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ABSTRACT

The study adopts the survey research design to assess the efforts of the
University of Botswana (UB) to the issue of gender in its critical
structures in accordance with its Gender Policy and Programs
Committee (GPPC) and Botswana's National Gender Program
Framework. The data generated for this study were sourced from both
the primary and secondary sources. Components of the National
Gender Machinery for Botswana made up the secondary source while
personal observation as a gender trainer and member of the GPPC
constituted the primary source. The data were analysed using simple
percentage and frequency counts. Based on the findings, though
commendabl e policy and programmatic efforts are made to mainstream
gender in UB, yet there is no passion and zeal for its implementation.
Hence, the implementation of lofty programmes and policies of this
institution should be taken seriously by the appropriate sectors of the
institution. This will ensure that all policies and programmes put in
place are implemented for a qualitative learning environment.

Keywords: Gender mainstreaming, gender management structures,

gender equality, faltering commitment

INTRODUCTION
Inabsoluteterm, human beingsexist in parsright fromthebeginning of theuniverse.
Out of thedust of theearth, God created thefirst man. Having seen the need for
man not to live alone, He created for him awoman. Notwithstanding the great
benevol ence of God upon human beings, greediness, ostentation to mention a
few havemade gender to beanissue of contention. It hasgivenriseto asituation
where peopl e seek the equality of man and woman. However, one should not
loosesight of thefact that naturaly, thesetwo entitiesare not equa. Neverthel ess,
though each person, man or woman hastheright to berespected asan individud,
yet equating aman withawoman violatesnaturd authority. Thisposition doesnot
however in any way subscribeto depriving awoman of any privilege, beitin
religion, palitics, sport, occupation, employment, decision making, education and
every other sphereof lifethat awomaniswilling to participate. Participation
should beathing of willingnessthan gender segregation. Withthisinfocus, there
isneed for mainstreaming of gender issues. Hence, gender mainstreamingisa
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process by which thevaluesand principlesthat foster gender equality and equity
aresystematically infused and entrenched in all aspectsof organizationd culture
such aspalicies, programmes, projects, rules, leadership and management styles,
staff recruitment procedures, appointmentsand promotions, termsand conditions
of employment, disciplinary measures, staff devel opment and conflict resolution
strategies and processes (Raditlhokwa, 2010). For theseto be achieved, there
should bewd | coordinated Gender Management Structure(GM S) whichinvolves:

The network of structures, mechanisms and processes put in

place within an existing organizational framework to guide,

plan, monitor and eval uate the mainstreaming of gender into

all areasof theorganizations work in order to achieve greater

equality and equity within the context of sustainable

development... (Government of Botswana and UNDP,

1999:134).

What is advocated as gender equality or equity is not that men are
practicaly and physicaly equal towomen. The connotationisthat women should
be given equal opportunity to participateintheaffairsof life, asthey are part of
life. Women should not be deprived of opportunity to contributein decisonmaking
becausethey arewomen. It doesnot for instance meanthat if the staff strength of
auniversity isone hundred, women and men share equal proportion of 50:50 as
most often speculated by alot of people. Itisaquestion of givingwomen afair
opportunity to showcasetheir God given potentialities.

The 1996 Women in Devel opment Policy for Botswanaregardsgender
mainstreaming asavital activity inthe gender empowerment process. Hence, in
2002-2003, the Government through the Women'sAffairs Department carried
out aGender Mainstreaming Pilot exercisesin four ministriesof (i) Labour and
HomeAffairs, (ii) Finance and Development Planning, (iii) Tradeand Industry,
and (iv) Local Government. During the workshop on "L eadership, Gender
Mainstreaming, Tackling HIV/AIDSand Poverty”, heldin early July 2006in
Gaborone, the then Minister of Labour and Home Affairs, Moeng Pheto
proclaimed that the gender mainstreaming exercise undertaken in government
ministrieswas meant to doublewomen's participationin political and decision
making bodies (Nyirenda, 2006).

