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Figure 19 presents the distribution of female professional staff by level of seniority. Overall, 7 
percent of all female staff employed in agricultural research and higher education in the 15 sample 
countries held management positions. This ranged from 5 percent or less in Botswana, Senegal, South 
Africa, and Uganda, to 18 percent in Burkina Faso and Mozambique. Interestingly, despite the relatively 
large share of female professional staff in research and higher education in Botswana, Kenya, South 
Africa, and Zambia, a comparatively small proportion of these women held management positions. 

Figure 19.  Distribution of female professional staff by seniority, 2007/08 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: Calculated by authors based on survey responses. 

Figure 20 compares the proportion of female professional staff holding management positions 
with the share of male professional staff in management. The aforementioned 7 percent of women holding 
management positions was about half the corresponding share for male staff consistently in all 15 
countries.  This comparison is also important to place the country-level shares for women in senior 
positions presented in Figures 5.1 and 5.2 in better perspective. For example, the 6 percent share of male 
staff holding management positions in South Africa was not as low as the corresponding share of women 
in management positions, but the overall availability of management positions in agricultural research and 
higher education agencies in South Africa was considerably lower than in countries like Ghana, Malawi, 
and Mozambique. The difference between women and men was almost negligible in Burkina Faso (18 
versus 19 percent), Ethiopia (8 versus 10 percent), and Burundi and Malawi (16 versus 18 percent each). 
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Figure 20.  Share of female and male professional staff in management positions, 2007/08 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: Calculated by authors based on survey responses. 

In She Figures, the European Commission (EC 2006, 2009) uses a “scissor” diagram to illustrate 
the way the gender gap progresses along various points of an S&T career path, starting with higher 
education. This scissor pattern occurs because generally at BSc and MSc levels, more women than men 
enroll and graduate, but from PhD level onwards, this trend reverses. In the following stages in the career 
path, the proportion of women further declines, reaching its lowest level in management. These general 
figures include all academic fields, even when women are underrepresented.  

Figure 21 illustrates the way the gender gap changes at different points of an S&T career path 
using the data collected under the ASTI–AWARD survey. As it happens, the figures presented show 
much lower proportions of women even at BSc and MSc levels. For example, female participation in BSc 
and MSc courses at higher education agencies is considerably lower than that of men, with the result that 
the diagram does not follow the classic scissor trend.  Although the proportions of enrolled and 
graduating women in total student population are higher than in the later stages of their career path, the 
shares of women are lower than that of men. This is comparable to the European Commission’s diagrams 
for science and engineering. 
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Figure 21.  Shares of women and men at different points along the career path, 2007/08 

 
Source:  Calculated by authors based on survey responses. 
Note:  Burkina Faso, Burundi, Ethiopia, Niger, and Togo were excluded because data on student enrollments and graduations were either 
unavailable or incomplete. PS/TS indicates professional and technical support staff; SPL includes scientists, (assistant) professors, and 
(senior) lecturers not in management positions; and M indicates management and includes directors, deans, and department heads. When 
all 15 countries are included, the share of women in management positions falls to 14 percent. 

Figure 22 shows a clear correlation between the overall proportion of female staff compared with 
their representation in management positions. The two outliers are Mozambique and South Africa. In 
South Africa, due to the aforementioned limited number of management positions overall, the share of 
women in management is low, similarly for men. In contrast, relatively more management positions are 
available in the agricultural research and higher education agencies in Mozambique resulting in a relative 
higher share of women (and men) in management positions. 

Figure 22.  Share of female professional staff in management positions versus the share of females 
in overall professional research staff, 2007/8 

 
Source: Calculated by authors based on survey responses.
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6.  DEPARTURES AND PROMOTIONS OF FEMALE RESEARCH STAFF 

One aspect of measuring the  so-called ‘leaking pipeline’ is to keep track of the number of women leaving 
their agency; hence, survey information was collected on how many women and men left their respective 
agencies during 2005–07. It is also important to measure how many women have been promoted 
compared with their male counterparts (here during the same three-year period), which is a further means 
of measuring vertical segregation.  

