatively lower than that of men even in 

junior positions. Uganda’s public administration at all levels is likely to remain male 

dominated for a long time unless special temporary measures are put in place to attain 

gender equality (ROU, 2011).  

Indeed, as noted by the MPS, with the exception of the medical field (where women 

dominate nursing and other support positions) and the heavily feminized secretarial 
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occupation, all other jobs are male dominated (ROU, 2011). Uganda’s public service has 

both occupational segregation, where particular sectors or types of work such as nursing, 

secretarial and clerical jobs are women dominated, as well as hierarchical segregation, 

where men dominate the top positions and women the lower ones (ROU, 2011). As such, 

Uganda’s public administration is structured along gender lines, where men dominate 

certain jobs and sectors and women are concentrated in sectors that require lesser skills 

and are care-related, such as secretarial or nursing (ROU, 2011).  

On the other hand, Sexual harassment, conducted in public sectors that affect the dignity 

of women, which is unwelcome, irritating, unreasonable and offensive to the recipient. 

Such a conduct may be explicit, verbal or non verbal or implicit and creates an 

intimidating, hostile or humiliating working environment for the recipient (ROU, 2011).  

2.3.4.6 Challenges Facing Employed Women in Public Sectors in Kenya 

The Government has made commendable efforts in ensuring the elimination of all forms 

of discrimination against women in the field of employment. The Government enacted the 

Employment Act No. 11 of 2007 which is in line with the principles of the 1998 ILO 

convention. It clearly defines and provides for elimination of all forms of discrimination 

at the work place and promotes equality in all matters related to employment (ILO, 2008). 

The positive aspects of the legislation are: It prohibits discrimination against women at 

the work place, it prohibits sexual harassment at the work place, it provides for equal pay 

for equal work value. This eliminates the practice where women received lesser pay as 

compared to the men and it provides for 3 months maternity leave (ILO, 2008).  

This provision is a clear departure from the previous legislation which provided for 2 

months maternity leave of the annual (ILO, 2008).It is worth noting that even though 
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there has been an increase in the number of Kenyan women entering into the public and 

private sector; several obstacles still hinder more women to access these sectors.  

The major obstacle is lack of proper education which it automatically blocks them from 

easily accessing the private and public sector of employment. It leaves the women to 

struggle in the informal sector which only provides minimum wages which are 

insufficient for the women to sustain their families (ILO, 2008). 

2.3.4.7  Challenges Facing Women in Public Sectors in Tanzania and Zanzibar 

 in Particular 

In order to create equal participation in public sectors both the United Republic of 

Tanzania and The Revolutionary Government of Zanzibar put in place laws which 

promote equal opportunities and ban discriminatory practices at work places.  

The government domesticated the ILO labor standards through enacting two pieces of 

legislation that is the National Employment Services Act (1999) which provides for equal 

opportunity to men and women in accessing employment and the employment and labour 

Relations Act (2003) which prohibits discrimination at work place on the basis of sex, 

marital status, pregnancy or disability (URT: 2003).  

This law protects employees and providing social security during pregnancy. In so doing 

it can protect the maternity of employers and hence protecting women from being 

discriminated on grounds of pregnancy (URT: 2003).Commission on Gender Equality 

(1999) says that in Tanzania the contributions of women towards economic activity are 

well recognized.  

In 2006 World Economic Forum Global Gender Gap reported that Tanzania was ranked 

number 1 globally out of 115 countries, in terms of women’s economic participation, both 
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government and civil society articulate the importance of gender equality, and numerous 

policies and strategies identify the need for continued progress (Commission on Gender 

Equality 1999). 

The National Development Vision (2025) aims at attaining gender equality and the 

empowerment of women in all socio-economic and political relations and cultures. In 

2000 Tanzania adopted a Women and Gender Development Policy (WGDP) to ensure 

gender main streaming in all government policies, programs, and strategies (Commission 

on Gender Equality 1999).  

Women and Gender Development Policy argues that one among the objectives of the 

vision’s policy   on the development of women is to ensure them equal access to the 

opportunities that improve their socio-economic status or that engender full participation 

in the development process (Commission on Gender Equality 1999). 

The Vision policy objective on the development of women includes empowering people 

of both genders and all ages to fully participate in the development process.  It is also 

aiming at removing gender bias in access to resources, participation in decision making 

and ownership of property (Commission on Gender Equality 1999). 

Not only that but also ensure equal access to education and employment at all levels, 

recognize and respect women’s dual roles in production and reproduction. As well as 

reduce women’s workload by adopting fair divisions of labor and applying appropriate 

and affordable technological innovations (Commission on Gender Equality 1999). 

Commission on Gender Equality (1999) puts clear about the objectives of gender equality 

which are to improve the position of women in society, increase their opportunities to 

become partners in decision making in economic, social and political activities in all 
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levels of governance and enhance opportunities for the formation of women’s groups to 

promote education, training, skills development and equal rights to employment 

(Commission on Gender Equality 1999). 

 In addition to that, other objective are to provide women  with legal rights to own 

property and obtain credit, adopt appropriate technologies for labor of domestic and 

agricultural task and to encourage women to undertake training in management skills, 

negotiation techniques, entrepreneurship and community leadership (Commission on 

Gender Equality 1999). 

Moreover, it is aiming at review laws and regulations to eliminate all forms of gender 

biased discrimination and impose severe penalties for sexual and other offences against 

women and children (UN 2007). Furthermore Ally, (2006) argues since 1984 constitution 

of Zanzibar guaranteed equal rights to all citizens and insisting that all citizens are equal 

before the law. 

 Article 11 of the same constitution states that human being are all free and equal and 

every person is entitled recognition and respect of his or her dignity. The constitution of 

Zanzibar 1984 version of 2003 Art 76(1) provides that women representation should 

reach 30% of the elected members of the House of Representative. This had been the 

influence to the extent that in 2007 women from special seats reached 14 (Ally, 2006). 

2.3.6 Research Gap 

From the literature review, women in public sectors are very important for national 

development in Zanzibar and in the world in general. Also the literature shows that 

several efforts have been made to resolve the challenges facing women in public sectors. 

In due regard, review of literature reveal that, no recent study done on the challenges 
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facing women in public sectors in Urban District of Zanzibar. Therefore this study is 

unique and considered that gap by focusing on the challenges facing women in public 

sectors in Zanzibar. 

 

2.4 Conceptual Frame Work 

Kothari (2004) defined a conceptual frame work as a visual or written product that 

explains either graphically or narrative form. This includes main ideas to be studied and 

key factors, concepts or variables. Conceptual framework for the study normally indicates 

the relationship between the variables.  

It is also known as a tool used in research to outline possible causes of action or to present 

an approach to an idea or thought as well as understanding and use the idea of other 

research of the similar study. Furthermore, the conceptual frame work clarifies 

relationship among the variables linked to a problem in three types of variables which are 

independent variables, dependent variables and intervening variables (Kothari 2004).  

It helps the researcher to use conceptualized variables to answer the research question as 

well as to meet research objective. The involvement of women with equal number of men 

in public sectors plays an important role in improving performance of any organization. 

Apart from that it helps the growth of economy and promotes democracy in Tanzania and 

Zanzibar in particular. 

In order to have effective gender balance in public sectors and move in common way 

women need support/inputs like good gender policies, good infrastructure, safe and 

security at working environment, capacity building, and gender bias should be avoided as 

well as implementation of human rights.  
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Government and organization provides programmes and activities to innovative 

approaches aimed at fostering women’s empowerment and gender equality in public 

sectors. Zanzibar government has done little in solving gender inequality in many public 

sectors. Hence there have been many repercussions (out puts) like gender imbalance, 

sexual harassment, insecurity, poor infrastructure, occupational segregation, and unfair 

treatment. 

This research explains the discussion about challenges facing women in public sectors 

and influences the solution to the problem. The findings fill gaps in knowledge about the 

presence of challenges facing women in public sectors in Zanzibar Urban District. The 

study aims at improving the living standards of women in addressing their concerns as 

well as recognizing the roles of women in public sectors and provide support and 

empower them so as to solve their challenges. 
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Figure: 2.1  Conceptual Frame Work of the Study 

Source: Field Data Survey 2016 

 

2.5 Conclusion 

Gender based assumption generally places women at a position of  respect enjoyments 

such as freedom to act, to be recognized and to fully participate in economic, social and 

political development agendas as well as to participate in decision making in all 
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circumstance and conditions to avoid gender bias. Therefore, public sectors should 

participate together to abolish the challenges facing women.  
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

The earlier section has disused about the literature reviews related with this sphere, while 

this part presents the research methodologies and procedures used in gathering 

information. This chapter cover the methods and techniques that researcher used to 

collect data which help to assess the challenges facing women in public sectors.  

This part includes the design of the study and description of study area, the study 

approach, sampling techniques, sampling frame unit of analysis data collection 

instruments used in the study, validity and reliability, ethical issues and finally end up 

with conclusion. 