Gender maingtreaming, if taken serioudly, can bring about concretechanges
and ensurethat gender consderationsarefully integrated in development policies,
programsand theactivitiesof organizations(Taylor, 1999). University of Botswana
asahigher ingtitution of learning significantly contributesintellectua leadership
andtechnical skillsto support gender training and other gender equadity initiatives
inthe country (Raditlhokwa, 2010). In an attempt to mainstreaming gender in
University Structures, the University of Botswanahas set up Gender Policy and
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Programs Committee. The GPPC, whose membership includesnumerousorgans
on campus and some collaborating agencies out of campus, was set up by the
University of Botswana Senate on May 2, 1991 to spearhead gender
mainstreaming. Itisguided by thefollowing Termsof Reference:

I. Tomonitor and develop university policy on gender issues;

. To promote and support gender awareness and sensitivity in teaching

and research;
il Tomonitor theuniversity'singtitutional performanceinrelationto gender
iSUes,
(VA To promote staff development inthefield of gender Sudiesand research;
V. Tomaintaintieswith related activitiesoutsdetheuniversity;
Vi. To adviseon the devel opment of linkswith overseasuniversitiesand on

external aidinrelation to gender; and
Vil. Toreport at least onceayear to the A cademic Planning Committee.

Gender Policy and Programs Committee (GPPC) has served asasource
of inspiration for gender and devel opment practitionerswithin and outsidethe
university community (Raditlhokwa, 2010). Itsmembers have supported Gender
Management Structures (GM S) such asthe Women Affairs Department (WAD),
the Botswana National Council on Women (BNCW) and the now defunct
Women'sNGO Codition (Raditlhokwa, 2010). Theuniversity hasal so supported
gender training asacritical aspect of gender mainstreaming conducted by other
Gender Management Structuresof nationd inditutionsin Botswana. In June 2002,
some UB gender trainers assisted the Women Affairs Department, the
Commonwealth Secretariat and the United Nations Devel opment Programson a
Nationa Workshop with the theme "Mainstreaming Gender into HIV/AIDS
Initiatives' (Raditlhokwa, 2010).

The poor performancein theareaof gender empowerment isasaresult
of faltering commitment exhibited by the key playersin Gender Management
Structures (including the GPPC) and not lack of financial resources. Despitethe
commendableeffortsinitiated by the University of Botswanain mainstreaming
gender, the commitment to radically transform critical structuresand actualise
gender policy godsaong agender sensitive perspectiveisdisappointingly weak.
A host of reasons are used to account for thisinstitutional lethargy. Thisstudy
therefore aims at assessing the efforts of the University of Botswana (UB) to
mainstream gender initscritical structuresin accordancewithits Gender Policy
and Programs Committee (GPPC) and Botswana's National Gender Program
Framework. An enabling environment isarequisite condition for effective gender
mainstreaming. A positive or enabling environment for gender mainstreaming,
accordingto Taylor (1999), must havethefollowing features:
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I Political will a thehighest level of an organisation;

. Legal and administrative frameworksthat are supportive of thegoal of
gender equaity; and

il Sufficient human, technica and financia resourcesto implement gender
integrationinitiatives.

In addition to an enabling environment are positive human relationships.
These relationships facilitate communi cation between and among different
Sructures. A culturethat encouragesmal esand femalesto devel op and fully unleash
their prodigious creative potential for both individual and collectivegainina
framework that promotes social justice and human empowerment should be
promoted (Raditlhokwa, 2010). No man hasmonopoly or isan absolutereservoir
of knowledge. Immediately after the 1995 Beijing Conference on \Women,
Botswanaand other countriesin the South African Development Community
(SADC) produced Nationa Gender Programsto attempt to devel op thisenabling
environment. Thismovewasfacilitated and accel erated by activelobbying and
advocacy conducted by the SADC Gender Unit in Gaborone and the National
Gender Machineriesintheregion.