Figure 23a shows the numbers of female and male staff promoted during 2005–07 as a share of 
total female and male professional staff employed in 2007/08. Overall, a lower proportion of women than 
men were promoted during this timeframe (20 versus 24 percent), but no detailed information was 
available regarding the level of the employment hierarchy within which these promotions took place. 
Furthermore, these average figures hide large variations across countries. Notably, a higher proportion of 
women were promoted than men in 8 of the 15 sample countries.  

Figure 23b shows the number of female and male staff that left their agencies during 2005–07 as 
a share of total female and male professional staff employed in 2007/08. With the exception of Botswana, 
Burundi, and Ethiopia, relatively more male professional staff left the agencies over the three-year period. 
This is somewhat surprising, as attrition among women in scientific fields is generally higher than among 
men, but there can be various explanations for this.  This relatively higher departure rate for men may be 
a reflection of the aforementioned substantial decline in male professional staff at the MSc level, but more 
research is needed to indentify the underlying causes of staff mobility. 

Figure 23.  Gender-disaggregated shares of professional staff that were promoted and departed 
their agencies during 2005–07 as a share of total professional staff employed in 2007/08 

 a.   Staff promoted         b.     Staff departing 

 
 
Source: Calculated by authors based on survey responses. 
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7.  CONCLUSION 

Participation by women in agricultural research and higher education in Africa has increased in recent 
years. For a sample of 15 Sub-Saharan African countries, the proportion of female professional staff 
employed in agricultural research and higher education increased from 18 percent in 2000/01 to 24 
percent in 2007/08. Nevertheless, female participation levels varied considerably across countries, with 
comparatively low shares in Ethiopia and a number of Francophone countries in West Africa, and 
comparatively high levels in southern Africa.  

In absolute numbers, female professional staffing levels increased by 8 percent per year, whereas 
male professional staff levels increased by only 2 percent per year. About two-thirds of the total increase 
in capacity comprised staff holding only BSc degrees, indicating that the overall quality of agricultural 
research and higher education staff declined in Sub-Saharan Africa over the seven-year period studied, at 
least in some of the countries. This is a particularly worrisome trend in light of significant concerns about 
agricultural research capacity in Africa.  

Because of the growing representation of women in entry-level positions, women in agricultural 
research and higher education are typically younger, currently have lower degrees, and are by definition 
overrepresented in lower positions and underrepresented in management positions compared with men.  

The proportion of women studying agricultural sciences is actually larger than the share of female 
professional staff employed in agriculture, which is a positive indicator for the future, assuming 
appropriate incentives can be provided to encourage these students to pursue careers in agricultural 
research, undertake higher degrees, and ultimately attain positions of seniority. Given that a large 
proportion of the current pool of students is only enrolled in BSc degrees, it is extremely important that 
MSc and PhD training programs be provided to ensure the quality of the future pool of researchers. 

Women’s participation is clearly more prevalent in agricultural disciplines related to life and 
social sciences (for example, food nutrition sciences, molecular biology, and agricultural economics), 
whereas women are particularly underrepresented in areas related to engineering (such as irrigation and 
water management, natural resource management, and soil science).  

Although this report provides new insights into existing female and male capacity in African 
agricultural research and higher education, more research is needed to improve our understanding of 
underlying factors such as staff mobility, career paths and the relationship between age distribution and 
professional levels of women and men. Furthermore, the gender-disaggregated capacity indicators 
collected for this study only reflect a certain point in time and are subject to fluctuations. Ongoing survey 
rounds, at least every two to three years, are necessary to maintain an accurate picture not only of 
women’s participation in agricultural research and higher education in Africa, but also of the region’s 
overall capacity. 
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APPENDIX A: SUPPLEMENTARY TABLE 

Table A.1.  List of agencies targeted 

Country/agency name Agency type 

Number of professional staff (headcounts) 
2000/01  2007/08 

Female staff Male staff Total  Female staff Male staff Total 

Botswana         
Department of Agricultural Research (DAR) Government 12 21 33  23 63 86 
Department of Animal Production and Health, 
National Veterinary Laboratory (NVL) Government 10 11 21  21 21 42 
Botswana College of Agriculture (BCA) Higher education na na na  31 76 107 

