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Policy is spearheaded by the Minic _ of Gender Equality, Pov vy Eradication and
cial Welfare which is mar with the functior of promoti n¢  equa , and
equitable socio-economic development of women and men (MGECW, 2010). One of the
strategies to achieve gender equality in Namibia is gen«  mainstreaming.
In the year 2010, Namibia reviewed its National Gender Policy that was adopted in
1997. The purpose was to realign the policy with the rest of the world. T  new Nati 1l
Gender Policy (2010-2020) and its Plan of Action on gender is aimed at closing the
socio-economic, political, and cultural inequalities that exist in the Namibian society
(MGECW, 2010). The policy document provides a framework to guide the
implementation of programmes aimed at meeting expectations of the Namibian people,
especially women, to attain fundamental freedoms and to be equal to their 1ile
counterparts when it comes to participation in all developmental programs (MGECW,
2010). Article 23 of the Namibian Constitution declares that:
“Parliament can enact legislation for the advancement of persons within Namibia who
have been socially, economically or educationally disadvantaged by past discriminatory
laws or practices, or for the implementation of policies and programmes aimed at
redressing social, economic or educational imbalances in the Namibian society arising
out of past discriminatory laws or practic , or for hieving a balanced stri  uring of
the public service, the police force, the defence force, and the prison service” ( 2015,
p.21).
Article 10 of the Namibian Constitution (2015, p. 8) states at “no persons may be

discriminated against on the grounds of sex, race, color, ethnic origin, religion, creed or

social or economic status.”









important to note that the risk referred to in this tool is not necessarily sociated with
the type of offences they committed but rather on the risk they pc - to futu re-
offending. The tool assess information such as the type of offence committed by the
offender, age of the offender, criminal history, educational background as well as social
background. Thus Elizabeth Nepemba houses offenders with scheduled offences such as
murder, rape and non-scheduled with offences such as housebreaking with intent to
steal, culpable homicide and stock theft. Offenders come from all parts of the country
and are sent to Elizabeth Nepemba Correctional Facility after beir assessed of their
criminogenic risk factors. Elizabeth Nepemba Correctional Facility has 270 overall
capacity of male offenders. The facility does not have female offenders as all female
offenders housed at Windhoek Female Correctional Facility. The Correctional Facility
has a staffing population of 203 which consists of 130 male employees and 73 fi  iles.
However, the Facility’s expected staff establishment is 483 employees, meaning there is
currently a shortfall of 280 employees.

This study therefore aimed at explorii the implementation of gender mainstreami
policies in the Namibian Correctional Service (NCS). In organisations, gender
mainstreaming is a process of ensuring that :n«  equality is _ rt of all activities. For
example, gender mainstreaming ensures that ministries, )vernment dep: nents and
other organisations take the concerns of their staff (men. 1 women) as well as those of
their partners in dev sent and their beneficiaries (men and women) into
consideration. This will ensure full participation of both men and women in
development activities and initiatives, thus enabling organisations, programmes, and

projects to function effectively and in an inclusive manner.









observations from this thesis may add to debates amongst policy and decision makers
about the need for mainstreaming gender in organisations.

1.6. Limitations of the study

Some of the staff members in the Namibian Correctional Service were hesitant to
partake in the study which can be attributed to the sensitivity of the topic in that people
are often shy to open up on gender issues. The researcher also observed that it was
difficult to secure appointments with some of the targeted participants because they were
not willing to par " in the st * 7. Most of t. n had busy schex Is v (
vacations.

1.7. Delimitation of the study

The study was conducted on the Ministry of Home Affairs, Immigration, Safety d
Security, specifically the Namibian Correctional Service Directorate. In addition, this
study was delimited to the Elizabeth Nepemba Correctional Facility and nnot be
representative to all other correctional facilities in Namibia. Therefore, the findings
cannot be generalized to the whole Ministry of Home Af s, Imm’ ation, Safety and
Security and all other Correctional Facilities in the country.