Inan attempt to create public awareness needed for gender transformation
in Botswana, anAdvocacy and Socia Mobilisation Strategy of theNationa Gender
Program Framework devel oped and launched officialy in 1999. Unfortunately,
dueto persistent implementation paralysis experienced, the National Gender
Machinery hasnot sufficiently performed thisstrategy. One obvious consequence
of thisparalysisisthecurrent lack of knowledge and technica skillsfor actualisng
the strategy. Another requisite conditionfor effective gender mainstreamingisthe
institutional framework. Raditlhokwa (2010) opinesthat at UB these structures
include the GPPC, faculty Gender Committees and the Sexual Harassment
Complaints Committee. The Gender Committeeformedin 1989inthe Faculty of
Education wasinstrumental in gender mainstreaming effortsat UB. Infact, its
leadership played apivotal roleintheformation of the GPPC.

METHOD

Thisstudy adoptssurvey asitsresearch design. Datafor the study were generated
through the secondary and primary sources and analysed using S mple percentage
and frequency counts. The secondary datawere sourced from components of
the Nationa Gender Machinery for Botswana, whilethe primary sourcewasby
personal observation asagender trainer and member of the GPPC. The data
collated for thestudy were analysed using frequency distributiontableand smple

percentage.
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RESULTSAND DISCUSSION

Hindering Factors: Although the Vice Chancellor's office hasdemonstrated a
progressveattitudeover theyears, UB ispredominantly apatriarchal organisation
bearing most of the characteristics of amaledominated Tswanasociety. A critical
massof leadersintheuniversty sysemisdtill gender insensitive. During thegender
training workshop for senior management mentioned previoudy, many of themae
participants made trivial, controversial and sexist comments about women
(Raditlhokwa, 2010). Another hindering factor isthefailuretoinduct new members.
Theseincludemembersof critica structureslikethe Senate, theuniversity Council,
the UB Foundeation, academic and non-academic staff associations, the Student
Representative Council and student organi sations on campus on gender and
development issues. The Gender Policy and Sexual Harassment policy are not
fully understood by staff and students. M otaung (2006) indicatesthat students
level of awarenessand use of the Sexua Harassment Policy wasdisappointingly
low. Thisissueissupported by Tidimane (2005).

Mathiba (1996) reveal sthat many UB studentsavoid using the services
offered at the Counselling Centrefor thefear of being misperceived to bevictims
of mentd illness. The UB Counsdlling Centre, which should beaddressing gender-
based problems experienced by students such asgender violenceisstill under-
utilised asmany studentsare not fully conversant with their service. During an
International Conference on Counsalling organised by the Botswana Counselling
Association (16-19 August 2010) similar sentimentswere expressed by some
participantsfrom UB (Raditlhokwa, 2010). The UB Gender Policy hasnot been
integrated into other university policies such asthe Performance Management
System (PMS) and the UB statutes. Also the university hasnot devel oped other
policiesand programsthat could hel p promote gender equality like Mentoring
Policy. The Learning and Teaching Policy hasrecently beenintroduced butitis
gender blind (Raditlhokwa, 2010).

Although theuniversity isexpected to demonstrate aprogressi ve outlook
by setting ambitioustargetsfor gender equality, including the SADC 50% quota
for femaerepresentationinitscritica structures, according to Raditlhokwa (2010),
no specific targets have been set. Henceif thereisno progressinthisregard, no
oneisheld accountable. Raditlhokwa (2010) a so commendsthat somewomen
have been entrusted higher responsibility intheuniversity, but theuniversity, like
every other gender insengitiveor patriarcha ingtitution hasnot devel oped specia
measuresto support these femaleleaders. And dueto lack of astaff retention
drategy, some progressive men and women have quit UB. With thisdevel opment,
UB Gender Management Structures capacity to advocate for gender equality
withinand without campus hasbeen adversely affected.