Burkina Faso         
Institut National de l’Environnement et de la 
Recherche Agricole (INERA) Government 8 145 153  12 106 118 
Institut de Recherche en Sciences Appliquées et de 
Technologie (IRSAT) Government na na na  9 34 43 
Institut du Développement Rural (IDR) Higher education 2 22 24  1 22 23 

Burundi         
Institut des Sciences Agronomiques du Burundi 
(ISABU) Government 5 41 46  13 52 65 
Université du Burundi (UB) - Institut Supérieur 
d’Agriculture (ISA) Higher education 2 10 12  2 10 12 
Université du Burundi (UB) - Faculté d’Agronomie 
(FACAGRO) Higher education 3 21 24  4 15 19 
Centre National de Technologies Alimentaires 
(CNTA)a Government na na na  na na na 

Ethiopia         
EIAR sum  35 394 429  36 479 515 
EIAR - Headquarters (HQ) Government (national)     4 18 22 
EIAR - Debre Zeit Agricultural Research Center 
(DZARC) Government (national)     14 69 83 
EIAR - Holetta Agricultural Research Center (HRC) Government (national)     7 65 72 
EIAR - Jimma Agricultural Research Center (JARC) Government (national)     0 58 58 
EIAR - Ambo Agricultural Research Center (AmRC) Government (national)     1 25 26 
EIAR - Assosa Agricultural Research Center (AsARC) Government (national)     0 12 12 
EIAR - Melkassa Agricultural Research Center 
(MARC) Government (national)     4 75 79 
EIAR - Worer Agricultural Research Center (WARC) Government (national)     2 40 42 
EIAR - Forestry Research Center (FRC) Government (national)     2 49 51 
EIAR - Kulumsa Research Center (KRC) Government (national)     0 34 34 
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Table A.1. Continued 

Country/agency name Agency type 

Number of professional staff (headcounts) 
2000/01  2007/08 

Female staff Male staff Total  Female staff Male staff Total 

Ethiopia (Continued) 
EIAR-Powe Agricultural Research Center (PARC) Government (national)     0 31 31 
EIAR- Hwassa/Awassa National Maize Research 
Program (HNMRP) Government (national) 4 0 4  2 3 5 
Oromia Agricultural Research Institute (OARI) Government (national) 3 82 85  6 219 225 
Amhara Regional Agricultural Research Institute 
(ARARI) Government (regional) 6 98 104  12 199 211 
Amhara Regional Agricultural Research Institute 
(APARI) Government (regional)     2 27 29 
Somali Pastoralist and Agro-pastoralist Research 
Institute (SPARI) Government (regional)     2 56 58 
Southern Nations Agricultural Research Institute 
(SNARI) Government (regional)     na na na 
Tigray Agricultural Research Institute (TARI) Government (regional)     10 105 115 
Gambela Agricultural Research Center (GARI) Government (regional)     na na na 
Haramaya University (HAU) - College of Agriculture 
(CA) Higher education 3 140 143  13 164 177 
Addis Ababa University (AAU) - Faculty of Veterinary 
Medicine (FVM) Higher education 3 33 36  2 34 36 

Ghana         
CSIR Animal Research Institute (ARI) Government 6 15 21  9 25 34 
CSIR Crops Research Institute (CRI) Government 9 75 84  14 73 87 
CSIR Soil Research Institute (SRI) Government 2 29 31  1 27 28 
CSIR Oil Palm Research Institute (OPRI) Government 3 15 18  1 23 24 
CSIR Food Research Institute (FRI) Government 16 22 38  14 24 38 
CSIR Forestry Research Institute of Ghana (FORIG) Government 12 35 47  10 40 50 
CSIR Institute for Industrial Research (IIR) Government na na na  3 18 21 
CSIR Plant Genetic Resources Centre (PGRC) Government 1 10 11  2 15 17 
CSIR Savanna Agricultural Research Institute (SARI) Government 2 41 43  2 28 30 
CSIR Water Research Institute (WRI). Government 7 52 59  10 43 53 
University of Ghana (UG) - College of Agriculture and 
Consumer Sciences (CACS) Higher education 9 60 69  18 43 61 
Kwame Nkrumah University of Science and 
Technology (KNUST) - College of Agriculture and 
Natural Sciences (CANS) Higher education 9 51 60  18 90 108 
University of Development Studies (UDS) - Faculty of 
Agriculture (FA) Higher education 8 50 58  8 64 72 
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Table A.1. Continued 