3.2 The Study Area 

The study was conducted in Urban District of Zanzibar. This area was sufficient to get all 

information necessary under the study because of its importance in Zanzibar development 

and activities, governmental activities and the availability of the required respondents.  

It was therefore expected to make an analysis of reliable data from the respondents with 

ease and accuracy. The place was also convenience with cheap transport this ensured the 

researcher with easy movement when collecting the information.  

3.2.1 Location and Administration Unit of the Area  

Zanzibar is a part of the United Republic of Tanzania. It is made up of two Islands known 

as Unguja and Pemba. Zanzibar contains land of total area of 2232sq kilometers in which 
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63% of land area is occupied by Unguja and 37% in Pemba.  Zanzibar is a semi-

autonomous which has five Regions and ten Districts. 

 However total population of Zanzibar is 1,303,569 where male population is 630,677 and 

women population are 672,892 (National Bureau of Statistics 2013). Zanzibar Urban 

District is one of the regions of Tanzania. It is located on the west coast of Unguja . It also 

serves as the capital of the Zanzibar Urban/West Region, and qualifies as a district, 

formally known as Zanzibar Urban District (Urban District Homepage 2002).   

3.3 Research Strategy 

This study employed both Qualitative and Quantitative Research Design. Qualitative 

Research Design used to explore the behavior, perspectives, experiences and feelings of 

people and emphasize the understanding of this study (Kothari, 2004). Quantitative 

approach focused on explaining phenomenon by collecting numerical data that are 

analyzed using mathematically based method which helps the researcher to triangulate 

both methods of data collection. On the other hand credibility of the findings was 

drastically improved hence the quality of the study was capitalized.  

3.4 Research Design 

According to Kothari, (2004) research design is the arrangement of conditions for 

collection and analysis of data in a manner that aims to combine relevance to the research 

purpose. It is the conceptual structure within which research is conducted. It constitutes 

the blueprint for the collection, measurement and analysis of data. Research design 

provides a framework for the collection and analysis of data.   

This research used both primary and secondary data. Primary data were obtained through 

focus group discussion and questionnaires while secondary data obtained from different 

https://en.wikipedia.org/wiki/Regions_of_Tanzania
https://en.wikipedia.org/wiki/Tanzania
https://en.wikipedia.org/wiki/Unguja
https://en.wikipedia.org/wiki/Zanzibar_Urban/West_Region
https://en.wikipedia.org/wiki/Districts_of_Tanzania
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books, journal and internet sources. The application of both qualitative and quantitative 

designs enabled the researcher to use different methods of data collection such as 

interview, questionnaire, focus group discussion and documentary review.  

This section describes the research methodology employed in the study. Essentially it 

focuses on study design, study area selection and population, sampling procedures and 

data collection and analysis technique. Explanatory research approach was used in the 

study. The study explored, examines, and then provides the analysis of the data collected 

in the field study. 

3.5 Sources and Types of Data 

The study drew data from the field work containing both primary and secondary sources, 

where the former was conducted direct from the respondents and the latter obtained from 

the documentary sources. The combination of the data gave room in enhancing the 

validity and reliability of the collected data. 

3.5.1 Primary Data 

Primary data were collected from sample respondents in the selected area where 

interviews including both structural and semi-structured questionnaires methods, 

observation and focus group discussion were used so as to collect information from key 

informant respondents in the area (Kombo and Tromp, 2006). 

3.5.2 Secondary Data 

Secondary data was obtained from libraries, local government authority offices and other 

sources and they are referred as documentary review (Kombo and Tromp, 2006). They 

further added that secondary data can be obtained through documentary reviews as data 

collection method, which involves deriving information by studying written documents. 

The document include data from library, newspapers, booklet, journals and various 
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literature reviews related to the study and other resources related to the study were 

analyses. This method helps the researcher to measure the effectiveness of the study. 

3.6 Sampling Procedures and Techniques 

3.6.1 Target Population 

Population is the totality of object under investigation (Kamuzora and Adam, 2000). It is 

also defined as the entire group of persons or elements that have at least one thing in 

common (Kombo and Tromp, 2006).  

 

The target population of this study was women undertake different posts like, teachers, 

doctor’s administrators and community members in order to generate views on the issue 

of challenges facing women in public sectors and to validate the data gathered from the 

source. The choice of this population is simply because they provided accurate and valid 

information on this particular topic. 

3.6.2 Sample Size 

It is difficult for the researcher to conduct research to all target population. It is a work of 

researcher to select few from the entire population to participate on the study (Enon, 

1998). Furthermore sample defined as a subset of universal or set of population (Adam 

and Kamuzora, 2008). 

The distribution of the respondents was women holding different post, teachers, doctors 

and community members and institutions such as ministry of empowerment, social 

welfare women’s and children, Hurumzi secondary school, Mnazimmoja Hospital and 

community members such as disabled women, retired teachers, retired doctors and 

organization, such as Zanzibar Female Law Association (ZAFELA). 



 

37 

The sample of this study was on three categories such as teachers, administrators and 

doctors from three government sectors as well community members. For possible access 

and manageability the sample comprised of 86 respondents, where 28 teachers from 

Hurumzi secondary school, 26 doctors from Mnazimmoja Hospital, 20 administrators 

from Ministry Of Empowerment Social Welfare, Women and Children and 12 

respondents from Shehias and ZAFELA.  The sample size for this study was obtained 

using Yamane formula (Neuman, 2006). 

 

The equation is,  

n= N/1+N (e
2)

 

Where  

N=Total population 

n=Sample Size 

e= Standard Error 

1=Constant 

n=600/1+600 (0.1
2
) (0.01) 

n=600/1+6 

n=600/7 

n=85.7 

n=86 

Therefore sample size in this study was 86 where 28 teachers from Hurumzi secondary 

school, 26 doctors from Mnazimmoja Hospital, 20 administrators from ministry of 

empowerment social welfare, women and children while 12 respondents from Shehias 

and ZAFELA which is divided into two groups such as retired doctors and retired 
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teachers from public sectors as well as women disabled and women from ZAFELA to 

enable members to be free in providing the accurate information.  

The study selected 86 numbers of the respondents because they were the targeted group 

of the study and hence they can provide the sufficient and critical information based on 

the current situation in their working areas. The table below shows the Distribution of 

Respondents in Selected Institutions  

Table 3.1: Showing the Distribution of Respondents in Selected Institutions. 

Respondents Frequency Percent (%) 

Administrators 20 23 

Women Teachers 28 33 

Women Doctors 26 30 

Community members 12 14 

Total 86 100 

 Source: Field Data Survey, 2016 

 

3.6.3 Sampling Frame 

Sample frame is a complete list of all units or elements from which the sample drawn 

(Adam and Kamuzora, 2008). The sample was 86 respondents in total. Moreover the 

sample frame was selected for the sake of investigating the challenges facing women in 

public sectors in Urban District Zanzibar. 

3.6.4 Sampling Techniques 

Sampling techniques means the procedures used to select the sample to represent the 

entire population (Kothari, 1992). This happened due to the fact that it was impossible to 

involve all the population for a proposed study area due to time, accuracy and financial 

constraints. The use of sample techniques in sample selection makes easier to the process 
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of data collection in the sense that the weakness of one technique supplemented by the 

other technique (Kothari, 1992). 

In due regard this study employed both probability and non probability sampling 

techniques. Simple random sampling was used to get an appropriate sample. In this 

technique all members in the population had equal chances of being selected to form a 

sample. This technique was suitable to avoid bias in sampling process.  Therefore 

employed women in all sectors were randomly selected. 

3.7 Data Collection Method 

Data collection is a process of gathering specific information aimed at providing or 

proving some facts (Kombo et al; 2006). The study employed varieties of methods of data 

collection because triangulations of method increase the validity and reliability of the 

collected data (Adam and Kamuzora, 2008). The use of multiple methods was done 

intentionally because no single method was adequately in itself to collect validity and 

reliability of data on a particular problem. Those methods are:- 

3.7.1 Interview Method 

Under this technique there was a direct contact between the researcher and the 

respondents where both oral question and discussion used (Adam and Kamuzora, 2008). 

The researcher used different questions from one category of sample to another 

depending on the importance and nature of information required from the respondents. 

Kothari (2004) argues that, personal interview method requires a respondent known as 

interviewer, where by interviewer ask questions generally in face to face contact to 

interviewee. The researcher has the opportunity to clarify the questions which were not 
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properly understood by the interviewee. Through personal interview, semi structured 

interviews are used in data collection.  

The researcher used semi structured interview to collect data from teachers. The 

advantage of this technique was to conform to the qualitative approach and facilitate the 

required level of interaction between the researcher and participants. This technique were 

purposely selected due to the fact that it was normally provided the opportunity to probe 

further issues that need more information. Generally interview guide based on the 

challenges facing women in public sectors. 