Journal of Sociology, Psychology and Anthropology in Practice, Vol. 5, No. 2, August 2013 5
ISSN: 2141 - 274X



Another factor isthe occupationa segregation. Thevocal chairperson of
the GPPC Dr. Aude Dikobe has nonchal antly commented that thereisnot much
to celebrate in terms of gender equality at UB. Dikobe made her remarksin
December in 2007 during the university's commemoration of the 16 Days of
Activismon Violenceagainst Women under thetheme™ Education for Socid Justice:
Gender based violence: HIV/AIDS and Power Relations'. According to her,
occupational segregationisacausefor concernat UB. She declaresthat gender
inequality isrifeat UB (Chwaane, 2007), and she attributesthissituationto"a
masculine culture at the university, where managerial positionsare manned by
men". Although considerabl e efforts have been madeto mainstream gender inthe
UB structures, such effortshave not caught on and produced great fruits. UB ill
hasalongway to crossthe bridge particularly becausetheingtitutional capacity
that wasbuilt over theyearshasdeclined resulting in gender mainstreaming being
taken very lightly. Since occupational segregationisrampant intheuniversity
structures, it hastaken unacceptably too long to have only one woman asthe
Deputy Vice Chancellor in University of Botswana. And the number of males
preponderatesthat of womeninvirtually al critical ranks.

Gender activism on campus has now declined to an unacceptably low
level. If UB iscommitted andloya toitsgod of becoming the centrefor excellence,
or rolemodd inditutionlocaly andinternationaly, it should enthusiagtically reverse
aculturethat fosters”hidden™ indtitutiona sexism. Theissueof femaerepresentation
inthe UB SRC portraysthestark redlity of the" permanentization” of patriarcha
rule. Asamatter of tradition, femal e representation on campushasawaysbeen
irritatingly low in UB. Raditlhokwa(2010) goesfurther that therhetoricthat femaes
want to partake in decision making process, femalesat UB, who are expected to
serve asan inspiration to other women throughout the country, are politically
gpatheticandindifferent. They havetragically accepted political margindisation
asafact of their existence on campus (Raditlhokwa, 2007).

Female representation in the SRC has never approached 50%. For
instance, the gender disaggregated figurescompiled by the Department of Student
Affairsshow that the number of femaesinthe SRC wascommonly low (table2).
Thevery fact that UB and its affiliated institutions are expected to groom the
youthfor ingpiring leadership meansthepoverty of gender awvarenessand sengtivity
intheseinditutionsshould beradically chalenged to discourage sexismin education,
business, interpersonal relationships, party politicsand other spheresof national
life (Raditlhokwa, 1994). A mentoring program should beinitiated for youngfemae
daff soastoincreasefemaescholars occupationd progresson. Sexud harassment
isanother impediment for gender mainstreaming. Theformer president of the
SRCwasquoted aleging that many women on campuscomplained of maelecturers
who award studentsmarksin exchangefor sex (Mazwiduma, 2008). Thesame
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charge has been echoed by Selabe (2009) and Mokone (2009). Many students
on campus don't really know how to deal with the perpetrators of sexua
harassment becausethereisno active programfor cons stently sensitising sudents
and staff on sexual harassment. Femal e sexual harassment and other forms of
gender based violenceisthe order of the day because the sexual harassment
policy isnot perfected. Gender work for academic salf-aggrandisementisalsoa
delayed factor. There is a faltering commitment to transformative gender
maingtreaming a UB (Raditlhokwa, 2010). Theuniversity environment represents
inmicrocosmthelarger society. Hence, any minutecommitment withintheuniversity
environment isfelt by theentire society, in thiscase, the Botswanasociety.

Unliketherest of the society, gender work at UB isnot giventhedesired
priority. Though thereisaconsensusthat gender mainstreaming isnecessary at
UB, yet it isnot acompulsory requirement. And many who areworkinginthe
areaof gender areperceived to be doing "soft" voluntary work. Their work isnot
regarded asaseriousprofessiond activity, particularly because gender activismis
still fundamentally treated as a"women's affair”. The culture that promotes
patriarcha hegemony istill very strong andiseven conscioudy and unconscioudy
supported by gender insensitive and docile femal es. Even though some gender
activistson campus appear to have ahuge passion for gender work, they are not
ambitiousrevol utionarieswith aprofound and burning desire to shake up and
transform gender relations.