1.8. Outline of the thesis

This thesis comprises of five ch ers. Cha 'r I focuses mainly on the ickground of
the study, statement of t/ oblem, the objectives of the study, the s :ance of the
study, the limitations and delimitations of the study. Chapter 2 presents : literature on
the emergence of gender mainstreaming and in particular, key thematic theories

underpinning gender mainstreaming. Chapter 3 discusses ¢ metho Hlogy of the study,



including the research design, the population of the study, the sampling methods, = a-
collection methods, and the process of data-analysis of the study. ..e ucal
considerations are also discussed. In Chapter 4, I present and discuss the findings of the
research. Finally, the thesis is concluded with Chapter 5 which presen the conclusions
and recommendations.

1.9. Conclusion

This chapter looked at the problem of gender inequalities and lack of representation of
women in decision making as the | /to :nder mainst ming ir :ntatic It also
highlighted how Namibia ratified and s* 1ed several conventior on gender equality.
The study is aimed at producing new ins‘~hts on the progress and challe s in the
application of gender mainstreaming in the Namibian Correctional Service focusing on
Elizabeth Nepemba Correctional Facility. The next chapter presents the literature review

related to this study.





























































































2... Conclusion

While Namibia notes many positive steps in the advancement of women and gender
equality, the scourge of violence against women in particular, gender-based violence,
still plagues Namibia. Namibia needs to recognize the need to address the challenges
brought about by the patriarchal system, the longstanding impact of colonial her

and war, by being inclusive in educating men and women, girls, and boys, on the
changing roles that women and ‘rls play to” /. If we do not address systemic
discrimination, we will perpetuate a cycle of patriarchy that inhibits the inclusion of
women in society and undermines general human rights. Breaking patriarc™-' ¢ ctures

will lead to the increase of women’s voices and influence in society and will ensure that

no one 1s left behind.
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CHAP1_R 3: P"“EARCH ML. HC . DLOGY
3.1. Introduction

This chapter presents insights about different elements considered in the process of
carrying out this research. This chapter covers research design, research population,
sample, sampling methods, research instruments and the procedure that was used to
conduct the research. This chapter also explains the methods used to collect and analyse
the data. Lastly, this chapter ends with the ethical issues+ ountered during research.

3.2. Research design

This research employed a qualitative research approach. A case study method was used
to gain an in-depth understandi  on how gender mainstreamir - policies and practices
are being implemented in the Namibia Correctional Service with Elizabeth Nepemba, a
Correctional Facility in Kavango West Region as a case. The case study enabled the
researcher to gain insights and understanding into participants’ experiences with regards
to the implementation of gender mainstreaming policies and practices.

3.3. Population of ** : study

The population of this study consisted of ile and fi 1le employees of the Namibian
Correctional Service. Two officials from the Namibian Correctional Service‘
Headquarters. The following ranks at Elizabeth Nepemba Correctional I" :ility ide
part of the study: Assistant Commissioner; Senior Superintendent; Superintendent;
Senior C' “»f Correctional Officers; Chief Correctional Officers; Senior Correctional
Officers and Correctional Officers II. The senior leadership crafts and s licies as

well as assist in , eparation of performance agreements of the staff they supervise. , ae
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Fotals 1., 12

Non-probability sampling was used as it represents a group of sampling techniques that

assisted the researcher to select units from a population of Development Planner and
correctional officers that she was interested in studying. The researcher used purposive
sampling because the research toc  place purposefully using one workplace
occupational group. The study had a sample size of 17 people. The sample included 15
correctional officials from Elizabeth Nepemba Correctional Facility consisting of 8
males and 7 females as well as 2 Development Planner from the Ministry of Gender
Equality, Poverty Eradication and Social Welfare. Furthermore, the criteria of the
selection consisted of correctional officers with working experience in the Namibian
Correctional Service of more than 5 years, i« rdless of their 3 The h™ 1 ran] |
officials were selected based on their positions in decision making. The sample size
may look small, but it was relevant to this study project because this is a quali ive

study and furthermore, it has allowed the research objectives to be realized.