Country/agency name Agency type 

Number of professional staff (headcounts) 
2000/01  2007/08 

Female staff Male staff Total  Female staff Male staff Total 

Ghana (Continued) 
University of Cape Coast (UCC) - School of 
Agriculture (SA) Higher education 3 38 41  2 40 42 
Cocoa Research Institute of Ghana (CRIG) Nonprofit 4 31 35  3 30 33 

Kenya         
Kenyan Agricultural Research Institute (KARI) Government 97 336 463  153 350 503 
University of Nairobi (UN) - Faculty of Agriculture (FA) Higher education 45 90 135  20 59 79 
University of Nairobi (UN) - Faculty of Veterinary 
Sciences (FVS) Higher education 14 123 137  12 100 112 
Jomo Kenyatta University of Agriculture and 
Technology (JKUAT) Higher education na na na  63 190 253 
Egerton University (EU) - Faculty of Agriculture (FA) Higher education na na na  na na na 
Coffee Research Foundation (CRF) Nonprofit 4 30 34  5 15 20 
Tea Research Foundation of Kenya(TRF) Nonprofit na na na  na na na 

Malawi         
Department of Agricultural Research (DARS) Government 6 64 70  9 53 62 
Forestry Research Institute of Malawi (FRIM) Government na na na  na na na 
Bunda College of Agriculture (BCA) Higher education 17 54 71  21 95 116 

Mali         
Rural Economy Institute (IER) Government 27 213 240  23 230 253 
Rural  Polytechnic Institute for Training and Applied 
Research (IPR/IFRA) Higher education na na na  na na na 

Mauritania         
Centre National de Recherche Agronomique et de 
Développement Agricole (CNRADA) Government 2 39 41  na na na 
Centre National de l’Élevage et de Recherches 
Vétérinaires (CNERV) Government 3 15 18  3 8 11 
Institut Mauritanien de Recherches 
Océanographiques et des Pêches (IMROP) Government 2 35 37  4 62 66 

Mozambique         
Instituto de Investigação Agrária de Moçambique 
(IIAM) Government na na na  65 129 194 
Instituto de Investigação Pesquira (IIIP) Government na na na  15 32 47 
Universidade Eduardo Mondlane (UEM) FVET Higher education na na na  28 37 65 
(UEM) FA Higher education na na na  19 35 54 
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Table A.1. Continued 

Country/agency name Agency type 

Number of professional staff (headcounts) 
2000/01  2007/08 

Female staff Male staff Total  Female staff Male staff Total 

Niger         
Institut National de la Recherche Agronomique du 
Niger (INRAN) Government 6 76 82  8 69 77 
Direction des Centres de Multiplication du Bétail et 
Stations d’Elevage (CMB-SE) Government na na na  na na na 
Université Abdou Moumouni de Niamey (UAMN) - 
Faculté d'Agronomie (FA) Higher education 1 22 23  2 22 24 

Nigeria         
National Veterinary Research Institute (NVRI) Government 15 89 104  71 218 289 
Nigerian Institute for Oil Palm Research (NIFOR) Government 9 55 64  6 46 52 
Rubber Research Institute of Nigeria (RRIN) Government 4 54 58  10 41 51 
National Cereals Research Institute (NCRI) Government 5 50 55  5 35 40 
Nigerian Institute for Oceanography and Marine 
Research (NIOMR) Government 16 32 48  32 61 93 
Institute of Agricultural Research (IAR) Government na na na  5 28 33 
National Root Crops Research Institute (NRCRI) Government 4 51 55  16 55 71 
National Horticultural Research Institute (NIHORT) Government 8 32 40  29 35 64 
Forestry Research Institute of Nigeria (FRIN) Government 4 41 45  31 58 89 
Cocoa Research Institute of Nigeria (CRIN) Government 7 31 38  14 57 71 
Institute of Agriculture Research and Training 
(IAR&T) Government 17 43 60  20 31 51 
National Animal Production Research Institute 
(NAPRI) Government 4 42 46  9 32 41 
National Agricultural Extension–Research Liaison 
Service (NAERLS) Government 2 46 48  7 39 46 
National Stored Products Research Institute (NSPRI) Government 10 21 31  15 22 37 
National Institute for Freshwater Fisheries Research 
(NIFFR) Government na na na  9 46 55 
Lake Chad Research Institute (LCRI) Government na na na     
University of Ibadan (UI) - Faculty of Agriculture and 
Forestry (FAF) Higher education 23 105 128  47 124 171 
University of Ibadan (UI) - Faculty of Veterinary 
Medicine (FVM) Higher education 22  22  15 94 109 
Ahmadu Bello University (ABU) - Faculty of 
Agriculture (FA) Higher education na na na  na na na 
Ahmadus Bello University (ABU) - Faculty of 
Veterinary Medicine (FVM) Higher education na na na  42 44 86 
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Table A.1. Continued 