They tend to engagein gender activities so that they can fulfil academic
goals. For instance, onemay servein the GPPC or Faculty Gender Committee,
or carry out research on gender for purposesof boosting his’her academic profile.
This partly explains why some gender activists end up scaling down their
involvement in gender work oncethey achieveacademic sdf-devation. Thiséatitude
reflectswhat Onyeani (1990) refersto asthe shalownessof theeducationreceived
by the Africans. Onyeani (1990) argues that many African scholars are not
committed to studying knowledgefor the benefit of the people; instead they study
for the purpose of making quick money for themselves. A related criticismis
launched by Hadjor (1987), who strongly assertsthat " Universtiesreflect sandards
and normswhich havelittleto do with Africa. Even when effortsare madeto
inject the curriculum that isrelevant to Africathe results are disappointing”.
Following UB'sintroduction of the Policy on Political Activitieson Campus,
university students have a so lashed out at the university administration. They
perceivethismove asundemocratic because it deniesthem achanceto bargain
and collectively present their political views (Dipogiso, 2007). At UB, Dr. Tiro
Sebina(2007:23) reverberatesthat:

"high level academics and university managers are closer to

state authorities than ordinary people... More significantly,
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the participation of prominent academics in the material affairs

of national or international import has been of consolidation

rather than subversion or protest against the state or its

mechanisms of hegemony".

Narrow academic gender activism and careerism should be expectedin
auniversity setting like UB. Lynd (1983) notesthat academic lifeor careerism
generdly nurturesmiddleclasssafishness. Inmy assessment, thisredlity emanates
from gender activists lack of solid collective consciousness, solidarity, and a
profound desireto change society. Karl Marx hasemphas sed the need for change
agentsto movebeyond studying society and radicaly transformitsingtitutionsas
astep towardsimproving citizens welfare (Leonard, 1975). The net effect of
sdlf-aggrandising academic gender activism and politicaly naive professionalism
isthat evenif theactivistsachieve academically through gender work, in practice
very little concrete progress occursin gender relations. Thusthereisneed for
gender activists on campus to widen the scope of their activism and usetheir
work to create and sustain desirable changesin the entire university system. A
changein thisdirection can only cometo pass once academicsbeginto fully
understand their pivotal rolein society and accept that they have ahuge moral
obligationto sacrificialy fulfil thisrole.

The GPPC hasa so demonstrated itsdeclining commitment by recycling
functionaries, some of whom are obvioudy fatigued, or havelost passionfor their
work. Many such politically frustrated functionariesmissmeetings, or do not carry
out their assgnments. Moreimportantly, the el ectionsfor the GPPC arefrequently
del ayed dueto gpathy among gender activistsand disorgani sationwithinthe GPPC.
Crucially, this state of affairs has thrown the GPPC into aprofound crisis of
purpose. Emphasisethat apathy and self-absorption are not only peculiar to
gender activistsat UB. Thisphenomenon has afflicted many peoplein political
partiesand civil society organisation, and iscontributing to premature decay of
institutionsin Botswana. Thissocial malaiseissignificantly afunction of the
dependency syndrome emanating from the crisis of national leadership. This
Situation can aso beexplained intermsof what Nasser and Vivier (1995) cdll the
"success on deprivation syndrome”. Thismeansadtuation whereby organisations
fail to groom young |leaderswho should take over when older onesretire or cease
to function effectively. Theissueof leadershipisvery important when it comesto
developing auniversity. According to Mbigi (2005), effectiveleadership, onethat
canusher ininditutiona renaissanceinAfrica, should foster devel opment or progress
in organi sations, communities and the entire society in such amanner that the
envisaged transformation positively affectsthelivesof all and sundry. Eventhe
Long TermVisionfor Botswanacallsfor effectiveleadership acrossall national
inditutions
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Asacorporate entity, theuniversity should ensurethat al itspoliciesand
programsarefully implementedin accordancewithitsvison, missonand values.
If the Gender Management Structuresfail to enforce Gender Policy commitments,
suchinactionissymptomatic of thetrivialisation of women-specific gender issues.
Thislack of commitment makesit difficult to establish strong accountability
systems. Thelack of accountability explainswhy the university and the GPPC
have not set targetsfor gender empowerment. Lack of accountability isalso
expressedinthelack of effective coordination, monitoring and eva uation systems.
The university Gender Policy, Sexual Harassment Policy and other gender
mainstreaming efforts have not been reviewed to determinetheir relevance and
effectiveness. Evidently, thefailureto ensureeffectivemainstreaming of gender in
the afore-mentioned UB structures means the university is not taking the
commitment it hasexpressed initsvision asseriously asit should. Thisraises
questionsabout the ability of UB to actinspiringly asaprototypeor rolemodd in
thefdtering gender maingtreaming exercisewhichwasinitiated by thealling Nationd
Gender Machinery.