3 Resear( instruments

The researcher made use of in  view 1ides to conduct face-to-face int: 's with
senior leadership, correctional officers, and Development Planner to determine their
views and experiences towards the implementation of gender mainstreaming at
Elizabeth Nepemba Correctional Facility. ...e semi-structured interviews were
employed to gain a detailgd picture of participants’ beliefs, perceptions, or accounts on
the implementation of gender mainstreaming at correctional service facility. The

interview guides consisted of guiding questions which were open and could allow for

new questions that emanated from the discussions with the particij ts. During the
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interviews, the researcher has asked follow-up questi i and  bed the p:  :ipants for
more clarity.

3.6. Procedure

The researcher first obtained access to participants by requesting p  1ission from the
Permanent Secretaries (who are now referred as Executive Directors) for the Ministry of
Home Affairs, Immigration, Safety and Security and the Ministry of Gender Equality,
Poverty Eradication and Social Welfare. After approval was obtained, the researcher
requested the heads of division to assist in getting access to the participants which the
researcher contacted until the participants  licated their availability to part’ "»ate in the
study. Following the participants’ agreement to participate in the study, a convenient
time, date, and venue was arranged with the respective participants to be intc  iewed by
the researcher. The interviews were audio recorded and took 30-45 minutes.

3.7. Data analysis

The study ad | ed thematic analysis to analyse the gathered de " ematic analysis
entails the coding creating meaningful categories and comparing categories as well as
inferring their links and drawing meaningful conclusions from that data (Cohen, Manion
& Morrison, 2011). This categorization helps in reduci la : quantities of 2 into
small form but easy to understand information. The researcher coded open-ended
questions, revealing of participants’ opinions and description of patte  and trends in
data collected. Thus, statistical figures were accommodated in thematic an: 5.
Although it is a common practice to use typical quotations to justify conclusions, the

researcher also incorporated other options for data display, including graphs and charts.
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or risk to the participants because all research ethics protocols were observed and
adhered to.

3.9. C¢ clusion

. uls chapter shed light on how the research was desigi [ and conducted. It includ

information on data collection and ana_, sis procedu , the quality of the: earch =~ ;
and ethical considerations. Studying issues of gender equality can be quite complex
since there are a lot of factors that infl ice it such :nder roles which differ from
society to society. The phenomenon was studied within a particular context. As a result,
a case study was used as an appropriate strategy. This study has lopted a qualitati

method approach and was conducted at Elizabeth Nepemba Correctional Facility. The
study sample has been drawn from the total population of developm:  planners |

correctional officers.
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offender, age of the offender, criminal history, educational background as well as social
background. Thus, Elizabeth Nepemba houses offenders with scheduled offences such
as murder, rape and non-scheduled offences such as housebreaking with intent to steal,
culpable homicide and stock theft. Offenders come from all parts of the country and are
sent to Elizabeth Nepemba Correctional Facility after being assessed of their
criminogenic risk factors. Elizabeth Nepemba Correctional Facility has 270 overall
capacity of male offenders. The facility does not have female offenders as all female
offenders are housed at Windhoek Female Correctional Facility. The Correctional
Facility has a staffing population of 203 which consists of 130 male employees and 73
females. However, the Facility’s expected staff establishment is 33 employees,
meaning there is currently a shortfall of 280 employees.

4.3. About the Research Participants

A total number of seventeen (17) research participants were mvolved in t  research.
These represent two (2) Development Planner from the Ministry of Gender Equality,
Poverty ..adication and Social Welfare, thirteen (13) correctional officers from
""izabeth Nepemba Cc¢  ctional Facility as well as two ~ correctional officers from
the Namibian Correctional Service Headquaters. In terms of sex distribution, the study
involved two (2) males from the Ministry Ger :r Equality, Poverty Erac :at and
Social Welfare, and seven (7) female and eight (8) male m Elizal h Nepemba
Correctional Facility. Furthermore, the study also involved one (1) male and one (1)
female from the Namibian Correctional Service Headquarters. It was important to have
both male and female involved in the research to analyse the differentiated awareness

and understanding on gender mainstreaming implementation.
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e Direct and Supervise the lower leadership inin | emen s the s tegic plan