To ensure the clarity, interviews were designed in a simple manner, direct language and 

meaningful to encourage respondents to answer the questions. Since interviews involve 

face to face contact, it allowed the researcher to see the feelings of the interviewees; 

hence the researcher could interpret and get the meaning from respondent’s word 

appearance and actions. Interview was conducted to women in public sectors such as 

teachers. 

3.7.2 Questionnaire 

This was a formulated written set of questions of which the respondent records their 

answers. The method involved gathering self report information from respondents 

through self administration of questions in a paper and pen format (Kombo et al; 2006). 

Kothari (2005) defines questionnaire as a type set of question in a definite order on a form 

or set of form.  The questionnaire comprised both open and closed ended questions. These 

questions were prepared for the purpose of collecting primary data from administrators 

and doctors. Most of the data was collected through questionnaire were related to the 

challenges facing women in public sectors. These methods of data collection were 
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adopted in this study because they provide adequate time for the respondent to give well 

thought out answer. Thus the method was used to explore the challenges facing women in 

public sectors. 

3.7.3 Focus Group Discussion 

A focus group is a group of interacting individuals having some common interest or 

characteristics brought together by a moderator, who uses the group and its interaction as 

the way to gain information about specific or focused issue (Kothari, 1992).  

It is typically containing 5-7 people who are unfamiliar to each other they are only 

selected because they have certain characteristics in common that relate to the topic of the 

focus group. It was conducted in several times with a similar type of respondents so as to 

identify trends and patterns in perception, during discussion information provided by 

respondent were recorded (Kothari, 1992).  

In order to get accurate information, two groups were formed such as retired doctors and 

retired teachers from public sectors as well as women disabled and women from Zanzibar 

female association to enable members to be free in providing the accurate information. It 

was conducted in several times with a similar type of respondents so as to identify trends 

and patterns in perception (Kothari, 1992).  

The groups provided data through different informers who share their point of view and 

varied perspectives on the subject matter that helped the researcher in the process of 

analyzing and interpreting data. This tool was carefully designed to generate relevant and 

appropriate data to serve the purpose for this study (Kothari, 1992).  
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3.7.4 Documentary Review 

According to Kothari (1992), documentary review refers to source of information which 

is contained in the published and unpublished documents, reports, statistics, manuscript, 

letters or diaries possessed by individuals, institution or organizations. In order to find 

updated information from documents the researcher of this study purposely used 

documents from University of Dodoma Library, internet as the source of valid 

information on the topic. 

3.8 Data Analysis and Presentation 

The questionnaires were analyzed systematically by checked and edited for any 

inconsistencies and incompleteness. Data from interviews and observation was subjected 

to content analysis and present by using tabular form but all quantitative information 

collected were coded, organized, analyzed and converted into percentages, tables, and 

figures by using a Statistical Package for Social Sciences (SPSS).  

The SPSS version 16 was employed as a tool for coding and analyzing data in order to get 

frequencies. The descriptive statistics such as frequency distribution and percentage were 

used to describe and summarize the demographic data such as sex and age in which the 

respondents possessed. 

The most common measure of correlation was the Pearson chi-square (P-value). This 

measure was expressed both in strength and direction of linear correlation. The 

correlation coefficient measures the degree of association between variables. They can be 

positive or negative. When they move to positive direction, their association was said to 

be negative or inverse correlation. The ranking of each item was mentioned to see what 

were the most prevailing Challenges facing women in public sectors in Urban District of 

Zanzibar. 
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Qualitative data were analyzed with the use of content analysis. This method examines 

artifacts of social communication which includes written documents or transcriptions of 

recorded verbal communication such as interviews and field notes (Denzin and Lincoln, 

1994). 

3.9 Data validity and Reliability  

3.9.1 Validity 

Questionnaires, documentation and focus group discussion as tools in data collection 

were applied in this study; this was purposely done to validate the information gathered. 

The validity of the data collections was assured and being commented by supervisor and 

all useful comments were incorporated.  

The combination of multiple instruments was purposely done since no single instrument 

was adequate in itself to ensure reliability and validity of the data. The researcher also 

employed multiple techniques including making changes so as to improve the tools and 

enrich the validity of the study. 

3.9.2 Reliability 

A pretested method of the instruments was the way to ensure the reliability of the data 

during the field work. Meanwhile the uses of the triangulation method have been the 

influence to a better way for the reliability of the data obtained. Questionnaires, focus 

group discussion and documentary reviews were applied. Therefore the reliability of the 

data obtained during field study was ensures by the instruments that have been used in the 

study which were well prepared and pre tested before field work. 
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3.10 Ethical Issues 

Before conducting this study ethical concerns were considered by seeking permission 

from relevant authority in Zanzibar which it is responsible to inform the relevant 

institutions proposed by the researcher. Respondents and informants consents were 

compulsory; this was done in response of ensuring that the research ethical principles are 

followed (Kothari, 2004). Before distributing the questionnaires and conducting 

interviews, the respondents asked their consents and ensured their information obtained 

would be treated with high confidentiality. 

3.11 Limitations 

In conducting this study, the researcher faced some factors which in one way or another 

limit the process in data collection. Some of the respondents refused and were not willing 

to give out the required information some government institutions rejected to give their 

cooperation either by giving out the required documents or by fearing being disloyal to 

their leaders.  

With regard to these problems the researcher had to find out other sources of information 

so as to ensure the work is done. Sometimes the researcher had to use extra-ordinary 

efforts like using personal finance, ensure the use of polite and soft language to lob 

respondents to give out the required information through both filling the questionnaires 

and participate fully  in discussions and interviews. 

3.12 Conclusion 

This study is important for a multitude of voice to be heard from different areas in civil 

societies, academia, government sectors administrators and community as well as the 

government as a whole. This helps to minimize if not to cut-off challenges facing women 

at all angles especially in public sectors.  
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In order to achieve this, there are significant agreements on the need to end up gender 

based stereotypes and to encourage women to undertake different activities and to work 

toward the goals of gender equality in the ways that will be best adapted to the local needs 

and strength of their communities. 

The analysis that took place over the whole period of study has been taken as the way 

towards the solution to achieve total equality of women and men to realize their rights. 

This also suggests clear directions for goals setting in achieving MDGs and Universal 

Human Rights objectives.  

The objectives insist among other things more justifiable resources distribution so as to 

enable the empowerment of women in order to raise and claim their rights in every 

country and community in the world. This helps to achieve sustainable development 

through encouraging equal participation and gender balance. 
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CHAPTER FOUR 

RESEARCH FINDINGS AND DISCUSSION 

4.1 Introduction 

This chapter represents research findings which include those findings from the field 

work. The obtained data were drawn from the framework of the research objectives and 

questions. All discussions were aiming at finding the accurate analysis on the challenges 

facing women in public sectors at Urban District in Zanzibar. Hence, it presents data that 

examined the nature and the extent of the challenges facing women in public sector at 

Urban District in Zanzibar. 

The chapter has three main parts, and the first part is introduction section. The second part 

of this chapter deals with the socio-demographic profile of the study population which 

includes; gender, age, education and occupation of the respondents. The last section is 

based on the discussion of the study findings concerning the study objectives. 

4.2 Background Characteristics of the Respondents 

4.2.1 Profile of Respondents 

The study involves women in Public Sectors in Urban District of Zanzibar whereby the 

characteristics distribution of respondents included sex, age, and level of education, 

gender, marital status and working experience. The number of respondents were eighty 

six (86), this represents rate of 100% as briefly clarified in the Table 4.1. 
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Table 4.1: Responses Rate 

Group of Respondents Number of Respondents  Percent (%) 

Teachers 28 33 

Doctors 26 30 

Women Administrators 20 23 

Community members 12 14 

Total 86 100 

Source: Field Data Survey, 2016 

4.2.2 Gender of the Respondents 

This question has been posed for eighty six (86) respondents in this study, such as 

Teachers, Doctors, Principle Administrators and Community Members. The result of this 

finding shows that about 100% of the respondents who were the majority were women.  

These finding reveals that, more women are employed in public sectors than before due to 

proper education and better awareness, that made them to go out to choose careers. 

Although Zanzibar women have started working outside their homes but they still face 

challenges such as occupational segregation, gender imbalance as well as sexual 

harassment in their working environment. The table below illustrates more about the 

findings. 

Table 4.2: Gender of the Respondents 

Respondents Frequency Percent 

Women 86 100 

Total 86 100 

Source: Field Data Survey, 2016 
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4.2.3 Age of the Respondents 

The age of respondents were grouped into 5 categories, there are women who are under 

21, those who were between 21 and 30 years of age, those who were between 31 and 40, 

those who were between 41 and 50, and those who were above 51.  

The findings shows that, the high percentages of the respondents were aged between 31- 

40 which represent almost about (31) of the respondents which is equivalent to (36%) of 

the respondents, while the lowest percentages of the respondent were 21years which 

represent about (7) of the respondents which is equivalent to (8%) of all respondent. Also 

about (25) of the respondents which is equivalent to (29%) of the respondents were 

between 21- 30. 