Table1: University of Botswanaacademic officersby rank (2010)

Rank Mde Femde Totd
Professor 43 (88%) 6(12%) 49
Associate Professor 56 (93%) 4(7%) 60
Director 16 (89%) 2(11%) 18
Deputy Director 12 (50%) 12(50%) 24
Dean 6 (86%) 1(14%) 7
Deputy Dean 6 (86%) 1(14%) 7
Head of Department 28 (74%) 10(26%) 38

Source: Department of Human Resources and Raditihokwa, L. (2010)

Table 2: Representation by gender in UB SRC (2004/2005-2012/2013)

AcademicYear No of Maes No of Females Totd
2004/2005 11 2 13
2005/2006 11 2 13
2006/2007 11 2 13
2007/2008 11 2 13
2008/2009 11 2 13
2009/2010 11 1 12
2010/2011 12 2 14
2011/2012 11 2 13
2012/2013 11 3 14

Source: Department of Human Resources and Raditihokwa, L. (2010)
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CorrectiveActions. Thereisan urgent need to overcome the roadbl ocks that
prevent effective gender mainstreaming from taking place at UB. The most
important priority isfor the university to develop leadership and managerial
capability. Resuscitating of all dilapidated structuresaswell asputtingin place
new and vibrant ones. In 2007-2008 the popul ation of studentsand staff of the
UB were 15,484 and 2658 respectively. Thus, the GPPC cannot perform well
without an office and administrative staff. It should acquiretheseresourcesasa
matter of urgency. Paradoxically, organisationsarenot taking bold and imaginative
action to tackle these success on problems according to Raditlhokwa (2010).
These organisationsend up having poor or sterileleadership.

In Botswana, thissuccess on problem hasnot only affected organisations
working inthe areaof gender and development; it has al so weakened political
partiesand civil society organisations. Thismeansthat organisationslack successon
plansbecausethey have not gppreciated theimportance of training acritical mass
of leaderswho can replace thosewho resign or retire. Overcoming the curse of
inactionisanother good corrective action that should be dealt with decisively.
Evidently, the GPPC officia shave plenty of information about gender issuesand
challengesthey arefacing. They also haveresourcesto confront the challenges.
But they simply can't act to produce the desired results. Strangely, they have
becomevictimsof the"paralysisof analysis' (Nasser and Vivier: 1995), that is,
instead of taking decisive actionsagainst the situationsthat cause stagnation and
regression, they havetacitly convinced themsel vesthat they need to perpetually
find moreinformation and talk passively about gender problems on campus.
According to Raditlhokwa (2010), this"curseof inaction” isdueto thefact that
most of the personalitiesin the GPPC arethinkerg/talkerswho lack asense of
urgency. They arenot fruitful doers/finishers.