Country/agency name Agency type 

Number of professional staff (headcounts) 
2000/01  2007/08 

Female staff Male staff Total  Female staff Male staff Total 

Nigeria (Continued) 
University of Nigeria (UN) - Faculty of Agriculture (FA) Higher education 18 57 75  31 60 91 
University of Nigeria (UN) - Faculty of Veterinary 
Medicine (FVM) Higher education na na na  11 62 73 
Obafemi Awolowo University (OAU) - Faculty of 
Agriculture (FA) Higher education 10 56 66  20 52 72 
University of Agriculture, Makurdi Higher education na na na  17 98 115 
UAM-CASE  na na na  na na na 

Rwanda         
Institut des Sciences Agronomiques du Rwanda 
(ISAR) Government na na na  28 98 126 
Université Nationale du Rwanda (UNR) - Faculté 
d’Agronomie (FA) Higher education na na na  na na na 

Senegal         
Institut Sénégalais de Recherches Agricoles (ISRA) Government 10 94 104  24 107 131 
Institut de Technologie Alimentaire (ITA) Government 3 13 16  9 26 35 
Ecole Nationale Supérieure d'Agriculture (ENSA) Higher education 1 66 67  3 31 34 

South Africa         
ARC - Central Office (CO) Government na na na  14 14 28 
ARC - Grain Crops Institute (GCI) Government 11 26 37  22 30 52 
ARC - Small Grains Institute (SGI) Government 12 15 27  16 23 39 
ARC - Institute for Industrial Crops (IIC) Government 9 8 17  5 13 18 
ARC - Vegetable and Ornamental Plant Institute 
(VOPI) Government 15 23 38  23 19 42 
ARC - Institute for Tropical and Subtropical Crops 
(ITSC) Government 11 26 37  14 20 34 
ARC - Infruitech-Nietvoorbij (NIETV) Government 27 50 77  32 32 64 
ARC - Rangeland Forage Institute (RFI) Government 14 18 32  10 17 27 
ARC - Animal Improvement Institute (AII) Government 14 29 43  12 31 43 
ARC - Animal Nutrition and Products Institute (ANPI) Government 13 17 30  20 14 34 
ARC - Onderstepoort Veterinary Institute (OVI) Government 31 30 61  56 39 95 
ARC - Plant Protection Research Institute (PPRI) Government 35 68 103  38 32 70 
ARC - Institute for Agricultural Engineering (IAE) Government 1 19 20  1 13 14 
ARC - Institute for Soil Climate and Water (ICSW) Government 14 62 76  20 40 60 
University of Pretoria (UP) - Faculty of Natural and 
Agricultural Sciences (FNAS) Higher education 34 72 106  100 117 217 
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• The Commission on Gender Equality is one of six state institutions established to 
promote democracy and a culture of human rights by “exposing gender discrimination in 
laws, policies, and practices; advocating changes in sexist attitudes and gender 
stereotypes; and instilling respect for women’s rights as human rights.” 

• Affirmative action laws have been in place in South Africa since the Employment Equity 
Act came into effect in 1998.  

• The Broad-Based Black Economic Empowerment Act 53 of 2003 aims to promote 
economic transformation to enable meaningful participation of black people in the 
economy. 