 Moreover about (12) of the respondents which is equal to (14%) of the respondents 

indicated that between 41-50 years and about (11) of the respondents which is equal to 

(13%) of the respondents had shown 51 and above years. Consequently this shows that 

the highest number of women age group is about 31- 40 which is equivalent to (36%) in 

their age group.  

The findings reveal that, this age group has been victims of sexual harassment in their 

working areas. Therefore research shows that the types of women most vulnerable to 

sexual harassment are young, because they are financially dependent, single, or divorced. 

The table 4.2 here shows the division of the age group of respondents. 
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Table 4.3: Age Group of the Respondent 

Category Frequency Percent 

Under 21 years 7 8 

21 – 30 years 25 29 

31 – 40 years 31 36 

41 – 50 years 12 14 

51 – 65 years 11 13 

Total 86 100 

Source: Field Data Survey, 2016 

4.2.4 Marital Status of the Respondents 

The findings of this study revealed that, about (28) of the respondents which is equivalent 

to (33%) of the respondents were married and about (18) of the respondents which is 

equivalent to (21%) of the respondents were single. Moreover about (33) of the 

respondents which is equivalent to (38%) of the respondents were divorced and about (7) 

which is equivalent to (8%) of the respondents were widowed. 

 Therefore, the findings showing that about (38%) of the respondents in Zanzibar are 

divorced therefore these women have been subjected to exploitation and torture, 

physically, sexually and mentally in their work place. There are innumerable challenges 

facing them both at home and workplace. What we generally see today, in addition to 

various media and journal reports is that, in the workplace women face mental stress, 

sexual harassment, discriminatory practices, as well as insecurity issues. The figure below 

illustrates more about the percentage of the findings. 
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Table 4.4:   Marital Status of Respondents 

Category Frequency Percent 

Married 28 33 

Single 18 21 

Divorced 33 38 

Widow 7 8 

Total 86 100 

Source: Field Data Survey, 2016 

4.2.4 Education Levels of the Respondents 

The finding of this study depicts that, about (10) of the respondents which is equivalent to 

(12%) had Primary Education, while about (15) of the respondents which is equal to 

(17%) had Secondary education, and about (22) of the respondents which is equal to 

(26%) had certificates. Moreover about (18) of the respondents equal to (21%) acquired 

Diploma and about (21) of the respondents which is equal to (24%) of the respondents 

had Tertiary education in their education background.  

Generally this study shows that, although women had tertiary education in their education 

background they face occupational segregation. Moreover man tend to be promoted 

quicker and more often, as well as paid more than women, despite equal educational 

attainment and credentials they are often undermining in public jobs, can result in the 

reduction of the pool of women who can be potential leaders in the public sector.  

Therefore, it exists of a pyramid structure for women’s presence in management and 

administrative positions. However, Zanzibar women encounter informal discrimination in 

employment and often do not receive wages comparable to those received by their male 

counterparts. The table below shows the percentage of educational level of respondents. 
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Table 4.5: Educational Level of the Respondents 

Respondents Frequency Percent (%) 

Primary education 10 12 

Secondary school 15 17 

Certificate 22 26 

Diploma 18 21 

Tertiary Education 21 24 

Total 86 100 

Source: Field Data Survey 2016 

4.2.5 Working Experience of the Respondents 

In this study different respondents were asked to reveal their number of years worked in 

their organization. It was noted that, about (12) of the respondents which is equivalent to 

(14%) of the respondents were below five (5) years of work experience. About (19) of the 

respondents which is equivalent to (22%) of the respondents experienced between 6 to 10 

years, while about (13) of the respondents which is equivalent to (15%) of the 

respondents experienced between 11 to 20 years. Also about (32) of the respondent which 

is equivalent to (37%) of the respondents experienced 21 to 30 years while about (10) of 

the respondents which is equivalent to (12%) of the respondents had working experience 

between 31 years and above.  

Therefore the study found that, most of women had enough experience between 21-30 

years in their working places. Therefore the finding reveals that sexual harassment affects 

women within their working experience. However, Sexual harassment can take many 

different forms it can be obvious or indirect, physical or verbal, repeated or one-off. 

Moreover women in their working experience they face harassment like requests for sex 

or repeated unwanted requests to go out on dates as well as sending sexually explicit 
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emails or text messages. The table here under shows the percentage of working 

experience of the respondents within their organization. 

Table 4.6: Working Experience of the Respondents 

Respondents Frequency Percent (%) 

Below 5 years 12 14 

6 -10 19 22 

11 – 20 13 15 

21- 30 32 37 

31+ 10 12 

Total 86 100 

Source: Field Data Survey 2016 

4.3 Challenges Facing Women in Public Sectors in Urban District of Zanzibar 

According to Martin (1989) suggests that, for centuries women have been subjected to 

exploitation and torture, physically, sexually and mentally. There are innumerable 

challenges facing them both at home and workplace. What we generally see today, in 

addition to various media and journal reports is that, in the workplace women face mental 

stress, sexual harassment, discriminatory practices, as well as insecurity issues. 

Accordingly the question was posed to the respondents on the challenges facing women 

in public sectors in Urban District of Zanzibar. This objective intended to empower 

employed women in their departmental/organizational position. When respondents were 

asked to explain the challenges facing women in the respective departments, the 

following main themes were identified; poor infrastructure, occupational segregation, 

unfair treatment, gender imbalance and sexual harassment. 

The finding of this study reveals that, about (19) a respondent which is equivalent to 

(22%) of the respondents agreed that unfair treatment is part of the culture of the society 
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which constraints women in public sectors in Zanzibar. One among the women aged 43 

years in Ministry of Empowerment, Social Welfare Women and Children staffs argues 

that: 

“Despite the presence of the Government of Zanzibar initiatives towards 

promoting equal opportunity and fair treatment in employment through the 

elimination of unfair discrimination and implementing positive action 

measures. Yet there is a need to change mindsets among men to appreciate 

the potentiality of women in leadership.....” 

Respondents who were in focus group discussion argues that, removing unfair treatment 

in public sectors in Zanzibar involves a transformation in employee’s mindsets, 

management practices, processes and organizational culture. The challenge that women 

face with unfair treatment is that the deep conditioning about gender has affected their 

self esteem and the perception of their own leadership capabilities.  

However, Helm (2005) supports that, those South African women are allowed easy access 

only up to senior management positions.  The South African women have difficulties in 

reaching the top positions of Board Directors and Chief Executive Officers. This proves 

the existence of gender inequality for South African women in reaching top management 

positions.  

The same author writes that, these figures confirm the existence of patriarchy still 

prevailing in South African organisations, preventing women from achieving professional 

roles as decision makers and authority. Transformation  in South Africa has only raised 

awareness about gender inequality but organization have not develop enough to share 

managerial and leadership responsibility with women.  

On the other hand, gender imbalance is one among the challenges facing women in public 

sectors in Urban District of Zanzibar. Under these categories (20) of the respondents 

which is equal to (23%) of the respondents agreed that, to a large extent gender imbalance 
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also is one among the challenges facing women in Public sectors in Urban District of 

Zanzibar. In focus group discussion one of the respondents argues that:- 

“If at all we are following Islamic directives why are we treating women in 

the way not found in those directives. These directives articulate that women 

should be treated fairly as man in a way of applying religious guides on daily 

administrative activities”. 

This situation enriches the gender imbalance in public sectors and society at large because 

historically women were segregated. Some of cultural beliefs also manifest themselves in 

the working environment. Employees are part of the society and they carry with them 

their cultural beliefs at their places of employment. For example there is belief that 

women are inferior to men and thus cannot be leaders/managers over them.  

Furthermore ROU (2011) supports that, the proportion of women is relatively lower than 

that of men even in junior positions, Uganda’s public administration at all levels is likely 

to remain male dominated for a long time unless special temporary measures are put in 

place to attain gender equality. Indeed, as noted by the MPS, with the exception of the 

medical field (where women dominate nursing and other support positions) and the 

heavily feminized secretarial occupation, all other jobs are male dominated.  

The study also explores that, sexual harassment is one among the problems facing women 

in public sectors in Urban District of Zanzibar. About (29) of the respondents  which is 

equal to (34%) of the respondents argues that, to a large extent that sexual harassment is 

the highest problem facing women in public sectors in Zanzibar. In focus group 

discussion some members argues that, today almost all working women are facing sexual 

harassment irrespective of their status, personal characteristics and the types of their 

position in working places.  
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However, Birley (1989) supports that women face sexual harassment in transports, at 

work in social services institutions like hospitals, schools, at home and even in police 

stations when they go to file complaints. Harassment at the work place exists in several 

forms and incidences of harassment at office operate against women and if unchecked, 

these simple remarks and sign can take the form of violence causing deep psychological, 

emotional and mental strain. Such Behavior pollutes the working environment and affects 

performance and productivity resulting in economic loss to individuals, family, as well as 

society.  