For ameaningful transformation to happen and take root, the " gender
movement” on campusshould undergo amassve paradigm transformation. Gender
movement should be used asacountercultureand not subculture. It should shift
itsredtrictiveorientationwhich hasrelegated it tothe margind statusof asubculture.
Consequently, thefledgling gender network hasfailed to counter the dominant
patriarchal system that existsat UB. According to Silvoso (2006), peopleina
subcultureare satisfied with surviving under the dominant culture, whereasthose
who arein acounterculture deeply desireto debunk and replaceit. The GPPC
should devel op astrategic plan and mobilise requisiteresourcestoimplement it.
Asof now, the GPPC ismuddling through and itisno longer clear what itskey
prioritiesare (Raditlhokwa, 2010). Hence, there should be gender planning and
resource mobilisation. The university administration should establish arobust
supervisory systemto ensurethat theimplementation and institutionali sation of
the GPPC'sactivitiesare meticulously monitored, coordinated and evaluated. As

Journal of Sociology, Psychology and Anthropology in Practice, Vol. 5, No. 2, August 2013 10
ISSN: 2141 - 274X



well, the office bearers in the GPPC should be held accountable for their
performancein accordance with the PM S philosophy. Currently, no meaningful
consequencesare meted out against incompetent and disillusioned performersin
the GPPC. Findly, in order to revitaisethe " gender movement” on campus, and
get the activiststo know and motivate each other, the GPPC should sponsor a
regular annual conferencethat will bring together campus activistsand their
collaboratorswithin and outside Botswana The conference should deliberateon
contemporary gender issuesfaced by theuniversity and Botswanaand formulate
effectiveresponses.

CONCLUSION

Thereisan urgent need for theintellectual leadership of the" gender movement™
on campusto rekindleits commitment to transformational gender politics. The
|eadership should reorgani se and capacitatethe GPPC, sothat it can energeticaly
and responsibly fulfil itsnoble mandate. The GPPC should endeavour to attract
peoplewith apositivemental outlook. Currently, many of itsfunctionarieshave
succumbed to self-debilitating negativity. Because of lack of action orientation,
they profusaly complain about problemsthey consder overwheming. Thepositive
developmentsthat have occurred at University of Botswanaare attributed tothe
UB Vision, mission and val ue statements asthey are opposed to discrimination
based on gender and other social characteristics. Theuniversity makesan effort
to promote positive action, as the university has developed a gender policy
framework and sexua harassment policy. Facultieshaved sointroduced numerous
gender coursesinthecurriculum.

The GPPC urgently needstough-minded possibilitarians, hardheaded
enterprising peopleand invincibletransformerswith profound commitment toinject
freshvision and hopeintheentireuniversity. Thus, it recommendsthat there
should be a good balance between people elected to the GPPC and its
substructures, so that there may be positive change and progress. Clearly, for a
change in this direction to occur, the entire UB intellectual leadership and
management should serioudly treat gender mainstreaming asacrucial ingredient
for developing high quality education for the nation. Effectively organised,
adequatdly disciplined, dedicated and determined political and humanright activids,
thecivil society isanother important factor necessary for effectivegender integration
in order to drive the process of organizational change from a gender based
orientation. In addition, arobust monitoring and eva uation mechanismsthat would
ensureeffectiveaccountability of thesystemsmust bein place.

Journal of Sociology, Psychology and Anthropology in Practice, Vol. 5, No. 2, August 2013 11
ISSN: 2141 - 274X



REFERENCES

Botswana Gover nment and UNDP (n.d). Report on the Mainstreaming Project with the
four ministries. Gaborone: Ministry of Labour and HomeAffairs.

Chwaane, Thato (December 2007). Inequality rifeat UB. Mmegi, 5, 3.

Dipogiso, K ealeboga (2007). Prohibiting politics at UB del etes student Power. Mmegi. 7
August. P6.

GOB and UNDP (n.d). Report on the Gender Mainstreaming Project with Four Pilot
Ministries. Gaborone: Chemicals Printing and Stationery.