4.6.2. Lower management level

The Namibian Correctional Service n - 1ates the junior officers that comprises of ranks
from Senior Correctional Officer, Chief Correctional Officer, Senior Correctional

Officer, Correctional Officer Il and Correctional Officer I to:

e Develop institutional policies and monitor the delivery of programmes and
services

e Develop institutional plans and programmes for performance  :asurement.

e Provide human resources and financial —magen s ot

e Administer post-sentence supervision of offenders who have been released on

parole and remission

Monitor offenders who have been sentenced to Community

4.6.3. The functions of development planners

The two (2) development planners from the Minis _ of Gender Eq ity, Poverty
Eradication and Social Welfare were also requested to describe their respective
functions. The research participants’ functions include:
* Implementing and monitoring the  plementation of programs and activities as
well as trainings on gender-related issues;
e Working with all partners to ensure that gender equity principles are ij Tporated
into all activities and policies of the organization;
e Rendering support, training and technical help to partners on gender related

issues;

57






multi-sectoral approach to ...> implementation of the gender programme. . .1e Ministry
provides technical support to sector Ministries. Other stakeholders/ role players in
gender mainstreaming include the parliamentarians and all parastatals. There is also a
Parliamentarian Women’s Caucus whose duty is to en: : that gender is con lin
all legislations. Several other non-governmental institutions have been partnered by the
Ministry of Gender Equality, Poverty Eradication and Social Welfare to help advocate
for gender mainstreaming such as Sister Namibia, The Girl Child Association of
Namibia, Women Solidarity, Namibia National Women’s O  nisation (NANAWO)
and others.

4.8. Gender mainstreaming practices at Elizabeth Nepemba Correctional acility

The National Gender Policy (2010-2020) mandates all line ministries to integratc gender
mainstreaming elements into their development policies and frameworks. The Ministry
of Home Affairs, Immigration, Safety and ! urity as one of the public institutions has
heeded to this requirement. In 1998, the institution adopted the 1997 National Gen:
Policy and then adopted the revised Gender Policy (2010-2077) in 2012 ¢ i its launch
by the then P ident Pohamba. As one of the institutions v r the Ministry of the
Ministry of home Affairs, Imm’ ation, Safety and Security, it v important  ilyse
how Elizabeth Nepemba Correctional . ucility impl ent gender mainstreaming
practices. Some of the results will be presented at the n  isterial level and others at the
correctional facility level. According to the National Gender Policy (2010 ~"7Y), gender
mainstreaming practices include:
e Gender responsive budgeting

* Department gender plans of action;
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report on offenders conduct and to  cort of 1ders respectively. Below 1 p ent a
direction narration in terms of the direct experience in this role, particularly their

challenges:

We have been selected as gender focal persons at the facility but have not been able to |
exercise our mandate as very little capacity was built to equip us with the requisite skills
and knowledge to spearhead gender issues in all the departments. Of utmost importance
is the fact that our usual workload has not been reduced to allow us time to spearhead
gender mainstreaming practices as required. We spend most of our time doing core

duties of correctional work at the expense of gender mainstreaming practices (Gender

l Focal Rep 1). ‘

S S,

My sister I am ‘(A)n/y a lower-ranked officer ‘who has little power to influence
implementation of such programmes. Worse still, since my appointment as a focal
person, I only attended one staff development session whose focus was on gender
responsive budgeting. And yet there are so many things which fall under gender
mainstreaming which I am still unaware of. Further, my job description does not yet
indicate gender mainstreaming as one of my key performance indicators and do not
appear in my performance agreements at all. It means I have to expend my energy

where my bread and butter come from (Gender . vcal Rep 2).