The statistics point out that, about (6) of the respondents which is equivalent to (7%) 

respondents agreed that poor infrastructure is among the challenges facing women in 

public sectors in Urban District of Zanzibar especially for disabled women. In focus 

group discussion some members argued that, today almost all working women are facing 

the problem of poor infrastructure. They face this problem on transports, at working 

places and in social services institution like educational institutions and hospitals. 

Therefore the study explored that, poor infrastructure is one among the challenges facing 

women in public sectors.  

However, Kotwal et al. (2008) insists the impact of work and environment on the women 

living in areas of Jammu city, they lack education, and so they are forced to work in low 

paid sectors. The dual task (paid and unpaid jobs) and the poor environment become more 

demanding on the health of the women and so women experience weakness, tiredness, 

breathlessness, poor appetite, and frequent illnesses. 

The findings of this study reveal that, about (12) of the respondents which is equivalent to 

(14%) of the respondents agreed that Zanzibar women still face occupational segregation 

at their workplaces. The study observes that, women are often deprived of promotions and 
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growth opportunities at work places but this happens from ministry of empowerment 

social welfare women and children’s, ministry of education as well as ministry of health. 

This position also justifies occupational segregation by asserting that women are naturally 

well suited to certain jobs. On the other hand, this explores they are that women are 

widely discriminated against in a patriarchal and sexist society.  

ILO (2008) supports that, where women have achieved high level managerial positions, 

are usually restricted to areas considered less vital and strategic to public sectors such as 

human resources and administration. Therefore, it exists of a pyramid structure for 

women’s presence in management and administrative positions. However, Nigerian 

women encounter informal discrimination in employment and often do not receive wages 

comparable to those received by their male counterparts (Woldie & Ardesua 2004:87)  

Challenges Facing Women in Public Sectors in Zanzibar 

 

Figure 4.2: Shows the Challenges Facing Women in Public Sectors in Zanzibar  

Source: Field Data, 2016 
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4.3.1 Do You Have Been Treated Differently by Your Colleague’s 

Seniors/Boss/Other Members Because You Are Women? 

The findings show that, about (54) of the respondents which is equivalent to (63%) of the 

respondents argues that, to a large extent their boss colleagues seniors and other members 

are treating them differently because they are women, while about (32) of the respondents 

which is equivalent to (37%) of the respondents argued that, they were not treated 

different by their colleagues seniors, bosses and other members because they were 

women.  

Therefore, this shows that to a large extent women are facing this problem in public 

sectors in Urban District of Zanzibar. In addition to that removing unfair treatment in 

public sectors in Zanzibar involves a transformation in employee’s mindsets, management 

practices, processes and organizational culture. The challenge that women face with 

unfair treatment is that the deep conditioning about gender has affected their self esteem 

and the perception of their own leadership capabilities. 

However, SADC Gender Protocol (2010) also supports that, most of women continue to 

suffer from occupational segregation in the workplace in public life which separates them 

from top level management and professional positions. Again, even few of them occupy 

top leadership positions they face serious challenges that can restrict their performance in 

these positions.  

This is a serious concern as it reinforces existing stereotypes of women’s ability to 

perform at the top level of public life and thus perpetuates a vicious cycle of 

marginalization and disempowerment of women. The figure below demonstrate 

percentage of the ways women are treated by colleague’s seniors/boss/other 
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The ways Women are treated by Colleague’s Seniors/Boss/Other

 

Figure 1Figure 4.3 Shows the Ways Women are treated by Colleague’s Seniors/Boss  

Source: Field Data Survey 2016 

4.3.2 Perception of Men to Women Teachers  

This question posed to women teachers on the challenges facing them in public sectors in 

Urban District of Zanzibar. The question aims at finding out how men perceive women 

teachers on performing their task.  

The table below demonstrates that, about (53) of the respondents  which is equivalent to 

(62%)  of the respondents argued that the ability of women teachers is normal and they 

can perform their duties well, while about (18) which is equivalent to (21%) of the 

respondents noted that, women are not strong enough to perform their duties and only 

about (15) of the respondents which is equivalent to (17%) noted that they don’t know 

whether they can handle their responsibilities or not.  

 

Yes
63%

No
37%
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This indicates that, women teachers are capable to manage their daily activities. However 

lack of women in the top managerial positions, including educational leadership, has been 

the subject of much debate. Today not only in the less developed countries, but also in the 

developed ones, there are some stereotypical images about women administrators that 

become obstacles to their advancement as professionals.  

On the other hand Helm (2005) argues that, traditionally men have been seen as better 

suited than women to hold administrative positions. The qualities associated with being 

successful administrators have been associated with masculinity; such as ambition, 

objectivity, and acting in an authoritative manner. Women have been seen as different 

from men, universally lacking the necessary personal characteristics, as they are 

dependent, submissive, and conforming. The table below shows the percentage of 

perception of male teachers to women teachers. 

 

Table 4.7: Perception of Men teachers to Women Teachers in Decision Making 

Respondents Frequency Percent (%) 

Normal 53 62 

Bad 18 21 

I don’t know 15 17 

Total 86 100 

Source: Field Data Survey 2016 

4.3.3 Have You Faced Sexual Abuse of any Kind in your Workplace? 

The question posed to women teachers on the challenges facing women in public sectors 

in Urban District of Zanzibar. The findings explores that sexual abuse was one among the 

challenges facing women in public sectors in Urban District of Zanzibar.  
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According to the findings about (57) of the respondents which is equivalent to (66%) of 

the respondent agreed that, they had faced sexual abuse at their workplaces, while about 

(29) of the respondent which is equivalent to (34%) of the respondents agreed to have not 

faced sexual abuse at their workplace. Generally this shows that, sexual abuse was the 

most challenge facing women in public sectors in Urban District of Zanzibar.  

As one of the respondents in focus group discussion notes that, unwelcome sexual 

advances, requests for sexual favors, and other verbal or physical conduct of a sexual 

nature constitute sexual harassment when this conduct explicitly or implicitly affects an 

individual employment, unreasonably interferes with an individual work performance, or 

creates an intimidating, hostile, or offensive at work environment.    

However, Birley (1989) supports that, women face sexual harassment in transports, at 

work in social services institutions like hospitals, schools, at home and even in police 

stations when they go to file complaints. Harassment at the work place exists in several 

forms and incidences of harassment at office operate against women and if unchecked, 

these simple remarks and sign can take the form of violence causing deep psychological, 

emotional and mental strain.  

Such Behavior pollutes the working environment and affects performance and 

productivity resulting in economic loss to individuals, family, as well as society. The 

figure below illustrates the percentage of sexual abuse at work place.  
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 Sexual Abuses at Work Place 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2Figure 4.4: Shows Sexual Abuses at Work Place 

Source: Field Data Survey 2016 

4.4 Causes of Gender Inequality in Public Sectors 

This question posed to all respondents where the researcher was responsible to find out 

the causes of gender inequality in public sectors in Urban District of Zanzibar.  

 

The finding reveals that, education, poor performance stereotype and male dominance are 

among the causes of gender inequality. Also it is reflecting objective number two of this 

study which is to find out the causes of gender inequality in public sectors in Urban 

District of Zanzibar.  

 

The finding shows that, (29) of the respondents which is equivalent to (34%) of the 

respondents agreed that, poor performance was one among the causes of gender 

inequality in public sectors in Urban District of Zanzibar. Therefore this show that many 

respondents mentioned poor performance of women in public sectors between women 

and men in different agendas. 

Yes
66%

No
34%

Yes
66%

No
34%
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 It is argues that gender stereotyping is the contributing factor to low participation and 

poor performance of women in public sectors in Zanzibar and also is one among the 

major constraints to women’s equal participation even at home. As one of the respondents 

claim: 

 “You know it is hard to change this negative mindset in Africa and Zanzibar 

in particular because since childhood we have been brought up on this way 

that women should be under men. Even household chores girls are the one 

who have been taught to cook, clean, fetch water and that going to the market 

is only men‟s responsibilities”. 

Berch (2002) supports this idea and adds that, even if women attain high levels of 

education, they still face gender inequality. The causes of this problem are rooted from 

traditional beliefs, social pressure, cultural pressure, economic and political factors 

emanating from capitalist system as well as in their religion. For instance according to 

tradition boys are more valued than girls. 

More respondents continued to argue that, gender stereotype is also being marked as one 

among the causes affecting gender inequality in public sectors in Urban District of 

Zanzibar. About (25) of the respondents which are equivalent to (29%) of the respondents 

agreed that stereotype or misconception and negative attitude towards women creates the 

tendency of variation between men and women.  

This influence creates differences between men and women since childhood as one of the 

respondents on interview insisted that: 

“You know the whole society is based on gender stereotyping, even in 

childhood a baby girl is dressed on pink while a baby boy is dressed on blue 

showing their difference in appearance, and this does not ended only at the 

age of the childhood but this mentality goes beyond as the results even here in 

our institution there is a tendency of gender inequality”. 
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On the other hand Woldie et al. (2004) supports that, Women in Nigeria too face 

challenges at the workplace. According to African tribal tradition, women are regarded as 

subordinate to men regardless of their age or educational status. In Nigeria even when 

women gain access to a managerial career like their male counterparts, they face 

additional problems.   