Gover nment of Botswana (1995). Policy on Wbmen in Devel opment. Gaborone: Ministry of
Labour and HomeAffairs.

Government of Botswana (n.d). Long Term Vision for Botswana: Towards prosperity for
all. Gaborone: Government Printer.

Gover nment of Botswana (2003). Report on the Pilot Project on Gender mainstreaming
(2002-2003). Gaborone: Ministry of Labour and Home Affairs.

Hadjor, K. B. (1987). On Transforming Africa: Discoursewith Africa’'s Leaders. Trenton:
AfricaWorld Press.

Leonard, P. (1975). Towardsa Paradigmfor Radical Practice. New York: Pantheon Books.

Lynd, S. (1983). Father and Son: Intellectual Work outside the University. Social Policy, 23
(3),4-6

Mathiba, M. N. (1996). An Assessment of the Utilisation of the Services of the Counselling
Centre at the University of Botswana (unpublished Dissertation submitted in
partial fulfilment of the Bachel or of Social Work Degree). Gaborone: University of
Botswana

Mazwiduma, Serwalo (2008). Sex for grades scam blanketsat UB (P3). Mmegi, 25 January.

Mbigi, L. (2005). The Spirit of African Leader ship. Randburg: Knowres Publishing.

Mokone, O. (October 2009). Sex education off the hook. The Telegraph Newspaper, 14, 17.

Motaung, O. (2006). Awareness of Sexual Harassment on Campus: A case of the University
of Botswana (unpublished Dissertation submitted in partial fulfilment of the
Bachelor of Social Work Degree). Gaborone: University of Botswana.

Nasser, Martin and Vivier, F. (1995). Mindset for the New Gener ation Organisation. Cape
Town: Jutaand Co.

Nyirenda, Martin (July 2006). Minister Reiterates government's Commitment to \Women.
Mmegi, 6.

Onyeani, C. (1990). The capitalist Nigger: The Road to Success. New York: Timbuktu
Publishers.

Raditlhokwa, L. (February 1994). University of Botswanafemale studentsforced to take
back seat by male colleagues. Botswana Gazette, 23.

Raditlhokwa, L. (April 2007). UB females, apolitical disgrace. Midweek Sun, 4, 8.

Raditlhokwa, L . (2010). Mainstreaming Gender in the University of Botswana's Structures:
The Case of Faltering Commitment. Journal of Sociology, Psychology and
Anthropology in Practice: International Perspective, 2 (1 - 3), 137-151.

Selabe, Kagiso (September 2009). Women's thighs will be tables on which marks will be
negotiated. UB Horizon Newspaper, 2, 15.

Sebina, Tiro (October 2007). UB: An extension of state apparatus. Mmegi, 12, 23.

Silvoso, E. (2006). Anointed for Business: How to use your influencein the marketplaceto
Change the World. Ventura: Regal Books.

Journal of Sociology, Psychology and Anthropology in Practice, Vol. 5, No. 2, August 2013 12
ISSN: 2141 - 274X



Taylor, V. (1999). Gender Management in Development Planning: A Reference Manual
for Governments and Other Stakeholders. London: Commonwealth Secretariat.

Tidimane, C. (2005). Sexual Harassment: The Implementation, Challenges and the I mpact
of the Sexual Harassment Policy at the University of Botswana. In Jane Bennet
(ed.) Killing a Virus with Stones? Research on the Implementation of Policies
against Sexual Harassment in Southern African Higher Education, African Gender
Institute. Cape Town.

Univer sity of Botswana (n.d). Gender Policy and Programs Committee. Gaborone: University
of Botswana.

Univer sity of Botswana (2004-2005). University of Botswana Annual Report. Botswana:
Gaborone Printing and Publishing.

Univer sity of Botswana (2007-2008). Univer sity of Botswana Annual Report. Botswana:
Gaborone Printing and Publishing.

Journal of Sociology, Psychology and Anthropology in Practice, Vol. 5, No. 2, August 2013 13
ISSN: 2141 - 274X