Based on the nar  ves above, one can | " 10cal persons nave

capacitated adequately in terms of their roles, reflecting that as a ministry, the Ministry
of Gender Equality, Poverty Eradication and Social Welfare has not met its mandate to
ensure capacity is built at sectoral ministries. Secondly, the gender focal point role has

been added onto the usual correctional services load (which may mean they have

62









from Elizabeth Nepemba Correctional Facility identified various practices that have
been put in place. The following strategies of reducing gender based violence in the
work place have been adopted at Elizabeth Nepemba Correctional Facil — namely:
Increased information sharing on sexual and reproductive health and rights of women;
developed safe reporting procedures for victims and whistle blowers; encouraged male
staff across all levels to become advocates of GBV, reviewed disciplinary procedures to
ensure they effectively consider issues of vio e and the enactment of sexual

harassment policies.

When one is faced with gender-based violence there is a platform on how to report thisw
\

- we have a discipline office where you can lay a complaint. However, members get |

discouraged to report GBV related cases due to lack of confidentiality. When
information is being reported it goes through a lot of offices in the process their

information get disclosed (Correctional Officer 1).

Ramoroka (2010), argues that gender equality requires the protection and promotion of
human rights for all, the rights of women and men. Each public institution must adopt
specific measures that favour the most disadvant 1 sex that are designed to eliminate
disparities between sexes, sexist-discrimination, and stereotyr . True :nder
mainstreaming for developn 1t cannot occur in the workplace un s w( en’s rights
are exercised and acknowledged (Ramoroka (2010).

4.8.3 Gender Responsive Budgeting Practices

All public institutions in Namibia are requiredton ¢ nder msive budgeting
visible. At the Correctional Service in general, this is di through the folowing

strategies or activities:
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on gender responsive bu. ting is budgeting for gender programmes such as the
awareness campaign. To be honest [ do not know whether our budget is gender

responsive or not (Correctional Officer 2).

Further, the Ministry of Gender Equal” 7, Poverty Eradication and Social Welfare should
methodically support the entrenchment of a Gender Responsive Budgeting (GRB)
culture across all sectors by providing on-going ‘hnical GRB support, inclt “'ng using
state party reporting as a mechanism for measuring how budget implementation is
complying with relevant women’s rights treaties (Legal Assistance Centre, ~117). In
addition, development planner from the ministry indicated that the indic  or of genc

mainstreaming includes gender responsive budgeting to look at how much is allocated to
the needs of men and wotinen 1n any institutions. For example, one of the participants

from the ministry stated that:

When it comes to gender mainstreaming, we use gender responsive budgeting analysis
as one of the indicators to check if there is anything done in sector ministries or

institutions” (Development planner 1).

Although they indicated to have an indicator, they appeared not to have a strong
monitoring tool cause of inability to take countability. ] sser )10) wveals that the
indicator to whether gender mainstreaming has failed n only | proved by robust
monitoring and evaluation tools. Challenges in identifying assessment criteria to

measure the achievement of goals include appropriate indicators (Moser, 2010).
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4.9. Addressing Gender Gaps in the workforce

Addressing gender gaps in the Namibian Correctional Service resolve genderedness,
since women are underrepresented in the organization as well as in decision making. To
bring about gender equality and equality, women should be the focus. Lombardo and
Forest (2012) a e that ~~nder main_ _e; 1r~ does brii about certain chai s within
an o inisation, but it fails in changing its “genderedness”.

The national policy on gender recommends that all line ministries have a primary duty to
address inequalities b....zen men and w¢ 2n in places of employment. At the
Corrcctional Services in general, this is done thro "1 the st or activities
discussed below.