In Nigerian culture, the traditional women role of managing the family is still highly 

regarded, and such qualities as supportiveness and submissiveness meet with approval. 

Career women often face a conflict, since the qualities that make them acceptable 

(Woldie et al. 2004).  

In traditional terms can undermine their ability to assert themselves, to assume 

responsibility and to succeed in a career. Access to equal opportunities between men and 

women are often disadvantaged by socio-traditional constraints, religion, as well as the 

household chores and traditional responsibilities. Therefore stereotype is one among the 

causes of gender inequality in public sectors.  

Not only that but also education is one among the causes of gender inequality in public 

sectors in urban District of Zanzibar. The findings reveals that, about (12) of the 

respondents which is equivalent to (14%) of the respondents agreed that to some extent 

education system was the leading contributing cause of gender inequality in public sectors 

in Zanzibar.  

The study demonstrates that, negative attitude towards girls education among Zanzibarian 

is one among the causes that contributed to gender inequality in Zanzibar. Various 

misconceptions were observed in different respondents and it has been counted as the 

main factor which interfere the level of girl enrolment in primary education.  This has 
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been main reasons for influencing women participation in public sectors since their 

capabilities and capacities will be minimum compared to men’s. 

However, girls and women remain deprived of full and equal opportunities for education. 

There has been progress towards equality at the primary level, but these diminish off at 

the secondary level in developing regions. The global economic crisis is deepening 

inequalities, made worse by cuts in education budgets and stagnating development 

support.  

Gender equality is one of the six goals of the global education for all campaign that 

UNESCO leads. This was launched in 2000, when the countries of the world agreed to 

“eliminate gender disparities in primary and secondary education by 2005, and achieve 

gender equality in education by 2015, with a focus on ensuring girls full and equal access 

and achievement in basic education of good 

quality”.(http://www.uis.unesco.org/Education/Documents/unesco-world-atlas-gender-

education-2012.pdf Accessed on 20/7/2016). 

The statistics also point out that, about (20) of the respondents which is equivalent (23%) 

of the respondents agreed that, male dominance was one among the causes of gender 

inequality in public sectors in Urban District of Zanzibar. Also the study explored that 

there is still male dominance in Zanzibar which contribute to gender inequality. 

 In addition to that, when a woman is working among mostly men, she will be subjected 

to more challenges than when working in an office with more gender equality; many of 

these women will describe being subjected to difficulties such as performance pressures, 

sexual harassment, a hard time moving up in their company, colleagues doubting their 

competence, and low levels of support from colleagues.  

http://www.medicaldaily.com/women-science-sexual-harassment-and-assault-are-commonplace-some-field-sites-are-not-safe-nor-293320
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ROU (2011) supports that, gender inequality and the proportion of women is relatively 

lower than that of men even in junior positions. Uganda’s public administration at all 

levels is likely to remain male dominated for a long time unless special temporary 

measures are put in place to attain gender equality. 

 Indeed, as noted by the MPS with the exception of the medical field (where women 

dominate nursing and other support positions) and the heavily feminized secretarial 

occupation, all other jobs are male dominated. The figure below elaborates the percentage 

of the causes of gender inequality in public sectors in Zanzibar. 

 Causes of Gender Inequality  

 

Figure 3Figure 4.5 Shows Causes of Gender Inequality  

Source:  Field Data Survey  

  

4.5 Measures that should be taken by the Government of Zanzibar to Mitigate the 

Challenges Facing Women in Public Sectors 

The question posed to the respondents on to the measures that should be taken by the 

government of Zanzibar to mitigate the challenges facing women in public sectors. This 
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question reflects the objective number three of this study which was about to suggest 

measures to overcome the problems that facing women in Public Sectors in Urban District 

of Zanzibar. The respondents were given the opportunity to suggest out on the effective 

ways to mitigate the challenges facing women in public sectors in Urban District of 

Zanzibar. Respondents suggested different measures to be taken to ensure the challenges 

facing women is minimized or abolished in all public sectors as follow: 

The statistics shows that, in Zanzibar there is gender bias where the study finds that most 

of the favoured group are male especially in public sectors. The researcher discovers that 

about (16) of the respondents which is equivalent to (19%) of the respondents proposed 

that, the government and society should avoid gender bias.  

This can be done through the introduction of gender issues programmes in schools as well 

as in our society so as to minimize the level of gender inequality. This will help to 

understand that women are not different despite their biological factors. This goes hand in 

hand with the establishment of special programmes and TV broadcasting about gender 

equality. 

Also the data shows that, about (21) of the respondents which is equivalent to (24%) of 

the respondents proposed that, in order to mitigate the challenges facing women in public 

sectors human rights should be implemented. This would be the best way of mitigating 

challenges facing women in public sectors in Urban District of Zanzibar.  

Article 11 of the Zanzibar constitution endowed that all human being are born free and 

they are equal and that, every person is entitled recognition and respect of his or her 

dignity. Therefore, Zanzibar constitution abolished discrimination as well as harassment.  
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The findings also reveals that, about (18) of the respondents which is equivalent to (21%) 

of the respondents suggested the best way to combat challenges facing women in public 

sectors in Urban District of Zanzibar is capacity building to women where by women 

should be given top position like directors, principal administrators as well as head 

teachers. 

 The study shows that, if they are provided better knowledge they can largely contribute 

to the better results. The notion proves the negative perception that women are only there 

to receive orders and commands from men and also end up the behavior for women being 

marginalized in all spheres of life socially, politically and economically (SADC Gender 

Protocol 2010). 

 Also data shows that, about (15) of the respondents which is equivalent to (17%) of the 

respondents suggested that, good gender policy would be one among the ways to solve 

the challenges facing women in public sectors in Urban District of Zanzibar.  

The constitution put more clear in terms of discrimination under article 12 (5) meaning 

that it has to fulfill people’s needs on the basis of their nationality, ethnicity, place of 

origin, political opinion, gender, religion and color. This is because some people are 

considered to be inferior to other or barriers are kept on some people or some enjoy some 

privileges compared to others (Zanzibar Constitution 1984). 

Respondents suggested different measures to be taken by all stakeholders ensure safe and 

security at working environment in all sectors, from the findings about (16) of the 

respondents which is equivalent to (19%) of the respondents suggested that safe and 

security to women would be a better way to diminish the challenges facing women in 
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public sectors in Urban District of Zanzibar. The pie chart below reveals the percentage 

composition on measures to mitigate challenges facing women in public sectors. 

 

Measures to Overcome the Challenges 

 

Figure 4.6:  Shows the Measures to Overcome the Challenges 

Source: Field Data Survey, 2016. 

4.6 Conclusion  

This chapter focused on the analysis of data and presentation of the research findings. It 

started with social and demographic characteristics of the study population. Then the 

chapter analyses the objectives of the study. The next chapter focuses on summary, 

conclusion and recommendations. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMANDATIONS 

5.1 Introduction 

This chapter aims at presenting the summary of the data collection in response to the 

research questions which was done in the study. The summary’s focal point is to present 

an overview of the findings as discussed and analyses in the prior chapter. This chapter 

ends up on conclusion, recommendations and some areas for further study related to the 

subject matter. 

 Also this chapter explains some corrective measures to be done to improve the existing 

situation and minimize the challenges facing women in public sectors in Zanzibar a case 

of Urban District as proposed. The research explores many challenges facing women in 

public sectors in Urban District of Zanzibar and the way forward to minimize the 

situation in Zanzibar. 

5.2 Summary of the Findings 

The study aims at exploring the challenges facing women in public sectors in Urban 

District of Zanzibar and to finding the causes of the problem and the accurate analysis of 

the findings. The respondents were being categorized according to the need. A total of 86 

women were involved in the field as elaborated in chapter three.  

Methodologically, Focus group discussion and questionnaire were employed for the 

purpose of achieving the objective of the study. The researcher used documentation such 

as library search so as to explore the degree of the challenges facing women in public 

sectors. The study demonstrates that there were several challenges such as poor 

infrastructure, Occupational segregation, unfair treatment, gender imbalance and sexual 
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harassment. The study also found that there are many causes of gender inequality that 

face women in public sectors in Urban District of Zanzibar. These causes are education, 

poor performance stereo type and male dominance due to cultural of Zanzibar.  

It has been observed that, Zanzibar culture gives male priority than women. It is attributed 

by cultural behaviours where male children are considered superior to women children 

(ROU 2011). The findings explores that many decision made are gender biased since 

most of them are male based one. This is due to the fact that about 75 % of the decision 

makers are men rather than women (ROU 2011).  

Although Zanzibar government is taking every effort to make sure that level of 

participation of both genders is attained yet this creates male dominance on certain 

decisions. The researcher observes that there is still a huge gap between men and women 

especially on top management leaderships and presidential appointments where sensitive 

decision made.  