• The Preferential Procurement Policy framework Act 5 of 2000 includes specific 
provisions favoring women in the codes of good practice under which the legislation is 
enacted. Agriculture the Land Reform initiatives also make provision for the protection 
of women’s interests as beneficiaries of land claims and within the farmer support 
programs that underpin farmer settlement projects. 

• Reward and recognition schemes promoting women’s participation in various endeavors 
have been implemented, including the Female Farmer of the Year Award and the Female 
Scientist of the Year Award. Bursary schemes targeting female scientists have also been 
created to increase the participation of woman in science. 

Since 1994, South Africa has made significant progress in promoting gender equality and 
currently ranks 20th of the 128 countries included in the Gender Equality Index survey of the World 
Economic Forum. Nevertheless, South Africa’s ranking is largely influenced by its achievements in the 
field of political empowerment. Female participation in the labor force is still only 49 percent compared 
with 82 percent for men, and female wages are typically about half those of men, largely because women 
are not well represented in management. The female share of researchers nationally has increased only 
marginally in recent years, from 35.3 percent in 2001/02 to 39.7 in 2006/07. 

In its report to the United Nations on the Status of Women, South Africa admits that gender 
inequality continues to undermine democracy, impede development, and dramatically compromise 
people’s lives. Consequently, government and civil society organizations have begun to implement a 
range of initiatives intended to increase men’s involvement in the achievement of gender equality. 

Zambia18

In terms of government action, gender equality and women’s empowerment have been most succinctly 
articulated in Zambia through its two most recent national plans: the Poverty Reduction Strategy Paper of 
2002–04 and the Fifth National Development Plan, 2006–10. These two documents provide the basis for 
resource allocation to the national development programs, and it is through this channel that the 
government has continued to allocate resources for gender and development.  

  

The government has also developed the National Gender Support Program as a way of effectively 
providing coordination of resource mobilization and effective implementation of gender mainstreaming. 
The government has also established policies to promote the education of girls. For example, low cutoff 
points at secondary level, encourage girls to remain in school. Even at higher learning institutions, 
measures are in place to ensure female participation. At the University of Zambia, 30 percent of places 
are reserved solely for women, with the remainder open to both men and women based on merit. Zambia 
now has female professors, a higher number of female doctors, and increased numbers of women 
pursuing careers in engineering, agriculture, and mining.  

In Zambia, agriculture accounts for 18–20 percent of GDP, and the sector employs about 67 
percent of the country’s total labor force. Women contribute not less than 65 percent of agricultural labor 
and have responsibility for domestic food production and household food security. Women account for 51 
                                                      

18 Prepared by Ngoma Hambulo, Simukondo Coilard, and Mick Mwala. 
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percent of the population, but they still lack decisionmaking power. To this end, in 2000 the Zambian 
government approved a National Gender Policy to ensure the mainstreaming of gender activities into 
economic growth and development programs and policies. Issues covered under the National Gender 
policy include:  

• Women’s empowerment in the domestic, community, and public domains;  
• Gender issues related to poverty, particularly in terms of women’s limited access to and 

control over productive resources, remunerative employment opportunities, and the 
minimal participation in public life; and  

• Disparities in opportunities, including in education, science and technology, and skills 
development training.  

Zambia has adopted a number of international treaties and conventions to mainstream gender 
issues, and a variety of institutional frameworks have been established. These include: 

• Convention on the Political Rights of Women (1953), 
• SADC Declaration on Gender and Development Protocol (1997), 
• African Charter on Human and People’s Rights (1981), 
• United Nations Charter on the Rights of the Child (1989), and 
• Chapter 24 of Agenda 21: Global Action for Women towards Sustainable and Equitable 

Development (1992).  
Zambia has also adopted key international labor conventions protecting the status of women in 

employment, including: 
• Convention 100, promoting the principle of equal remuneration for men and women for 

equal work of equal values; 
• Convention 103, providing maternity protection to women, includes compulsory leave, 

medical benefits, and many worker’s rights including breastfeeding; 
• Convention 105, concerning the abolition of forced labor and stating that ratifying 

countries undertake to declare and pursue a national policy to promote equal opportunity 
and treatment in respect of employment and occupation, and to eliminate discrimination; 

Additionally, the Government of Zambia has established the following mechanisms to 
mainstream gender issues: 

• The Gender in Development Division, under the Ministry of Gender of Women’s 
Development, is  mandated is to coordinate, monitor, and evaluate the implementation of 
the National Gender Policy in order to achieve gender responsive development. 