4.9.1. Job hiring practices are guided by gender equality principles

The Ministry of Gender Equality, Poverty Eradication and Social Welfare stipulates that
there must always be an explicit requirement for all job hiring in the state institutions to
be guided by gender equality principles. The Correctional Service has put in place the

following requirements:

e All recruitment is done on merit and without any form of discrimination and
favowr m for transparency

e All job adverts and selection processes follow clear public service policies as
stipulated in the Ministry’s policy guidelines

e All recruitments and placements are only done after formal interviews of
sl -tlisted applicants are conducted

e The HR considers Employment Equity laws in all recruitment and selection
processes to allow gender balance

08















Jabiri (2011) found out that managers had a mindset of giv™ ~ the priority tor  as they
could use the experience gained from these training courses better than women. He also
found out that some women refused to take training courses t/  are convened outside
working hours, or those which require travel. This confirms that women’s work and
opportunities available to them are constrained by traditional and societal beliefs about
women. There is a need to examine whether any training opportunities could be
delivered in a way that is more accessible to women. Research also found out that the
issues of women’s family responsibilities and the fi ily’s permission for women to
travel where the two main issues why females cannot decide to travel on their own,
hence their parents, husbands, and sometimes brothers all have to be involved in the
decision (Jabiri, 2011).

4.9 Employee development and succession planning practices

The Namibian Gender Policy also states that all statc agencies are required to eng  : in
employee development and succession planning practices that promote gender equality.
- ae research participants identified the following employee developn 1t and succession
planning practices at Elizabeth Nepemba Correctional Facility:
o Talent man: >ment and Succession plannir~ policies are clear on gender
equality accountability of leadership
o Leadership r 1larly review and develop  ent lagen 1t Initiatives and
succession management towards obtaining gender balance in all leadership

positions
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complaints and grievances have be  put in place at Elizabeth Nepemba C:  :ctional
Facility: Leaders create a friendly mechanism for appeals and recourses on gender
equality complaints with no reperc1  ions of being victimized. Secondly, leaders capture
and report all gender related appeals and recourses as well as corrections tal 1tc  1ill
gender discrimination in HR files. Thirdly, leaders have established impartial and
effective appeal and recourse mechanisms on gender issues in the force. Furthermore,
the leadership developed advocacy and awareness campaigns on gender laws and
policies as well as appeal mechanisms. Lastly, Leaders render protection to employ s

who report violations of gender equality legislation and policies in the workplace.

The participants indicated the need for efficient oversight mechanisms to ensure

effective management of gender related complaints/grievances.

If you happen to be assaulted by an offender there is no Standard Operating Procedure |
(SOP) on how to deal with these types of violence to protect the members. We Jeel
offenders are given more protection than correctional officers. Once a member assaults
the offenders it is a straight disciplinary offence. There are so many cases whereby
members are assau. 1 by offenders but there is no uniformity in ¢ i th these
issues. There focus is more on offenders and not members, 1 feel I'm not fully protected

as a correctional officer (Correctional Officer 1).

While thesc pr ere laentified some O e res€alva puiuvipants wuICAled hal
advocacy and awareness campaigns on gender laws and policies as well appeal
mechanisms are weak. Similarly, the impartial and effective appeal and recourse

mechanisms on gender issues in the force are not effective.






11. Gender Mainstre: ng in __:lation to the Offenders

My research found it important not only to look at gender mainstreaming by look at
staff, but also in relation to the off lers, meaning by looking how C
mainstreaming is practiced in relation to the offenders at the facility. Interestingly, in
relation to the offenders, gender mainstreaming is practiced in a sense that the Namibian
Correctional Service has reserved a budget for buying sanitary pads to female offenders,
an activity that [ can argue that it is part of nder ponsiv buc tir  Other activitic
implemented to accommodate female offenders include allowing female offenders to
serve their sentence with children until they are three years. The children are provided
with formula milk, nappies, and all other essentials for babies. Female offender with
babies in the Namibian Correctional service do share rooms with other convicts. |, .is
indicates that the Namibian Correctional Service is committed to its mandate of keeping
offenders in safe and humane custody. MGECW (2010) confirms that gender-
responsiveness is the ability of an individual, organisation or agency to take into
consideration the biological and social differences between men and we ‘n, their needs
and interests in any development intervention or decision (MGECW, 2010).