In addition to that, Thomson et al; (2016) added that Gender bias is another challenge that 

many women experience at their work place. Though we can say that corporate offices 

are bridging the gender gap slowly, private institutions and government offices are still 

way far behind.  

He added that, jobs that require frequent travel, physical exertion are still open for men 

only as they are considered more eligible than women. Many companies while hiring 

women employees ask them openly about their marriage and further family planning as 

they cannot afford the maternity leaves and other flexibility bonus.    
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5.3 General Conclusion 

The main objective of this study was to assess the challenges facing women in public 

sectors in Urban District of Zanzibar. Talking about development, we should all 

recognize that women are playing the role of mothers of the nation in the development of 

the country.  

The study explores that, there is a high awareness on gender equality. Different programs 

and plans have been initiated to rise up the awareness of gender participation. In addition 

to that willingness for having equality between genders should be put in place and hence 

to end up unfair treatment between men and women in all spheres of development 

agendas (United Nation 1994). 

Traditionally, the position of women in Tanzania especially in Zanzibar has been 

undermined. This attitude is highly based on patriarchal structures which limit women 

voices from influencing the election and appointment of women to high profile positions 

and hence limit women voices from planning process (URT, 2008). 

The Government of Zanzibar recognizes the potentiality of women. Thus the government 

puts emphasize on human rights matters and a social justice. The Government of 

Tanzania reaffirms its commitment to the enhancement of women’s rights for national 

and global progress. The government has rectified the Convention on the Elimination of 

all forms of Discrimination against Women (CEDAW) (United Nations Committee on the 

Elimination of Discrimination against Women 1989).  

Furthermore, the Government of Tanzania reaffirms its commitment to the Beijing 

Platform for Action that upholds the Convention for total elimination of all kinds of 

discrimination against women and all other international human rights instruments calling 
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for gender equality. Promotion of women participation in politics is among the four 

critical areas of concern to Tanzania (URT, 2008).  

For all ratifications and policies that the Government of Tanzania is committed the 

Government of Zanzibar is a part and parcel. In fact discrimination against women from 

or even before birth guarantees them with marginal role in Zanzibar society and ensures 

that they are poorer, less educated, and face more challenges than men. 

 The cumulative effects of these inequalities worsen deprivation but the opposite is also 

true. Therefore in addressing inequality a positive multiplier effect can reduce poverty 

(URT, 2008). According to this study, gender equality can be achieved by civil education 

and sensitization from the grassroots level to the top position. 

 This will sensitize women and the general public to be aware of their rights and 

obligation in the society. Civic education should be organized and conducted in the form 

of workshop, conferences, mass media transmission and publications with the higher 

contribution from the social constitutions. Also the religious institution should not left 

behind. 

 Smulders (2008) suggested that, in order to change people’s attitudes toward the 

development of women, serious education is needed. He further argues that education is 

important not only to discriminators but also to sufferers who can strive to safe guard 

their human dignity in order to secure their basic rights.  

He further insists that in order to promote equality among women, old tradition customs 

and policies need to be reviewed and backed up by steps and measures to give those goals 

and policies practical meaning. 
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Berch (2002) argues that, in political system majority of women are under presented in 

the corridors of power, oppressed and general discriminated against their rights. In order 

to achieve human rights, full participation of women changes has to reflect the 

constitution, laws and customs. Therefore there is a need for redefining the relation 

between men and women. Moreover, there should be rebirth of new image of men which 

will encourage a new diversity of roles and potentialities in order to establish new society. 

This study explores that, women in Zanzibar fail to participate fully in development 

activities because their welfare is sometimes denied whereby women fail to  progress on a 

well planned and designed manner due to a well designed way as most of them have little 

access to credit, land, training, as well as rudimentary technology. 

The study finds that, education is one among the cause of gender inequality that hinders 

women development in the society. Education should be equally accessible to both men 

and women from primary schools, secondary schools to universities. There are no gender 

friendly policies which enhance gender balance between men and women students in 

Zanzibar.  

Also there are no written documents or a policy that favours women. Moreover there 

should be programmes that promote awareness of the people towards gender balance in 

Zanzibar. These have to be considered positively because women in Zanzibar are the 

disadvantaged group. 

Berch (2002) supports this idea and adds that, even if women attain high levels of 

education, they will still face gender inequality. The causes of this problem are rooted 

from traditional beliefs, social pressure, cultural pressure, economic and political factors 
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emanating from capitalist system. For instance according to tradition boys are more 

valued than girls. 

Unless the tentative efforts to deliberately enforce the application of the existing policies 

in making sure that the problem of gender inequality is abolished in Tanzania particularly 

in Zanzibar, no development will be witnessed not only in Zanzibar but also in the World.  

The existence of gender inequality in Zanzibar is a result of interconnected and inherited 

factors which is also coined with the historical background of the islanders. In so doing, 

there is no single factor which should be termed as only contributory factor or should be a 

solution to the present situation. 

In combating the problem, special inclusive programs that govern the governmental 

institutions, NGOs, CBOs, and plans should be applied to enable all gender equality 

stakeholders to work together. Women should participate in programs to enhance 

education on the need of having women in all spheres of development. Therefore 

differences in biological nature of women should not be the cause to under estimate them 

in having better access to their daily needs. Through full participation and inheritance 

proprieties like land, houses and business women can be self reliant.  

The study also explores that, sexual harassment is one among the problems facing women 

in public sectors in Urban District of Zanzibar. To a large extent sexual harassment is the 

highest problem facing women in public sectors in Zanzibar. In focus group discussion 

some members argues that, today almost all working women are facing sexual harassment 

irrespective of their status, personal characteristics and the types of their position in 

working places.  
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However, Birley (1989) supports that, women face sexual harassment in transports, at 

work in social services institutions like hospitals, schools, at home and even in police 

stations when they go to file complaints. Harassment at the work place exists in several 

forms and incidences of harassment at office operate against women and if unchecked, 

these simple remarks and sign can take the form of violence causing deep psychological, 

emotional and mental strain. Such Behavior pollutes the working environment and affects 

performance and productivity resulting in economic loss to individuals, family, as well as 

society.  

The findings reveals that, Zanzibar women facing unfair treatment, this is part of the 

culture of the society which constraints women in public sectors in Zanzibar. Respondents 

who were in focus group discussion argues that removing unfair treatment in public 

sectors in Zanzibar involves a transformation in employee’s mindsets, management 

practices, processes and organizational culture. The challenge that women face with 

unfair treatment is that the deep conditioning about gender has affected their self esteem 

and the perception of their own leadership capabilities. 

Zanzibar women still face occupational segregation at their workplaces. The study 

observes that, women are often deprived of promotions and growth opportunities at work 

places but this happens from ministry of empowerment social welfare women and 

children’s, ministry of education as well as ministry of health. This position also justifies 

occupational segregation by asserting that women are naturally well suited to certain jobs. 

On the other hand, this explores they are that women are widely discriminated against in a 

patriarchal and sexist society.  

ILO (2008) supports that, where women have achieved high level managerial positions, 

are usually restricted to areas considered less vital and strategic to public sectors such as 
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human resources and administration. Therefore, it exists of a pyramid structure for 

women’s presence in management and administrative positions. However, Nigerian 

women encounter informal discrimination in employment and often do not receive wages 

comparable to those received by their male counterparts (Woldie & Ardesua 2004:87) 

Finally, women talents are currently under utilized from bottom to the top levels of 

administration. Therefore changes are necessary in political, socially, economically, as 

well as traditionally. This will help to strengthen and combat the current economic crisis 

and create a sustainable future in which all talents should be used fully and that all voices 

are heard in decision making so as to shape better future for Zanzibar women. 

5.4 Recommendations 

5.4.1 Recommendations to the Government of Zanzibar 

 The government should ensure human rights are implemented in Zanzibar so as to 

mitigate the challenges facing women in public sectors in Urban District. 

Good gender policy should be put in place in order to speed up gender balance in public 

sectors. Hence government authorities should be committed on fighting against the 

present situation of challenges of women in public sectors as it is affecting the country 

and all political, social, and economic spheres. 

 

 Safe and security this situation will provide good and conducive environment as 

well as good infrastructure especially for disabled women. This will put women in high 

respectful manner and be accountable. Furthermore, a greatly diverse in media coverage, 

including highlighting issues affecting women needs to be encouraged. 

 

 The researcher also recommends that, the government and society should avoid 

gender bias through establishing gender policy committee so as to mitigate the challenges 
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of gender bias in public sectors. It should be remembered that the constitution guarantees 

equality for all.  

However there should be limit to ensure that, all human being remain equal under the law 

and no one should be above the law and nothing should discriminate a human being by its 

sexual determinants.  