• Gender Focal Points 5 appoints both men and women in each line ministry and at the 
provincial level for the purpose of implementing the Gender in Development Division’s 
mandate.  

• Gender subcommittees have been established in all line ministries and provincial and 
district administrations to address the observed gaps in gender mainstreaming and to 
function as a link between the Gender Development Division and the various institutions. 

• Gender sensitization activities have been established to increase gender sensitivity among 
key officials within line ministries and key institutions. Due to limited resources, 
however, most ministries have not been able to hold sensitization workshops to create 
gender awareness and the basic analytical skills and tools needed to mainstream gender in 
the planning and implementation of programs. 

• A Gender Consultative Forum has been established to guide and advise government, via 
the Gender in Development Division, on emerging issues. The main functions of the 
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Forum are to (a) advise the Gender Development Division on emerging gender issues, (b) 
ensure that policies being implemented are gender sensitive, and (c) advise on incidental 
or related issues of relevance to gender and development. 

• The Gender Management Team was established to provide leadership in the 
implementation of gender activities; to lobby for resources; to lobby ministries, 
provinces, and parastatals on gender implementation; to monitor and evaluate gender 
implementation activities; and to develop implementation strategies. 

• The Nongovernmental Coordinating Committee, which is an umbrella organization 
responsible for coordinating the activities of affiliate nongovernmental organizations 
involved in the implementation of gender and development initiatives. The Committee 
has established provincial chapters in all nine provinces of Zambia to ensure effective 
coordination at provincial and district levels.  

These strategies broadly apply to all women, but the field of science is especially affected by 
gender barriers. For this reason, the integration of women into research agencies traditionally staffed by 
men poses significant challenges, and changes in Zambia and slowly evolving such that it is now not 
uncommon to find women in fields once dominated by men. A forum for female scientists was created in 
the Ministry of Science Technology and vocational training has been provided to address the specific 
challenges facing the country’s female scientists.  

Ongoing gender challenges identified in Zambia’s Strategic Plan for the Advancement of Women 
include:  

• The persistent and growing burden of poverty on women, their unequal access to 
resources, and exclusion from economic policy and institutions; 

• Women’s unequal access to health-related services; 
• Women’s lack of decisionmaking power; and 
• Inequality in the rights of female children.  
Overall, female scientists still face a number of challenges. In particular, they must deal with 

male management structures that reflect the norms and values of the wider feudal society. Sexual 
harassment remains an issue, along with favoritism and nepotism, and the general working conditions 
often undermine women’s performance and job satisfaction. Nevertheless, progress is being made based 
on the institutional frameworks outlined above.
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APPENDIX C:  ADDITIONAL INNOVATIVE TOOLS FOR PRESENTING  
GENDER DATA 

The She Figures series from the EU provides some additional innovative tools to present gender data. 
These tools, however, are perhaps more relevant for overall S&T capacity in high-income countries than 
for agricultural S&T capacity in Africa, but this appendix uses two of these measurements, the 
Dissimilarity Index and the Glass Ceiling Index. 

Dissimilarity Index 
The European Commission (EC 2006) calculates a Dissimilarity Index to measure the differences in the 
level of horizontal segregation across countries. This dissimilarity index is a theoretical measurement that 
indicates the percentage of female and male scientists that have to move to another occupation (or in this 
report, train in another discipline), to ensure that the share of women are equal across occupational 
groupings, or as in this case, disciplines.  An index of 0 indicates equal distribution of a country’s female 
and male professional staff across all disciplines. An index value of 1 indicates that only women or men 
are employed in all disciplines.  Index values between 0 and 1 indicate the level of the gender imbalance 
within the range of disciplines.  It is important to note that the outcomes of the index calculations also 
depend on the number of categories, in that, the greater the number of categories, the larger the variability 
in the distribution and hence the higher the level of segregation. For this purpose, we grouped the 16 
disciplines shown in Figure 16 into nine categories: (1) Animal science (including fisheries), (2) Crop 
science (including agronomy and entomology), (3) forestry, (4) agricultural economics, (5) extension, (6) 
molecular biology, (7) food and nutritional science, (8) natural resources (including biodiversity, soil 
science, natural resource management, water/irrigation, and ecology) and (9) other. 