4.12. Challenges of Gender Mainstreamii at Elizabeth Nepemba Correc 1|

Facility

The following cha :nges towards mainstreaming nder at Elizabeth Nepemba

Correctional Facility have been identified:

e 7 :senior leadership lacks sound understanding on how to best integrate gender

mainstreaming and does not wholly support the gender issues
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Scrviees. The next chapter will present summary  of findings, conclusion and
o B PR

recomniendations.












acknowledge receipt of complaint timeously and communicate on follow-up process and
timelines, respectively.

However, a small number of participants reported that leaders facilitate proactive
training of officers on gender equality policies and legislation for effective :n
equality implementation; capture and report all gender related appeals and recourses,
render protection to employees who report violations of :nder equality legislation and
policies in the workplace, respectively. The leaders also did less to establish impartial
and effective appeal and recourse mec™~~isms on gender issues in the fo : and « elop
advocacy and awareness campaigns on gender laws and policies as well ag appeal
mechanisms.

5.2.2 Addressing Gender Gaps in the workforce

(a) Job hiring practices are guided by gender equality principles

Most participants indicated that the job hiring practices in their organisation were ided
by gender equality principles.

The majority of the participants reported that all job adverts, and selection processes
follow clear public service policies as stipulated in the Ministry’s policy iidelines; |
recruitment is done on merit and without any form of discrimination and favori * n for
transparency; recruitments and placements are only done after formal interviews of
shortlisted applicants are conducted and the HR considers Employment Equity laws in
all recruitment and selection processes to allow gender balance.

Howeve- a few participants reported that their HR Policy is not clear in incorporating

gender balance among key objectives in strategic human resources Mmana; nent plang
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and gender equality quotas In senior I lers and middle managers’ perfc  ance
agreements for recruitment and selection respectively.

(b) Equal employment opportunities for both  :es in the leader: 2 hierarchy

The findings revealed that gender equity is only near attainment at two ranks namely
Superintendent and Senior Correctic "1 Officers, though still tilting in favour of men.
Severe gender inequalities are at Assistant Commissioner level where women swept all
positions and at Senior Superintendent Level where men swept all positions. Another
gender imbalance exists at three other ranks where men outnumber women namely: The
Correctional Officers; Senior Chief Correctional Officers d Chijef Correctional
Officers’ ranks. The overall observation is that males dominate in occupying key ranks
in six of the seven levels of ranks in the Correctional Services. Men occupy 61% of the
posts at the expense of only 399 posts held by females.

(¢) Staff development of participants

Equity in staff development opportunities is a key element of gender mainstreaming
practice in the workplace. Many participants indicated that staff development sessions
tilt in the favour of males than females. This is true for workshops done outside the
country and sponsored study leaves. However, won 1 were able to outshine men in
internal workshops. While there is an equal numt  of women and men who were
granted self-sponsored study leave.

(d) Employee devel | nent and succession p*  1ing practices

Both women and men require to be exposed to leadership developr 1t schemes
continuuusly. Slightly above half of the participants reported that that talent
management and succession planning policies are clear on gender equality

accountability of lea ~ ship and leadership is creatitr a culture w the working
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environment is receptive of creating equal opportunities for both men women,
respectively.

While slightly less than half of the participants reported that leadership et s in fair
identification and mentoring of high potential employees, both men and women, for
consistent internal promotions to occur. In addition, a small number of participants
reported that leadership regularly review and develop talent management Initiatives and
succession management towards obtaining gender balance in all leadership positions;
there is promotion of nder balanced participation in leadership and management
development programmes and leadership establishes mentoring and coachir~
programmes for women in the leadership pipeline.