 

 The government should establish body on gender equality and violence against 

women in policies and programmes, the availability of programmes and services that 

prioritize gender equality can ensure that women are not exposed to violence in their 

lives. These kinds of policies are designed so that women and men to have equal access to 

public goods. Some programmes and policies are aimed specifically at combating sources 

of gender inequality, such as violence against women. Urban planners, designers, 

architects and engineers often have a great deal of influence over policies and 

programmes which affect women’s and girls’ safety.  

 

 Political will should be put in place in order to speed up gender balance in the 

society. Hence political authorities should be committed on fighting against the present 

situation of gender inequality as it is affecting the country and all political, social, and 

economic spheres. 

 

 The government should take appropriate steps to prevent sexual harassment without 

unfairness to the generality of this obligation they should take the following steps: 

(a)The rules/regulations of government and public sector bodies relating to conduct 

discipline should include rules/regulations prohibiting sexual harassment like physical 

contact and advances,  A demand or request for sexual favours,  sexually coloured 
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remarks,  showing pornography, any other unwelcome physical, verbal or non-verbal 

conduct of sexual nature and provide for appropriate penalties in such rules against the 

offender. 

(b) Appropriate work conditions should be provided in respect of work, leisure, health 

and cleanliness to further ensure that there is no hostile environment towards women at 

work places and no employee woman should have reasonable grounds to believe that she 

is disadvantaged in connection with her employment. 

 The study found that, occupational segregation is one among the challenge facing 

women in public sectors in Urban District of Zanzibar. Therefore the researcher 

recommends that in order to mitigate these challenges government should provide 

information on specific measures taken to reduce the gender pay gap including 

identifying and addressing the original causes of wage inequalities, and to promote 

women’s access to a wider range of jobs, particularly higher paying jobs.  

 Also to provide statistical data on the distribution of men and women, according to 

economic sector and occupation, and take the necessary steps to collect data on their 

average monthly pay in the respective economic sectors and occupations. 

5.4.2 Recommendations to Women in Positions 

 Women in position should participate fully and ensure that, their participation is 

active, productive and appreciated. This will clear up the negative mindsets that is putting 

men sole headed that they are better than their counterpart.  

 

 There is the need of having gender networking for all women leaders. This 

network may help them to bring their issues together, challenge and experiences and 

collectively to find out the solution behind those challenges so as to confront the situation. 
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5.4.3 Recommendations to Men in Position 

 All men should clear out their misconception that, women are just objectives and 

that should only be treated as wives hence none of their contribution is needed for 

the government to step forward. Consequently women should be respected in all 

sectors. 

5.5 Areas for Further Studies 

 The present study was specifically concentrated on the challenges facing women 

in public sectors in Urban District of Zanzibar. It is hereby suggests that a 

comparative study can be restored for further reference. 

 More studies can be conducted on the impact of sexual harassments in working 

areas in public sectors.  

 

 More studies can be conducted on the misconception of men to women 

administrators in public sectors.  
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APPENDICES 

Appendix I: Research Questionnaires 

Title: Challenges Facing Women in Public Sectors in Zanzibar: A Case Study of  

 Urban District 

Questionnaire: This questionnaire aims to collect data regarding: 

In order to fulfill the Research Project for Master of Arts in Sociology. 

REMEMBER: that all the information provided by you is for the research purpose only 

and are confidential. The names and addresses will be for the purpose of analyzing this 

research only in accordance with the Professional Code of Conduct and the Data 

Protection Act. 

We take this opportunity to express our gratitude and thanks for your co-operation. 

Faithfully Yours, 

………………… 

SAID JUMA SAIDA 
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Appendix: II: Questionnaires for Principal Administrators 

1. a) Name of respondent 

i. (Option)…………………………………………………………….. 

b) Sex of Respondent (Tick one) 

a) Male      ( ) 

b) Female 

c)  Age of Respondent (Tick one) 

a) Under 21 

b) 21-30 

c) 31-40      ( ) 

d) 41-50 

e) 51-65 

d) Marital Status (Please Tick one) 

a) Married 

b) Single      ( ) 

c) Divorced 

d) Widow 

e) Level of Education (Please tick one) 

a) Primary education 

b) Secondary school    ( ) 

c) Certificate 

d) Diploma 

e) Tertiary education 

f) Work experience (please tick one) 

a) Less than 2 

b) 2-4 
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c) 5-7       ( ) 

d) 8-10 

e) Over 10 years 

3. What are the challenges facing women in public sectors? 

a) ………………………………………………… 

b) ……………………………………………….. 

c) ………………………………………………… 

d) ………………………………………………… 

e) ……………………………………………….. 

4. Do you think you have been treated differently by your colleagues/seniors/boss/other 

members because you are a woman? 

a) Yes      ( ) 

b) No 

5. What are the causes of gender inequality in public sectors? 

a) ............................................................................................................... 

b) ……………………………………………………………………… 

c) ………………………………………………………………………. 

d) ……………………………………………………………………… 

e) ……………………………………………………………………… 

6. What measures should be taken to mitigate challenges facing women in your working 

area? 

a) …………………………………………………………………… 

b) ……………………………………………………………….…… 

c) …………………………………………………………….……… 

THANK YOU FOR YOUR COOPERATION 
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Appendix: III: Interview Guiding  for Women Teachers 

1. a) Name of respondent 

i) (Option)…………………………………………………………….. 

b) Sex of Respondent (Tick one) 

a) Male       ( ) 

b) Female 

c)  Age of Respondent (Tick one) 

a) Under 21 

b) 21-30 

c) 31-40       ( ) 

d) 41-50 

e) 51-65 

d). Marital Status (Please Tick one) 

a) Married 

b) Single       ( ) 

c) Divorced 

d) Widow 

 

e). Level of Education (Please tick one) 

a) Primary education 

b) Secondary school 

c) Certificate       ( ) 

d) Diploma 

e) Tertiary education 

f) Work experience (please tick one) 

a) Less than 2 
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b) 2-4 

c) 5-7        ( ) 

d) 8-10 

e) Over 10 years 

2. What challenges do you face in your working area? 

3. Have you ever faced sexual abuse of any kind in your workplace? 

4. Do your seniors/colleagues/male members/other members respect you? 

5. What are the causes of gender inequality at your work place? 

6. Please identify measures to overcome challenges facing women for the betterment of 

your hospitals? 

 

THANK YOU FOR YOUR COOPERATION 
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Appendix: IV Questionnaire for Doctors 

1. a)  Name of respondent 

i) (Optional) ………………………………………………... 

b) Sex of Respondent (Tick one) 

a) Male      ( ) 

b) Female 

c) Age of Respondent (Tick one) 

a) Under 21 

b) 21-30 

c) 31-40      ( ) 

d) 41-50 

e) 51-65 

d) Marital Status (Please Tick one) 

a) Married 

b) Single      ( ) 

c) Divorced 

d) Widow 

e) Level of Education (Please tick one 

a) Primary education 

b) Secondary school      ( ) 

c) Certificate 

d) Diploma 

e) Tertiary education 

f). Number of years within the organization (please tick one) 

a) Less than 2 

b) 2-4 
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c) 5-7       ( ) 

d) 8-10 

e) Over 10 years 

2. Are you facing challenges related to your work? Please mention 

a) ………………………………………………………… 

b) ………………………………………………………… 

c) …………………………………………………………. 

d) …………………………………………………………. 

e) ………………………………………………………… 

4. What are the causes of gender inequality at your work place? 

a) ………………………………………………….………..…. 

b) ………………………………………………………………. 

c) ………………………………………………………………. 

d) ………………………………………………………………. 

5. Comment the measures taken to reduce challenges facing women in your organization. 

a) ………………………………………………………………… 

b) ………………………………………………………………… 

c) ………………………………………………………………… 

d) ………………………………………………………………….. 

e) ………………………………………………………………….. 

 

 

THANK YOU FOR YOUR COOPERATION 
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Appendix: V Guiding Questions for Community Members 

1) a) Name of respondent 

i) (Optional)………………………………………………………… 

b) Sex of Respondent (Tick one) 

a) Male      ( ) 

b) Female 

c) Age of Respondent (Tick one) 

a) Under 21 

b) 21-30 

c) 31-40     ( ) 

d) 41-50 

e) 51-65 

d) Marital Status (Please Tick one) 

a) Married 

c) Single      ( ) 

d) Divorced 

e) Widow 

e). Level of Education (Please tick one) 

a) Primary education 

b) Secondary school      ( ) 

c) Certificate 

d) Diploma 

e) Tertiary education 

f). Work experience (please tick one) 

a) Less than 2 

b) 2-4 
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c) 5-7       ( ) 

d) 8-10 

e) Over 10 years 

2. Is there any challenges facing women in your area? 

3. How male teachers perceived women teachers especially in decision making? 

4. How do you perceive women doctors in your hospital? 

5. Do you think they can fit and manage their duties and responsibilities as doctors? 

6. What do you think could be done to reduce challenges facing women in your place 

to influence better organization? 

...........................................................................................................................................

...........................................................................................................................................

...........................................................................................................................................

......................................................................................................... 

 

THANK YOU FOR YOUR COOPERATION 

 