Figure C.1 shows the Dissimilarity Index for each country, along with the sample average of 
0.13—indicating that 13 percent of all professional staff have to change their occupation to ensure that the 
average share of female professional in each discipline is similar as the overall average of 24 percent. 
Although the Dissimilarity Index is a theoretical measurement, the European Commission (2006, 37) 
states that “the calculation that lies behind the Dissimilarity Index is a means of producing a consistent 
indicator of difference, which allows for systematic comparisons across sectors and countries.” But the 
index is not very useful for countries with a small pool of (female) professional staff as this may result in 
a high dissimilarity index.  For example, of the nine female professional staff in Togo, 4 were employed 
in food and nutrition sciences and 3 in crops sciences, resulting in an index of 0.58. 
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Figure C.1.  Dissimilarity Index 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: Calculated by authors based on survey responses. 

Glass Ceiling Index 
One way to compare the proportion of female professional staff in management positions relative to their 
presence in the number of professional staff employed in agricultural research and higher education, is to 
calculate the so-called Glass Ceiling Index (EC 2006). The term Glass Ceiling has been used for more 
than two decades to describe the constraints women face in attempting to reach top levels of management 
(Falk and Voigt 2006, Wikipedia 2009). The Glass Ceiling Index measures the actual “thickness of the 
ceiling” and has been applied in different ways. The European Commission (2006), for example, 
measures the share of women in full professorships or equivalent positions compared with the share of 
women in academia. Falk and Voigt (2006) defined the Glass Ceiling Index in more detailed terms and 
interviewed 590 female and male executives in five OECD countries and the Philippines in order to 
collect information on the factors that affected women’s ability to advance in their career across three 
dimensions: individually, within a company, and within the country’s societal environment. The Glass 
Ceiling Index in this report measures the proportion of female agricultural professional staff in 
management positions compared with the overall share of women in agricultural research and higher 
education. 

Table C.1 ranks the indexes by country. The value can run from zero to infinity, with an index of 
1 indicating that there is no difference in the ability of female and male professional staff to obtain a 
promotion. A score of less than 1.0 indicates that women are overrepresented in management positions. 
Unsurprisingly all 15 countries have scores above 1.0, which indicates that women are underrepresented 
in management positions. It is important to note, however, that the Glass Ceiling Index measures seniority 
levels of women relative to their presence in the workforce. It does not address women’s 
underrepresentation in relation to their male colleagues in the overall labor force. Clear examples are 
Burkina Faso and Ethiopia, where the index signals that the share of female staff in management positions 
is close to be proportionate with their presence in agricultural professional staff. But the index overlooks 
the reality that the share of female professional staff in agricultural research and higher education is very 
low in both countries.  
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A score of more than 1.0 indicates that female professional staff are underrepresented in 
management positions, and the higher the score, the thicker the glass ceiling. Indexes for Niger, Uganda, 
Togo, South Africa, and, Senegal, were all above 2 percent. 

Table C.1.  The Glass Ceiling Index, 2007/8 

Ranking of countries 

Female shares in HC 
Glass ceiling 

index (=PS/SPi) 
Total professional 

staff (PS) 
Management 
position (PSi) 

       (percentage)  
Burkina Faso 12 11 1.11 
Ethiopia  6 5 1.13 
Malawi 17 15 1.15 
Burundi 20 17 1.17 
Ghana 16 13 1.26 
Mozambique 35 27 1.30 
Nigeria 26 18 1.41 
Kenya 26 16 1.59 
Zambia 21 13 1.69 
Botswana 32 18 1.76 
Niger 10 5 2.08 
Uganda 26 11 2.30 
Togo 9 4 2.39 
South Africa 41 14 2.93 
Senegal 18 0 ∞ 
Total (15) 23 18 1.34 

Source: Calculated by authors based on survey responses. 
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