5.2.3. Challenges of Gender Mainstreaming in the Ministry

(a) Leadership challenges that hinder the success of gender mainstre: ing
Based on the findings above, the conclusion is that there are six leadership challenges
that hinder the success of gender mainstreaming in the organization n  :ly (in their
descending order):
e not all departmer  plans, prc 1ms and proces:  have effectively ¢
ider mainstr  ning practices, except for ~2nder responsive buc i
e the senior leadership lacks sound understanding on how to best integrate gender
mainstrear ng and does not wholly support the ge1 1ssues;
e most senior managers’ mindset is focused on having balanced representation on
the numbers of male and female and races hired in their departments ag a sign of

gender mainstreaming;
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e most senior leadership resist the implementation of gender mainstreaming and
give high priority to other key result areas;
e most senior leadership does not know how to move from gender equality vision,
strategy, action and results to be produced and job * criptios and
Performance agreements of most of ~ ers have not yet integrated nder mainstreaming
as a key indicator of excellent performance.
(b) Barriers to the process of :nder nstreaming
Based on the findings, the researcher concludes that, there are ¢ 1t bz _ers that hinder
the process of gender mainstreaming in their organisation. These barriers (in their
descending order) are:
e there is limited monitoring and evaluative processes of the outcomes and im;  ts
of gender mainstreaming;
inadequate and lack of disaggregated data;
difficulty in creating a gender mainstreaming programme that applies to all

contexts and all women;

o failure to provide effective capacity buildit for both men and women at all

levels:

* most mainstreaming attempts are depicted as voluntary which results in little
explicit e Hrt to initiate char

e limi ion in resources to put gender policies into practice;

» low organisational commitments to put gender pc  zies into action and

e the conflicting nature of gender equality and its diverse approac s fr. a

development perspective.
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° The Public Manag  in Correctic 1l Service should build the capacity of
gender focal points and gender champions in order to nurture a culture gender

equality and institutionalise get " 1 equality commitments;

° The Public Managers in Correctional { vice should develop the political
will and openness to innovation, commitment, and willing to allocate
resources towards gender sensitive budgeting which is aimed at | fittit  both

men and women in a fair sound manner in the organisation;

5.4. Conclusion

In summary, the application of gender mainstreaming and 1ts influence in the operations
of an institution can be measured by the degree to which mainstreaming practices are
embedded within organizational functions, practices, and policies. Successful gender
mainstreaming occurs only when there are transformational change changes in the
organizational vision and objectives, as well as organizational structure and culture. The
cornerstone of successful gender mainstreaming practice is proactive leadership, which
implies that all public managers should take the duty to be the true drivers of gender
mainstreaming across all departments tl ugh cor nicating . ar gender
mainstreaming messages which they believe in and support. They can  « e r dsite
skills to drive gender mainsireaming through proper training and personal responsibility
to manage gender mainstreaming. All their training should pay attention to transfc iy
organizational culture, increased support and commitment from I ership, acti

training interventions, mastery of transformational mainstreaming perspective which is

guided by women empowerment and gender equality motives.
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into NCS activities. The promotion of " equ ity is beneficial to both the institution
and individual officers as it gives them opportunity to participate in any activities at the
institution. The results will also be made known to the University of Nam  a, the
institution supervising this research. There are no benefits involved in participating in
this study. The participants will not t - naid or remunerated for taking part in the study.
S. CONFIDENTIALITY

Any information that is obtained in connection with this study which can be identif °
with you will remain confidential by limiting other’s acc  to private infc 1ation with
the exception of the research supervisor. Information will be disclosed only with your
permission. Confidentiality will also be maintained by upholdit  pro- Sionalism,
professional honesty will be a guiding principle in conducting this study. Through
accurate reporting of findings, the study will undertake to 1 > potential bias bay.
Additional, confidentiality will be ensured by making sure the ret  cher will be
only one to have access to the voice recorder and it will be formatted after completion of
the study. The information provided might be availed to University of Namibia becay

it is the institution that supervises this research study.

6. VOICE RECORDING CONSENT

The researcher is going to n e use of a digital voice recorder during the - v. In
cases where participants do not want to be voice reco * 1, they have the r* "t to refuse
and the researcher can interview them without being recorded. In order to preserve
privacy, the voice recorder will be formatted after completing the research,

7. PAR _ _CIPATION AND WITHDRAWAL

You can choose whether to be in this study or not. If you volunteer to be in this study,

you may withdraw at any time without consequences of any kind.
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